KUNA EDUCATION ASSOCIATION

MASTER
CONTRACT

BETWEEN THE ASSOCIATION AND
KUNA SCHOOL DISTRICT
BOARD OF TRUSTEES

2015-2016 SCHOOL YEAR

ARTICLE I - EMPLOYEE HOURS AND CALENDAR
A. The daily hours of work for employees are expected to be eight hours and shall include a minimum of sixty
(60) minutes duty-free, daily preparation time and a minimum of thirty (30) minutes continuous, duty-free
lunch period. It is expected that teachers and administrators work together to provide reasonable flexibility
to the daily hours to accommodate staff needs.

B. The District agrees to allow employees of the Kuna School District, once a month, to hold a KEA meeting on
the school premises during the last thirty (30) minutes of the employee's regular duty day.

C. The school year for employees shall be 190 days with pay including:
●
●
●
●
●
●

172 Student Contact Days
5 Compressed Days (12 minutes added to student contact days)
6 Scheduled Professional Development/Work Days
Employee is responsible to make-up the information if professional development day is missed
1 Comp. Day (Nov. 23) - Exchange for Parent/Teacher Conference
6 Holidays

D. The School Board agrees that employees shall have input into the construction of the school calendar. A
committee composed of the Superintendent or designee, the building principals, and KEA representatives
shall implement this. The Superintendent shall chair this committee. The building principals and
representatives shall be responsible for compiling data relative to the opinions of the employees
concerning the calendar. The calendar constructed by the committee shall then be presented to the Board
for adoption.

ARTICLE II - TEACHING CONDITIONS
A. Contract Categories
st
a. Category 1 – hired after August 1
(hired is defined as being approved by Board of Trustees and

having submitted all credentialing documents)
st
b. Category 2 –hired before August 1
or in second year of employment (hired is defined as being
approved by Board of Trustees and having submitted all credentialing documents)
c. Category 3 – in third year of employment
d. Continuing Contract Status – in fourth year or more of employment
Note: a year is defined as having worked a .50 FTE or greater in a full contract year

B. Professional Assistance
a. Program Purpose:
The purpose of the Certificated Personnel Support Program is “to provide support for teachers in their
first two years in the profession in the areas of administrative and supervisory support, mentoring, peer
assistance and professional development” (Idaho Code, Section 33-512).

b. Eligibility:
The Human Resource Manager will review personnel records for names of certificated instructional
employees who are in their first two years in the profession and have current, signed Category 1-3
contracts as defined by Idaho Code, Section 33-514 for the upcoming school year to determine
eligibility for the support program.
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Note: Teachers are eligible to participate in the support program. The employee should make a
request for assistance to his/her KEA representative who will contact the Human Resource Manger
with the request.

c. Plan Components:
i.

Administrative/Supervisory Support:
All new employees to the school district will meet with their principal/supervisor at the beginning of
the school year. During this meeting the principal/supervisor will explain verbally and in writing the
professional evaluation process. Principals/supervisors are encouraged to invite mentors to
attend these meetings so they can better support their protégés.
Administrators will remind employees that data from mentors will not be used in the evaluation
process.

ii.

Mentoring Support:
●
The principal/supervisor will select mentors annually for certificated employees new to the
profession and/or employees who have had a change of placement. The following
considerations should be reviewed when pairing mentors with protégés:
○ Consider teaching styles and personality styles
○ Consider years of experience in grade level or content area and total years of
experience
○ Consider the person’s willingness to collaborate and share resources
○ Consider successful completion of some sort of collaboration training such as peer
coaching or teacher leadership
○ Ask for volunteers and have them complete the “Should I Become a Mentor?”
checklist before committing to the position for the year
○ Assign no more than two people to a mentor
●

The mentors will serve for up to one year and will be compensated with a stipend for their
efforts.

●

The mentors will participate in an orientation/training at the beginning of the school year
and will receive support throughout the year. Specific and relevant school district policies
and procedures will be explained at this orientation.

●

Prior to the beginning of the school year, Instructional Coaches will provide mentors with
the opportunity to enroll in a “mentoring” class.

●

Certificated employees new to the profession will be oriented to the role of the mentor. The
orientation will specifically address the non-evaluation, non-supervision role of mentors.
The principal/supervisor will provide time and assistance in facilitating novice-mentor
activities. At the end of the first thirty (30) days , protégés will be asked to complete a survey
to evaluate the level of support they have received. If the protégé’s needs are not being
met, the principal will reevaluate the placement and arrange for a new mentor. Additionally,
at the end of each school year, participants will be provided opportunity to give written
evaluative feedback pertaining to the support they received from their mentors.
The Role of the Mentor Teacher
The mentor will work to support professional growth in the following areas:
●

Setting up a classroom for the first time.
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●
●
●
●
●
●
●
●
●
●
iii.

Learning school routines and procedures.
Designing lesson plans.
Developing classroom management skills.
Motivating students and engaging them in class activities.
Understanding new state and district standards and assessments.
Understanding procedures and policies related to curriculum adoption.
Learning to communicate with and involve parents.
Developing organization and time management skills.
Identifying opportunities for professional development.
Discussing and clarifying the master contract and/or the evaluation process.

Instructional Coaching Support:
The responsibility of the Instructional Coach is to help guide teachers through a continuous cycle
of instruction, professional self-reflection, and goal setting. The Instructional Coach’s primary
responsibility is to coach and support the teachers’ professional growth along with providing them
a model of his/her own professional development. The principal may ask the teacher to involve
the Instructional Coach in the development of a plan of action to address concerns documented
in an administrative observation and/or evaluation.
The following components constitute the basic framework of support.
1.

Informal Conferencing
Through informal conferencing, the teacher and Instructional Coach have the
opportunity to discuss lesson preparation, student behavior management, parent
communication, portfolio development, etc. Conferences are essential in maintaining
timely support and encouragement.

2.

Coaching Cycles
The Instructional Coach will work closely with the teacher to schedule coaching cycles
that include a planning, observation, and reflective conference. This process is
confidential and non-evaluative.

3.

Demonstration Lessons
When appropriate, the Instructional Coach will demonstrate effective instructional
practices and/or arrange for the teacher to visit other classrooms.

4.

Peer Observations
Observing teachers in their classrooms will give an observer techniques that he/she may
never have thought of on his/her own. When a teacher observes a class, he/she has the
time to consider how the content is being presented, what the students are doing, and
how he/she might present the same material. Also, watching someone use an unfamiliar
technique allows a teacher to assess its effectiveness and determine how to apply it in
his/her own teaching. After watching a teacher work with students, an observer has the
opportunity to discuss what was observed, questions, and reflections.
With all these benefits in mind, teachers are encouraged to use professional leave to
observe master teachers as they work with students in their classroom. New teachers to
the profession especially benefit and are encouraged to conduct at least one observation
of another teacher in the first semester. Instructional Coaches will provide teachers with a
recommended list of classrooms to visit.

5.

Curriculum Resources and Mapping
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As requested, the Instructional Coach will respond to questions regarding curriculum and
assessment. If the Instructional Coach does not have expertise in the curriculum area
where the teacher needs assistance, the Instructional Coach will make every effort to find
the appropriate professional to help the teacher address concerns.
6.

iv.

Professional Development Plan
The Instructional Coach will orient teachers to the KSD course offerings and registration
process as well as assist teachers in developing a professional development plan.

School Leadership Teams:
Each school in the KSD has a School Leadership Team (SLT) whose primary focus is on
improving student achievement and the school-based organizational structures responsible
for supporting student achievement. Each SLT is comprised of grade level and/or department
level representatives who are responsible to communicate with grade level teams as outlined
in the School Leadership Team Member Job Description. Selection of School Leadership
Team members will be made by method agreed upon at each building. Team members will
serve for a minimum of one school year, and a term limit maximum of three years. Effective
July 1, 2014 SLT members who have served three years or longer will be considered to have
expired terms. The term limit may be extended if other candidates are not available to fulfill
the position. Annually, as funds are available, each school will have an equitable amount to
pay SLT members. Different schools may have different SLT configurations, and each school
will receive an equitable amount of funding, based on the number of student and staff at their
individual school.

C. Supervision/Evaluation Procedures
The primary purpose of the supervision and evaluation process is to support professional growth in order to
provide the highest quality instruction for the students of our community. A purposeful evaluation system
measures teaching outcomes, not simply teaching behavior. Evaluations that are well designed and
integrated with curriculum and professional standards can accomplish more than assuring basic
competence. They can help states and districts measure the effectiveness of teachers at various points in
their careers, identify highly skilled teachers, offer specific recommendations to improve teaching, inform
professional development, and demonstrate accountability for student achievement. State policymakers
should treat teacher evaluations as an integrated component of a comprehensive strategy to improve
overall teaching quality.

a. Evaluation:
The Kuna School District’s Supervision and Evaluation Process is based on Charlotte Danielson’s
professional practice framework, components and rubrics as outlined in Enhancing Professional
Practice: A Framework for Teaching.
i.

Notification of Employees
● Within twenty (20) contract days of the first day of the beginning of each school term, the
building level administrator shall meet individually, or in a group, and inform each
certificated employee under his/her supervision who will be observing and/or evaluating
his/her performance.
● Each building level administrator is charged with explaining the District’s evaluation
procedure to his/her building’s certificated staff.

ii.

Evaluation Process and Contents
The evaluation of each certificated employee will be in writing, based on multiple measures
including observations of the employee’s performance, student achievement and other relevant
factors, and will reflect whether or not the employee is performing satisfactorily. Upon completion
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of each section of the evaluation, the employee’s performance will be discussed with the
employee and a signed copy of the complete written evaluation will be placed in the employee’s
personnel file. After reviewing the evaluation, the employee may file a rebuttal statement to the
evaluation.

iii.

A minimum of one evaluation, containing two parts, must be performed annually in each year
that an employee is contracted to work and will include the following:
Part I – Professional Practice Domains,
67% of Total Evaluation (refer to Appendix A)
The measures included within the Professional Practice portion of the evaluation will include
a minimum of two (2) documented observations annually, with at least one (1) observation
being completed by January 1 of each year.
Domain Requirements for Years of Experience:
a.

b.

c.

d.

Educators in their first year to the profession will choose, with their Administrator,
10 components from the four domains, which they will be primarily responsible for
and focus on during the year. Administrator completes formal observation process.
Educators in their second year to the profession will choose, with their
Administrator, six (6) additional components (16 total). Administrator completes
formal observation process.
Educators with three or more years of experience are responsible for all
components in the professional practice domains. Administrator completes formal
observation process of educators in their third year.
Educators entering the Kuna School District with three (3) years or more of
experience in another district will be required to work with their Administrator to
determine the appropriate number of components in which to focus.

Written Documentation:
a.
b.

Part I of the evaluation is documented using the District Evaluation Form which is
based on the work of Charlotte Danielson.
Part I and II of the written evaluation will be turned in to the District Office by the
end of the school year to be stored in each employee’s secure file.

Part II—Student Achievement Plan
, 33% of Total Evaluation (refer to Appendix B)
1.
2.
3.
4.

Must be completed before the end of the school year of each year.
Focuses on objective measures of growth in student achievement.
Is documented using the Student Achievement Plan template.
Must be presented to supervisor within 30 days of the beginning of the school year each
year.

Part I: Professional Practice Domains
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Part I of the evaluation is reflected in a written document supported by a rubric. The
information reflected in the evaluation is based on informal/formal observations and other
appropriate forms of documentation.

Observation:
Observation is a means of analyzing classroom practice, teacher and student behavior,
impact/effectiveness of lessons and a host of other interactions that occur within the
classroom. Observation is important in several ways, including the following:
1. Means of attending to the need teachers have for assistance in understanding their
classroom behaviors, classroom dynamics and teaching techniques;
2. Way of engaging teachers and administrators in dialogue about effective practice;
3. Tool of linking staff improvement efforts with staff needs;
4. Mechanism for assessing areas requiring improvement;
5. Vehicle for fostering understanding about unique issues teachers face, as well as, for
expressing appreciation for the work they do;
6. Tool for evaluating teacher performance.
Informal observations are intended to provide more frequent information on a wider
variety of contributions made by the employee and may include classroom visits,
observations of instruction, and observations in non-classroom settings.
Formal observations focus directly on the professional practice domains. Administrators
will complete the formal observation process with educators in their first three years to
the profession and with others educators as requested or as concerns warrant a formal
observation process. The formal observation process is outlined as follows:
1. PreFormal Observation Conference
A pre-formal observation conference will be held between the appropriate administrator
and the employee prior to the formal observation so that the administrator may be
apprised of the components the teacher would like the administrator to focus on during
the evaluation. The administrator may comment on other components as well.
2. Teacher Observation
Teacher observation is a means of analyzing classroom practice, teacher and student
behavior, impact/effectiveness of lessons and a host of other interactions that occur
within the classroom. Observation is important in several ways. It is a:
a.
b.
c.
d.
e.
f.

Means of attending to the need teachers have for assistance in understanding their
classroom behaviors, classroom dynamics and teaching techniques;
Way of engaging teachers and administrators in dialogue about effective practice;
Tool of linking staff improvement efforts with staff needs;
Mechanism for assessing areas requiring improvement;
Vehicle for fostering understanding about unique issues teachers face, as well as,
for expressing appreciation for the work they do;
Tool for evaluating teacher performance

3. PostFormal Observation Conference
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A post-formal observation conference shall be held as soon as possible, but no later
than ten (10) contract days after the formal observation.
4. Conference Summary
A copy of each formal observation summary shall be given to the teacher by the
administrator within ten (10) contract days following the post-formal observation
conference. A copy signed by both parties shall be given to the teacher. The teacher’s
signature does not necessarily indicate agreement with the summary but, rather,
awareness of the content.

Part II: Student Achievement Plan: Objective Measures of Student Growth
Part II of the evaluation will be based around objective measures of student growth. The
section of the evaluation will require the employee to work with their team and administrator
to develop a written student achievement plan. A template will be provided to guide the plan.
The plan’s components will include the following:
1. Setting – a description of the population and special learning circumstances.
2. Content Area – the area/topic to be addressed
3. Student Achievement Baseline Data from the Beginning of Year, Unit or Lesson
4. Team Goal – describes the team’s desired results for student learning; should be
specific, measurable, results based, attainable, and time-bound
5. Actions Steps to Accomplish Goal – activities to accomplish your goal.
6. End of Year Student Achievement Results
7. Reflection – What did you learn? Where are you going next?

COMMUNICATION OF RESULTS: Annual Written Evaluation
The complete written evaluation will include Part I and II of the evaluation requirements and
will be submitted to the District Office by the end of the school year to be stored in each
employee’s secure file.
●A copy of each written evaluation will be submitted to the certified employee within
five (5) school days following the formal evaluation meeting between the employee
and evaluator.
●Certificated personnel evaluations will be considered permanent records and will be
maintained in each employee’s personnel file. All evaluation records will be kept
confidential as required by state and federal law.
The teacher may put objections in writing and have them attached to the annual written
evaluation to be placed in his/ her personnel file. The file copy of such objections shall be
signed by both parties to indicate awareness of the content.

D. Due Process
All certificated employees, have due process rights within the period specified in the contract. Due
process for each contract category is as follows:

Category 1

Category 2

Category 3

Continuing Contract
Status
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Administrator to
provide observation
feedback to teacher

Administrator to
provide observation
feedback to teacher
Letter of Concern

Administrator to provide
observation feedback to
teacher
Letter of Concern
Probation

Administrator to
provide observation
feedback to teacher
Letter of Concern
Probation

a. Letter of Concern:
When an administrator has specific concerns about an employee’s performance, a letter of concern
shall be given to the employee. This letter shall contain the following:
i. Date
ii. Documentation of prior meetings and/or discussions illustrating the specifics of the concern,
including the following:
1. At least one (1) written formal observation
2. A minimum of four (4) documented observations (formal or informal)
3. Written documentation of other pertinent meetings involving administrators and/or parents
4. List of components in the professional practice domains needing improvement
iii. Outline of available support (as defined in the Master Contract) which may include the following:
1. Mentor
2. Instructional Coaches
iv. 30 contract days to improve in the areas of concern documented
v. Possible outcomes:
1. Continue to participate in the formal observation process
2. If making progress in the areas identified, additional 30 contract days to improve in the areas
of concern
3. Placement on probation, for Category 3 or Continuing Contract Status only, if not showing
improvement.

b. Probation:
Placement on probation is viewed as one part of the evaluation process intended to improve individual
performance of a single certificated employee and the overall excellence of the education program. A
pattern of unsatisfactory performance and/or a material violation of District Policy, rules or regulations
or those of the State Board of Education shall be the reason(s) for placing a certificated employee on
probation.
Process:
i. Administration notifies the certificated employee in writing of the probation process.
ii.

Recommendation to place a certificated employee on probation shall be made in writing to the
Superintendent and/or his/her designee who may determine to submit the recommendation to
the Board.

iii.

The potential probationer may request a meeting with the Superintendent and/or his/her
designee prior to the submission of the recommendation of probation to the Board. The meeting
will deal with the necessity for probation. Upon reviewing and acting upon the recommendation
for probation, the Board shall do the following:
1. Send a written notice to the certificated employee that he/she is being placed on probation
pursuant to the recommendation of the Superintendent and/or his/her designee.
2. Include in the letter both the reasons for probation and provisions for adequate supervision
and evaluation of the employee's performance during the probationary period.
3. State the duration of the probation period, beginning and end dates, which shall be a
reasonable amount of time (no less than 8 weeks), and the possible end result: continued
probation, removal from probation, or non-renewal of contract.
4. Identify the supervisor/evaluator(s) selected for the probationary cycle.
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iv.

The supervisor/evaluator(s) selected for the probationary cycle and the teacher shall work
together to clarify the improvement objectives, available resources for assistance, and
observation timelines. An association representative may be involved. Attainable and reasonable
objectives to be performed by a certificated employee will describe the specific criteria for
completing the behavior or task. Successful completion of probation which will be defined as
acceptable performance will depend upon carefully articulated goals established by the
supervisor/evaluator(s) and an earnest effort in assuming responsibility for meeting those goals
by the certificated employee.

v.

Each formal observation and evaluation conducted during probation shall require a
pre-observation conference, an observation, post-observation conference, and a conference
summary. A supervisor/evaluator(s) may make a reasonable number of informal observations
during probation. The employee may put objections in writing and have them attached to all
observation report(s) to be placed in his/her personnel file. The file copy of such objections shall
be signed by both parties to indicate awareness of the content.

vi.

At the end of the probation, the supervisor/evaluator(s) shall recommend to the Board of Trustees
one of the following actions:
1. Discontinue probation
2. Continue probation
3. Non-renew contract

vii.

At the end of the probationary period, documentation will be provided to the certificated
employee, Superintendent, School Board, and a copy placed in the certificated employees
personnel file.

c. Appeal
Evaluation and probation may be grieved regarding the process used. Evaluations shall align with the
standards required in the Code of Ethics of the Idaho Teaching Profession.

d. Observer
A certificated employee shall have the right to an observer of his/her choice during all levels of the
Supervision/Evaluation Process, and shall be responsible to schedule the observer to be present at the
appropriate times (and pay costs, if necessary).

E. Files
Each employee has the right to inspect any files kept concerning his/her performance. The Human
Resources Manager keeps and maintains the personnel files. If an employee wishes to see their personnel
file, they should make a request through the Human Resources Director.
Employees shall be notified any time a new document is added to their file. The employee shall
acknowledge that he/she has read such material by affixing his/her signature on the copy filed. Such
signature does not necessarily indicate agreement with the content of such material. The employee shall
have the right to answer any material originating with the School District that is derogatory to an
employee's conduct, service, character or personality, or his/her answer shall be reviewed and filed by the
administration. These answers shall be placed in the file.

F. Recommended Class Size
Recommended Class Size by Grade Level:
K
20 students
1
23 students
2
25 students
3
26 students
4
28 students
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5/6
7-12 Alternative:

32 students
160 students per teacher
Average of 18 students per class

Other Recommendations:
a. The building administration will make special consideration for classrooms that contain two or
more grade levels.
b. Any classroom that has students over the recommended class size may need additional
assistance.
c.
The district administration, building administration, and grade level teams will make every effort
possible to equalize all classes of the same grade level.

G. Parent/Patron Complaint Process
All parental concerns should be resolved in an expedient and fair manner. When appropriate, any concern
should be directed through the student’s teacher first before an administrator intervenes.

ARTICLE III - LEAVES
A. Personal Leave
Paid personal leave shall be granted for any reason deemed necessary by the employee at the rate of two
(2) days per year. Two (2) additional personal leave days may be taken with the employee paying the cost
of the substitute. Personal leave will be granted by the building principal upon receipt of the employee's
written request five (5) days in advance. In cases of emergency, the 5-day notice requirement will be
waived. Personal leave days may be taken as full or half days at the discretion of the employee. Unused
personal may accumulate as personal leave up to a seven (7) day limit. Employees may choose to be paid
for unused personal leave at the substitute rate at the end of each school year.
B. Parental Leave
Childbearing, adopting or bonding with a child - Sick leave may be used for parental leave.
C. Association Leave
In addition to the leave granted by Idaho Code, the District shall grant ten (10) days with pay to be used by
the Kuna Education Association. Advance notice shall be given. Additional days may be granted by the
Superintendent with the Association paying the cost of the substitute.
D. Leave of Absence
Employees shall be granted leaves of absence without pay for up to one (1) year upon application to and
approval by the Board. Upon return from such leave, the employee shall be guaranteed a position for
which he/she is certified. All rights of continuing contract status, retirement, accrued sick leave, salary
increments and other benefits provided herein shall be preserved and available to the employee upon
his/her return to the District. Employees may participate in insurance programs by paying the premiums.
Request must be given by April 1 of each year except for child rearing leave requests. Notice of the
employee's intent to return to work must be given to the District by April 1 of the leave year.
E. Educational Leave Of Absence
Employees shall be granted leaves of absence without pay for up to one (1) year upon application to and
approval by the Board for the purpose of educational enrichment. Educational enrichment shall be defined
as:
a. pursuit of a graduate degree program
b. a professional fellowship
c. accept a scholarship offering
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d. professional development employment opportunities that are mutually beneficial to the employee and
the District
e. to serve in a county, state, or national office
f. to serve as an exchange teacher or an overseas teacher
Upon return from such leave, the employee shall be assigned to the position he/she held before leave was
granted unless circumstances surrounding the assignment have changed. All rights of continuing contract
status, retirement, accrued sick leave, salary increments and other benefits provided herein shall be
preserved and available to the employee upon his/her return to the District. Employees may participate in
insurance programs by paying the premiums. Notice of the employee's intent to return to work must be
given to the District by April 1 of the leave year.
Replacements for certificated employees on a leave of absence for educational enrichment will be clearly
informed of the term of assignment at the time of employment. The District and the Association agree that
any transfer and/or release caused by a certificated employee returning from a leave of absence will not
constitute grounds for a grievance.
F. Sick Leave
a. At the beginning of each school year, each employee shall be credited with ten (10) days of sick leave
allowance.
b. The unused portion of such allowance shall accumulate to a maximum of 190 days.
c. Employees employed on a part-time basis or for part of a school year shall receive a prorated portion of
the annual sick leave.
d. Sick leave is to be used for absences caused by personal illness, emotional upset, accident or
circumstances which render the employee incapable of carrying on his/her duties.
e. Employees shall be allowed to use sick leave when such absence is due to illness of a member of the
individual's immediate family (grandfather, grandmother, father, mother, brother, sister, husband, wife,
child, grandchild, foster or step child, father-in-law, or mother-in law).
f. Sick leave days may be taken as full or half days at the discretion of the employee.
G. Sick Leave Bank Membership
Purpose:
The sick leave bank shall be used for the purpose of alleviating the hardship caused by absence from work
necessitated by catastrophic illness, life-threatening incident, mental illness requiring hospitalization, or life
threatening conditions, excluding elective surgery.
a. Certificated employees of Joint School District No. 3 who are contracted at least half time may
participate in a sick leave bank. To participate, each new employee shall contribute two (2) sick leave
days [one (1) day if half time]. Sick leave days thus contributed shall be deducted from the individual
employee's sick leave entitlement. The employee shall sign a form furnished by the District prior to
September 15. Certificated employees becoming employed after September 15 shall be given the
opportunity to join the sick leave bank within two weeks of active employment. In no event, shall a new
certificated employee of the District be denied participation if all procedures and qualifications are met.
b. The employee will also acknowledge that once these days are contributed they cannot be retrieved
upon resignation from Joint School District No. 3 or upon quitting the sick leave bank. An employee
shall have the right to withdraw from participation in the sick leave bank upon written notification to the
School District administration and chairperson of the sick leave bank committee.
c. Accrued Days:
The district office will keep a list of contributors and days accrued in the sick leave bank. This
information will be available to the committee upon request.
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d. Future annual contributions to the sick leave bank shall be determined by the sick leave bank
committee. The contributed sick leave days shall form a fund with a minimum of two hundred (200) sick
days. The committee will determine the number of days necessary to assess members to keep the
bank solvent. Days assessed shall be in denominations of 1/2 days and assessments shall be
mandatory for each member to retain membership.
e. Committee
The sick leave bank committee shall consist of two (2) Kuna Education Association members and two
(2) District Board members or administrators. KEA members of the sick leave bank committee shall be
appointed by the Kuna Education Association. The committee shall elect a chairperson. The
chairpersonship shall rotate each successive year between a board member/administrator and a
member of KEA.
An annual meeting of the committee shall be held in September of each year. A new chairperson shall
be elected and a report on the status of the committee given.
f.

Pregnancy and Childbirth
Disabilities caused or contributed to by pregnancy, childbirth, or related medical conditions shall be
treated the same as disabilities caused or contributed to by other medical conditions. The committee
shall review the request to determine eligibility of the employee. After complete review of the
application, the committee shall have the authority to make a final decision, within the guidelines, as the
disposition of the case. (If this committee deems necessary, it shall require proof of illness at the time of
application and from time to time after the grant has been made.)

g. Application for Grant:
Application to draw sick leave days from the bank shall be submitted to the sick leave bank committee.
In order for an employee to be eligible to apply to sick leave benefits from the sick leave bank, the
employee must first:
i.
Be a contributor to the bank prior to September 15 of the contracted year or two weeks after
active employment. An employee upon learning of a catastrophic illness or life-threatening
incident as outlined in the PURPOSE shall be ineligible to join the sick leave bank.
ii.
Have been absent from work more than ten continuous working days due to long illness or
accident as described in the above PURPOSE.
iii.
Have used all his/her accumulated sick and personal leave days or used thirty of his/her total
accumulated sick leave days. If an employee has less than ten days of sick leave to use before
starting to draw from the sick leave bank, his/her salary will be reduced in full for the number of
days up to ten.
iv.
Provide verification of need for extended leave from a qualified professional. A second
verification may be requested at the discretion of the sick leave bank.
v.
Complete a sick leave bank request form available at any school office.
The number of sick leave days granted shall not exceed the number of days absent from work due to
illness or accident. Bank’s grants to individual employees will not be carried over from one fiscal year to
another; all such grants will end at the termination of the school year. If the employee does not use all
the days granted by the committee, the unused sick leave days will be returned to the bank. In no case
shall an employee be granted more than a total of ninety (90) days per fiscal year from the sick leave
bank for all illnesses or disabilities.
Employee may draw no more than a maximum of three (3) times from the sick leave bank during their
employment in the Joint School District No. 3. Under extenuating circumstances additional grants may
be authorized at the discretion of the sick leave bank committee.
The sick leave bank chairman shall report all days granted by the committee and other information
necessary for the employee's official records to the District Office. The District Office shall maintain
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records of contributors, number of days contributed, number of days used from the sick leave bank,
and the total number of days in the bank.
The usage of sick leave bank days will be reviewed annually to determine the effect of number three
above.
Listed below are three examples to help clarify the Sick Leave Bank:
i.
Employee has eighteen (18) days of personal sick leave
1. All eighteen (18) days are used
2. Sick leave bank is drawn upon
3. No deduction in salary occurs
ii. Employee has sixty-five (65) days of personal sick leave
1. Thirty (30) of the sixty-five (65) days of personal sick leave are used (thirty-five (35) remain)
2. Sick leave bank is drawn upon
3. No deduction in salary occurs
iii. Employee has seven (7) days of personal sick leave**
1. All seven (7) days are used
2. Three (3) full days of salary are deducted
3. Sick leave bank is drawn upon
**Accumulated personal days and one day of paying the substitute can be included in this time.
H. Professional Leave
a. Professional Leave: Professional staff desiring leave from their assignment for professional
development activities must submit a written request to the principal. The principal shall evaluate the
request and notify the staff member of his/her decision in writing.
b. Professional Leave for Curriculum Development: Employees from all levels and subject areas will be
called upon from time to time for their technical expertise and knowledge to work on curriculum
development committees. The District administration will make every attempt to call such committee
meetings during the employee's regular tour of duty. Each committee will have input into the hours
required with consideration of their special needs.
c. Additional Work: Additional committee work outside the employee's regular tour of duty may be
desired occasionally. Volunteers for this service, approved by the Director of Student Services, will be
compensated at a rate to be determined by the Director.
I.

Bereavement Leave
Employees are entitled to five (5) days bereavement leave for a death in the immediate family (grandfather,
grandmother, father, mother, brother, sister, husband, wife, child, grandchild, foster or stepchild,
father-in-law, or mother-in-law). Such leave must be taken within thirty (30) days of the death of a member
of the immediate family. The thirty (30) day limit may be extended by the Superintendent in unusual
circumstances. The Superintendent may grant bereavement leave for circumstances not listed above
within twenty-four (24) hours of the request.

J. Family Medical Leave – see Board Policy #407
K. Jury Duty – See Board Policy #408
L. School Volunteer Leave
Building administrators are encouraged to allow employees the opportunity to volunteer or attend their
family members school activities when and where scheduling is possible.
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M. Military Leave – See Board Policy #409
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ARTICLE IV - FRINGE BENEFITS
A. Fringe Benefit Pool
a. The District shall establish a fringe benefit pool for all certified employees.
b. The District shall provide, at no cost to the employee, the following:
i.
Employee hospital, surgical, and major medical insurance under the Blue Shield PPO Plan or an
HSA (with a $135.00 . monthly contribution) for employee health coverage for all eligible
employees.
ii.
A $40,000 group life policy.
iii.
Employee vision insurance.
iv.
Employee dental insurance thru Delta Dental or Willamette.
c. Each employee shall allocate the sum contributed to his/her credit among the various fringe benefits
offered. The optional benefits offered shall be:
i.
Member plus one health
ii.
Member plus one dental
iii.
Member plus one vision
iv.
Family health
v.
Family dental
vi.
Family vision
vii.
Individual term life (Section 79)
viii.
Dependent care
ix.
Extraordinary health care
d. No individual changes in allocation of benefits or salary reduction authorization may be made after
October 15th, with the exception of KEA dues. The district agrees to allow reductions for KEA dues at
any time during the year.
e. Coverage of the fringe benefits shall begin on the effective date of this contract and be continuous
twelve (12) month coverage.
f.

Carriers and plans shall be mutually determined by the District and the Association.

g. All insurance coverage under this article shall remain in full force during the life of this agreement and
until a successor agreement has been ratified. When necessary, premiums on behalf of the employee
shall be made retroactively or prospectively to assure uninterrupted participation and coverage.
h. The Board and the Association will enter into a flexible spending account plan and the Board will pay
the initial set-up fee to an outside agency. The participating employee agrees to pay the monthly costs
incurred.
i.

The Board and the Association will enter into a HSA spending account plan and the Board will pay the
initial set-up fee to an outside agency. The participating employee agrees to pay the monthly costs
incurred.
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ARTICLE V - SALARY
A. Salary Schedule and Per Diem
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i.

Teacher salaries for the 2015-2016 contract year are based on a 190 day calendar.

ii.

An incoming certified employee shall be placed on the salary schedule based on their current level of
education and their current years of experience.

Career Enhancement Stipend
To reward years of service with Kuna School District the following stipends with corresponding years of service.
Career enhancement stipends sunsets June 30, 2016.

Years in Kuna

CE Stipend

15-19

$

500.00

20-24

$

1,000.00

25-29

$

1,200.00

30+

$

1,500.00
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B. Extra Curricular Pay Schedule
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C. Traveling Staff
Employees who are required to use their own automobiles in the performance of their duties and
employees who are assigned to more than one (1) school per day shall be reimbursed for all such travel at
the rate per mile as established by the State Board of Examiners. Employees using their own automobile
for travel within the district will be reimbursed for travel done between arrival at the first location at the
beginning of their workday and their last location at the end of their working day.
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ARTICLE VI - GRIEVANCE PROCEDURE
A. Definitions:
a. Grievant: A Grievant shall be an employee or group of employees of Joint School District No. 3 filing a
grievance.
b. Grievance: A Grievance shall be an alleged violation, misapplication or misinterpretation of the master
contract or board policy.
c. Party in Interest: A Party in Interest is the person or persons making the claim and any person who
might be required to take action against or against whom action might be taken in order to resolve the
claim.
d. Day: A Day means a calendar work day, except as otherwise indicated.

B. Purpose:
The purpose of this procedure is to secure at the lowest possible administrative level, equitable solutions to
the problems which may arise from time to time. These proceedings will be kept as informal and
confidential as may be appropriate at any level of the procedure.

C. Rights:
Nothing herein contained will be construed as limiting the right of any professional employee having a
grievance to discuss the matter informally with any appropriate member of the administration.

D. Procedure:
The parties in interest acknowledge that it is usually the most desirable procedure for an employee and
his/her principal to resolve problems through free and informal communications. However, if within 30 days
following knowledge of the act or condition which is the basis of the complaint, no action has been taken to
correct the informal grievance, the formal grievance procedures shall be initiated by either party.
Following the filing of a formal grievance, the grievant may be accompanied by a representative of the
Kuna Education Association at any step of the grievance procedure.
Step 1:
If an aggrieved employee is not satisfied with the disposition of his/her problem through the
informal procedure, he/she may submit the claim as a formal written grievance to his/her principal. The
principal or grievant may call a meeting to discuss the formal grievance. The principal shall provide the
aggrieved party a written answer to the grievance, rendering his/her decision and its rationale, within
five (5) days of receipt of the formal grievance.
Step 2:
If the grievant is not satisfied with the disposition of his/her grievance at Step 1, or if no decision
has been rendered within five (5) days after presentation of the grievance, a copy of the grievance may
be referred to the Superintendent. The Superintendent shall arrange for a hearing with the principal,
grievant, and KEA representative to take place within five (5) days of his/her receipt of appeal. The
parties in interest shall have the right to include in the representation such witnesses as they deem
necessary to develop facts pertinent to the grievance. Upon conclusion of the hearings, the
Superintendent will have five (5) days to provide his/her written decision--together with the reasons for
the decision--to the principal and grievant.
Step 3:
If the aggrieved person is not satisfied with the disposition of his/her grievance at Step 2, or if no
decision has been rendered within five (5) days of receipt of the formal written grievance and/or
hearing, he/she may submit the formal grievance to the chairman of the Board of Trustees.
The Board of Trustees or its legal representative will confer with the parties of interest and may hold
hearings and will issue their findings together with their final decision and its rationale. During the hearings,
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the grievant shall have the right to include in their representation of the facts, representatives from the KEA,
IEA or other representation which will help in the development of facts pertinent to the grievance.
If the aggrieved person is not satisfied with the disposition of his/her grievance at Step 3 the Board's
decision may be appealed through the courts in accordance with state law.
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ARTICLE VII - MASTER CONTRACT
A. Master Contract Access
The Master Contract will be posted on the Kuna School District Web Site.

B. Savings Clause
If any provision of this Agreement or any application of this Agreement to any employee or group of
employees is held to be contrary to law, then such provision or application shall not be deemed valid and
subsisting, except to the extent permitted by law, but all other provisions or applications shall continue in
full force and effect. If such provisions exist which are contrary to law, at the request of either party,
negotiations shall immediately commence and agreement shall be reached in order to alter said section(s)
according to the intent of the parties.

C. Fall Review
During its term this Agreement may be altered, changed, added to, deleted from, or modified only through
the voluntary, mutual consent of the parties in a written and signed amendment to this Agreement. Both
parties agree to meet prior to September 15th of 2015 to initiate the Fall Review.

D. Duration
The provisions of this Agreement will be effective as of July 1, 2015 and will continue and remain in full
force and effect until June 30, 2016 .

E. Agreement
This Agreement is signed this 1st day of June 2015 and shall be binding upon the parties.

IN WITNESS THEREOF:
For the Association:
______________________________________/s/
Spokesperson for the Association
For the Board:
______________________________________/s/
Spokesperson for the Board
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NAME

Calculated Contract

ADAMS, KELLY

42,339.00

ADOLFSON, TERRY

44,491.00

ALLEN, BRITTANY

32,709.00

AMENDOLA, JERRI

32,709.00

ANDERSON, JOSEPHINE

60,112.00

ANGLE, RENEE

32,709.00

ANNO, JESSICA

35,672.00

ANTHONY, KRISTI

51,549.00

ARECHIGA, ANGELA

32,709.00

ARREDONDO, LAURA

33,141.00

ASEGUINOLAZA, MARIA

34,384.00

AYERS, KELLY

32,709.00

AYERS, WILLIAM

32,709.00

BACUS, DEBRA

53,483.00

BAKOTICH, JESSICA

64,629.00

BARBER, ALISON

53,483.00

BARKER, KIMBERLY

55,000.00

BARKER, TREVOR

37,011.00

BARNETT, ROBIN

33,570.00

BARRETT, MICHELLE

55,488.00

BATT, DEITRA

23,079.50

BAUER, ANGELIE

34,384.00

BEALS, CATHERINE

88,500.00

BEERS, HEIDI

52,018.00

BEERS, MATTHEW

42,883.00

BEKKEDAHL, KIM

98,500.00

BENITO AGUILAR, ANGEL

39,839.00

BERG, CYNTHIA

47,890.00

BEYMER, DAVID

69,000.00

BINDER, JESSICA

47,890.00

BIRKINBINE, KIMBERLY

47,890.00

BLACKSTOCK, JOSEPH

76,748.00

BLITMAN, DANIEL

57,569.00

BOLANDER, TRISHA

37,011.00

BOLLINGER, JENNIFER

44,491.00

BRADBURN, DEBRA

58,483.00

BRASIL, RACHEL

44,491.00
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BROGDON, AMELIA

32,709.00

BROWN, KAREN

53,483.00

BROWN, RANA

32,709.00

BUNNELL, NICHOLE

32,709.00

BURBANK, TONIA

51,549.00

BURGESS, JUSTINE

32,709.00

BURR, AMY

53,483.00

BUTLER, JULIE

42,883.00

CAIOLA, ALICIA

32,709.00

CALHOUN, SUSAN

32,709.00

CAMMACK, KIMBERLY

53,483.00

CAMPBELL, MATTHEW

32,709.00

CARPENTER, GREGORY

73,500.00

CHRISTENSEN, TAMARA

53,483.00

CHRISTENSEN, TAWANA

41,332.00

CLARK, GREGORY

32,709.00

CLEMENS, SHEA

32,709.00

COBB, KRISTY

32,709.00

COLE, RANDI

53,483.00

COLEMAN, JENNY

51,549.00

COOK, KELLIE

24,531.75

COOK, MEGAN

33,141.00

CORBELL, SHANE

32,709.00

CORCORAN, BRADLEY

32,709.00

COTTER, AINSLEY

32,709.00

CROW, NICOLE

32,709.00

CRUSAT, BRANDON

71,000.00

CUNHA, DEBORAH

33,141.00

CUNNINGHAM, CHERI

53,483.00

CYR, RACHEL

53,483.00

DALE, ALLEN

53,483.00

DALKE, HEIDI

32,709.00

DAVIS, RANDI

32,709.00

DAVIS, REBECCA

32,709.00

DEATHERAGE, BRIAN

53,483.00

DEFOREST, CYNTHIA

53,483.00

DEMING, LAURIE

42,883.00

DEMSHAR, APRIL

32,709.00

DEWITT, AUNDRA

35,431.00

DINES, KACY

57,911.00
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DOAN, KATHLEEN

46,159.00

DOBSON, JACOB

47,890.00

DODD, JESSE

33,141.00

DODD, MACKENZIE

33,141.00

DONALDSON, TRACY

42,883.00

DRAKE, CYNTHIA

53,483.00

DRIESEL, LISA

51,549.00

DUDLEY, ORIE

16,354.50

DUGAN, LISA

37,011.00

DUNN, REBECCA

34,384.00

DYGERT, SHAWN

76,748.00

EDWARDS, ANITA

53,483.00

EDWARDS, TRAVIS

51,346.00

ELDRED, JENNIFER

32,709.00

ERICKSON, MELISSA

32,709.00

ERICSON, DOUG

53,483.00

ESTRELLA, VICTORIO

51,549.00

EVANOW, TAMI

51,549.00

EYSEL, KARIN

47,890.00

FELLIN, ROXANNE

47,890.00

FELT, JACQUELYN

46,459.00

FERDINAND, ADRIANNE

32,709.00

FINE, SYLVIA

53,483.00

FOLKINS, LYLA

26,741.50

FONNESBECK, MICHAELE

53,483.00

FORREY, AMANDA

42,883.00

FUHRIMAN, JEREMY

44,491.00

GADDIS, KATHRYN

32,709.00

GAFFORD, MONIQUE

46,159.00

GAVICA, ALAINA

32,709.00

GIBB, RAELIN

32,709.00

GIBSON, JENNIFER

32,709.00

GIFFORD, KEVIN

73,500.00

GIRARD, ASHLEE

32,709.00

GONZALES, JENNIFER

51,549.00

GONZALES-RAMOS, TABITHA

20,666.00

GONZALEZ, ROCIO

32,709.00

GORDON, BURGUNDY

32,709.00

GORDON, SUSAN

32,709.00

GRAVES, BRIAN

86,000.00
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GRAVES, MICHELLE

41,993.72

GRIEVE, TINA

55,488.00

GRIFFITH, HEATHER

32,709.00

HALL, CHRISTINE

57,569.00

HAMES, JULIA

47,890.00

HAMES, WALLY

53,483.00

HANSON, MARY

41,332.00

HARDING, KATHERINE

34,384.00

HARRIS, CHADD

51,549.00

HARRIS, SHELBY

51,549.00

HARRY, JEFFREY

61,599.00

HARTZMANN, LORI

57,569.00

HEIKKOLA, SUSAN

32,709.00

HELTON, SUSAN

57,569.00

HERRINGTON, BARBARA

59,084.00

HIBBARD, MELINDA

51,549.00

HODGES, EMILY

46,159.00

HOEHNE, AMANDA

43,832.00

HOEHNE, DANIEL

42,883.00

HOERL, PAUL

59,500.00

HOEY, KAREN

32,709.00

HOILAND, SUSAN

47,890.00

HOLLEY, ERICA

51,549.00

HOPKINS, SHELLEY

32,709.00

HOPWOOD, HEIDI

32,709.00

HORNING, ANDREW

37,011.00

HUBBARD, SHELLEY

44,491.00

HUNTER, CINDY

46,159.00

HUNTER, LISA

35,672.00

IRVINE, AMBER

34,384.00

ISOM, TERESA

21,441.50

JAMES, BARBARA

41,332.00

JANSON, SUSAN

27,397.20

JEFFERIES, GENE

35,672.00

JENKINS, LAURA

58,483.00

JENSEN, ALEXIS

38,399.00

JENSEN, ARIELLE

32,709.00

JENSEN, KENNETH

32,709.00

JEPPSON, MYRISSA

16,354.50

JOHNSON, JACLYN

32,709.00
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JOHNSON, JILL

39,320.00

JOHNSON, LORI

44,491.00

JOHNSON, SHARON

47,890.00

JOHNSON, WENDY

101,000.02

JONES, ANDREW

32,709.00

JONES, CHRISTENA

32,709.00

JONES, DAVID

38,399.00

JONES, MICHAEL

35,672.00

JONES, RANAE

57,569.00

JORDAN, ALICIA

46,140.00

JORDAN, DENNIS

32,709.00

JORGENSEN, HEIDI

47,890.00

KAJKOWSKI, KATIE

32,709.00

KAUFMAN, WAVA

42,883.00

KAY, MEEKA

32,709.00

KERBS, SHANA

53,483.00

KESSEL, SHANNON

32,709.00

KILGORE, STEVE

51,549.00

KINGERY, KRISTINA

39,839.00

KINNEY, KAILA

32,709.00

KLEFFNER, JOSEPH

51,549.00

KRALL, SKYLER

32,709.00

KUNZ, SARA

38,399.00

LANG, JAMIE

51,549.00

LARRINAGA, CARMEN

47,890.00

LAW, KATIE

35,672.00

LECKIE, EMILY

51,159.00

LEININGER, MARY

32,709.00

LIBBY, TESSA

33,141.00

LIEVSAY, TIMOTHY

34,590.05

LILIENKAMP, KENNETH

78,000.00

LONG, DOLORES

39,839.00

LOPEZ, BEATRIZ

32,709.00

LOVELADY, ANNA

53,483.00

LUND, KRISTI

44,491.00

MAGNUSON, JULIE

53,483.00

MARSHALL, YVETTE

32,709.00

MARTIN, REBECCA

47,890.00

MARTINEZ, ALICIA

32,709.00

MASON, JESSICA

44,491.00
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MASON, KATHRYN

53,483.00

MATTHEWS, COLLEEN

23,687.00

MAUK, CHRISTY

46,159.00

MCCORD, LAURIE

47,890.00

MCGRATH, DEB

85,000.00

MCMORROW, TAMARA

53,483.00

MCNEAL, ASHLEY

37,011.00

MCNEELEY, AMBER

32,709.00

MEEK, DAWN

32,709.00

MERKLEY, KAREN

32,709.00

MIDDELHOVEN, ERIN

33,141.00

MILLAY, CALEB

32,709.00

MILLER, DANA

53,483.00

MILLER, VALERIE

35,672.00

MONSERAT, JENNIFER

32,709.00

MONTGOMERY, GLENN

47,890.00

MORGAN, GINA

26,741.50

MURGEL, CHRISTINE

57,569.00

MURPHY, KEVIN

46,159.00

MURRAY, SHANNON

39,839.00

NEAL, BRENDA

32,709.00

NEIL, SALLY

53,483.00

NICHOLSON, CATHY

37,011.00

NIELSEN, CRISTA

35,672.00

NIELSEN, MELISSA

34,384.00

NOE, NEVA

55,488.00

NOTEBOOM, JOSHUA

55,000.00

NOTEBOOM, PETER

66,963.17

OBERT, AMBER

41,332.00

OLIVER, PATRICK

53,483.00

OLSEN, RYAN

55,488.00

ORR, ANNE

32,709.00

ORR, CYNTHIA

76,000.00

OVERTON, KRISTINA

35,672.00

OWENS, PATRICK

46,159.00

PAINTER, KATRINA

32,709.00

PALMER, WADE

53,483.00

PARKER, REBECCA

38,399.00

PATTEN, GALE

51,549.00

PATTERSON, JENNIFER

39,839.00
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PATTERSON, SHAWN

44,491.00

PAXTON, MATTHEW

53,483.00

PECK, SUZANNE

44,625.79

PERCIFIELD, WENDY

53,483.00

PERRY, MICHELLE

34,384.00

PETERSON, APRIL

53,483.00

PLETCHER, MICHAEL

44,491.00

PODOLSKY, MIRANDA

37,011.00

PURIN, M KATHY

64,629.00

QUIGLEY, JAYMIE

16,354.50

RANDALL, ANDREA

32,709.00

RASMUSSEN, KATY

37,011.00

REDING, AMANDA

32,709.00

REESE, DENNIS

57,569.00

RENO, ROBERT

62,500.00

REYNOLDS, JOAN

53,483.00

RICE, LAURIE

51,549.00

RIGGS, KIMBERLY

41,332.00

RIGSBY, NATALIE

32,709.00

RIGSBY, NICHOLAS

32,709.00

RITCHIE, REBECCA

37,011.00

ROBERTS, BRANDY

32,709.00

ROBINSON, KELEE

57,569.00

ROGERS, JOCELYN

51,549.00

ROGIEN, LAWRENCE

61,289.10

ROGNLIE, DONENE

74,500.00

RYAN, DEBORAH

44,491.00

SACHT, DAWN-ANN

53,483.00

SANCHEZ, BRITTANY

32,709.00

SANDERS, JENNIFER M

32,709.00

SANDERS, JENNIFER R

47,890.00

SAUNDERS, STACY

53,483.00

SCHAMBER, KELLY

60,000.00

SCHLAKE, BRUCE

32,709.00

SCHMIDT, PATRICIA

64,629.00

SCHWARTZ RENO, LINNEA

44,491.00

SEABAUGH, LORA

71,084.00

SHARPMACK, SHEILA

32,709.00

SHAYNE, SHANNON

35,431.00

SHEARER, COURTNEY

46,159.00
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SHOEMAKER, CYNTHIA

57,975.00

SIMPSON, SAMANTHA

32,709.00

SKAGGS, KARA

51,549.00

SMART, IAN

32,709.00

SMITH, CINDY

41,332.00

SMITH, DEBORAH

68,099.00

SMITH, LISA

41,332.00

SMITH, LORI

57,975.00

SNODGRASS, JOANIE

35,672.00

SNYDER, CHRISTA

53,483.00

SOUZA, TIMOTHY

32,709.00

SPALDING, RITA

32,709.00

SPEVAK, ZADELL

32,709.00

STANLEY, TIMOTHY

57,569.00

STAUFFER, ALECIA

22,896.30

STEAR, KAREN

53,483.00

STEWART, SARI

35,672.00

STODDARD, MELISSA

32,709.00

SUMMER, ERICA

16,354.50

THAYER, KIMBERLY

47,890.00

THOMPSON, AFTON

39,839.00

THOMPSON, ELIZABETH

47,890.00

TIMMERMAN, MICHAEL

61,327.92

TOOKEY, JESSICA

19,919.50

TOUCHSTONE, ALLISON

57,569.00

TOWNSEND, ALYSSA

24,843.00

TOWNSEND, KARRI

63,798.00

TURNEY, MCKEL

32,709.00

USOG, ALEJANDRO

44,491.00

VENABLE, WENDY

33,141.00

VERMAAS, LUDIVINA

72,000.00

WALDAL, HEATHER

53,483.00

WALKER, DANIELLE

46,332.00

WALTON, KELLY

32,581.97

WARD, ABIGAIL

32,709.00

WARD, DAVID

32,709.00

WARD, NATASHA

25,774.50

WEATHERBY, LAURA

47,890.00

WEAVER, ANDREA

32,709.00

WELKER, LINDSEY

32,709.00
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WHEELER, SANDRA

47,890.00

WHITE, MANDY

19,199.50

WIEDENFELD, LINDA

53,483.00

WIEDENFELD, MICHAEL

67,381.00

WILLADSEN, ANDREA

56,549.00

WOLBACH, ALISSA

32,709.00

WRIGHT, SUSAN

57,569.00

YORK, AUSTIN

38,399.00

YOUNG, JESSICA

39,839.00

YOUNG, MELISSA

16,354.50

Total

$14,362,948.99
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