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Humboldt Unified School District 258 

Master Agreement 

2016-2017 

 

Agreement 

 This Agreement is made and entered into by and between THE BOARD OF 

EDUCATION, UNIFIED SCHOOL DISTRICT NO. 258, (hereinafter “Board”), and 

the Humboldt National Education Association, (hereinafter “ Association”).  This 

agreement is the result of good-faith collective negotiations that have been conducted 

under the requirements of and directives of the Professional Negotiations Act (K.S.A. 

72-5413 et seq). 

 The provisions of this Agreement apply to all employees who are in the 

Teachers’ bargaining unit determined by Order of the Kansas Public Employee 

Relations Board on April 9, 1993, and as defined in Article II – A of this Agreement. 

 This Agreement, as ratified by the Association, and the Board, shall constitute 

the Agreement for the period specified. The Agreement between the Board and the 

Association is to be for a one-(1) year term beginning July 1, 2016, and ending June 

30, 2017. By mutual agreement between the Board and the Association, this agreement 

may be opened for change or modification. Any subsequent agreements resulting from 

such re-opening shall be set forth and made an amendment to this agreement and when 

ratified by the teachers and the Board shall constitute a change in this Agreement.  

 

ARTICLE I:  Definitions 

 

A. BOARD:  The Board of Education of Unified School District No. 258, Allen 

 County, Kansas. 

 

B. Association:  The Humboldt National Education Association, affiliated with 

the Kansas National Education Association and the National Education 

Association.  

      

C.   District: Unified School District (U. S. D.)  No. 258. 

 

D. Administrator: Any person employed by the Board in an administrative 

capacity who is fulfilling duties for which an administrator’s certificate 

is required. 

 

E. Teacher:  Any employee who is a member of the bargaining unit as defined 

       in Article II-A, possessing a teacher certificate/license.  

 

F. Primary Contract:  The basic contract of each teacher, excluding any extended 

or supplemental contract. 

 

G.   Supplemental Contract:  A contract for services which may include but are 

not limited to coaching, sponsors, lunchroom supervision and other similar 
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duties listed in the statute and are in addition to those provided for in the 

teacher’s primary contract. 

  

H.  Extended Contract:  A teacher’s contract for services which extends the  

number of working days of the individual teacher in any year for employment  

 which is an extension of the work provided for in the teacher’s basic or 

 primary contract and which is compensated at the same daily salary rate as 

 established in the primary contract.  

 

I.   Contract Day, Duty Day, or Working Day:  Any day on which a teacher is 

required to be on duty within the terms of the primary and/or extended 

contract and is paid for services rendered.  

 

 

ARTICLE II:  General 

 

A. Recognition 
 

1. The Board of Education recognizes the Humboldt National Education 

Association (H-NEA), affiliated with Kansas-National Education 

Association and National Education Association, for the purposes of 

professional negotiations under K.S.A. 72-5413, et. seq. as the exclusive 

representative for the teachers’ bargaining unit.  

 

2. The bargaining unit shall be defined as all employees of the Board of 

Education in positions which require a certificate/license issued by the 

state Board of Education and are compensated on the teachers’ salary 

schedule including Classroom Teachers, Counselors, Librarians, and 

Title I Teachers, and excluding administrative staff. 

 

B. Management Rights 

 

1. Nothing in this agreement shall be construed to change or affect any right or 

duty conferred or imposed by law upon the Board Subject to the provisions 

of the Agreement, the Board has, and will, continue to retain, whether 

exercised or not, the sole and unquestioned right, responsibility and 

prerogative to maintain, develop and operate the school district as allowed 

by statue. 

 

 

ARTICLE III:    Salary Schedule 

 

 

A. Salary:  The base salary will be $37,295 for 2016-17.  Horizontal and vertical 

movement will be allowed; a 2.2% increase  See Appendix A.2  for Salary 

Schedules(page 30). 
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Extended contracts will be compensated at the same daily rate as established 

in the teacher’s primary contract. (08/31/01) 

 

B. Moving on the Salary Schedule: Teachers have the option to substitute  

inservice points for college hours to move on the salary schedule. They 

may use this option  a maximum of two times during their employment with 

U.S.D. 258; however, this option may only be used once at the BS level.  

Teachers may move horizontally on the salary schedule once per year according 

to the hours/degree the employee has earned regardless on the number of 

columns. 

Requirements for inservice points are to be consistent with the 

requirements for recertification.  Twenty inservice points are equivalent  

to 1 college hour.  Teachers with a B.S. can apply inservice points for 

up to 4 credit hours to move on the salary schedule.  For example: 

10 hours credit could be substituted with 6 hours college credit and 

80 inservice points. Teachers with a M.S. may apply inservice points 

towards 6 of the hours needed to move on the salary schedule. Inservice 

points must have been acquired in the last 5 years while in employment  

with U.S.D. 258. 

 

Teachers who maintain full certification in their assigned field (s) will be eligible for 

movement on the salary schedule. 

 

All continuing teachers will be permitted a vertical movement within a column which 

shall not exceed one step per year based on initial placement provided they have not 

reached the maximum experience allowable within their education category. 

 

The educational credit columns on the salary schedule shall have the following 

definitions: 

Column 1: At least a bachelor's degree and certification in their teaching field. 

Column 2: Baccalaureate degree plus 10 graduate or approved hours. The approved 

hours must apply toward an advanced degree or must be in the teacher’s specific 

teaching field or benefit the teacher’s performance. 

Column 3: Baccalaureate degree plus 20 graduate or approved hours. The approved 

hours must apply toward an advanced degree or must be in the teacher’s specific 

teaching field or benefit the teacher’s performance. 

Column 4: Baccalaureate degree plus 50 graduate or approved hours or Master’s 

degree.  The approved hours must apply toward an advanced degree or must be in the 

teacher’s specific teaching field or benefit the teacher’s performance. 

Column 5: Master’s degree plus 10 graduate or approved hours.  The approved hours 

must apply toward an advanced degree or must be in the teacher’s specific teaching 

field or benefit the teacher’s performance. 

Column 6: Master’s degree plus 20 graduate or approved hours.  The approved hours 

must apply toward an advanced degree or must be in the teacher’s specific teaching 

field or benefit the teacher’s performance. 
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Column 7: Master’s degree plus 30 graduate or approved hours. The approved hours 

must apply toward an advanced degree or must be in the teacher’s specific teaching 

field or benefit the teacher’s performance. 

 

If a teacher plans to acquire hours for possible columns movement over the summer, 

the teacher must provide notice to the central office of such intent prior to April 1. 

Documentation for credit hours or degree must be a current transcript on file in the 

superintendent’s office by August 20 of the contract year.  

 

 

ARTICLE IV: Supplemental Pay Schedule 

  

A. Supplemental Pay Schedule: Effective beginning with the contract year 

1998-99, the Board agrees to compensate teachers at a rate of $15.00 per 

 hour for duties outside the contract day or contract year providing that the 

 duties are on a voluntary basis and: 

  

1. are relating to student instruction and/or curriculum development, and 

 

 2. are not decision making/empowerment activities. 

 

All other Supplemental pay for duties outside the contract day or contract year 

that are approved by the administration and board and are not covered by the 

Supplemental Pay Schedule will be paid at the rate of  $13.00 per hour. 

(08/26/98) See Appendix B for Supplemental Pay Schedule 

 

 

 

ARTICLE V:  Fringe Benefits 

 

A. Section 125 – Cafeteria Plan:  The Board shall establish a program to comply 

with Section 125 of the Internal Revenue Code. The Board shall pay an amount 

of $163.85 per month per full time certified teacher employed prior to 1993-94. 

This amount may be taken in cash salary if not used for the programs provided 

in the Section 125 – Cafeteria Plan. The Board of Education shall pay to the 

program on behalf of each part-time teacher an amount of money proportionate 

to the amount of time the teacher is employed by the Board. (08/13/01) 

 

B. Group Health Insurance: Beginning in 1993-94, all new teachers in the 

district must enroll in at least single health coverage in the group health 

insurance to receive the insurance benefit.  The insurance benefit will be: 

 

          2015-16 2016-17 

  Employee……………………….      $457    $465 

             Employee and Children…………    $482       $490 

             Employee and Spouse ………….      $507    $515 

             Employee and Family …………..    $557    $565 
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Teachers employed prior to 1993-94 may elect to receive the group health 

benefit in lieu of the $163.85 fringe benefit. (08/13/01) 

 

 

                              ARTICLE VI: Leaves of Absence 

 

A. Sick leave (or Compassionate Leave):  Teachers may be provided leaves of 

absences with pay for illness.  First-year teachers in U.S.D. 258 are entitled to 

fifteen (15) full working days with pay for sick leave.  All returning teachers 

begin the year with a minimum of thirty-(30) days sick leave with pay for the 

2016-2017 school year.  After the second year, fifteen-(15) days per year shall 

be added to the unused sick leave from the previous year, accumulating to a 

maximum of not more than ninety (90) days. 

 

The above paragraph refers to full-time teachers. Sick leave benefits for 

part-time teachers are prorated according to the teaching time involved.  

 

Sick time shall cover absences due to the teacher’s illness or illness or death in 

the immediate family of the teacher or the teacher’s spouse. This shall 

include, father, mother, brother, sister, wife, husband, children, grandchildren, 

maternal and paternal grandparents, or for relatives or persons whose regular 

residence is in the home of the teacher.  

 

 

B. Sick Leave Pool:  To assist ALL personnel who suffer illness or disability, a 

sick leave share agreement shall be established as follows:  

   

 

1. Such bank is to be administered by the sick leave bank committee pursuant to 

the guidelines that have been established. The sick leave bank will only be 

activated when the need arises. All USD 258 employees who are party to this 

agreement wishing to join the sick leave bank, upon voluntary written 

agreement shall donate 2 days of chargeable leave to the sick leave bank by 

September 1 of the current school year. 

2. Said participating USD 258 members who have depleted their chargeable leave 

and accumulated sick leave may draw upon the bank as provided: 

 Any USD 258 employee who joins the bank for the current school year 

may make application for up to twenty (20) days. Upon the completion 

of the twenty (20)  day period, additional entitlement may be extended 

by the sick leave committee upon demonstration of need by the 

applicant. 

      3.    At the end of the contract year, the unused days in the sick leave bank shall be 

 distributed as follows:     

 If the number of unused days is less than the number of participants’, 

those days shall be carried in the sick leave bank for the next contract 

year. 
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 If the number of unused days is more that the number of participants, 

each participant shall be credited with one (1) day of sick leave and the 

remainder carried in the sick leave bank for the next contract year. 

 Days carried from the previous contract year would be used first, only 

after those days are exhausted would current year contributions be 

activated. 

4.     The sick leave bank shall be administered by a sick leave bank committee 

consisting of one elementary, one middle, and one high school teacher chosen 

by HNEA, HNEA President, and the superintendent.  

    5.    The superintendent may require a statement from the staff member’s physician 

 certifying that he/she is incapable of performing his/her duties as a result of an 

 accident or illness. The physician may be asked to certify in writing the number 

 of days absence the given illness or disability requires. 

     6.    Subject to the foregoing requirements, the sick leave bank committee will 

            determine the eligibility for the use of the sick leave bank and the amount of 

 leave to be granted. The following general criteria shall be considered by the 

 committee in administering the bank and in determining the amount of leave: 

 Medical evidence of serious illness or disability 

 Maternity leave 

 Prior utilization of sick leave 

 Length of service in the bank 

     7.    The decision of the sick leave bank committee with respect to eligibility 

 entitlement shall be final and binding and not subject to appeal, or to grievance 

and arbitration. 

 

 

See Appendix C: Sick Leave Pool Contract 

 

 

C. Retirement Pay For Unused Sick Leave:  Teachers with 15 or more years 

service in USD 258 who are retiring or terminating their employment with the 

district will be paid for one-half of their accumulated sick leave, not to exceed 

30 days. They shall be paid at the current rate of (base) pay  paid to the 

beginning teacher in the district. Upon death of a teacher meeting the above 

requirements (15 or more years of service in the district) the unused sick leave 

pay shall be computed as above and paid to the beneficiary (indicated in 

KPERS documents). 

 

 

D. Family and Medical Leave:  Family and medical leave as required by    

federal law shall be granted for a period of not more than 12 weeks during a 

twelve month period.  For purposes of this policy, a 12-month period shall be 

defined as a fiscal year beginning on July 1 and ending the following June 30. 

Spouses employed by the district may only take an aggregate of 12 weeks of 

leave for birth or adoption of a child or to care for a child with a serious health 

condition.                     

 



 

 

 

 7 

 

Leave is available because of (1) the birth of a son or daughter of the teacher 

and to care for the son or daughter; (2) the placement of a son or daughter with 

the teacher for adoption or foster care; (3) the need to care for a spouse, son, 

daughter or parent of the teacher because of a serious health condition; or (4) a 

serious health condition of the teacher that prevents the teacher from 

performing the job functions. (Leave for reason 1 or 2 must be taken within 12 

months of birth or placement.) 

 

 The leave shall normally be unpaid leave. However, if the teacher has any 

 paid vacation, personal, sick or disability leave, or sick leave pool that is 

 available for use because of the reason for the leave, the paid leave shall be  

 used first and counted toward the annual family and medical leave. The 

 superintendent will notify the teacher prior to or during the leave period that  

 the leave has been designated as paid family and medical leave.  

 

 The teacher is eligible for family and medical leave upon completion of one 

 school contract year of service in the district. 

 

During the period of any unpaid family and medical leave, the Board shall 

continue to pay the Board’s share of the cost of group health benefits in the 

same manner as paid immediately prior to the leave. Any teacher portion of 

the cost shall be paid by the teacher to the clerk of the board on the payroll 

date or other time as the teacher and superintendent may agree.  The Board 

may terminate group health coverage if the teacher payment is not received 

within 30 days of the due date.  

 

 When leave is foreseeable, the teacher shall give written notice 30 days in 

advance. If leave is not foreseeable, notice will be given as soon as  practicable.  

 

Upon the teacher providing notice of need for leave, the Board will notify the 

teacher of: 

 

a. the reasons that leave will count as family and medical leave, 

b.  any requirements for medical certification, 

c.  employer requirement of substituting paid leave 

d.  requirements for premium payments for health benefits  

and employee responsibility for repayment if employer pays 

employee share, 

e.  right to be restored to same or equivalent job, 

f.  any employer required fitness-for-duty certifications. 

 

Family leave (reasons 1 or 2) may not be used intermittently or on a part-time 

basis without the prior approval of the superintendent.  

 

The superintendent may require the teacher to continue leave until the end of the 

semester if the leave begins more than five (5) weeks before the end of a semester,         



 

 

 

 8 

 

lasts more than three (3) weeks and the return would occur during the last three (3) 

weeks of the semester.  

 

If a leave is for a reason other than the teacher’s serious health conditions, the 

superintendent may require a teacher to continue leave until the end of the semester, if:   

1. the leave begins in the last five (5) weeks of a semester, will last more 

than  two (2) weeks and the return to work would occur in the last two 

(2) weeks of a semester, or   

2.  the leave begins in the last three (3) weeks of a semester, and lasts more 

than five (5) days. 

 

E. Personal Leaves and Absences:  Teacher’s personal leave (with pay) is in the 

amount of three (3) working days per school term for full-time teachers.  

Written notification should be given to the building principal on the personal 

leave notification form at least two (2) calendar days prior to the requested 

leave day. (See Appendix E for Personal Leave Notification Form. (8/09/99)  

 

 The only restriction to approval is the administration’s ability to secure an 

acceptable substitute teacher.  Leave shall not be taken during scheduled parent 

teacher conference days and scheduled professional development days.  

However, teachers using personal leave will not be required to give a reason for 

said leave.  

 

Unused personal leave will be credited to sick leave accumulation at the end of 

each school year.  If the sick leave plus unused personal leave accumulation 

totals more than the maximum accumulation of 90 days sick leave, the unused 

personal leave will be reimbursed at the substitute rate of pay. 

 

Personal leave does not apply if teachers are required, or allowed, by the 

superintendent to participate in some professional activity other than 

teaching which is considered as rendering service to the district students  

or in other cases that may be specifically approved by the Board of Education. 

Such cases shall be classified as SCHOOL BUSINESS. 

 

F.   Emergency and Legal:  Emergency and legal leaves without pay may be 

granted by the superintendent.  Emergency leave with pay shall be granted 

at the discretion of the board. No legal leaves shall be granted with pay unless 

authorized by the Board.  

 

To the extent possible, teachers should give as much notice as possible in 

requesting emergency leaves. Whenever a teacher takes an emergency  

leave without prior consent having been given thereto, said teacher shall 

notify his principal or immediate supervisor. Teachers should make prior 

arrangements for some person to notify the teacher’s principal or  immediate 

supervisor of any emergency leave where the teacher is unable to give such 

notice. If the teacher desires not to have a deduction made from his salary for 

such emergency leave, he shall make application  therefore to the Board of 
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Education by filing a request with the superintendent of schools within ten (10) 

days following his return from such emergency leave, which request shall 

explain in full the nature of the leave and the reasons why the teacher is of the 

opinion his salary should not be docked or reduced because of such leave.  

  

      Legal leave shall mean and include time away from the job for the purpose of 

prosecuting or defending a legal action or in testifying in either a court of law 

or before an administrative body. 

 

A teacher called to jury duty will be paid regular school wages with jury 

moneys received paid to the district. 

    

G. Exchange Teaching: All leaves for exchange teaching shall be granted                          

at the discretion of the Board. 

 

Any employee desiring a leave for the purpose of teaching in another  school 

district shall file written application thereof with his principal at least ninety(90) 

days prior to the first day of the requested leave. Such application shall  be in 

writing and shall explain in detail the length of the desired leave, the purpose of 

the desired leave, and the applicant’s reasons why said leave will  be of benefit 

to the school district. The superintendent shall present said request to the Board 

at its regular or special meeting, together with his recommendation. 

 

No exchange teaching leave shall be granted for a period longer than one  

semester.  The teacher receiving such a leave shall be entitled to all of the 

rights and privileges of employment he would have received, had he performed 

his regularly contracted functions during the period of such leave. No such 

leave shall be granted unless and until the questions as to which school district 

shall pay the salary of such teacher and other employment obligations have 

been resolved in a written agreement between the school districts concerned.  

 

H. Sabbaticals:  No sabbatical leave shall be granted with pay.  Sabbatical 

 leaves without pay may be granted at the discretion of the Board.  

    

Any teacher desiring a sabbatical leave shall file written application therefore 

with his principal or supervisor at least ninety (90) days prior to the first day of 

the requested leave. Such application shall be in writing on a form prescribed by 

the superintendent and shall explain in detail the length of the desired leave, the 

purpose of the desired leave, and the applicant’s reasons why said leave will be 

of benefit to the school district.  The superintendent shall present said request to 

the Board at its next regular or special meeting, together with his 

recommendation thereon. 

 

No sabbatical leave shall be granted for a period longer than one semester. The 

teacher receiving a sabbatical leave shall be entitled to all of the rights and 

privileges of employment he would have received, had he performed his 

regularly contracted functions during the period of such leave.    
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I. Travel Expenses: Authorization for reimbursed travel expense will be granted 

by the superintendent or designated representative.  Mode of travel will be based on 

availability of transportation, distance, and number of persons traveling together. When 

traveling by air, first class fare will be reimbursed only when coach space is not 

available.  Receipts for transportation, parking, hotels or motels, meals and such other 

expenses for which receipts are ordinarily available will be attached to expense 

vouchers. When using personal car, the rate of reimbursement shall be the state rate per 

mile for each mile traveled.  

 

Persons who normally travel in conjunction with official assignments must 

submit travel budget estimates each year to the superintendent or designated 

representative. 

 

ARTICLE VII: Teacher Work Load 
 

 A. Contract Year: The number of duty days and inservice days in the basic duty 

 year shall not exceed one hundred and seventy seven and one half (177.5) 

 school days, as determined and scheduled by the board of education and the 

 HNEA. A daily rate will be paid for extended days as assigned by the board of 

 education. 

 

 

B. Work Load: All schools will have the same duty day. The duty day will be 7 

hours and 45 minutes with a duty-free lunch (09/12/05). The school day shall 

begin for teachers 10 minutes before the first bell and shall end 15 minutes after 

the last regularly-scheduled class if the teacher’s responsibilities for the day 

have been completed (05/18/00). Teachers may be allowed to leave the building 

early, with reason, and with permission from the principal, or when they are 

involved in the sponsorship of school activities or attending school activities. 

Further, teachers may leave school buildings on Fridays and days preceding 

holidays at the close of  regularly scheduled classes.  

 

The number of teaching sections to which a teacher is assigned by the building 

principal will be dependent upon availability of staff and number of students. 

 

 Any teacher who is asked to teach a section above his/her regular teaching load 

may receive extra compensation which shall be determined by the Board upon 

recommendation by the Superintendent. 

 

C. Emergency Closure: Teacher attendance shall not be required whenever 

students attendance is not required due to emergency closure. Emergency 

closure will be considered any scheduled contract day that is cancelled.  The 

first two emergency closure days will not be made up.  The third, fourth, and 

fifth emergency closure make up days will be determined each calendar year 

when the calendar is agreed upon. (6/15/03) 
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.     ARTICLE VIII: Teacher Due Process 

 

Fair Dismissal of Teachers 

 

1. The Board and Association agree to the mutual benefit of a Fair Dismissal 

procedure for experienced teachers. This provision balances the relative security earned 

through an extended and successful probationary period with employer expectations of 

continued quality professional performance. 

 

2. If a teacher is terminated, he/she shall be afforded the rights to this procedure to 

appeal that decision. 

 

3. For the first three years of professional employment with the district, teachers 

are considered probationary and may be nonrenewed prior to the statutory deadline for 

any reason except as protected by Constitutional or other nondiscrimination 

protections. 

 

4. Starting in Year Four of teaching with the district, teachers shall have earned 

nonprobationary status. At its discretion, the Board may formally grant 

nonprobationary status to any teacher earlier. 

 

5. Nonprobationary teachers may be nonrenewed for just cause, including 

ineffective performance, provided the procedural process is closely observed. While 

timelines are expected to be followed, extenuating circumstances may be considered 

for minor procedural errors. If the proposed nonrenewal is to be based on ineffective 

performance, the district evaluation procedure shall be followed. The nonprobationary 

teacher will be informed his/her performance is substandard and the full evaluation 

process will be utilized, including a measurable plan of improvement. The plan of 

improvement shall be collaboratively developed but the final decision on the plan rests 

with the principal. 

 

6. If the nonrenewal is based on other reasons, including disciplinary factors or 

reduction in force, those separate procedures as outlined in the Agreement shall be 

followed prior to the termination or nonrenewal. 

 

7. If the nonprobationary teacher is nonrenewed, he/she shall be notified by 

certified and regular mail prior to the statutory continuing contract date.  The - 

notification shall include the reasons for the nonrenewal. The nonrenewed teacher will 

have fourteen calendar days from the receipt of the letter to file a written request with 

the Board clerk for a hearing. 

 

8. Within seven calendar days, the parties shall meet and select a mutually 

agreeable party to be the hearing officer. If that is not possible, the hearing officer shall 

be an arbitrator selected by alternately striking names from either the KSDE list or the 

AAA list. 
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9. During the hearing, the entire basis for the nonrenewal shall be proffered by the 

district and the teacher may present his/her response. If, in the opinion of the hearing 

officer, more time and/or information is needed for an appropriate decision, it shall be 

allowed. Otherwise, the hearing shall be closed at the end of the presentations. The 

decision by the hearing officer shall solely determine whether to sustain or reverse the 

nonrenewal and shall be rendered in writing to both parties within seven calendar days. 

 

10. It is the intention of the parties that the decision be rendered prior to August 1 

and all reasonable efforts should be made to accomplish that goal. 

 

11. If the teacher prevails, he/she is reinstated in full. If the Board prevails, the 

nonrenewal is final. The decision is binding on both parties. No appeal of any kind is 

allowed. 

 

12. The teacher shall pay for his/her expenses, including any witnesses and/or 

representation. All other expenses of the hearing shall be paid by the district. 

 

13. SUNSET PROVISION- This provision shall be in effect for the 2016-17 

school year and will not be included in subsequent agreements unless expressly agreed 

to. 

 

ARTICLE IX: Reduction In Force 

 

The following reduction in force language will be in effect until July 1, 2015. 

 

A. Reduction in Force:  To provide an orderly process in the event a staff 

reduction procedure and a recall procedure is necessary. The Board will use 

reasonable efforts to communicate the situation confronting the district to the 

staff so as to allow the staff a reasonable opportunity, not to exceed 10 days 

from the date of communication, to present possible alternatives such as early 

retirement, normal attrition, part-time contract, contract for substitute teaching, 

and/or other alternatives which could accomplish the same goals.  

 

In the event it becomes necessary to reduce the number of certified personnel 

due to program elimination or reduction, or to reduce the number of teachers in 

a given subject area, field or program, or eliminate or consolidate positions, the 

Board shall follow the procedure listed below: 

 

 

1. The greatest possible reduction in staff shall be accomplished through 

the normal turnover. 

  

2. The reduction may be applied to al1 certified personnel or to only some 

group thereof. The reduction shall be applied to the largest group which 

may be reasonably considered, i.e. elementary, secondary.  Once the 

attendance center has been selected, determination of the group will be 

based on the following criteria: 
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a. Those programs outside the building’s basic curriculum area should 

be considered first. 

b. In elementary, consideration should be given to combining grade 

levels into one classroom, according to enrollment.  

c. Departments in high school and middle school should be selected 

for reduction according to past and projected enrollment in various 

classes of that department and the number of teachers working 

within it. 

d. Those programs not required by the district for graduation should be  

reviewed and reduction made in one of those areas.  

e. Determination of the group shall be made by the superintendent  

subject to a consultation/meeting with H*NEA leaders to discuss 

possible alternatives. 

   

Within the specified group, teachers shall be selected by the Central 

Office for termination in the following order: 

 

a. Certified personnel not holding a regular Kansas certificate and 

                      teachers who by state certification standards are only provisionally 

        qualified in the assigned positions.  

 

b. Teachers who are employed on less than a full-time contractual 

basis, beginning with those with the least equivalency of a full-time 

contract and teachers within their first two years of employment. 

 

c. Teachers who, according to their composite evaluations, are 

performing their responsibilities in less than satisfactory manner in 

two or more individual areas within any one of the four major areas 

on the evaluation form.  Prior evaluations may be considered for 

those employees who have been recently transferred to positions 

with significantly different responsibilities.  Evaluations should not 

be used with intent as a weapon for employment, termination, or 

renewal. 

 

d.   In the event that performance of responsibilities is judged to be the 

same for the remaining employees within the specified group, selection 

will be based on maximum length of service during current employment 

dating from the first day of duty.  However, this provision shall not be 

applied in such a manner as to adversely affect the balance of the staff 

with regard to handicap, race, sex, or age.  

  

e.   In the event that two or more employees are equally considered for 

selection for termination, the order shall be decided through 

applying objective procedures developed and directed by the 

appropriate central office administrator. 
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3. Only those evaluations forwarded prior to the date that reduction is 

deemed as necessary will be considered in the implementation of this 

policy. 

 

4. Any individual(s) within the specified group who is on or has  requested 

an extended leave shall be considered for termination under the 

conditions set forth herein. 

 

5.     As employees are selected for termination, their names shall be placed 

on a list in the order of their selection. 

 

6. Any employee who is to be recommended for termination shall be 

notified in writing with as much advance notice as is reasonably 

possible. Such notice shall include: 

 

a.   The basis for the initial decision for staff reduction, 

b.   The reason(s) for the selection of the individual, 

c.   A copy of this policy, and 

d.   Notice to the individual of an opportunity to respond. 

             

7. After implementing such a reduction procedure, the list of names of 

terminated employees shall be maintained for two years. 

 

a. Any person who has been so terminated shall no longer be 

considered an employee and shall have no employee’s rights or 

benefits. 

 

b.   Any person who has been so terminated may retain membership in 

the Board health insurance group for the period of time allowable by 

the insurance company.  However, the Board shall make no 

contribution and the person must make advance arrangements for 

payment of dues with the business office. 

 

c. If a vacancy occurs within two years for which any person named on 

the list qualifies, the position shall be offered to the person whose 

name was most recently placed on the list and who qualifies for such 

vacancy. The usual employment procedures will be followed in 

determining fitness for re-employment.  

 

d. If any person named on the list waives recall rights in writing, fails 

to accept recall to a position for which the person is qualified, fails 

to respond within ten (10) days to recall notice sent to the latest 

address which the person has furnished to the central office, or fails 

to report for duty in an accepted position, the name of such person 

shall be removed from the list and such person shall have no further 

recall rights.  
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e. Any person who is recalled shall regain all employment benefits to 

which he/she was entitled at the time of termination or which have 

been determined for any and all employees during the term of  

unemployment. There shall be no accrual of benefits during this time.  

 

Effective for the 2016 – 2017 School Year  

 

A. Reduction in Force: To provide an orderly process in the event a staff reduction 

is required. The Board will use reasonable efforts to communicate the situation 

confronting the district to the staff so as to allow the staff, through HNEA, a reasonable 

opportunity to present possible alternatives such as early retirement, normal attrition, 

part-time contract, contract for substitute teaching, and/or other alternatives which 

could accomplish the same goals. 

 

1. In the event that a reduction of certified personnel does become necessary, the 

Board shall accomplish the same through normal attrition and resignations. Should 

further reduction be necessary, the Board shall first retain those employees possessing 

current teaching certificates in areas or disciplines to be preserved and reducing those 

employees with less than three (3) years of service in the district. 

 

2. In the event that further criteria are necessary to differentiate among personnel 

under consideration for a reduction in force, individual certifications, qualifications, 

training, skills, evaluations, interests and length of service during current employment 

dating from the first day of duty will be utilized. 

 

3. Any employee who is to be recommended for reduction shall be notified in 

writing with as much advance notice as is reasonably possible. Such notice shall 

include: 

 

a. The basis for the initial decision for staff reduction; 

b. The reason(s) for the selection of the individual; 

c. A copy of this policy; and 

d. Notice to the individual of an opportunity to respond. 

 

B. Reemployment of Professional Employees - Recall 

 

1. After implementing a reduction of force, the names of those employees who 

were selected for reduction shall be placed on a list. This list of names of reduced 

employees shall be maintained for two years. 

 

2. Any person who has been reduced shall no longer be considered an employee 

and shall have no employee rights or benefits. 

 

3. Any person who has been so reduced may retain membership in the Board 

health insurance group for the period of time allowable by Kansas COBRA Rules 

(KSA 12- 5040). However, the Board shall make no contribution and the person must 

make advance arrangements for payment of premiums with the business office. 
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4. If a vacancy occurs within two years, individuals who were reduced shall be 

offered recall in reverse order of discharge to vacant positions which they are certified 

to fill.  The usual employment procedures will be followed in determining fitness for 

re- employment. 

 

5. If any person named on the list waives recall rights in writing, fails to accept 

recall to a position for which the person is qualified, fails to respond within ten (10) 

school days to recall notice sent to the latest address which the person has furnished to 

the central office, or fails to report for duty in an accepted position, the name of such 

person shall be removed from the list and such person shall have no further recall 

rights. 

 

6. Any person who is recalled shall regain all employment benefits to which 

he/she was entitled at the time of termination or which have been determined for any 

and all employees during the term of unemployment. There shall be no accrual of 

benefits during this time. 

 

Sunset Provision: This provision shall be in effect through the 2016-2017 school year 

and will not be included in subsequent agreements unless expressly agreed to. If an 

agreement cannot be made regarding RIF language in subsequent years, the RIF 

language in place in the 2014-2015 agreement will be reinstated. 

 

       ARTICLE X:  Teacher Protection/Rights 

 

A. Duties of Teachers:  The teacher has a right to be warned in writing that his or 

her work is not satisfactory or up to expectations. The superintendent, at his 

discretion, may impose a probationary period of not to exceed one school year, 

in order to allow the teacher to correct his/her deficiency.  The warning should 

deal with specific things and state the consequences if improvement is not 

forthcoming.  

 

Furthermore, the warning shall be in writing for the record so that there can be 

no misquotation or misunderstanding later on. The superintendent, principals 

and other school personnel have an obligation to try to help those people 

become good teachers, and during this probationary period should give them 

close supervision with frequent visits and conferences, keep detailed memos of 

suggestions, or incidents that develop, or complaints that come from parents 

and teachers, etc., with the goal in mind to help the teacher make satisfactory 

improvement. The teacher as well, has an obligation to make every attempt to 

improve and become a better teacher.  

 

Every effort should be made to obtain as much objective data as possible in 

order to determine unprejudiced results of teaching. 
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Teachers shall make an immediate report of any unusual disorder among the 

students under their charge.  No teacher has the authority to suspend or to 

expel. 

  

B. Evaluations:  The following statement of purpose, policy, and procedure of 

teacher evaluation is outlined for Humboldt Unified School District No. 258. 

 

PURPOSE: To provide both structured and informal opportunities for 

principals and teachers to objectively consider and evaluate the effectiveness 

and the contribution of the teacher to the total school program. It is the belief of 

the Board of Education and the administration that these evaluations provide 

the best opportunity for a teacher to learn of his or her strengths and possible 

weaknesses and to improve in effectiveness as a teacher.    

             

To encourage teachers to constantly self-evaluate their teaching effectiveness in 

accordance with the district’s objectives. 

 

To provide an objective measure by which personnel designated by the Board 

of Education may make recommendations to the superintendent for future staff 

improvement. 

 

To provide an evaluation procedure that is conducted in a friendly and 

constructive manner in which each staff member is an equal participant, which 

can be beneficial to the staff and therefore, ultimately to the youth of the 

Humboldt schools.  

 

Student evaluations will continue at the high school. If problems appear after a 

“fair trial” or if QPA reports can accomplish the same thing, then the   Board 

will be open to making a change 

 

See APPENDIX (F) for Evaluation Implementation and Assessment Instrument 

 

C. Personnel Files:  Personnel files kept by the district concerning district 

employees shall be under the custodianship of the appropriate building 

principal and/or the superintendent. All teachers have the right to inspect said 

files upon proper notice and to respond to any materials that may be placed in 

the file.  

 

D. Grievances: 

1.  Purpose:  The purpose of this procedure is to provide for the orderly and 

expeditious adjustment of grievances of individual employees of  

the school district at the lowest level. 

 

2.  Definitions: 

a. “Grievance” shall mean any alleged violation of the terms and 

conditions of an employee’s contract of employment and/or 

negotiated agreement.  
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b. “Grievant” mean an employee of the district having a grievance.  

 

c.  Words denoting gender shall include both masculine and feminine, 

and words denoting number shall include both singular and plural. 

 

3. Procedures: In general, the adjustment of grievance shall be 

accomplished as rapidly as possible. To that end, the number of days 

with which each step is prescribed to be accomplished shall be 

considered as to be accomplished shall be considered as maximum and 

every effort shall be made to expedite the process. Under unusual 

circumstances, the time limit prescribed in this statement may be 

extended or reduced by mutual consent of the grievant and the person or 

persons by whom the grievance is being considered. 

 

 

Level 1. A grievant shall first take up his grievance with his immediate 

administrative superior in private informal conference(s) within fifteen (15) 

school days after the occurrence of the event upon which a grievance is 

based or after the grievant becomes aware of such event. If the employee is 

dissatisfied with the outcome of the initial private conference(s), he may 

request a formal conference with his immediate supervisor. Every effort 

should be made to develop an understanding of facts and the issues in order 

to create a climate which will lead to a solution. The formal conference 

shall occur within ten (10) school days of the last informal conference.  

 

Level 2. In the event that the aggrieved person is not satisfied with the 

disposition of his grievance at Level 1, or in the event that no decision is 

reached within ten (10) school days after a formal presentation, he may 

appeal the matter in writing to the superintendent of schools. If the grievant 

appeals the grievance to the superintendent, the superintendent or his 

designated representative shall confer with the grievant in an effort to arrive 

at a satisfactory solution within ten (10) school days after the appeal has 

been received by the superintendent.  

 

If the grievant does not appeal the grievance to the superintendent within 

thirty (30) school days after the formal conference at Level 1, the appeal of 

the grievance shall automatically be waived.  

 

Level 3.  If the grievance is not adjusted to the satisfaction of the grievantor 

if no decision is made thereon within twenty (20) school days after the date 

the grievance was filed with the superintendent or his designated 

representative under Level 2, then the grievant may appeal the grievance to 

the Board of Education for the purpose of final adjustment of the grievance 

by submitting a written request to the clerk of the board within ten (10) 

school days after the superintendent or his designated representative has 

rendered a decision or after the expiration of said twenty (20) days.  
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The Board of Education shall, within thirty (30) school days after receipt of 

the written request, meet and confer with the grievant and render a decision 

to be submitted to the grievant in writing which will be the final disposition 

of the grievance. As an alternative, the Board of Education, upon receipt of 

a complaint or grievance, may assign a hearing officer to hear such 

complaint or grievance and make findings and recommendations to the 

Board. Such findings and recommendations shall be made to the Board 

within ten (10) days after the complaint or grievance has been assigned to 

the hearing officer. The Board shall rule upon such complaint or grievance 

within thirty (30) school days after receipt of the findings and 

recommendations of the hearing officer.  

 

 

4. Supplemental Conditions: 

 

a.  All individuals involved, and all others who might possibly 

contribute to the acceptable adjustment of a grievance, are 

authorized and urged to testify with full assurance that no reprisal 

will follow by reason of such participation.  

 

b.  Upon the final determination of the grievance, the 

documents,communications,  and records relating thereto, excepting 

a record of the grievance and the final adjustment thereof, and 

excepting records required by law to be kept and maintained,  shall 

be destroyed. 

 

c. At each step of the procedure for adjusting grievances after the 

initial private conference(s) with his immediate administrative 

superior, the grievant shall be entitled to be accompanied by others 

who might contribute to the acceptable adjustment of the grievance 

and/or to be represented by legal counsel. 

 

d.  All grievance hearings shall be confidential. 

 

e.  All discussions and hearings shall be conducted at times other     

than when school is in session. 

 

f.  Excluded from the grievance procedure shall be matters for which 

law mandates another method of review.  

 

g. Only the teacher affected may file a grievance or an appeal from 

levels one (1) and two (2). 

 

h. The filing of a grievance at all levels beyond the informal 

conference in Level 1, shall be in writing and shall be reasonably 

specific as to the nature of the complaint. The grievance should, to 
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the extent possible, describe the alleged event or act giving rise to 

the grievance including the time, date, and place of the event or act 

and the names and addresses of any witnesses thereto.   

   

 

E.  Sexual Harassment: Any person who believes he or she has been subjected to 

sexual harassment should discuss the problem with his/her immediate 

supervisor. Regardless of the means selected for resolving the problem, the 

initiation of a complaint of sexual harassment will not cause any reflection on 

the complainant nor will it affect his of her employment, compensation or work 

assignment. The initiation of a complaint shall not adversely affect the job 

security or status of a teacher. If a finding of fact determines that the teacher 

acted improperly, appropriate action shall be taken. Strict confidentiality shall 

be maintained throughout the complaint procedure. 

 

 

F.  Drug Free Workplace: The Board believes that maintaining a drug free work 

place is important in establishing an appropriate learning environment for the 

students of the district. The unlawful manufacture, distribution, dispensing, 

possession or use of a controlled substance is prohibited in the district. 

 

G. Complaint Resolution: The Board encourages the resolution of patron 

complaints regarding teachers at the lowest possible administrative level.  

 

Whenever a complaint regarding a teacher is made directly to the Board as a 

whole, it will be referred to the administration for study and possible solution. 

(09/03/96)  

 

H. Vacancy Notices- Licensed Positions 

 

1. Prior to June 1, teachers will be notified via district email of all licensed 

positions that are vacant at least three (3) days prior to them being 

advertised. 

 

2. After June 1, teachers will be notified via district email of all licensed 

positions that are vacant concurrently with them being advertised. 

 

3. Current district employees, who are qualified for the  position, shall be 

considered for vacancies as they occur in the district, if the employee 

chooses to apply. 

 

 

I. Vacancy Notices -Supplemental Positions 

 

1. Prior to June 1, teachers will be notified via district email of all 

supplemental positions that are vacant at least three (3} days prior to them 

being advertised. 
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2. After June 1, teachers will be notified via district email of all supplemental 

positions that are vacant concurrently with them being advertised. 

 

3. Current district employees, who are qualified for the position, shall be 

considered for vacancies as they occur in the district, if the employee 

chooses to apply. 

 

4. Assistant positions will be filled after consultation with the head coach or 

sponsor. 

 

 

J. Interview Committee 

 

1. The administration will form an interview committee made up of the 

following: 

a. Two certified teachers, who have expertise in the content area or 

grade level; 

b. Building and district administration; and 

c. A board member, if deemed necessary by the board. 

 

2. Committee members will attend interviews and discuss applicants as a 

group. If the group agrees on the individual selected for the position, a   

recommendation will be made to the board for employment.  If there is a 

split decision regarding what candidate should be recommended, the final  

recommendation will be made by the building principal to the 

Superintendent and the Board of Education for employment.  

 

3. If a vacancy becomes available during the summer; continue to have the 

same hiring policies and committees as during the school year. Interviews 

will proceed at designated times regardless if certified staff is available – 

interviews will not be postponed if certified individual(s) are not available. 

 

 

K. Administrative-Initiated Transfers 

 

1. An administrative initiated transfer (duties as assigned) shall be made only 

after a meeting between the certified employee and the building 

administrator. Where applicable, the certified employee will be given 

verbal/written the reason(s) for the transfer in writing at the time of 

meeting. Transfers will be made only to positions in which they are 

properly certified. 

 

2. Written notice will be provided and include the building to which the 

certified employee is assigned, grade level, and /or subject matter to be 

taught.  This could occur at any time based on the schedule and the needs of 

the school district. 
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3. If a transfer is deemed necessary after August 1or during the school year, up 

to ten days will be given (where applicable) for the certified employee to 

prepare for the new assignment and provide for a smooth transition. 

 

4. If the  need  arises  during  “off  contract"  time,  the  employee  will be  

notified via  phone  call from  the building administration where  the  

teacher transfer  will be discussed. 

 

5. After August 1st/ Additional Prep Time – If a teacher receives notice that 

he/she would be teaching an additional class, then additional prep time 

would be compensated up to 20 hours at $15.00 per hour. 

  

L. Dress Code 

 

1. Employees shall dress with appropriate professional formality for the 

curriculum being taught and the particular activity of the day. Employees 

dress shall be modest, neat and clean. 

 

2. Concerns by an administrator over the appearance of an employee shall be 

addressed individually with the employee. 

 

 

        ARTICLE XI: Retirement Plan 

 

   A. Early Retirement Plan: 

 

1. Any teacher is eligible for early retirement if such teacher: 

 

  a. is currently a full-time teacher; 

 b. is at least fifty-five (55) years of age OR is eligible 

   for KPERS benefits; 

  c. has completed six (6) or more consecutive years of 

 employment with the district. 

  d. was hired on or before the 2007-2008 school year. (8/18/08) 

 

2.  Qualification of the teacher will be based on the age of the staff member 

as of September 1 of the first year of KPERS eligibility. Retirement will 

mean that the teacher will no longer be contracted to USD 258. 

 

3.  A teacher of USD 258 who desires to take early retirement prior to 

normal retirement age does so on a voluntary basis.  Teachers electing 

to take this benefit will be paid on an annual basis either in January or 

June of each year.  
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4.  The Superintendent will determine the eligibility of teachers applying for 

early retirement and determine the benefits to be paid.  The Board must 

give final approval to all teachers seeking early retirement benefits. 

 

 An application for early retirement shall be a written notice to the 

superintendent on or before March 1 preceding the anticipated 

retirement date and shall include the following information: 

 

a.   A statement requesting early retirement by designating the years of 

age (55) eligibility plan or the KPERS eligibility plan (11/13/06); 

 b.   Applicant’s birth date and age on the date of retirement; 

 c.   Number of years employed by USD 258; 

 d.  Whether payment is desired in January or June of each year; and 

 e. Whether applicant desires to continue participation in the district’s 

health insurance program. 

 

Following Board action, the Superintendent shall notify the applicant in 

writing of the final disposition and the date and the amount of early 

retirement benefits to be paid. 

 

5.   The early retirement benefit shall be an annual payment determined by 

the percentage in the following table. The percentage shall be multiplied 

by the teacher’s last annual contract salary. The payment shall be paid 

annually in either January or June and shall continue through and 

including the school contract year during which the employee attains 

age sixty-five (65) or until the sliding scale is completed.  The initial 

date selected (January or June) shall become the anniversary date for 

subsequent payments. 

 

 

 

        Year of Benefit and Percentage of Last Annual Salary  (8/18/08) 

  

Years of KPERS  

Eligibility or year 

Of age (55) Eligibility 

15 years or 

more of service 

10 – 14 years 

service (75%) 

6 – 9 years 

service (50%) 

1
st
 18.4% 10.8% 6.6% 

2
nd

  18.4% 10.8% 6.6% 

3
rd

  18.4% 10.8% 6.6% 

4
th

  18.4% 10.8% 6.6% 

5
th

  18.4%  10.8% 6.6%  

 

 

6. A teacher may request early retirement benefits after reaching 55 years of age 

or after reaching KPERS eligibility and receive the maximum percentage 
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allowed for their years of service. If a teacher chooses not to request benefits 

the first year of eligibility but chooses to request benefits in the second year 

of eligibility, then they will receive the 2
nd

 percentage, etc. The sliding scale 

will be adjusted each year thereafter.   

 

7.  Additional compensation for unused sick leave up to 45 days will be paid at 

the current substitute rate at time of retirement. This policy does not change 

the rate of compensation for unused sick leave upon regular retirement at age 

65 or over. If any provision of the early retirement program is determined to 

be in violation of Federal or State laws or regulations, the plan shall be 

immediately terminated by Board action and shall not be in further force or 

effect unless readopted by the Board.  (08/26/98) 

 

8. All early retirement benefits shall automatically terminate if the retiree is 

employed full-time by another school district. (8/18/08) 

9.  Employees who chose the Early Retirement Plan in 2008 will have a one-time 

option to change from the Early Retirement Plan to the Employer and Employee 

Retirement Plan but not visa-versa.  The change of option must be made by 

October 1
st
 of the year of change. 

 

10. Death Benefit:   

Upon the death of a certified USD 258 early retiree (Article X), a one-time 

death benefit equal to their annual payment described in Article X., A., 5. of 

the Master Agreement shall be paid to the previously selected beneficiary of 

said employee.  This death benefit shall only be paid if said employee has 

passed away within years 1-4 of their early retirement plan.  This death 

benefit shall be paid to the beneficiary of record within 45 days of said 

employee’s passing.  If said employee had already received their 5
th

, and 

final payment, before their death, then this death benefit does not apply. 

  

 

B.  Employer and Employee Paid Retirement Plan (8/18/08) 

 

 1.  A Retirement Plan Portfolio will be established for each teacher employed in 

USD #258 at his or her request.  This portfolio will contain two (2) accounts:  

an Employer Paid Deferred Benefit Account 403(b) and an Employee Paid 

Deferred Benefit Account 403(b). 

 

 2.  The Board of Education will match monthly contributions made into the 

Employee Paid Account in the amount of $15.00, $25.00, $50.00 or $75.00 

into the Employer Paid Account.  Licensed professionals employed on a less 

than half time basis during a contract year are not eligible to receive 

contributions into his/her Employer Paid Account.  For the purposes of this 

plan, half time employment shall be defined as 0.5 FTE. 

 

 3.  A licensed professional’s ownership in his or her Employer Paid Account shall 

vest in yearly increments.  A licensed professional will receive one year of 
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vesting credit for each contract year in which the licensed professional is 

employed at least half time with the district.  The following vesting schedule 

will be used to determine the licensed professional’s ownership interest in the 

funds in the account: 

      VESTING SCHEDULE 

    Year(s)     Amount Vested 

    1-5         0% 

    6       10% 

    7       20% 

    8       30% 

    9       40% 

    10       50% 

    11       60% 

    12       70% 

    13       80% 

    14       90% 

    15       100% 

  

  A licensed professional shall have access to the vested portion of his/her 

Employer Paid Account upon separation from service with USD #258. 

  

 4.  Employees will have options of investing in conservative, moderate and 

moderately aggressive investment tracks within the portfolio established by 

the employer. 

 

 5.  Employer paid contributions for licensed professionals who do not make 

investment election by October 1 will be placed in the moderate investment 

track – which will be selected each year by a Deferred Benefit Advisory 

Team that includes a BOE representative, the Humboldt NEA president and a 

Humboldt-NEA representative, who will review the portfolio annually. 

 

 6.  An eligible licensed professional (employed at least half time) who terminates 

employment with USD #258 after the beginning of his/her 6
th

 year may leave 

the vested amount in the Employer Paid Deferred Benefit Account for five (5) 

years, thereby retaining contiguous vesting status upon returning to a teaching 

position with USD #258 at a future date. 

 

 7.  If an eligible licensed professional (employed at least half time) who 

terminates employment with USD #258 after the beginning of his/her 6
th

 year 

withdraws the vested portion of the funds from the account, the previous 

years of service will be allowed toward placement on the vesting schedule in 

the event that such licensed professional returns to a teaching position within 

USD #258 at a future date. 

 

 8.  Upon the death of a licensed professional, the Designated Beneficiaries of the 

licensed professional (as determined pursuant to the custodial agreement or 
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related documents) will be entitled to the total vested amount in the licensed 

professional’s Employer Paid Account. 

 

 9.  Each participant in this plan is strongly encouraged to review the 403(b) 

Custodial Agreement. 

 

 10. If any provision of the Employer Paid Deferred Benefit Plan is determined to 

be in violation of federal or state laws or regulation, or invalid, or 

unenforceable, the parties further agree to substitute for such invalid or 

unenforceable term or provision such terms or provisions which are valid, 

legal, and enforceable, and which most closely conform to the original intent 

and terms or provisions herein. 

 

ARTICLE XII: Association Rights 

 

A. Right to Access to Building: Duly authorized representatives of the Association 

shall be permitted to transact official Association business on school property, 

provided that classroom activities are not interrupted and it has been scheduled in 

advance.  

 

 

B.  Right to Communication: The Association shall have the right to post notices of 

activities and matters of Association concern on teacher bulletin boards. The 

Association shall have the use of the teacher mail boxes for communication to 

teachers.   

       

C. Use of Facilities and Equipment: The Association shall have the right to use 

school facilities and equipment, including computers, duplicating equipment, 

calculating machines, and audio-visual equipment when such equipment is not 

otherwise in use, provided that classroom activities are not interrupted. The 

Association shall pay for the reasonable cost of all materials and supplies 

incidental to such use. The Association shall have the right to use school 

buildings when available and scheduled in advance.  

 

D. Payroll Deduction of Dues:  The Board shall deduct from the salary of the 

employee and make appropriate remittance for Association Dues.  The employee 

shall authorize such deductions in writing by September 10 or each year.  

Pursuant to such authorization the Board shall deduct one-twelfth (1/12) of such 

dues from the regular salary check of the employee each month for twelve (12) 

months beginning in September and ending in August of each year.  Deductions 

shall continue in succeeding years unless and until authorization fro deduction is 

modified or revoked in writing by the teacher or teacher’s contract of 

employment it terminated. 

 

E.  Distribution of Agreement: Within thirty (30) days of ratification, the District 

shall provide either a paper or electronic copy of the updated Master Agreement 

to the Association.  The Association will proofread the updated Master 
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Agreement within fifteen (15) days then submit it to the District for posting to the 

teacher’s server.  The District will provide a hard copy upon request.(11/13/06)  

 

 

  

 

 

ARTICLE XIII: Closure and Savings Clauses 

 

A. Closure Clause: 

 

1.  Both the Board and the Association stipulate that all mandatory subjects of 

negotiations which  either party proposed to negotiate have been negotiated 

and neither party has any right to negotiate further on these or any other 

subjects during the term of this agreement except by mutual consent.  

 

2. This agreement may be amended at any time by mutual consent. However, no 

amendment to this agreement shall be binding unless executed in writing and 

ratified by both the Board and the teachers bargaining unit with the latter’s 

election conducted by the Association.  

 

B.  Savings Clause:  If any provisions of this negotiated agreement to any employee 

or group of employees is held to be contrary to law, then such provision of 

application shall not be deemed valid or subsisting, except to the extent permitted 

by law, but all other provisions or applications shall continue in full force and 

effect.  

 

 

 

  

ARTICLE XIV: Compensatory Fees for Late Resignations 

 

 Section A. Compensatory Fees: A fee will be assessed to teachers who wish to 

resign after June 15th and whose resignation is accepted by the Board of 

Education. Resignations would only be considered by the Board of Education if a 

suitable replacement is found. The board may waive the fee for unforeseen 

circumstances beyond the control of the teacher. Unforeseen circumstances 

include but are not limited to: 

 

1.   Transfer of spouse of a certified employee; 

2. Sickness of the certified employee or spouse 

3. Death in the family (8-26-98) Updated (7-23-99) 

 

 

The fees are as follows:  

June 15 to June 30- $750.00 

July 1 to July 14- $1500.00 
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July 15 to July 31- $2250.00 

Aug. 1 to Aug. 10- $3000.00 
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APPENDIX A.1 
 

 

2015-2016 Salary Schedule 

USD 258 Humboldt 

 

 

 
 

 

 Previous Year 

  

     BS   BS + 10   BS + 20 BS + 50/MS  MS + 10  MS + 20 MS + 30 

A $37,198.00 $38,402.00 $39,606.00 $40,810.00 $42,015.00 $43,218.00 $44,423.00 

B $38,140.00 $39,344.00 $40,548.00 $41,753.00 $42,956.00 $44,161.00 $45,364.00 

C $39,082.00 $40,287.00 $41,491.00 $42,694.00 $43,899.00 $45,102.00 $46,307.00 

D $40,025.00 $41,229.00 $42,433.00 $43,637.00 $44,841.00 $46,045.00 $47,250.00 

E $40,967.00 $42,171.00 $43,375.00 $44,579.00 $45,783.00 $46,988.00 $48,191.00 

F $41,909.00 $43,114.00 $44,317.00 $45,522.00 $46,726.00 $47,930.00 $49,134.00 

G  $44,055.00 $45,260.00 $46,464.00 $47,668.00 $48,872.00 $50,076.00 

H   $46,203.00 $47,406.00 $48,611.00 $49,762.00 $51,019.00 

I    $48,349.00 $49,552.00 $50,757.00 $51,961.00 

J     $50,495.00 $51,700.00 $52,903.00 

K     $51,438.00 $52,641.00 $53,846.00 

L      $53,584.00 $54,788.00 

M       $55,730.00 

N       $56,673.00 
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APPENDIX A.2 

 

 

2016-2017 Salary Schedule 

USD 258 Humboldt 

 

 

 

 
 

 

.26% on each cell 

Vertical and horizontal movement given 

1% on lower right column given to Crawford, Mauk, Osborn, Larson (one time) 

$400 given to Oliver, Greenfield, Neely, Taylor, Woods,  and $200 Welch (one time) 

$8 a month on BCBS Insurance. 

     BS   BS + 10   BS + 20 BS + 50/MS  MS + 10  MS + 20 MS + 30 

A $37,295.00 $38,502.00 $39,709.00 $40,916.00 $42,124.00 $43,330.00 $44,539.00 

B $38,239.00 $39,446.00 $40,653.00 $41,862.00 $43,068.00 $44,276.00 $45,482.00 

C $39,184.00 $40,392.00 $41,599.00 $42,805.00 $44,013.00 $45,219.00 $47,427.00 

D $40,129.00 $41,336.00 $42,543.00 $43,750.00 $44,958.00 $46,165.00 $47,373.00 

E $41,074.00 $42,281.00 $43,488.00 $44,695.00 $45,902.00 $47,110.00 $48,316.00 

F $42,018.00 $43,226.00 $44,432.00 $45,640.00 $46,847.00 $48,055.00 $49,262.00 

G  $44,170.00 $45,378.00 $46,585.00 $47,792.00 $48,999.00 $50,206.00 

H   $46,323.00 $47,529.00 $48,737.00 $49,891.00 $51,152.00 

I    $48,475.00 $49,681.00 $50,889.00 $52,096.00 

J     $50,626.00 $51,834.00 $53,041.00 

K     $51,572.00 $52,778.00 $53,986.00 

L      $53,723.00 $54,930.00 

M       $55,875.00 

N       $56,820.00 
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APPENDIX B.1 

 

 
 

2016 – 17 SUPPLEMENTAL PAY - 

  as defined by a signed contract for the amounts listed.  

 

SPONSOR TIERS INDEX  

PERCENTAGE 

SALARY 

HS/Ath. Dir  2663.00 

MS/Ath Dir  2663.00 

FFA 4 2,130.00 

HS Football 7 3,728.00 

HS Basketball 7 3,728.00 

HS Volleyball 7 3,728.00 

HS Wrestling 7 3728.00 

HS Baseball 5.8 3,089.00 

HS Music 4 2,130.00 

HES QPA Chair 3.2 1,704.00 

2 @ 1/2 HES QPA Co-Chair 3.2 1,704.00 

HS QPA Chair 3.2 1,704.00 

2 @ 1/2 HS QPA Co-Chair 3.2 1,704.00 

MS QPA Chair 3.2 1,704.00 

2 @ 1/2 MS QPA Co-Chair 3.2 1,704.00 

MS Yearbook 3.2 1,704.00 

Test Coordinator 3.2 1,704.00 

FCCLA 2.6 1,385.00 

Morning Supervisor 2.6 1,385.00 

Noon Supervisor 2.6 1,385.00 

Forensics 2.6 1,385.00 

ES Music 2.6 1,385.00 

MS Quiz  905.00 

Scholars Bowl 2.6 1,385.00 

2 @ 1/2 - JR Class Sponsor 2.6 1,385.00 

HS Newspaper 2 1,065.00 

HS Yearbook 2 1,065.00 

MS Music 2 1,065.00 

2 @ 1/2 - PDC Chair 2 1,065.00 

2 @ 1/2 - SR Class Sponsor 1.7 906.00 

2 @ 1/2 HS Student Council 1.7 906.00 

2 @ 1/2 - MS Student Council 1.7 906.00 

2 @ 1/2 - Soph. Class 1.1 586.00 

2 @ 1/2 Freshman Class 1.1 586.00 

National Honor Society 1.1 586.00 

2 @ 1/2 - H-Club/FCA 1.1 586.00 

All School Play Director 1.1 

 

1,385.00 

1 @ ½ All School Play Assistant .55 533.00 

School Pictures 1.1 1,385.00 
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HS Softball 5.8 3,089.00 

HS Track 5.8 3,089.00 

HS Cross Country 5 3728.00 

HS Golf 5 2663.00 

HS Cheerleading 5 2663.00 

   

 

 

 

 

 

Asst. HS Basketball 5 2663.00 

Asst. HS Football 5 2663.00 

Asst. HS Volleyball 5 2,663.00 

Asst. HS Wrestling  5 2,663.00 

Weight Room Supervisor 5 2,663.00 

Asst. HS Track 5 2,663.00 

   

Asst. HS Baseball 4.3 2,290.00 

Asst. HS Softball 4.3 2,290.00 

MS Football 4.3 2,290.00 

MS Basketball 4.3 2,290.00 

MS Volleyball 4.3 2,290.00 

   

MS Track 3.6 1,917.00 

   

Asst. MS Basketball 3.2 1,704.00 

Asst. MS Football 3.2 1,704.00 

Asst. MS Volleyball 3.2 1,704.00 

Asst. MS Track 3.2 1,704.00 

Asst. Golf 3.2 1,704.00 

MS Cheerleading 3.2 1,704.00 

 

 

 

2016-2017 a 6.5% increase was given to each coach/sponsor. 
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 $    

2,000.00  $1,050 $1,525 
 $  
2,000.00  

APPENDIX  B.2 
 

 

    

            2016 - 2017 

EXTRA-DUTY PAY 

                              for Evening and Other Assignments 

          which are paid per event – not season or year. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

           EVENING AND OTHER ASSIGNMENTS  
 

 The USD 258 BOE has the authority to raise these 

suggested rates (which do not impact staff salary 

budgets) as needed to meet the needs of the activity 

 

Football $25.00 

Basketball $15.00 @ game 

Volleyball $  9.00 @ Match 

Elementary Programs $20.00 

Supervising Dances $20.00 

Forensics Tournament $12.00 per round  

Scholar’s Bowl/ 

Quiz Bowl Tournament 

$40.00 per tournament  

All other out-of-contract duty 

(approved by the administration) 

$13.00 per hour or $15.00 

per hour 

Baseball/Softball $15.00 @ game 
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APPENDIX  C 

 

 

 Sick Leave Pool Contract 

To assist ALL personnel who suffers illness or disability, a sick leave agreement shall 

be established as follows: 

 

1. Such bank is to be administered by the sick leave bank committee pursuant to 

the guidelines that have been established. The sick leave bank will only be 

activated when the need arises. All USD 258 employees who are party to this 

agreement wishing to join the sick leave bank, upon voluntary written 

agreement shall donate 2 days of chargeable leave to the sick leave bank by 

September 30 of the current school year. 

 

2. Said participating USD 258 members who have depleted their chargeable leave 

and accumulated sick leave may draw upon the bank as provided: 

 Any USD 258 employee who joins the bank for the current school year 

may make application for up to twenty (20) days. Upon the completion 

of the twenty (20)  day period, additional entitlement may be extended 

by the sick leave committee upon demonstration of need by the 

applicant. 

 

  3.    At the end of the contract year, the unused days in the sick leave bank shall 

be  distributed  

           as follows:              

 If the number of unused days is less than the number of participants’, 

those days 

        shall be carried in the sick leave bank for the next contract year. 

 If the number of unused days is more that the number of participants, 

each 

        participant shall be credited with one (1) day of sick leave and the remainder  

        carried in the sick leave bank for the next contract year. 

 Days carried from the previous contract year would be used first, only 

after those 

        days are exhausted would current year contributions be activated. 

  4.     The sick leave bank shall be administered by a sick leave bank committee 

consisting of one  

    elementary, one middle, one high school teacher chosen by HNEA, HNEA 

President, and  

           The superintendent. 

 

 5.    The superintendent may require a statement from the staff member’s physician 

certifying 

    that he/she is incapable of performing his/her duties as a result of an accident or  

    illness. The physician may be asked to certify in writing the number of days absence 
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    the given illness or disability requires. 

 

6.    Subject to the foregoing requirements, the sick leave bank  committee will 

    determine the eligibility for the use of the sick leave bank and the amount of leave 

    to be granted. The following general criteria shall be considered by the committee in  

    administering the bank and in determining the amount of leave: 

 Medical evidence of serious illness or disability 

 Maternity leave 

 Prior utilization of sick leave 

 Length of service in the bank 

 

7.    The decision of the sick leave bank committee with respect to eligibility 

entitlement shall  

    be final and binding and not subject to appeal, or to grievance and arbitration. 

 

 

___________ I agree to donate two (2) days to the sick leave pool. 

 

___________ I refuse to donate two (2) days to the sick leave pool. 

 

 

_______________________                ___________________ 

Employee Signature                    Date 
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APPENDIX D 
                                    

UNIFIED SCHOOL DISTRICT # 258 

PERSONAL LEAVE NOTIFICATION FORM 

 

(Must be submitted to building principal at least two calendar days prior to date of leave.) 

                  . 

I, ________________________________, am submitting this form as notification 
   (Print name of employee submitting form)  
 

of my intent to use __________ day(s) personal leave with pay as defined by 
                 (number of days) 

 

Article VI, Section E of the Master Agreement on this date(s),  

             . 
(Dates of days for which leave is being submitted.) 

         

______________________________                     __________________________ 
(Signature of employee submitting form)        (Date submitted to principal) 
 

Approved by __________________________        _________________________   
          (Signature of building principal)             (Date approved) 

      

Article VI, Section E:   

 

Personal Leaves and Absences: Teacher’s personal leave (with pay) is in the amount of three 

working days per school term for full-time teachers. Written notification should be given to 

the building principal on the personal leave notification form at least two calendar days 

prior to the requested leave day. 

 The only restriction to approval is the administration’s ability to secure an acceptable 

substitute teacher.  Leave shall not be taken during scheduled parent teacher conference days 

and scheduled professional development days.  However, teachers using personal leave will not 

be required to give a reason for said leave.  

Unused personal leave may be applied towards sick leave if the teacher’s sick   leave has 

been depleted.  

Personal leave does not apply if teachers are required, or allowed, by the Superintendent 

to participate in some professional activity other than teaching which is considered as 

rendering service to the district students or in other cases that may be specifically approved by 

the Board of Education. Such cases shall be classified as school business.  

 

(1) copy returned to teacher     

(1)  copy retained by principal  

Original forwarded to superintendent 
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APPENDIX E 

 

  Evaluation Implementation and Assessment Instrument 

 

PHILOSOPHY OF APPRAISAL 

 

The philosophical basis on which teacher appraisal is founded in the Humboldt 

USD 258 School District is described below.  

 

1. Improvement of instructional competence is a continuous process.  

 

2. The Board of Education of District 258, through its administrators, has a 

 responsibility to parents, students, staff, and patrons to conduct a continuing 

 program of teacher appraisal. 

  

3. Appraisal is a means, not an end in itself. The appraisal criteria and 

 procedures help direct the individual to achieve improvement.  

 

4. Self-appraisal is an important aspect of the overall appraisal process.  

 

5. Appraisal must provide an evaluation procedure that is conducted in a 

 friendly and constructive manner in which each staff member is an equal 

 participant, which can be beneficial to the staff, and therefore, ultimately, 

 to the youth of the Humboldt schools.  

 

       

OBJECTIVES OF THE PROCEDURE 

 

The primary purpose of a teacher appraisal program is the improvement of 

instruction received by the students of the district. The specific purposes of 

Humboldt USD 258 teacher evaluation program include the following:  

 

1.  To improve the instruction received by students.   

2.  To promote the professional growth of teachers.  

3.  To aid in the identification of professional in-service needs.  

4.  To promote teacher responsibility and accountability.  

5.  To improve overall communication between all staff, particularly between 

 teachers and administrators.  

6.   To clarify the expectations of the district regarding teacher performance 

and the responsibilities of the respective teacher. 

7.   To afford the opportunity to identify, recognize, and appraise quality 

 instruction. 

8.   To establish a common appraisal document for teachers throughout the 

entire system.  
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IMPLEMENTATION PROCEDURES FOR THE APPRAISAL PROGRAM 

 

1.  The building principal plays a major role in the implementation of the appraisal 

program. However, upon the principal’s or the individual teacher      request, 

this appraisal may be augmented by the superintendent of schools 

or other professionals or peers as deemed necessary in a given situation by 

either the evaluator or the teacher.  

 

2. The building principal will base his evaluation on personal observations and 

contacts only. The building principal should continually be in contact with his 

teaching staff suggesting possible improvements in teaching techniques. The 

established schedule set forth below refers only to formal evaluation sessions. 

The building principal should base these formal evaluation session on the 

following observations:   

  

      a)  an announced visitation to the classroom; 

b)  several casual unannounced visitations to the classroom;  

c) observations of the teacher in student-related activities away from the 

classroom; and   

d)   observations of the teacher performing other professional duties. 

 

A formal evaluation session is defined as the meeting held between the teacher 

and the evaluator to discuss professional performance.  

 

3. Before each formal evaluation session, the teacher will be required to fill out 

the evaluation instrument as a self-assessment. This document will be used   

conjunction with the building principal’s evaluation. Both will be kept in the 

teacher’s file.  

 

4. Teachers new to the district will be formally evaluated once during the first 

 semester and once during the second semester, prior to Feb. 15.    

  

5. Teachers in their first and second years of teaching will be formally evaluated 

once during the first semester and once during the second semester, prior to 

Feb. 15.  

 

6. Teachers in their third and fourth years of teaching (and not in their first 

 year in the district) will be formally evaluated once during the year, prior 

to Feb. 15. 

 

7. Teachers with more than four years teaching experience (and not in their first 

year in the district) will be formally evaluated once every three years, prior to 

Feb. 15, provided their recent evaluation has been judged to be in the 
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“Average”, “Above Average”, or Excellent” range. Those teachers with more 

than four years teaching experience (and not in the first year in the district) 

whose recent evaluation was judged to be in the “Below Average” or  

“Unsatisfactory” range will be formally evaluated each year, prior to Feb. 15. 

 

8.   After each formal evaluation, the teacher will receive a copy of all 

documents. All documents are to be signed by both the evaluator and the 

teacher. The teacher’s signature does not, however, necessarily indicate                                    

agreement with the evaluation, it only indicates that the evaluation has 

been gone over and explained to him/her. 

 

9.   After each formal evaluation, the teacher has two weeks to respond in           

writing, offering extenuating circumstances, evidence, or opinions of other                 

professionals or peers.  

   

10. Except by order of a court of law, evaluation documents and responses   

thereto shall be available only to the evaluated teacher, the Board of Education 

(as a whole and only in executive session), the administrative staff who has 

direct involvement with the teacher, the State Board of Education, the Board of 

Education and administrative staff of any school to which such teacher applies 

for employment (but made available only within the confines of executive 

session), and other persons specified by the teacher in writing to the Board of 

Education.  
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APPENDIX F  
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APPENDIX H 
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