Negotiations 2023 - Guiding Values/Directions/Principles

Guiding Values

As the district works to negotiate new contracts with each employee group, it will follow these guiding values, which
stem from the district’s mission of Each Student. Future Ready. Community Strong., and it's core values of Caring
Community, Cultural Proficiency, Future Readiness, Inclusive Partnership and Student Agency.

In negotiating with employee bargaining groups, we believe in:

Creating a school system that values diversity and
serves the unique needs of our students, families and
staff

Valuing the professionalism of our staff and their roles
in serving our students and families

Working within our budget to ensure programs and
services are sustainable

Acting with integrity and in partnership with all
employee groups

We will accomplish this by:

Clear and open communication about district priorities.
Transparency about the district’s financial position.
Work with each employee group to establish working norms.

Priorities (what are we trying to accomplish broadly)

Removing barriers that limit our efforts to ensure our staff reflects the demographics of our students.
Work with the financial resources we have available.

Support employees so they can best fulfill their roles for the benefit of our students.

Prioritize equitable pay/benefits across employee groups so that we attract & retain high-quality staff.
Provide flexibility for buildings and programs to pursue innovative approaches to benefit student learning.
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Meeting Norms
Meetings should begin at the scheduled time.

2. Meetings will not exceed 2 hours in length unless both parties agree to extend the meeting.
3. Allmembers of both teams will be at each meeting to the fullest extent possible, if unavailable, it is the responsibility of the team to
catch the member up as issues will not be revisited.
4. Meetings will be purposeful, with a defined agenda.
5. Either side can request a short break to caucus or if the discussion becomes heated at any time. Parties will knock on the door
before re-entering.
6. Progress will be tracked using a commonly formatted document with tentative agreements marked as such.
7. The party that was not the last party to either TA language, drop language, or provide a written proposal at the end of the last
meeting will be the party to go first at the next meeting. This should be identified and agreed to at the end of each meeting.
8.  All e-mails will be sent between Andy and Stacey.
9. Treat one another with courtesy and respect.
10. Stay focused on interests and issues rather than people.
11. Lead negotiators are the spokesperson for the party’s position.
12. Questions from team members should be addressed to lead negotiator.
13. One person speaks at a time uninterrupted.
14.  Commit to homework.
15. Listen for understanding and ask clarifying questions.
16. Be open and recognize differences of opinion.
17. Be discreet with sensitive information that is learned in sessions.
Update general dates
Item 1 Update all appropriate sections with the correct dates. Sections include:
191 Title Page and Table of Contents; ARTICLE IV, Section 11; ARTICLE V, Section 1; ARTICLE VIll, Section 12, Subd. 5;
920 ARTICLE Xil, Section 3; ARTICLE XVII, Section 1, SALARY Schedules, and other Articles as appropriate; Re-adopted
MOU’s addressing C-3, Amplify, career steps, and LTD.
ltem 2
191
ltem 2

ltem 3 | ARTICLE IV Section 11. Teacher Organization Absence Subd. 5.  The BEA president shall be released full-time without loss of
91 pay, benefits, or seniority in order to conduct duties as President. The teacher serving as BEA president shall retain all rights to
9.20 his/her assignment held in the school year prior to the release time. The BEA shall compensate the district-50%-ofthe-average
: i ! j -!ie Ae-GO otHeaverage ..v.-ee--‘ otneted her .‘ Sroiim®
incorporated-into-the-2021- 2023 contract settlement. 100% of the cost of the salary and benefits of the individual identified filling
this role. The BEA agrees to notify the District by April 1st of each year as to who this individual will be for the following year.
ltem 3

ltem 4

191

9.20

ARTICLE VI Section 9. Overloads: An Overload is defined as instruction within one school program that exceeds the number of
minutes of class instruction fully covered by available preparation (prep) time. When a teacher teaches between school programs
Article V, Section 12 applies. When a teacher accepts an overload assignment, he/she the employee shall receive additional
compensation for the length of that assignment. Compensation for one semester shall be $2,000 per semester plus calculation for
lost prep time per semester for the addition of a current course offering or $3,500 per semester plus calculation for lost prep time
per semester for the addition of a new course offering.
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ltem 4

ltem 5

191

9.20

ARTICLE VII Section 1. Health and Hospitalization Insurance Options:

Subd. 1.

Subd. 2.

Subd. 3.

Subd. 4.

Effective-July-1--2044Hor All teachers who have a full-time assignment, who are employed by the
School District, who qualify for and are enrolled in the health care insurance plan, the School District

will contrlbute theeqewaleht_vahureef—g%ef $1 025 monthlv toward the smgle (composﬂe) prem|um

peeket—mammum— The composﬂe premium WI|| be based ona health care insurance plan W|th an HRA

(Health Reimbursement Account) whereby $1,000 annually shall be redirected by the district to the
HRA. The remainder shall be borne by the employee. Effective July 1, 2024, all teachers who have a
full-time assignment, who are employed by the School District, who qualify for and are enrolled in the
health care insurance plan, the School District will contribute $1,110 monthly toward the single,
(composite) premium. The composite premium will be based on a health care insurance plan with an
HRA (Health Reimbursement Account) whereby $1,000 annually shall be redirected by the district to
the HRA. The remainder shall be borne by the employee. Effective at the start of the 2006-2007 school
year, full-time assignment, for insurance purposes as outlined in this Section, shall mean thirty (30)
hours per week.

EffectiveJuly-1.-20114; A 0 3
eﬂhementhly—eempesﬁepremmma&de%e@% For all teachers who have a fuII t|me
assignment, who are employed by the School District, who qualify for and are enrolled in the health
care insurance plan, the School District will contribute $2,190 monthly toward the family, (composite)
premium. The composite premium will be based on a health care insurance plan with an HRA (Health
Reimbursement Account) whereby $2,000 annually shall be redirected by the district to the HRA. The
balance of the premium shall be paid by the Districtemployee. Effective July 1, 2024, for all teachers
who have a full-time assignment, who are employed by the School District, who qualify for and are
enrolled in the health care insurance plan, the School District will contribute $2,375 monthly toward the
family, (composite) premium. The composite premium will be based on a health care insurance plan
with an HRA (Health Reimbursement Account) whereby $2,000 annually shall be redirected by the
district to the HRA. The balance of the premium shall be paid by the employee.

Effective with the March 15, 2010 paycheck, when a teacher and his/her spouse are both employees
of the district and are enrolled in dependent coverage, one of the employees will contribute an amount
equal to that those with single coverage contribute.

Except as listed below, for teachers working at least 20 hours per week but less than 30 hours per
week the district shall contribute 30% $815 toward the monthly efthe (composite) premium for
dependent coverage, effective July 1, 2006. Effective July 1, 2010, for teachers working at least 20
hours per week but less than 30 hours per week the district shall contribute the-equivalent-value-of
30% $810 toward the monthly efthe composite premium for dependent coverage. The balance shall
be paid by the Districtemployee. For this section, effective July 1, 2024, the district shall contribute
$885 monthly toward the composite premium. The balance shall be paid by the employee.

ltem 5

Wednesday, September 20, 2023 Page 2
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Item 6

191

9.20

ARTICLE VIII Section 1.

misused, it has an obligation to investigate and take appropriate action to prevent or remedy the misuse.

Subd. 1.

Subd. 2.

Subd. 3.

Subd. 4.

Subd. 5.

Subd. 6.

Subd. 7.

Subd. 8.

All full-time teachers shall earn persenakiliness-absence sick leave at the accumulative rate of ten-{10)

days-for-2 days per month to a maX|mum of eighteen (18) days during each year of service in the

employ of the School DIStI’ICt

h ‘ /S Part t|me
teachers shall accrue and b eligible for such beneflt ona pro -rata baS|s

Unused persenaliliness-absenee Sick Leave days may accumulate to one hundred eighty (180) days.
When a teacher has exhausted persenakillness-absence Sick Leave, the teacher shall have 1/184th of

salary for each day of absence deducted from a subsequent payroll. (Teachers in their first year of
employment with the District shall have 1/187th of salary deducted.)

In the event the illness or injury necessitates absence beyond-thirty{30)—censecutive—days the
qualifying period, income protection insurance will ensue in accordance with the existing policy.
Excess days, if any, will be available upon return.

e*a«tmnaﬂens—a«te—eevemd—by—th&—%eeﬂen—Up to 48 hours of accrued 3|ck tlme shaII satlsfv sick and

safe time required by state statute.

Teachers currently under contract and employed during summer school may use accumulated
persenal-iliness-absence Sick Leave if necessary. Such days shall be deducted on a pro-rata basis
rounded to the nearest tenth.

Any employee who is absent because of injury, who deserves compensation under Minnesota
Worker's Compensation Act, shall receive from the Board the difference between the allowance under
the Act and his/her regular salary for a period of time that funds from histher accumulated sick
absences will provide on a prorated basis, or until he/she is eligible for long term disability.

Employees can use their earned sick time for the employee’s mental or physical illness, treatment or

Subd. 9.

preventive care; a family member’'s mental or physical illness, treatment or preventive care; absence
due to domestic abuse, sexual assault or stalking of the employee or a family member; closure of the
employee’s workplace due to weather or public emergency or closure of a family member's school or
care facility due to weather or public emergency; and when determined by a health authority or health
care_professional that the employee or a family member is at risk of infecting others with a
communicable disease.

Family members are defined as their child, including foster child, adult child, legal ward, child for whom

the employee is legal guardian or child to whom the employee stands or stood in loco parentis (in
place of a parent); their spouse or registered domestic partner; their sibling, stepsibling or foster
sibling; their biological, adoptive or foster parent, stepparent or a person who stood in loco parentis (in
place of a parent) when the employee was a minor child; their grandchild, foster grandchild or step-
grandchild; their grandparent or step-grandparent; a child of a sibling of the employee; a sibling of the
parents of the employee; a child-in-law or sibling-in-law; any of the family members listed above of an
employee’s spouse or registered domestic partner; any other individual related by blood or whose
close association with the employee is the equivalent of a family relationship; and up to one individual
annually designated by the employee.

Wednesday, September 20, 2023
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Subd. 10. The total number of sick time accrued and available for use, as well as the total number of earned sick
hours used shall be available to employees via the current online payroll system, i.e. Skyward.

Item 6

ltem 7

191

9.20

ARTICLE VIII Section 4. Bereavement Absence:

Subd. 1. or-each-death-i egorie b d d"g isted he o

each-full-time-teacher—An employee may take up to five (5) days of paid bereavement leave per event
for any death(s) that occurs in the employee’s immediate family. For purposes of this Agreement,
“‘immediate _family” includes a spouse, children, parents or equivalent, siblings, grandparents,
grandchildren, aunts, uncles, nieces, nephews and equivalent in-laws. The Superintendent may, in
their sole discretion, grant up to ten (10) additional days of bereavement leave per school year for
reasons such as multiple deaths in the immediate family, out-of-state funerals or other extenuating
circumstances.

Subd. 3. If a teacher has exhausted all accrued personal days in a given school year, he or she may use (3)
persenat sick days per year to attend the funeral of a person with whom they have a significant

Wednesday, September 20, 2023 Page 4




Negotiations | 2021

| relationship.

ltem 7

ltem 8 | ARTICLE Vlll-Sestion10-—SabbaticalLeave:
191

9.20

Wednesday, September 20, 2023 Page 5
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ltem 8

ltem 9

191

ltem 9

ltem
10

191

Assomahon at cost upon request

ltem
10

ltem
11

191

APPENDIX A Section 8. Group Insurance.

Subd. 1. Effective July 1, 2044 2023, for all teachers who are employed 736 hours or more, who are employed
by the School District, who qualify for and are enrolled in the health care insurance plan, the School

DIStI‘ICt will contribute the-eqewaJent—vah&eef—QS-ﬁef—the $1 025 monthlv toward the smgle (comp03|te)

peeket—mammum— The composne premium WI|| be based on a health care insurance plan with an HRA

(Health Reimbursement Account) whereby $1,000 annually shall be redirected by the district to the
HRA. The remainder shall be borne by the employee. Effective July 1, 2024, for all teachers who are
employed 736 hours or more, who are employed by the School District, who qualify for and are
enrolled in the health care insurance plan, the School District will contribute $1,110 monthly toward the
single, (composite) premium. The composite premium will be based on a health care insurance plan

Wednesday, September 20, 2023 Page 6
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Subd. 2.

with an HRA (Health Reimbursement Account) whereby $1,000 annually shall be redirected by the
district to the HRA. The remainder shall be borne by the employee.

Effect|ve July 1, 2044-2023, for a teacher with dependent coverage shalLeentHbuteJeheequwalenwatueef

the-D+stHet- the School D|str|ct WI|| contnbute $2, 190 monthlv toward the famllv, (composne) premium. The
composite premium will be based on a health care insurance plan with an HRA (Health Reimbursement
Account) whereby $2.000 annually shall be redirected by the district to the HRA. The balance of the premium
shall be paid by the employee. Effective July 1, 2022, for all teachers who have a full-time assignment, who
are employed by the School District, who qualify for and are enrolled in the health care insurance plan, the
School District will contribute $2,375 monthly toward the family, (composite) premium. The composite premium
will be based on a health care insurance plan with an HRA (Health Reimbursement Account) whereby $2.000
annually shall be redirected by the district to the HRA. The balance of the premium shall be paid by the
employee.

Item

11

ltem APPENDIX C- 1&2 BEA Salary Schedule

12

191 STEP BA BA20 BA40 MA MA20 MA40 MAG0
1 $ 42,570 | $ 44,330 | $ 45,880 5 48,090 5§ 50,310 s 52,390 s 54,970
2 $ 42,590 | $ 44,360 | $ 45,910 $ 48,130  $ 50,360 s 52,420 s 55,000
3 $ 42,630 | $ 44,390 | $ 45,940  $ 48,180 $ 50,400  $ 52,470  $ 55,040
& $ 43,220 | $ 44,720 | $ 46,690 $ 50,400 s 54,280  $ 55,170 s 57,880
5 $ 44,290 | $ 46,170 | $ 48,340  $ 52,260  $ 56,800 s 57,860 s 60,370
6 $ 46,930 | $ 48,850  $ 51,250 $ 55,230  $ 57,910 s 60,620 $ 63,820
7 $ 50,890  $ 51,030  $ 53,170 $ 57,480 $ 60,190 s 62,640  $ 66,320
8 $ 50,890  $ 55,110  $ 55,640  $ 60,010 3 62,460  $ 65,650  $ 68,850
9 $ 50,890  $ 55,110  $ 60,610 $ 62,960  $ 66,140  $ 69,580  $ 73,010
10 $ 50,890 $ 55,110 '$ 60,610 $ 66,590 | $ 69,790 § 73,220 $ 76,910
11 $ 50,890  $ 55,110 s 60,610 s 71,260  $ 74,850 | s 78,450 s 82,490
12 $ 50,890  $ 55,110  $ 60,610 $ 77,410  $ 81,130 s 85,010 s 89,150
13 $ 5089 $ 55,110 $ 60,610 $ 77,410 |$ 81,130 § 85010 $ 89,150
14 $ 50,890 $ 55,110 | $ 60,610 s 77,410 | $ 81,130 s 85,010 s 89,150
15 $ 53,780 | $§ 58,980 | $ 65,100 $ 81,840 s 86,080 s 90,530 s 95,840
16 $ 53,780 $ 58980 $ 65,100 $ 81,840 |$ 86,080 $ 90,530 $ 95,840
17 $ 53,780 | $ 58,980  $ 65,100 s 81,840 s 86,080 s 90,530 s 95,840
18 $ 53,780 | $ 58,980  $ 65,100 3 81,840 3 86,080 s 90,530 s 95,840
19 $ 53,780 $ 58980 $ 65,100 $ 81,840 |$ 86,080 $ 90,530 $ 95,840
20 $ 57,840 | $ 62,400 | $ 69,220 ' $ 85,340  $ 90,100 | s 95,130 | $ 102,020

Wednesday, September 20, 2023 Page 7
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0, 0 on schedule each year reflects MSBA increase 5.03% or 6.41% increase over two years. Last settlement reflected 2, 2 with
MSBA 6.53% and an 8.44% increase over two years. 9% increase in medical premium cost to the district is on average equivalent

to $1,700 to those on the plan.

STEP BA BA20 BA40 MA MA20 MA40 MA60
1 $ 425570 $ 44330 $ 45880 $ 48,090 $ 50,310 $ 52,390 $ 54,970
2 $ 42590 $ 44360 $ 45910 ¢ 48,130 $ 50,360 $ 52,420 $ 55,000
3 $ 42630 $ 44390 $ 45940 ¢ 48,180 $ 50,400 $ 52,470 $ 55,040
4 $ 43220 $ 44,720 $ 46,690 ¢ 50,400 $ 54,280 $ 55170 $ 57,880
5 $ 44290 $ 46,170 $ 48,340 $ 52,260 $ 56,800 $ 57,860 $ 60,370
6 $ 46930 $ 48,850 $ 51,250 $ 55230 $ 57,910 $ 60,620 $ 63,820
7 $ 5089 $ 51,030 $§ 53,170 ¢ 57,480 $ 60,190 $ 62,640 $ 66,320
8 $ 5089 $ 55110 $ 55640 $ 60,010 $ 62,460 $ 65650 $ 68,850
9 $ 5089 $ 55110 $ 60,610 $ 62,960 $ 66,140 $ 69,580 $ 73,010
10 $ 50,89 $ 55110 $ 60,610 $ 66,590 $ 69,790 $ 73,2220 $ 76,910
11 $ 50,89 $ 55110 $ 60,610 $ 71,260 $ 74,850 $ 78,450 $ 82,490
12 $ 5089 $ 55110 $ 60,610 $ 77,410 $ 81,130 $ 85010 $ 89,150
13 $ 5089 $ 55110 $ 60,610 ¢ 77,410 $ 81,130 $ 85010 $ 89,150
14 $ 5089 $ 55110 $ 60,610 ¢ 77,410 $ 81,130 $ 85010 $ 89,150
15 $ 53,780 $ 58980 $ 65100 ¢ 81,840 $ 86,080 $ 90,530 $ 95,840
16 $ 53,780 ¢ 58980 $ 65100 ¢ 81,840 $ 86,080 $ 90,530 $ 95,840
17 $ 53,780 $ 58980 $ 65100 ¢ 81,840 $ 86,080 $ 90,530 $ 95,840
18 $ 53,780 $ 58,980 $ 65,100 ¢ 81,840 $ 86,080 $ 90,530 $ 95,840
19 $ 53,780 $ 58980 $ 65100 ¢ 81,840 $ 86,080 $ 90,530 $ 95,840
20 $ 57,840 $ 62,400 $ 69,220 $ 85340 $ 90,100 $ 95130 $ 102,020

ltem
12

ltem
13

191

ltem

ltem
14

191

—_
wWw

ltem
14

ltem
15

191
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Rationale for Proposal By: 191

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both
effectively and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through
negotiations or if it is a concern that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

When a new agreement is negotiated all relevant dates need to be adjusted to reflect the period of time covered under
the contract.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

The contract dates reflect the coverage period of the agreement.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

Update all appropriate sections with the correct dates. Sections include:

Title Page and Table of Contents; ARTICLE IV, Section 11; ARTICLE V, Section 1; ARTICLE VIll, Section 12, Subd. 5; ARTICLE XII,
Section 3; ARTICLE XVII, Section 1, SALARY Schedules, and other Articles as appropriate; Re-adopted MOU’s addressing C-3,
Amplify, career steps, and LTD.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Contract language remains current.
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Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively
and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

The district does not agree that the public should be subsidizing the release of individuals to represent another organization or participate in
political agendas that may be contrary to those interests of the district. The average salary and benefit package of a teacher is $109,000.
Teachers at the top end of the scale average $149,000 total compensation. Under current language $55,000 is being paid by the union for a
position that actually cost nearly $100,000 more.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

We are hoping to have the union pay in full for the person filling this role.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE IV Section 11. Teacher Organization Absence Subd. 5.  The BEA president shall be released full-time without loss of pay,
benefits, or seniority in order to conduct duties as President. The teacher serving as BEA president shall retain all rights to his/her

assignment held in the school
2023contractsettlement. 100
District by April 1st of each year as to who this individual will be for the following year.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Application of this language reflects a more accurate accounting for public funds, aligns the legislative platforms according to the group being
represented, and helps employees and the public understand the value of the full-time release.
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Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively

and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

To avoid any confusion when the terms Overload and Traveling teachers apply, we are proposing language to specifically define the term
overload.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

We are hoping to help employees understand the difference between the two terms to avoid confusion and assist with planning.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE VI Section 9. Overloads: An Overload is defined as instruction within one school program that exceeds the number of minutes of
class instruction fully covered by available preparation (prep) time. When a teacher teaches between school programs Article V, Section 12
applies. When a teacher accepts an overload assignment, hefshe the employee shall receive additional compensation for the length of that
assignment. Compensation for one semester shall be $2,000 per semester plus calculation for lost prep time per semester for the addition of
a current course offering or $3,500 per semester plus calculation for lost prep time per semester for the addition of a new course offering.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Application of this language should assist with clarity and financial planning for both administration and employees.
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Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively

and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

Currently the District pays over $25 million in health insurance claims and is facing a 9% increase in premium this year and it is
likely to have another large increase next year. The District is seeking to create flexibility for the Benefits Committee to assure the
most cost effective and employee friendly benefits remain in place. Currently the teachers’ unit is the last unit to agree to move to
a fixed rate of contribution for HRA’s (Health Reimbursement Accounts). While restrictive language remains in contract language,
the Benefits Committee is limited on proposing cost-effect options for Board approval. Also, the District desires to move to a flat
rate for insurance contribution from a percentage. A percentage approach has a built-in increase without the ability to negotiate a
contribution rate in consideration of the total package. A 9% increase in premiums is equivalent on average to a $1,700 raise for
those taking insurance. That is a significant part of the total compensation package.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

Remove language that limits the flexibility to review and adjust policy plans to be cost effective and employee friendly while
aligning it with language in other employee groups.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE VIl Section 1. Health and Hospitalization Insurance Options:

Subd. 1. Effective-July-1-2044Hor All teachers who have a full-time assignment, who are employed by the School District, who
qualify for and are enrolled in the health care insurance plan, the School District will contribute the-equivalent-value-of

9576ef $1 025 monthlv toward the smgle (composﬂe) premlum Iheeempesﬂeprememesha%eﬂbaseereea%ea#h

- The comp03|te premium WI|| be based on a health care insurance plan
with an HRA (Health Reimbursement Account) whereby $1,000 annually shall be redirected by the district to the HRA.
The remainder shall be borne by the employee. Effective July 1, 2024, all teachers who have a full-time assignment,
who are employed by the School District, who gualify for and are enrolled in the health care insurance plan, the
School District will contribute $1,110 monthly toward the single, (composite) premium. The composite premium will be
based on a health care insurance plan with an HRA (Health Reimbursement Account) whereby $1,000 annually shall
be redirected by the district to the HRA. The remainder shall be borne by the employee. Effective at the start of the
2006-2007 school year, full-time assignment, for insurance purposes as outlined in this Section, shall mean thirty (30)
hours per week.

Subd. 2. Effective-July-+-2044; Ate
eempesﬁe—pmnmem—a&deﬂned—m—s%d# For all teachers who have a fuII time assmnment who are emploved bv the

School District, who qualify for and are enrolled in the health care insurance plan, the School District will contribute
$2.190 monthly toward the family, (composite) premium. The composite premium will be based on a health care
insurance plan with an HRA (Health Reimbursement Account) whereby $2,000 annually shall be redirected by the
district to the HRA. The balance of the premium shall be paid by the Bistrictemployee. Effective July 1, 2024, for all
teachers who have a full-time assignment, who are employed by the School District, who qualify for and are enrolled




in the health care insurance plan, the School District will contribute $2,375 monthly toward the family, (composite)
premium. The composite premium will be based on a health care insurance plan with an HRA (Health Reimbursement
Account) whereby $2,000 annually shall be redirected by the district to the HRA. The balance of the premium shall be
paid by the employee.

Subd. 3. Effective with the March 15, 2010 paycheck, when a teacher and his/her spouse are both employees of the district
and are enrolled in dependent coverage, one of the employees will contribute an amount equal to that those with
single coverage contribute.

Subd. 4. Except as listed below, for teachers working at least 20 hours per week but less than 30 hours per week the district
shall contribute 30% $815 toward the monthly efthe (composite) premium for dependent coverage, effective July 1,
2006. Effective July 1, 2010, for teachers working at least 20 hours per week but less than 30 hours per week the
district shall contribute the-equivalent-value-of-30% $810 toward the monthly ef-the composite premium for dependent
coverage. The balance shall be paid by the Districtemployee. For this section, effective July 1, 2024, the district shall

contribute $885 monthly toward the composite premium. The balance shall be paid by the employee.

Adjust other related language items.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

This would not create a change to the current HRA contribution. It would only allow the Benefit Committee flexibility. Moving to a
flat rate would also allow the negotiations team to allocate resources to areas that are the most important at that time.




Rationale for Proposal

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively
and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern

that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an

appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

January 1, 2024 new legislative language around sick and safe leave time goes into effect. This proposed language will help align negotiated

language along with requirements by statute.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

This proposed language will help align negotiated language along with requirements by statute.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals

from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE VIII Section 1. Persenal-liness Sick Leave: When the District has reason to believe that leave is being abused or misused, it has

an obligation to investigate and take appropriate action to prevent or remedy the misuse.

Subd. 1.

Subd. 2.

Subd. 3.

Subd. 4.

Subd. 5.

All full-time teachers shall earn persoral-illness-absence sick leave at the accumulative rate of ter{40} days-for2
days per month to a maximum of eighteen (18) days during each year of service in the employ of the School
District. Effective-du 049 ten {10} days-sha i j inni

on a pro-rata basis.

Unused persenatiliness-absenee Sick Leave days may accumulate to one hundred eighty (180) days.

When a teacher has exhausted persenakillness-absence Sick Leave, the teacher shall have 1/184th of salary for
each day of absence deducted from a subsequent payroll. (Teachers in their first year of employment with the
District shall have 1/187th of salary deducted.)

In the event the illness or injury necessitates absence beyond-thirty(30)-consecutive-days the qualifying period,

income protection insurance will ensue in accordance with the existing policy. Excess days, if any, will be available
upon return.

by-this-Seetion-Up to 48 hours of accrued sick time shall satisfy sick and safe time required by state statute.




Subd. 6. Teachers currently under contract and employed during summer school may use accumulated persenak-iliness
absence Sick Leave if necessary. Such days shall be deducted on a pro-rata basis rounded to the nearest tenth.

Subd. 7. Any employee who is absent because of injury, who deserves compensation under Minnesota Worker's
Compensation Act, shall receive from the Board the difference between the allowance under the Act and his/her
regular salary for a period of time that funds from his/her accumulated sick absences will provide on a prorated
basis, or until he/she is eligible for long term disability.

Subd. 8. Employees can use their earned sick time for the employee’s mental or physical iliness, treatment or preventive
care; a family member’s mental or physical illness, treatment or preventive care; absence due to domestic abuse,
sexual assault or stalking of the employee or a family member; closure of the employee’s workplace due to weather
or public emergency or closure of a family member’s school or care facility due to weather or public emergency;
and when determined by a health authority or health care professional that the employee or a family member is at
risk of infecting others with a communicable disease.

Subd. 9. Family members are defined as their child, including foster child, adult child, legal ward, child for whom the
employee is legal guardian or child to whom the employee stands or stood in loco parentis (in place of a parent);
their spouse or registered domestic partner; their sibling, stepsibling or foster sibling; their biological, adoptive or
foster parent, stepparent or a person who stood in loco parentis (in place of a parent) when the employee was a
minor child; their grandchild, foster grandchild or step-grandchild; their grandparent or step-grandparent; a child of
a sibling of the employee; a sibling of the parents of the employee; a child-in-law or sibling-in-law; any of the family
members listed above of an employee’s spouse or registered domestic partner; any other individual related by
blood or whose close association with the employee is the equivalent of a family relationship; and up to one
individual annually designated by the employee.

Subd. 10. The total number of sick time accrued and available for use, as well as the total number of earned sick hours used
shall be available to employees via the current online payroll system, i.e. Skyward.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Application of this language should support current negotiated leave as well as identify state requirements.




Rationale for Proposal By: 191

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively
and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

Currently bereavement language varies from unit to unit. Bereavement is personal and should be equally applied across all employees
experiencing grief and loss.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

To align bereavement language across all units.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE VIII Section 4. Bereavement Absence:

SUbd1 A maximum-of-five {5)-d3 or-each-death-i 3 A 1
teacher—An employee may take up to five (5) days of paid bereavement leave per event for any death(s) that
occurs in the employee’s immediate family. For purposes of this Agreement, “immediate family” includes a spouse,
children, parents or equivalent, siblings, grandparents, grandchildren, aunts, uncles, nieces, nephews and
equivalent inHaws. The Superintendent may, in their sole discretion, grant up to ten (10) additional days of
bereavement leave per school year for reasons such as multiple deaths in the immediate family, out-of-state

funerals or other extenuating circumstances.




Subd. 3. If a teacher has exhausted all accrued personal days in a given school year, he or she may use (3) persenal sick
days per year to attend the funeral of a person with whom they have a significant relationship.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Application of this language should support all employees and provide clarity in its application.




Rationale for Proposal By: 191

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively

and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

Currently Sabbatical language is in the contract and has not bee applied for well over a decade. This is a concept that has long sunset and it
is time to reflect that in the negotiated agreement.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

To keep language with the contract current.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE VII|-Sestion-10—SabbaticatLeave:




Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Application of this language should remove outdated language and help with locating items that are applicable.




Rationale for Proposal By: 191

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively
and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

Printing costs are expensive and in an age of digital information it is appropriate to provide information on-line without the additional
expenses.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

To lower costs and provide more access to the contract.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

ARTICLE XVI Copies of this Master Agreement shall be printed

hereafter-employed-during-the-term-of the-Agreement- on the District's web page. The Dlstnct shaII furmsh flfty (50) to the Assomahon at
cost upon request.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

Application of this language should reduce printing costs and allow staff to view the contract online.




Rationale for Proposal By: 191

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively

and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an

appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

This language mirrors the changes for Appendix A as in the main section. Currently the District pays over $25 million in health insurance
claims and is facing a 9% increase in premium this year and it is likely to have another large increase next year. The District is seeking to
create flexibility for the Benefits Committee to assure the most cost effective and employee friendly benefits remain in place. Currently the
teachers’ unit is the last unit to agree to move to a fixed rate of contribution for HRA’s (Health Reimbursement Accounts). While restrictive
language remains in contract language, the Benefits Committee is limited on proposing cost-effect options for Board approval. Also, the
District desires to move to a flat rate for insurance contribution from a percentage. A percentage approach has a built-in increase without the
ability to negotiate a contribution rate in consideration of the total package. A 9% increase in premiums is equivalent on average to a $1,700
raise for those taking insurance. That is a significant part of the total compensation package.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

Remove language that limits the flexibility to review and adjust policy plans to be cost effective and employee friendly while aligning it with
language in other employee groups.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

APPENDIX A Section 8. Group Insurance.

Subd. 1. Effective July 1, 2044 2023, for all teachers who are employed 736 hours or more, who are employed by the School District, who

qualify for and are enrolled in the health care insurance plan, the School Drstrlct wrll contribute theeqewalentevalueef—g%eﬂhe $1.025
monthly toward the single, (composrte) premium.

composﬂe premium will be based ona health care insurance plan wrth an HRA (Health Rermbursement Account) Wherebv $1, 000

annually shall be redirected by the district to the HRA. The remainder shall be borne by the employee. Effective July 1, 2024, for all
teachers who are employed 736 hours or more, who are employed by the School District, who qualify for and are enrolled in the health
care insurance plan, the School District will contribute $1,110 monthly toward the single, (composite) premium. The composite premium
will be based on a health care insurance plan with an HRA (Health Reimbursement Account) whereby $1,000 annually shall be
redirected by the district to the HRA. The remainder shall be borne by the employee.

Subd. 2. Effectrve July 1 2044—2023 for a teacher W|th dependent coverage ' i 9
jd-by istriet: the School District will contrlbute
$2 190 monthlv toward the famrlv (composrte) premium. The composrte premium will be based on a health care insurance plan with an
HRA (Health Reimbursement Account) whereby $2,000 annually shall be redirected by the district to the HRA. The balance of the
premium shall be paid by the employee. Effective July 1, 2022, for all teachers who have a full-time assignment, who are employed by
the School District, who qualify for and are enrolled in the health care insurance plan, the School District will contribute $2,375 monthly
toward the family, (composite) premium. The composite premium will be based on a health care insurance plan with an HRA (Health




Reimbursement Account) whereby $2,000 annually shall be redirected by the district to the HRA. The balance of the premium shall be
paid by the employee.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

This would not create a change to the current HRA contribution. It would only allow the Benefit Committee flexibility. Moving to a flat rate
would also allow the negotiations team to allocate resources to areas that are the most important at that time.




Rationale for Proposal By: 191

Concern: A brief description of the concern, including how prevalent of an issue it is and how it impacts our ability to work both effectively

and efficiently. The concern also needs to state whether it is covered under PELRA to be addressed through negotiations or if it is a concern
that needs to be addressed through other means:

Subdivision 1. Inherent managerial policy. A public employer is not required to meet and negotiate on matters of inherent managerial policy. Matters of inherent
managerial policy include, but are not limited to, such areas of discretion or policy as the functions and programs of the employer, its overall budget, utilization of
technology, the organizational structure, and selection of personnel. No public employer shall sign an agreement which limits its right to select persons to serve as
supervisory employees or state managers under section 43A.18, subdivision 3, or requires the use of seniority in their selection.

Subd. 2. Meet and negotiate. (a) A public employer has an obligation to meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding grievance procedures and the terms and conditions of employment, but this obligation does not compel the public employer or its
representative to agree to a proposal or require the making of a concession.

In addition, a public employer may, but does not have an obligation to, meet and negotiate in good faith with the exclusive representative of public employees in an
appropriate unit regarding an employer contribution to the state of Minnesota deferred compensation plan authorized by section 356.24, paragraph (a), clause (4),
within the limits set by section 356.24, paragraph (a), clause (4).

The district’s finances are currently stable. The Federal ESSR funds of $8.5 million will end at the end of FY24. New money from
the state will increase this year as the result of Special Education and English Language cross subsidies. Per pupil percentages
also saw an increase of 4% year 1 and 2% year 2. An inflationary increase is built into the formula in future years. While new
funding will help offset the loss of ESSR funds, inflation, benefit expenses, and enroliment decline remain a concern for the future.

Desired Outcome: A brief description of a vision of what conditions would look like if the concerns were addressed.

Maintain a competitive salary and benefit package to attract and retain staff while maintaining an operating budget that allows for a
positive educational experience for our students. The Board’s goal for a total salary and benefit increase over two years will not
exceed 8.07% or $7.67 million.

Proposed Language: Written proposed contract language to solve the concern. This is the language that will change with proposals
from each party. Please include the location of the language, i.e. Article, Section, Subd.

Any economic item will be considered as a part of the total salary and benefit package parameter set by the Board.

APPENDIX C- 1&2 BEA Salary Schedule

STEP BA BA20 BA40 MA MA20 MA40 MA60
1 $ 425570 $ 44,330 $ 45880 $ 48,090 $ 50,310 $ 52,390 $ 54,970
2 $ 42590 $ 44360 $ 45910 $ 48,130 $ 50,360 $ 52,420 $ 55,000
3 $ 42630 ¢ 44390 $ 45940 $ 48,180 $ 50,400 $ 52,470 $ 55,040
4 $ 43220 $ 44720 $ 46690 $ 50,400 $ 54,280 $ 55170 $ 57,880
5 $ 44290 $ 46,170 $ 48,340 $ 52,260 $ 56,800 $ 57,860 $ 60,370
6 $ 46,930 $ 48,850 $ 51,250 $ 55230 $ 57,910 $ 60,620 $ 63,820
7 $ 50,890 $ 51,030 $ 53,170 $ 57,480 $ 60,190 $ 62,640 $ 66,320
8 $ 50,890 $ 55110 $ 55640 $ 60,010 $ 62,460 $ 65650 $ 68,850
9 $ 50,890 $ 55110 $ 60,610 $ 62,960 $ 66,140 $ 69,580 $ 73,010
10 $ 50,890 $ 55110 $ 60,610 $ 66,5590 $ 69,790 $ 73,220 $ 76,910
11 $ 50,890 $ 55110 $ 60,610 $ 71,260 $ 74,850 $ 78,450 $ 82,490
12 $ 50,890 $ 55110 $ 60,610 $ 77,410 ¢ 81,130 $ 85010 $ 89,150
13 $ 50,890 $ 55110 $ 60,610 $ 77,410 ¢ 81,130 $ 85010 $ 89,150
14 $ 50,890 $ 55110 $ 60,610 $ 77,410 ¢ 81,130 ¢ 85010 $ 89,150
15 $ 53,780 $ 58,980 $ 65,100 $ 81,840 $ 86,080 $ 90,530 $ 95,840
16 ¢ 53,780 ¢ 58980 $ 65100 $ 81,840 $ 86,080 $ 90,530 $ 95,840
17 ¢ 53,780 ¢ 58980 $ 65,100 $ 81,840 $ 86,080 $ 90,530 $ 95,840
18 ¢ 53,780 ¢ 58,980 $ 65,100 $ 81,840 $ 86,080 $ 90,530 $ 95,840
19 ¢ 53,780 ¢ 58980 $ 65100 $ 81,840 $ 86,080 $ 90,530 $ 95,840
20 ¢ 57,840 $ 62,400 $ 69,220 $ 85340 $ 90,100 $ 95,130 $ 102,020




| STEP BA BA20 BA40 MA MA20 MA40 MAG0
1 $ 42570 | $§ 44330 $ 45880 | § 48,090 | § 50,310 | & 52,390 | § 54,970
2 $ 42590 | § 44,360 $ 45910 |5 48,130 |$ 50,360 | § 52,420 | § 55,000
3 $ 42630 $ 44,390 $ 459490 % 48,180 |$ 50,400 | § 52,470 | § 55,040
4 $§ 43220 | § 44720 | $§ 46,690 | & 50,400 | 4 54,280 | & 55,170 | § 57,880
5 $ 44290 § 46,170 § 48,390 | ¢ 52,260 | § 56,800 & 57,860 § 60,370
6 $ 46930 $ 48850 $ 51,250 |4 55230 |$ 57,910 | § 60,620 $ 63,820
7 $ 50890  $ 51,030 $ 53,170 | & 57,480 | § 60,190 | & 62,640 | § 66,320
8 $ 50890 § 55110 $ 55640 % 60,010 | § 62,460 & 65650 § 68,850
9 $ 50,890 ¢ 55,110 & 60,610 | § 62,960 | $ 65140 | § 69,580 & 73,010
10 $ 50890 $ 55110 $ 60,610 | $ 66,590 | $ 69,790 | § 73,220 | § 76,910
11 $ 50890 & 55110 $ 60,610 % 71,260 |4 74,850 & 78,450 & 82,490
12 $ 50890 ¢ 55110 ¢ 60610 ¢ 77410 | ¢ 81,130 | & 85010 ¢ 89,150
13 $ 5089 $ 55110 $ 60,610 % 77,410 | $§ 81,130 | § 85,010 | § 89,150
14 $ 50890 & 55110 $ 60,610 % 77,410 |4 81,130 & 85010 & 89,150
15 $ 53780 ¢ 58,0980 $ 65,100 % B1,B40 | ¢ 86,080 . § 90,530 | § 95,840
16 $ 53780 $ 58,980 $ 65,100 % 81,840 | $§ 86,080 $ 90,530  $ 95,840
17 $§ 53780 ¢ 58,980 & 65100 & 81,840 | ¢ 96,080 & 90,530 | ¢ 95,840
18 $ 53780 ¢ 58,980 ¢ 65,100 % 81,840 | ¢ 86,080 & 90,530 | ¢ 95,840
19 $ 53780 $ 58,980 $ 65,100 % 81,840 | § 86,080 § 90,530 | § 95,840
20 $ 57840 $ 62,400 $ 69,220 | 4 85340 § 90,100 | & 95130 | $ 102,020

0, 0 on schedule each year reflects MSBA increase 5.03% or 6.41% increase over two years. Last settlement reflected 2, 2 with MSBA
6.53% and an 8.44% increase over two years. 9% increase in medical premium cost to the district is on average equivalent to $1,700 to
those on the plan.

Implications of Proposed Language: Identify implications for student achievement, staff engagement and financial impact.

We desire to attract and retain quality staff while providing a positive educational experience for our students.
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