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This Agreement is entered into this 24 day of June 2016 2018, between the Board of Trustees of School 

District No. 9 of Browning, Glacier County, State of Montana, acting in the name of said District, 

hereinafter referred to as the “Board”, and the Browning Federation of Teachers unit, Glacier County, 

State of Montana, hereinafter referred to as the “Federation”. 

 

I. PREAMBLE 
 
 The Browning Federation of Teachers, Local #2447, MEA-MFT, National Education 

Association, American Federation of Teachers, AFL-CIO, represents teachers. 

 

 Therefore, this Agreement contains provisions for a system of communication and consultation 

whereby the representatives of the Federation and Superintendent shall meet to discuss matters 

relating to the implementation of this Agreement.  It is hoped that a broad interchange of ideas 

will contribute in a significant measure to the advancement of public education in Browning. 

 

 If any provision of this Agreement is, or shall at any time be contrary to law, then such provision 

shall not be applicable or performed or enforced, except to the extent permitted by law, and any 

substitute action shall be subject to immediate negotiations with the Federation. 

 

II. DURATION 
 
 All salary schedule provisions of this Agreement shall become retroactive from the 1st day of July 

2015 2018, following ratification by a simple majority of the voting members of the Federation, 

and approval by the Board, and shall continue in effect until the 30th day of June 2018 21.  

Retroactive pay for all teachers employed for a full school year will be paid prior to July 1, 2016 

2019.    
 

III. UNIT RECOGNITION 
 
 The Board recognizes the Federation as the exclusive representative for the members of the 

appropriate unit which shall consist of all Teachers of the school district who are certificated in of 

the teachers (as defined by those individuals in possession of a Class 1, 2, 4, 5, 6 and 7 licenses 

issued by the Office of Public Instruction, and whose position calls for or requires such 

certification.  Further, the term “teacher” is shall include also extended to include the appropriate 

unit of technology integration specialist, instructional coaches, speech/language pathologists, 

speech clinicians, physical therapists, occupational therapists, school psychologists, licensed 

nurses, social workers, librarians, counselors, and data coordinators specialists who have a 

diagnostic, therapeutic, or instructional responsibility to students (which requires licensure by the 

State of Montana in order for them to perform their duties) employed by the Board on matters of 

salary, hours, other conditions of employment, or in regard to any grievance as mentioned in 

Section 39-31-306, MCA.  In addition, the Board recognizes that the Federation also represents 

similarly licensed Registered Nurses for purposes of this Agreement. 

 

The appropriate unit shall exclude the Superintendent, assistant Superintendents, 

principals, assistant principals, curriculum coordinator, human resource, assistant 

directors, administrative directors, home-school coordinators, and substitute teachers.  

 
 

 Any expenses incurred by the Board in the performance of Federation business shall be 

reimbursed by the Federation (e.g., printing, telephone calls, postage, paper, etc.). 

 

 

 

IV. POWERS OF THE BOARD--POLICY AND OPERATION 
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 The Board has, and shall retain without limitation, all powers, rights, authority, duties and 

responsibilities conferred upon and vested in it by law to establish school policy of operation. 

 

A. All existing policies and procedures which heretofore have been in force and effect as clearly 

established policy outlined in “Adopted Board Policies”, School District No. 9, Glacier 

County, Browning, Montana, shall remain in full force and effect unless expressly modified 

or rescinded by the Board of Trustees. 

 

B. Each All teachers will have access to an official copy of the School Board Policy ies in 

his/her their respective building either in the main office or in the school library. The district 

website maintains current school board policies. 

 

C. The Board will require that the Federation assume the responsibility for any interpretation of 

the Agreement which may be given by the Federation’s building representatives to their 

faculties and for correcting any errors resulting from misinterpretations of the Agreement. 

 

D. Teachers recognize that their primary job is teaching, and if any outside employment is 

deemed to interfere or does interfere with the performance of their primary job in the 

discretion of the Board, they will not accept nor continue in any employment deemed to 

present a conflict of interest with their primary job. 

 

E. A Teacher contracted by the Board of Trustees for the first time shall be allowed up to five 

(5) years previous teaching experience in their professional field of study including but not 

limited to at an accredited K-12 public or private institution as a licensed teacher.  The Board 

shall have the right to allow more experience when necessary to fill a position. At least one-

half of the school year, presently, ninety-four (94) days or more employment, in the District 

will be considered one (1) year for experience on the salary schedule, but less than ninety-

four (94) days will not be credited.  Experience for steps must be verifiable and for a 

minimum of 94 days in a contracted position during a school year to count as a full year for 

placement. 

 

F. Transfers: The movement of an employee to a different assignment, grade level, subject area 

or building shall be considered a transfer. 

A. Voluntary Transfer. A teacher may apply for a transfer within the School District for 

the ensuing school year, provided a written request is filed with the Superintendent of 

Schools.  Current licensed staff shall be given consideration for any vacancies which 

may occur.  

 

1. Receipt of the request will be acknowledged in writing by the Superintendent or 

his/her designee. 

2. All applicants for any position shall be notified when that position has been 

filled. 

3. Any newly created position or vacancy may be applied for at the time of 

advertising. 

 

B. Involuntary Transfers. 

 

1. When reassigning involuntarily transferred teachers, the district will meet with 

the teacher to be transferred to discuss the teacher’s wishes, giving due 

consideration to seniority in the District. Further, the District shall, upon request 

of the Teacher, furnish in writing the employee status change.  
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2. Teachers who receive notice and are transferred to another building shall be 

reasonably assisted by the school district in moving materials and supplies to the 

new site of their classroom.  

 

 

G. Notices of teaching vacancies shall be posted in all District schools for ten (10) calendar days 

before the closing date for applications, except during June, July and August.  During those 

months, when school is not in session, such vacancies shall be advertised in the local 

newspaper.  During August, however, there need not be a ten (10) day waiting period before 

the closing date for applications. 

 

 

 

 

H. Reduction Layoff and Recall of Tenured Teachers  

 

1. A layoff shall be defined as a loss of employment due to a reduction in staff, or the loss 

of employment due to the elimination of a teacher’s assignment.  In the event of a 

reduction layoff, the following shall be applicable: 

 

a. The Federation recognizes: 

 

(1) the exclusive right of the Board to determine if and/or when personnel and 

operational cuts may be made; and 

 

(2) the exclusive right to determine the area in which such cuts shall be made. 

 

b. If for any reason the Board anticipates a reduction of staff, prior to taking formal 

action, consultation with the Federation to receive recommendations regarding 

priorities shall take place. 

 

2. After determining which areas are to be reduced in force, the Administration will publish 

a list of these areas.  Any layoffs will be made in accordance with a teacher’s seniority. 

 

Seniority will be defined as the total number of continuous years employed by the district 

as a teacher (as defined in Article III.).  In the case of equal seniority, a teacher with a 

more advanced degree or multiple endorsements will be considered over a lesser degree.  

In the event an advanced degree and multiple endorsements become conflicting 

considerations, the Board of Trustees retains the right to retain whichever best meets the 

needs of the district. 

 

a. Certification and Education 

 

An advanced degree in the teaching area to be reduced shall be considered over a 

lesser degree (i.e., a Master’s Degree in English over a Bachelor’s Degree in English; 

a major in English over a minor in English). 

 

b. Documented Performance within the District 

 

For purposes of this criterion, only formal staff evaluations and disciplinary 

memoranda shall be considered. 

 

3. The Board shall notify a teachers of his/her their impending layoff no later than thirty 

(30) days prior to such layoff. 
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4. A Teacher(s) who are to be laid off in one department and who have the requisite 

qualifications for a position in a second department shall have the right to request a 

position in that department. 

 

note: in the original Master agreement we had a 5 here that has been moved up to the 

wording with involuntary transfers. 

 

5. The order of recall of personnel shall be based on the need as determined by the employer 

and as provided by law.  Teachers being recalled shall be notified by letter at the address 

recorded at the Administration Office.  A copy of such notice will be mailed to the 

Federation Office or President.  If the teacher fails to respond within fourteen (14) 

calendar days from the date of receipt of registered mail, the Board will deem it to be a 

resignation. 

 

a. In recalling teachers, the criteria outlined above in 2. a. -b. shall apply. 

 

b. No new teacher shall be hired until all laid off teachers who are fully qualified and 

certified in that position have been given an opportunity for recall. 

 

6. The parties agree a teacher’s eligibility for recall shall terminate if he/she they: 

 

a. Resigns, or his/her their employment by the Board otherwise terminates. 

 

b. Fails to respond to his/her their recall notice within fourteen (14) calendar days of 

his/her their receipt of such notice by registered letter and/or fails to report to the 

teaching assignment to which he/she they is are recalled. 

 

c. The recall provisions listed above shall be null and void after a period of eighteen 

(18) months from the last date of employment. 
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I. Duty times for school days shall be:  Monday, Tuesday, and Thursday, 8:00 A.M. to 4:00 

P.M.; Wednesday, 8:00 A.M. to 5:00 P.M.; and Friday, 8:00 A.M. to 3:00 P.M.  If the 

last day of the workweek is a day other than Friday, and an extended day Wednesday has 

been worked, early release will occur on the last day of the workweek.  If the first Friday 

of teacher’s general work year starts in August or September, the work day may be 

extended to comply with OPI’s PIR day required time rules.  For Wednesday of the 

MEA/MFT Educators Conference week the work day shall be 8:00 A.M. to 3:00 P.M.  

Individual teacher contracts that may vary from this schedule must be agreed to in 

advance by the teacher and principal/supervisor. In the event school is released early due 

to unforeseen circumstances certified staff may leave once bus duty is completed unless 

they are relocated to a safe site.  If any missed hours are not scheduled to be made up in 

the same pay period, teachers shall receive full pay for the day without any charge against 

either Sick Leave or Personal leave. 

 
 

I. J. The length of the school year shall be one hundred eighty (180) days of instruction plus seven 

(7) PIR days. 
 

K. Drug testing shall be performed in the following situations: 

 

1. Pre-employment 

 

2. Reasonable suspicion for all of an employee:  If the district has reason to suspect that 

an employee's faculties are impaired on the job as a result of the use of a 

controlled substance, prescription medication or alcohol, the employee may be 

required to submit to drug or alcohol testing conducted in accordance with state 

law and school board policy.  No adverse action, including follow-up testing, may 

be taken by the employer if the employee can demonstrate that a positive test 

result was not caused by the consumption of alcohol, or the illegal or 

unauthorized use of a controlled substance or a prescription medication.  If a 

positive test result is determined to be unfounded, the test results will be 

removed from the employee’s record and destroyed.  

  

3. Post-accident testing per MCA 39-2-205 through 39-2-211 and 39-2-304, for all 

employees. 

 

4. Random testing, as well as the other forms of testing listed above, for employees’ subject 

to DOT regulations. 

 

V. SALARIES AND OTHER BENEFITS 

 
A. A salary schedule for all teachers employed by the Board is covered by this Agreement and is 

set forth in the Certified Salary Schedule attached hereto and made part hereof. 

 

B. For the years 2015-2018, the Board agrees to pay up to $950 per month or the composite 

premium rate, whichever is the smallest, toward the health insurance benefits plan for each 

permanent, full-time insurance participating employee who holds a regular teaching contract 

and works more than 30 hours per week during the contracted school year and for the term of 

this Agreement.  Each insurance participating employee agrees to pay any remaining 

composite rate premium cost of health insurance by way of payroll deduction 
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For the year 2015-2018 2018-2019, the Board agrees to pay $974 per month toward health insurance 

benefits for each permanent, full-time insurance participating employee who holds a regular teaching 

contract and works more than 30 hours per week during the contracted school year and for the term of this 

Agreement. For the 2018-2019 school fiscal year, the Board agrees to pay $974 per month for 

health insurance benefits for each permanent, full-time insurance participating employee who 

holds a regular teaching contract and works more than 30 hours per week during the contracted 

school year and for the term of this Agreement. Each participating employee will contribute 

$177 toward the total premium amount, which for 2018-2019 school fiscal year is $1152. For the 

2019-20 and 2020-21 school fiscal years, the Board shall contribute 85% of the insurance 

premium with a cap of $1071 per month and the participating employee shall contribute 15% of 

the insurance premium with a cap $200 per month. Should either the Board or the employee’s 

monthly contribution exceed the cap, the insurance portion ONLY of this negotiated agreement 

shall be open for negotiation. 
 

C. For non-participating employees, the District has no financial obligation to the non-

participating employees, the Union, the Bargaining Unit, the Insurance Plan, the Insurance 

Program and/or the Insurance Company/Trust. 

 

D. This benefit package includes options for full family The School District shall arrange for 

participation in the following group insurance program for eligible Teachers (and their 

families) employed by the School District and who enroll in the program. 

(a) A Health and Major Medical Insurance Plan. 

(b) A Dental Insurance Plan 

(c) An optical insurance Plan 

(d) A $10,000 Term Life Insurance Plan  

(This was in the paragraph form in old one it’s just clarified) 

(e) Notwithstanding the foregoing, insurance coverage will end upon discharge of the 

employee or failure to complete a teaching contract.  

 

1. The District shall notify all personnel who are no longer eligible for insurance coverage 

at District expense of their right to participate in the same plan.  Notification shall be 

made as soon as possible. 

 

2. It is understood that the District is responsible only for turning over the correct amount of 

contribution to the insurance carrier, and that the District is not a carrier and is not liable 

for the payment of any claim. 

 

3. A Federation Insurance Committee may make recommendations to the Superintendent in 

writing regarding insurance issues. 

 

E. A teacher is eligible for a horizontal increment on the salary schedule provided he/she obtains 

credits beyond his/her degree from an accredited institution of higher learning.  Ten (10) 

semester credits (or equivalent quarter credits) will be required for any such movement.  To 

move horizontally from BA to MA, a teacher shall submit a plan of graduate work that meets 

with the prior approval of the Superintendent of Schools or designee, with the final approval 

resting with the Board. 

 

To move horizontally from MA to MA+10, a teacher shall obtain prior approval of the 

Superintendent of Schools or designee for any additional graduate credits to be earned.  All 

references to credits are semester credits. 

 

Credits beyond BA must be in a master’s program or, if beyond MA, in school/education-

related courses approved by superintendent or designee.  Placement at 5th Year applies to (a) 
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the degree awarded by a recognized university or (b) completion of all MA requirements 

except passing comprehensive exams.  Placement for lanes subject to validation of original 

transcripts by superintendent or designee. 

 

Notification of intent to move on the schedule must be made in writing to the Superintendent 

prior to April 1st preceding the school year in which the advancement is to take effect.  

Verification of credits earned must be on file in the Personnel Office within sixty (60) days of 

the start of school.  Adjustments to salary will be made within thirty (30) days of verification 

of credits earned.  Advancement on the salary schedule shall be effective on the first day of 

the school year; however, the salary differential shall be delayed until the verification of 

credits earned is on file in the Personnel Office and will be adjusted into subsequent pay 

checks. 

 

F. A teacher will receive his/her salary on a twelve (12) month basis.  For less than a full school 

year contact salary will be paid equally over the remaining scheduled installments.   

 

All staff will be paid every two (2) weeks unless those days fall on a weekend or on a 

holiday, in which case payday will be moved up to the preceding Friday or preceding day, 

whichever is applicable.  One final installment will be paid within five (5) business days 

following the end of the school year providing all requirements for completion of assigned 

duties for the school year are satisfactorily met. 

 

G. If any session of the Montana Legislature or the Federal Government reduces funds available 

to the School District during the term of this Agreement, the School District may give notice 

to the Federation, within sixty (60) calendar days after such reduction is final, of the District’s 

intention to renegotiate salaries set forth in the Certified Salary Schedule. 
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H. Severance Pay--Each teacher, upon separation from the District, shall be compensated for 

unused sick leave no later than 30 days following such separation, provided employee 

has no outstanding obligations to the district, as follows: 

 

1. No severance pay will be paid to non-tenured teachers. 

 

2. $80.00 per day of unused sick leave. 

 

 

H. Staff Lounges 

 

1. Each building shall include a separate staff lounge. 

 

I. Moving Incentive – see addendum A. 

 

VI. LEAVES OF ABSENCE 

 

A. General Provisions 

 
 The following rules shall apply to all leaves of absence: 

 

1. All employees on approved leave shall retain seniority rights. 

 

2. The District shall notify in writing all personnel on approved leave of their right to 

participate in the District insurance plan at their own expense prior to the leave of 

absence. 

 

3. No increment on the salary schedule shall be lost unless the leave, excluding school-

related leave, is for more than ninety-three (93) days. 

 

4. Requests for leave must be in writing and must be directed to the building administrator. 

 

5. At the expiration of a leave, if a teacher does not return or no extension has been granted, 

he/she may be removed and employment terminated after a hearing before the Board. 

 

6. The Board reserves the right to add to the lengths and/or benefits contained in this leave 

section, and to create other forms of leave, all at the sole discretion of the Board and 

without creating precedent. 

 

7. The Board of Trustees is the final authority for granting or rejecting leave requests. 

 

8. Immediate family is defined as the employee’s spouse, any legal member of the 

employee’s household, any parent, child, grandparent, grandchild, corresponding in-law, 

or siblings. 

 

 B. Leaves of Absence with Pay 

 
 Teachers taking the following leaves of absence shall retain their rights to all District 

benefits and salaries. 

 

1. Sick Leave 
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a. Sick Leave shall be allowed for personal illness, illness in the immediate family, or 

when all personal leave has been used and weather conditions deem it impossible to  
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get to work because the roads leading to the school have been closed by the Montana 

State Highway Department, The Blackfeet Tribe, the Bureau of Indian Affairs Roads 

Department, or the Glacier County Roads Department. 

 

a. Immediate family includes: 
a. employee’s spouse (or domestic partner) 

b.  any legal member of the employee’s household 

c.  any parent, child, grandparent, grandchild, corresponding in-law or siblings 

d. aunts and uncles, and nieces and nephews related through consanguinity.   

e. Legally adopted, half, and step family members are also included in 

immediate family 

 

b. A first (1st) year teacher’s leave will not be credited until after 10 working days into 

the first (1st) year contracted with the district.  (This is to include any former teacher 

who has been rehired under a new contract regardless of years with the district.) 

c. Each teacher shall be allowed fourteen (14) days of sick leave per year, accumulative 

to a total of one hundred (100) days.  

 

d. Whenever a teacher accumulates more than the maximum number of days, the 

teacher shall have the option: 

 

(1) to be paid at the rate of 90.00 for each day accumulated beyond the maximum 

allowed, payment to be made at the end of the school year; or 

 

(2) to donate days beyond the maximum allowed to the Central Sick Leave Bank. 

 

2. Personal Leave 

 
A total of eight (8) days may be used for personal leave and will be deducted from the 

current year sick leave credited.  No more than four five (4 5) days may be used 

consecutively.  No more than 4 5 days may be used in any semester.  Personal business 

leave days may not be used the day prior to or immediately following a holiday recess.  

Personal days cannot be combined with Sick Leave, AWOL, Leave Without Pay, and/or 

any other leaves to extend a holiday recess. 

 

a. Advance Notice – Teachers must notify their respective supervisors at least forty-

eight (48) hours in advance of their intention to take personal leave as evidenced by 

submission of a completed leave request form.  In the event of an emergency, the 

following applies: 

 

(1) An “emergency” is an unforeseen or unpredictable event or combination of 

circumstances that calls for immediate action and such action requires the 

absence of the teacher.  The teacher must return to work as soon as possible when 

the emergency no longer exists. 

 

(2) The teacher must provide written documentation which validates the emergency 

to the satisfaction of his or her supervisor. 

 

(3) Failure to comply with these emergency provisions will result in unapproved 

absence without pay and may lead to disciplinary action. 

 

b. Leave Cap – A supervisor may deny personal leave if more than three (3) of his or 

her teachers have requested personal leave on a particular day.  Personal leave will be 

approved from signed leave request forms on a first-come-first-serve basis.  Such 
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requests will be submitted to the supervisor or his or her designee for leave requests 

who will affix date of receipt.  Leave requests submitted on the same date for the 

same date(s) of leave will be decided by seniority as defined in Article IV(H)(2). 

 

c. Non-Accumulative – Personal leave is non-accumulative.  Unused or unpaid personal 

leave reverts to and is added to sick leave on June 30 of each year. 
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3. Professional Leave 
 

Each teacher may be granted professional leave to attend a conference, workshop, or 

other professional development program of his/her choice, or the Board’s choice, with the 

approval of the Superintendent.  Such leave shall not be charged against either Sick 

Leave or Personal Leave.  The District may assume any or all of the costs associated with 

such Professional Leave.  Such leave is considered in addition to any other Professional 

Leave required by the Board as a condition of employment. 

 

A Union representative will be granted paid release time to attend meetings with 

the employer relating to the administration of this agreement if such meetings are 

scheduled during the school day. 
 

4. Funeral Leave 
 

 Three (3) days leave shall be granted for each death in the immediate family.  Immediate 

family is defined as the employee’s spouse, any legal member of the employee’s 

household, any parent, child, grandparent, grandchild, corresponding in-law or siblings, 

aunts and uncles, and nieces and nephews related through consanguinity.   

 

Three (3) days leave shall be granted for each death in the immediate family.  Immediate 

family is defined as the following: 

f. employee’s spouse (or domestic partner) 

g.  any legal member of the employee’s household 

h.  any parent, child, grandparent, grandchild, corresponding in-law or siblings 

i. aunts and uncles, and nieces and nephews related through consanguinity.   

j. Legally adopted, half, and step family members are also included in 

immediate family 

 

a. Funeral Leave shall not be deducted from either Sick or Personal Leave. 

 

b. Additional days may be granted by the Administration in the event of unusual 

distance or other circumstances. 

 

5. Sabbatical Leave 
 

Sabbatical Leave for certified personnel employed by School District No. 9 shall be 

granted for up to one full school year at one-half pay.  However, in any school year, the 

number of teachers granted the request shall not exceed two per building.  To qualify for 

consideration for such leave, the teacher should have taught in the Browning system at 

least seven (7) six (6) years, and there must be seven (7) six (6) years of service between 

requests.  In evaluating applications, the Superintendent will consider those that best meet 

the needs and interests of the district. Applications for sabbatical leave shall be submitted 

in writing to the superintendent at the earliest possible date, but in no case shall this be 

after March 1st of the current school year. The teacher submitting the application will be 

notified of The Superintendent’s decision by April 1st of the current year.  That Sabbatical 

leave will be granted for the upcoming school year.  

 

Sabbatical Leave requiring less than one (1) year will be considered pending qualified 

replacement.  Details will be negotiated. 

 

A Sabbatical Leave may be granted for one of the following reasons: 

 

a. For formal study at an accredited college or university toward an advanced degree. 
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b. For research work under the guidance of competent research personnel. 

 

c. Advanced study for a specialty program. 

 

The study or research plans for the year, together with the application, must be presented 

in sufficient detail from which an evaluation may be made.  Such plans and application 

must be provided to the Superintendent for approval prior to April March 1. 

 

After consideration of all applications, the Superintendent shall present each request to 

the Board at the first Board meeting in April March, along with a written 

recommendation for acceptance or rejection.  The teacher involved shall be asked to be 

present at the meeting when his/her request comes up for consideration by the Board.  

During the Sabbatical Leave, the teacher will receive one half of the salary he/she would 

have received for teaching in Browning.  Such pay will be paid in accordance with 

Article V (F).   

 

To protect the Board against the teacher’s failure to return to his/her teaching position, 

the teacher shall execute an interest-bearing note for the amount of salary received.  This 

note shall be paid off by one of two methods at a stated annual interest rate of 18%. 

Repayment obligation shall include payment of collection costs. 

 

a. The note shall diminish by an amount equal to one-twentieth for each eighteen days 

of service rendered. 

 

b. The note shall, upon failure of the teacher to return to the system to teach, be payable 

to the District in twenty installments, beginning with October 1 of the year the 

teacher should have returned and continuing for the next twenty-two months, 

excluding the intervening July and August.  The teacher shall, after notifying the 

Board that he will not return, have the option of paying the note in full with interest 

prior to September 1 of the school year he would have assumed his normal teaching 

station.  Enforcement of this note is assigned to the most appropriate court of 

jurisdiction; the Blackfeet Tribal Court or the District Court of Glacier County.  The 

Court has the authority to award attorney fees, court costs, and other fees and 

penalties as the Court sees fit. 

 

Failure to return the second year would require that the teacher make the ten payments in 

the same manner as the second plan above with the same effective interest rate.  

 

During the Sabbatical Leave the teacher shall not be allowed to hold any full-time 

teaching position with a K-12 educational institution.  However, this section shall not be 

construed to deny any teacher the right to fellowships, scholarships, grants-in-aid, or 

other scholastic stipends. 

 

Teachers on Sabbatical leave will file a progress report with the Superintendent 

periodically during the leave to substantiate that the program criteria are being met. 

 

6. Court/Juror Duty 
    

a. Each employee who is under proper summons as a juror/witness shall collect all fees 

and allowances payable as a result of the service and forward the fees to the School 

District Clerk’s office.  Juror/witness fees shall be applied against the amount due the 

employee from his employer.  However, if an employee elects to charge his 

juror/witness time off against his Personal Leave, he shall not be required to remit his 

juror/witness fees to his employer.  In no instance is an employee required to remit to 
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his employer any expense or mileage allowance paid him by the court. Teachers will 

notify the building administrators promptly upon receipt of a jury duty summons.   

 
b. An employee subpoenaed to serve as a witness shall collect all fees and allowances 

payable as a result of the service and forward the fees to the appropriate accounting 

office.  Witness fees shall be applied against the amount due the employee from his 

employer.  However, if an employee elects to charge his witness time off against his 

Personal Leave, he/she shall not be required to remit his witness fees to his employer.  

In no instance is an employee required to remit to his employer any expense or 

mileage allowances. 

 

b. In the event a teacher serves on jury duty on a school duty day the Teacher shall 

receive their salary. Court/Jury duty leave may not to be charged against either sick 

leave or personal leave. If the employee receives any jury duty compensation from 

the court, such compensation shall be remitted to the district office within ten 

business days following receipt of such payment.  The Teacher shall retain any 

expense or mileage allowance paid to him/her by the Court.  

 

c.  Leave must be granted in any case in which Teacher is legally bound to be absent 

from school duty.  This applies specifically to court/jury orders. Request must be 

made in writing prior to absence.   Leave may not to be charged against either Sick 

Leave or Personal leave and will be documented under Court/Jury Duty leave.    

 
c. This leave shall not apply in the event that a teacher is the appellant or defendant in a 

legal proceeding unless such legal proceeding is a result of, or involves school-

related activities, so long as the teacher is not suing the District or the District suing 

the teacher. 

 

C. Leaves of Absence without Pay  

 

 1.  Extended Leave 

 
Employees who have earned tenure may be granted leave of absence without pay or 

benefits for a period not to exceed one year, upon recommendation of the Superintendent 

or designee and subject to approval of the Board.  The Board may extend this leave at its 

discretion.  Employee will not be granted extended leave to work or teach in another 

school or K-12 institution without approval of the superintendent. 

 

VII. THE CENTRAL SICK LEAVE BANK 
 

 The Bargaining Unit will be in charge of operating the Bank and granting or rejecting leave 

requests.  Bank data shall be maintained by the Board. who shall deliver monthly reports to the 

Bargaining Unit.  The Bargaining Unit may twice a year in the month of September and January 

solicit donations from bargaining members to the sick leave bank.  There are no allowances for 

overdrawing the bank. 

Any certified staff member may, at that staff member’s discretion, on an annual basis donate up 

to four (4) days of sick leave to another teacher who is in need, or the sick leave bank as they 

wish during the current school year.  The sick leave recipient shall have exhausted all sick leave 

attributed to a personal illness or an illness in the immediate family as defined in sick leave and 

formal leave. Donors should notify Browning Public-School District administration, so the leave 

can be deducted from their leave and placed in the designated staff members sick leave or the 

central sick leave bank. Admin shall furnish an updated central sick leave bank report each 

quarter to the union for their records.  Prior to this contract the union will provide admininstration 

with the number of donated hours it has in its records to allow for current record keeping being 

managed and jointly reviewed.  
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VIII. DUTY FREE TIME 
 

All teachers shall have, during their regular duty times, a minimum 45-minute daily planning and 

preparation time (or, if not scheduled on a daily basis, its biweekly accumulative equivalent) 

devoted to educational planning and preparation.  The 45-minute planning and preparation time 

shall be scheduled and directed by the School District and may include joint/collaborative 

planning and preparation time.  
 

Teachers (K-12) will be allowed a minimum 35-minute duty-free lunch period.  A duty-free lunch 

period shall be defined as beginning when a teacher has escorted his/her class to the lunch line 

and ending when classes resume after lunch. It is understood that the elementary teacher (K-6) 

often has the obligation to take students to the designated lunchroom. The 35-minute duty free 

lunch begins after that obligation has been completed. A Any teacher leaving the building during 

the lunch period shall inform the building administrator or his/her designee.   

 

 The School District may seek volunteers to do lunch duties from the teachers on a semester basis.  

Volunteers must work the whole semester.  Teachers who volunteer to work their lunch duty time 

and do not receive any 35-minute lunch time, will be paid at the current rate of the Temporary 

Employment Compensation Schedule (currently $18/hour) 

 

IX. JOB SHARING 
 
 The District may negotiate a job-sharing program with interested and qualified individuals.  Such 

negotiations shall cover assignment, working hours and benefits. 

 

X. USE OF SCHOOL FACILITIES 
 
 The teachers’ organization recognized by the Board of Trustees may meet once each month at 

3:30 p.m.  A schedule of these meetings shall be provided to the building administrators at the 

beginning of each school year.  

 

XI. MEET AND CONFER 
 
 The Board and the Federation hereby agree to establish procedures wherein representatives of the 

two parties shall meet and confer toward the resolution of matters with respect to matters 

affecting working conditions.  Upon agreement by both parties, the conclusion shall be put in 

writing and signed by representatives of the Board and the Federation.  Any agreement shall 

apply to all District teachers. 
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XII. DUES DEDUCTIONS 
 

A. The Board shall deduct from the salaries of certified staff all dues for membership in the 

Browning Federation of Teachers and the Montana Educational Association upon request by 

the individual certified staff member.  Authorization to make deductions shall be given 

through forms provided to each certified staff member. 

 

 B. Representation Fee. 

 

  1. Browning Federation of Teachers (New Name of Union) (BFT) as the exclusive 

representative of all licensed staff as described in Section III of said Contract shall 

represent all such persons fairly, whether or not they are members. 

 

  2. No member shall be required to join said Federation but membership shall be available to 

all licensed staff.  Representation fee or dues are a condition of employment for those 

employees hired after July 1, 2007. 

 

  3. Browning Federation of Teachers (New Name of Union) shall also provide each non-

member the ability to pay a representation fee.  The fee shall cover the service of BFT in 

discharging its obligation to represent members of the bargaining unit in the process of 

negotiation and administering the collective bargaining agreement.  The amount of the 

fee is to be determined by the Federation not to exceed the membership dues and shall be 

the proportion of the membership dues that BFT expends for collective bargaining, 

contract administration, and grievance adjustment. 

 

  4. BFT (New Name of Union) will certify the amount of the fee and a list of non-members 

to the School District by October 1.  Each employee choosing membership or 

representation fee shall sign a written authorization detailing the specific amount to be 

deducted from their paychecks each pay period.  Authorization will be kept in the payroll 

file.  The School District shall collect the fee from the non-members and transmit the 

monies to the Federation in the same manner specified for the collection of dues.   

 

  5. Any dispute concerning the amount, propriety, or the method of collection of the 

representation fee shall be solely between the affected bargaining unit member and the 

BFT. (New Name of Union) BFT will provide an internal review procedure wherein non-

members of the bargaining unit in the process of negotiating and administering the 

collective bargaining agreement.  Disputes concerning the representation fee assessed to 

such non-members may not be processed through the grievance procedure contained in 

Article XV. 

 

  6. Hold harmless clause:  BFT (New Name of Union)agrees to indemnify and hold harmless 

the District, the Board, each individual Board member and all administrators against any 

and all claims, suits, or other forms of liability, and all court costs arising out of the 

provisions of this agreement for dues and representation fee deductions.  This provision is 

not intended to absolve the District of any errors that it may make prior to transmittal of 

funds to the Exclusive Representative. 

 

XIII. PERSONNEL FILES 

 
A. No file, or any other material, record, or the like, should be kept on any teacher, for any 

purpose, without his/her knowledge.   

 

B. Each teacher’s personnel file shall include, at a minimum: 

 

1. current teaching certificate(s) 
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2. current transcript(s) 

  

3. proof of completion of the Indian Studies requirement 

 

4. record of previous teaching employment 

 

5. formal evaluations 

 

C. Disciplinary Communications 

 

1. No tenured teacher shall be terminated without just cause. 

 

2. No material derogatory to a teacher’s conduct, service, character or personality shall be 

placed in the files unless the teacher has had the opportunity to read the material.  The 

teacher shall acknowledge that he/she has read such material by affixing his/her dated 

signature on the actual copy to be filed, with the understanding that such signature merely 

signifies that he/she has read the material to be filed and does not necessarily indicate 

agreement with the content. 

   

 3. The teacher shall have the right to rebut any derogatory material in writing, and such 

rebuttal shall be attached to the file copy.   

 

 4. Materials may be removed from the files by written mutual consent of the teacher and 

superintendent if the material derogatory to the teacher no longer pertain to the teacher’s 

job performance. 

 

The School District shall establish a past practice file.  All such files will have the name 

removed and be numbered.  The Superintendent shall be the sole keeper of the numbered-

name list.  The union president shall, at the president’s request, twice a year review and 

inspect the past practice file procedure with the Superintendent.  The past practice file will be 

under lock and key. 

 

 A past practice file shall contain personnel files of former employees, documents removed 

from current employees’ personnel files and/or investigation reports of incidents which did 

not result in disciplinary action.  An employee’s records in the past practice file shall not be 

used to evaluate and/or discipline the same individual employee.  The information in the past 

practice file may only be used to substantiate and/or clarify past instances.  An employee has 

access to his/her file and may grant access to the Union.  Each file (including personnel file) 

shall have an access list in the front that must be signed and dated by any person accessing 

the file.  The Superintendent is solely responsible for the access to these records.  The union 

president, solely, will be allowed access through the Superintendent at any time the union has 

a question of how discipline has occurred in the past.  These files may be filed by incident as 

well. 

 

D. Derogatory communications of a non-professional nature, i.e. unsubstantiated remarks and 

items of hearsay, shall not be placed in a teacher’s file. 

 

E. Official grievances filed by any teacher under the grievance procedure as outlined in this 

Agreement shall not be placed in the personnel file, except as provided for in the grievance 

procedure; nor shall they be used in any recommendation for job placement. 

 

F. Upon request, the teacher shall have the right to see and to reproduce any material in his/her 

personnel file, with the exception of confidential college credentials. 
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G. Persons authorized to have access to personnel files are limited to administrators, the School 

Board, the individual teacher, or written authorized agents of the administrators, the School 

Board, or individual teacher.  Nothing shall prohibit any personnel file from being used as an 

exhibit in an arbitration, court, School Board hearing or administrative hearing.  It is 

understood confidential secretaries will have access to personnel files to perform routine 

clerical duties. 

 

XIV. EVALUATION AND DISMISSAL 
 

A. All instructional employees shall be governed by the tenure laws of the State of Montana. 

 

B. All tenured teachers shall be evaluated each school year prior to the end of March.  

Probationary and non-tenured teachers shall be evaluated at least twice during the school year 

prior to the end of November and prior to the end of February.  In an event of an emergency 

which will delay an evaluation the Superintendent and BFT Officers may agree to a later 

date. 

 

C. The evaluation process is to determine the proficiency and ability of teachers and shall be in 

accordance with federal laws, the laws of the State of Montana, and policies of District No. 9. 

 

D. The following procedures shall apply to the evaluation of all teachers: 

 

1. The principal/supervisor of each building shall be responsible for the initial evaluation of 

all instructional staff.  Such evaluation shall include: 

 

a. periodic classroom visits and conferences; and 

 

b. a written evaluation. 

 

2. Upon completion of the written evaluation, the principal/supervisor shall confer with the 

classroom teacher concerning the contents of such evaluation.  The written evaluation 

shall include the strengths and/or weakness of the teacher, as well as constructive 

suggestions for improvement.  If the teacher does not agree with any part of the written 

evaluation, the teacher shall have the right to rebut any points of disagreement.  Such 

rebuttal shall be attached to the written evaluation and forwarded to the Superintendent’s 

office. 

 

3.  If any written evaluation by the building administrator or supervisor is of the negative 

nature, the teacher has the right to appeal to the Superintendent.  The teacher has the right 

to request a second evaluation by another administrator from within the District, assigned 

by the Superintendent.  Any such request must be made within 10 working days of 

signing the evaluation and such evaluation shall be completed and signed by the teacher 

no later than the last working day of April. 

         

E. Dismissal Procedure 

 

1. Before a teacher can be declared unsatisfactory: 

a. such teacher must have had the guidance and supervision of the principal/supervisor; 

and  

b. a written statement of the teacher’s status and evaluation of his/her work to date shall 

be provided to the teacher. 
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 2. The final decision concerning re-employment is to be determined by the Board of 

Trustees. 

3. This does not pertain to teachers who are non-tenured teachers whose contract is not 

renewed.  

 

XV. GRIEVANCE POLICY 
 

A. General Provisions 

 
1. A grievance shall be defined as a dispute, claim, or complaint filed by either an 

employee, or group of employees, or an authorized representative of the bargaining unit.  

Grievances are limited to matters of interpretation or application of this collective 

bargaining agreement. 

 

If the grievance is of a repeat or recurring nature, the remedy for the grievance and/or 

arbitration shall not be for more than 180 calendar days back from the day the 

grievance was filed. 

 
2. No reprisals of any kind will be taken by the Board or by the Federation or any member 

of the administration against any party in interest, any school representative, any member 

of the grievance board or any participant in the grievance procedure by reason of such 

participation. 

 

3. Any copies and originals of documentation, exhibits, written communication and records 

dealing with the processing of a grievance shall be filed in a separate grievance file and 

shall not be kept in any personnel file or in any of the participants’ files.  However, either 

party may request that the final decision be placed in the teacher’s permanent personnel 

file. 

 

4. All time periods in number of days referred to in the grievance procedure shall mean 

school working days.  An extension of five (5) days shall be allowed in any step in the 

grievance procedure by mutual agreement between the Federation and the school 

administration following an expression of written communications as to why an 

extension is requested. 

 

5. If the grievance is not resolved, or if any required action is not performed within the time 

limit specified, the grievance shall automatically move to the next level. 

 

6. Neither party shall be permitted to assert in such arbitration proceeding any ground or to 

rely on any evidence not previously disclosed to the other party. 

 

B. Grievance Procedure 

 
1. Individual grievances shall be handled as follows: 

 

STEP ONE:   

 

A. A teacher with a problem shall first discuss the matter with the 

Principal/Supervisor directly or accompanied by a Federation representative from 

the District with the objective of resolving the matter informally within 10 

(calendar) days of the alleged violation or discovery of the alleged violation. 
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B. If the grievance is not settled informally, the grievant shall, within 30 calendar 

days of the alleged violation present the grievance in writing, via Addendum C, 

to the Principal/Supervisor.  The grievance shall state the nature of the grievance 

and the requested remedy and five (5) copies shall be made available to be 

distributed to:  building representative, Principal/Supervisor, Union President 

Superintendent, and one to be retained by the grievant. 

 

C. The Principal/Supervisor has five (5) working days from receipt of the written 

grievance to schedule a meeting to hear the grievance. 

 

D. After the meeting, the Principal/Supervisor has five (5) working days to issue a 

written response to the Federation/grievant.  

 

 STEP TWO 

 

A. If the grievance is not resolved, the matter shall be presented by the Federation 

Grievance Committee and the teacher in a meeting with the Superintendent 

within ten (10) working days of receipt of the Principal/Supervisor’s written 

response. 

 

B. Within ten (10) working days of the meeting, the Superintendent shall issue 

his/her decision in writing, copies of which shall be delivered to the aggrieved 

teacher, the Federation Grievance Committee, and the President of the 

Federation. 

 

 STEP THREE 

 

A. If the aggrieved party is dissatisfied with the decision of the Superintendent, 

he/she has the right, within ten (10) working days of receipt of the 

Superintendent’s written response, to appeal the case in writing to the Board of 

Trustees.  The aggrieved party may also appear in person to the Board of 

Trustees.   

 

B. The Board has twenty (20) calendar days from the first scheduled evening Board 

meeting to render a written decision. 

 

 STEP FOUR 

  

A. If the Federation is dissatisfied with the decision of the Board, the Federation 

only may, within ten (10) working days after receipt of the written decision: 

 

1. Submit any grievance under this Agreement to binding arbitration under the 

labor arbitration rules of the American Arbitration Association or the 

Montana Board of Personnel Appeals. 

 

2. The arbitrator shall have no power to add to, subtract from, or modify the 

collective bargaining agreement. 

 

3. Each party shall be responsible for its own expenses but shall share equally 

the expense of the arbitrator. 

 

B. Election of remedies and Waiver:  If any suit, complaint or action is filed before 

any court, agency, or any other tribunal, the subject matter of which could 
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constitute a grievance under the terms of this Agreement, the right to file a 

grievance or to pursue it further, if such grievance is already pending in the 

grievance procedure, shall be immediately waived. 
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XVI. LABOR-MANAGEMENT RELATIONS COMMITTEE 

 
A. The employer and the Federation agree to the establishment of a Labor-Management 

Relations Committee.  The purpose of this committee is to discuss any item of concern to 

either party but is not intended to replace the collective bargaining process. 

 

B. The employer may limit to no more than four (4), in addition to a Federation staff 

representative, the number of Federation members who shall normally attend committee 

meetings. 

 

C. The committee shall meet at a mutually agreed time, place and date. 

 

D. Labor-Management meetings shall normally be scheduled during non-working hours.  

 

XVII. NURSES ADDENDUM:  

 
The Federation represents Registered Nurses who shall enjoy all the rights, privileges, and 

benefits of the Agreement except as provided herein. “Registered Nurse” (RN) means a nurse by 

training and experience, who currently and continuously holds a Montana professional license as 

a Registered Nurse.  Except as provided below, a nurse who does not hold such license is 

excluded from this Agreement.  

  
A. General. References to “employee”, “teacher”, or “licensed personnel” shall include 

Registered Nurse except: 

 

1. Article IV (E) substitute “teaching experience” with “experience in a public or private 

health care facility”. 

 

2. Provisions relating to or the attainment of tenure do not apply. However, Article IV 

(H), Reduction and layoff, does apply to and include RNs. 

 

B. Length of School Year. Article IV (J) is changed as follows: 

 

1. The school year will remain the same in total according to the academic calendar.  

However, substitution in days applies: 

 

i. RNs will not attend parent-teachers conferences. 

 

ii. The number of days in section i above will be added to the school year before and/or 

after the school year as agreed in advance between the RN and his or her supervisor. 

They will not attend teacher’s pre-orientation but attend to duties as assigned unless 

they fall under requirements of XVII-C-1-i-g. 

 

C. Salaries and other Benefits.  Article V Applies except: 

 

1. Certified Salary Schedule 

 

i. Lane Placement. 

 

a. Lane #1 (BA) will be used for RNs holding a nursing diploma, 

Associates Degree in Nursing or BSN Degree. 

 

b. Lane #2 (BA +10) applies as provided or upon the accumulation of 100 

CEUs.
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c. Lane #3 (BA +20) applies as provided or upon the accumulation of 200 

CEUs. Lane #4 (5th year) does not apply. 

 

d. Lane #5 (MA) applies as provided or upon the accumulation of 300 

CEUs. 

 

e. Lane #6 (MA+10) applies as provided or upon attainment of a BSN 

Degree and certificate in a field of advanced practices issued by the 

Montana Board of Nursing. 

 

f. Continuing Education Units (CEUs) must meet the following 

requirements: 

 

1. All training must be health-related classes, courses, workshops, 

conferences, and independent study. 

 

2. Courses used for semester credit lane movement may not duplicate 

CEU accumulation.  One Semester credit equals 15 CEUs. 

 

3. Evidence by originally signed documentation validating CEUs and 

attendance. 

 

4. Once a year, a summary list signed by the RN and original 

documentation must be submitted to the Personnel Department on or 

before September 30 to be eligible for accumulation (and lane 

movement if applicable) in the current school year.   

 

5. Courses occurring or completed before July 1 of the previous year 

will not count toward CEU accumulation for the current school year 

CEU accumulation only applies following employment and will 

begin July 1, 2001. 

 

ii. Step Placement.  RNs will be granted experience of two years beyond actual 

experience for step placement purposes to the extent that final placement 

does not exceed Step 5.  Actual experience means verifiable employment as 

an RN in a Health-care position.  

 

D. Leaves of Absence. Article VI applies except. 

 

1. Paid leave: Section B1 (sick leave), B2 (personal Leave), B4 (funeral leave) and B6 (jury 

duty) do not apply.  All paid leave will be in accordance with state law: annual vacation 

leave (Section 2-18-611), sick leave (Section 2-18-618) and jury duty (Section2-18-619). 

 

2. Unpaid leave: Extended leave provided in Section C1 applies except the RN must have 

completed three (3) continuous years service with the District to be eligible. 

 

E. Evaluation and Dismissal. 

 

1. Article XIV, Evaluation and Dismissal.  This Article does not apply to RNs.  

 

2. Probationary Period:  Newly hired RNs shall serve a six (6) month probationary period 

from date of employment determined on a calendar-month basis excluding the months of 
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June and July.  For example, for a hire date of April 25th the probationary period ends 

December 25 (4/25 + 6 months + 2 summer months). 

 

3. Evaluation: All RNs shall be evaluated in writing by the supervisor prior to the end of 

March of each year (annual evaluation). Probationary RNs shall be evaluated before the 

end of the probationary period and will be evaluated with all RNs unless the probationary 

evaluation is conducted in March.  Following a meeting with the supervisor and receipt 

of the evaluation, the RN may submit a written response or rebuttal to the supervisor, 

which will be attached to the evaluation and place in the personnel file. 

 

4. Dismissal: An RN may be dismissed from employment for violation of federal or state 

laws and regulations or in accordance with established Board policies and procedures, as 

applicable.  More specifically, RNs will observe and abide by the conduct of nursing set 

forth in Section 8.32.413, ARM, and any violation may result in disciplinary action 

including dismissal from employment. 

 

F. Licensing: 
1. Documentation for each license renewal must be submitted to the Personnel Department 

in order to be eligible as an RN. 

 

2. A license, which lapses without renewal, shall result in non-renewal of the RNs contract 

for the next school year. 

 

 

XVIII. FUTURE NEGOTIATIONS 

 
 Either party may notify the other of their intent to negotiate a successive agreement prior to 

January 1, 2018. 21 Should neither party deliver such notice, this contract shall be extended for a 

period of one year. 
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Certified Salary Schedule 

2018-2019   

Increase of 6.5% over the life of the contract. 2.5% for first year, 2% each 

year following 

 
This Schedule is attached to and made a part of the Master Contract between Browning 

Public Schools and the Browning Federation of Teachers. 
 

Year BA BA10 BA20 MA MA10 

0 $36,408 $37,949 $39,456 $40,996 $42,534 

1 $37,917 $39,619 $41,223 $42,929 $44,565 

2 $39,425 $41,223 $42,994 $44,795 $46,595 

3 $40,930 $42,895 $44,764 $46,728 $48,627 

4 $42,438 $44,500 $46,532 $48,627 $50,658 

5 $43,943 $46,172 $48,332 $50,494 $52,688 

6 $45,450 $47,776 $50,101 $52,429 $54,721 

7 $46,957 $49,447 $51,871 $54,294 $56,751 

8 $48,497 $51,053 $53,638 $56,227 $58,783 

9 $50,006 $52,724 $55,406 $58,128 $60,813 

10 $51,512 $54,328 $57,177 $59,995 $62,845 

11 $53,017 $55,999 $58,946 $61,928 $64,873 

12 $54,524 $57,604 $60,717 $63,795 $66,907 

13 $55,332 $59,243 $62,485 $65,693 $68,935 

14 $56,300 $60,122 $64,253 $67,596 $70,968 

15 $57,108 $61,014 $65,207 $68,599 $72,023 

16 $57,916 $61,175 $65,368 $68,868 $72,291 

17 $57,916 $61,175 $65,368 $68,868 $72,291 

18 $57,916 $61,175 $65,368 $68,868 $72,291 

19 $57,916 $61,175 $65,368 $68,868 $72,291 

20 $57,916 $61,175 $65,368 $68,868 $72,291 
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Certified Salary Schedule 

2019-2020 

 
This Schedule is attached to and made a part of the Master Contract between Browning 

Public Schools and the Browning Federation of Teachers. 
 

Year BA BA10 BA20 MA MA10 

0 $37,136 $38,708 $40,245 $41,816 $43,385 

1 $38,675 $40,412 $42,048 $43,788 $45,456 

2 $40,213 $42,048 $43,853 $45,690 $47,527 

3 $41,749 $43,753 $45,659 $47,662 $49,600 

4 $43,287 $45,390 $47,463 $49,600 $51,671 

5 $44,822 $47,096 $49,298 $51,503 $53,742 

6 $46,359 $48,732 $51,103 $53,477 $55,815 

7 $47,896 $50,436 $52,909 $55,380 $57,886 

8 $49,467 $52,074 $54,711 $57,352 $59,958 

9 $51,006 $53,778 $56,515 $59,290 $62,030 

10 $52,543 $55,415 $58,320 $61,195 $64,102 

11 $54,077 $57,119 $60,125 $63,167 $66,171 

12 $55,614 $58,756 $61,931 $65,071 $68,245 

13 $56,438 $60,428 $63,735 $67,007 $70,314 

14 $57,426 $61,325 $65,538 $68,948 $72,387 

15 $58,250 $62,234 $66,512 $69,971 $73,463 

16 $59,074 $62,399 $66,676 $70,245 $73,737 

17 $59,074 $62,399 $66,676 $70,245 $73,737 

18 $59,074 $62,399 $66,676 $70,245 $73,737 

19 $59,074 $62,399 $66,676 $70,245 $73,737 

20 $59,074 $62,399 $66,676 $70,245 $73,737 
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Certified Salary Schedule 

 (2020-2021) 

 
This Schedule is attached to and made a part of the Master Contract between Browning 

Public Schools and the Browning Federation of Teachers. 
 

Year BA BA10 BA20 MA MA10 

0 $37,879 $39,482 $41,050 $42,652 $44,253 

1 $39,449 $41,220 $42,889 $44,663 $46,365 

2 $41,017 $42,889 $44,731 $46,604 $48,478 

3 $42,584 $44,628 $46,572 $48,615 $50,592 

4 $44,153 $46,298 $48,412 $50,592 $52,704 

5 $45,718 $48,038 $50,284 $52,533 $54,817 

6 $47,286 $49,706 $52,125 $54,547 $56,931 

7 $48,854 $51,445 $53,967 $56,488 $59,044 

8 $50,456 $53,116 $55,805 $58,499 $61,158 

9 $52,026 $54,854 $57,645 $60,476 $63,270 

10 $53,594 $56,523 $59,486 $62,419 $65,384 

11 $55,159 $58,261 $61,327 $64,430 $67,494 

12 $56,727 $59,931 $63,170 $66,372 $69,610 

13 $57,567 $61,636 $65,009 $68,347 $71,720 

14 $58,575 $62,551 $66,849 $70,327 $73,835 

15 $59,415 $63,479 $67,842 $71,371 $74,932 

16 $60,255 $63,647 $68,009 $71,650 $75,212 

17 $60,255 $63,647 $68,009 $71,650 $75,212 

18 $60,255 $63,647 $68,009 $71,650 $75,212 

19 $60,255 $63,647 $68,009 $71,650 $75,212 

20 $60,255 $63,647 $68,009 $71,650 $75,212 
 

 

 

$1500 additional compensation shall be provided to teachers with an earned National Certification by the 

National Board of Teaching. 

 

$2000 additional compensation shall be provided to employees with an earned Doctorate degree. 
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ADDENDUM A 

 

 

MOVING INCENTIVE 

2015-2018 
 (New Certified Staff1) 

 

Moving Allowance:  Candidates who are offered employment with the district will receive a moving 

allowance as reimbursement for expenses (hereinafter “eligible expenses”) subject to the following: 
 

1. IRS rules.  Except as otherwise stated below, eligible expenses  are those which qualify for deduction 

as provided in IRS Publication 521.  All such expenses must be paid out-of-pocket (or by credit card as 

evidenced by copy). 

2. General.  Eligible expenses must be ordinary and necessary costs of travel for the candida te and 

his/her immediate family and for moving their household goods and personal effects to the Browning 

area (which includes East Glacier and Cut Bank).  “Personal effects” include small pets, but not 

horses or livestock. 

3. Home.  Expenses associated with the former home and new home are not eligible. 

4. Auto expenses.  Eligible are actual expenses for gas and oil for one trip  per car or truck.  Parts, 

repairs, towing fees and rental car fees are not eligible. 

5. Lodging.  Overnight lodging expenses are eligible provided such lodging is en route.  Additionally, 

lodging will be allowed up to two nights upon arriving in the Browning area while arranging and moving 

into the new home. 

6. Meals/snacks.  Meals, beverages and snacks are not eligible. 

7. Movers/u-hauls.  Most such expenses are eligible.  A person or firm who is not in  the moving or u-

haul business must provide an invoice and the candidate must provide proof of payment .  Deposits 

and towing equipment are not eligible.  Trucks and trailers owned by the candidate or relatives are 

eligible only to the extent of auto expenses provided above. 

8. Shipping.  Shipping boxes via air, land or sea through the post office, UPS or other regulated shipping 

company are eligible expenses.  Consumable packing supplies purchased for the move such as boxes 

and tape are also eligible. 

9. Casual labor.  Payments for casual labor to help move are not eligible. 

10. Insurance.  Not eligible unless insurance coverage is required as part of the fee by a regular moving 

or u-haul business. 

11. Moving time limit.  Eligible expenses are those (a) incurred within 60 days following  the date the 

candidate signs a letter of intent or (b) those incurred within 30 days before and after employment 

commences.  To be reimbursed, such expenses must be actually paid. 

12. Dollar Limit.  Limits for reimbursement are based on mileage, i.e. highway miles measured one-way 

from the candidate’s permanent or current home, whichever is closest , to Browning, Montana via the 

shortest distance. 

 

  a. 100-299 miles, up to $1,200.00 

  b. 300-499 miles, up to $1,500.00 

  c. 500-999 miles, up to $2,000.00 

  d. 1,000-1,500 miles, up to $2,500.00 

  e. Over 1,500 miles, up to $3,000.00 

 

 For this purpose, mileage within 10% of the minimum for the next higher level will be included in that 

next higher level. 
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13. Documentation.  Eligible expenses must be documented by original receipts or “customer copies”.  

Any other copies will not be eligible.  The candidate will be provided a moving expense claim form for 

itemizing all such expenses.  The form must be completed, signed and submitted for approval.  The 

initial claim will be the only one eligible for reimbursement. 

14. Reimbursement.  To be reimbursed, eligible expenses must be actually paid (including by credi t 

card).  A reimbursement check will be issued to the candidate within 10 days of application when all of 

the following have been completed: 

 a. The candidate has accepted employment with Browning Public Schools as evidenced by 

signing an employment contract. 

 b. The candidate has completed his or her move to the Browning area. 

 

15. If a teacher does not complete their initial contract, they will be required to reimburse the District for any and 

all reimbursement that was paid to them for moving expenses.  This reimbursement shall be deducted from 

the teacher’s last paycheck. 
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ADDENDUM B  
 

Each individual contract shall contain the following section: 

 

A teacher not facing discipline or discharge at District #9, Glacier County, Browning, Montana, will be 

released from their teaching contract provided the teacher makes payment for liquidated damages to the 

School District prior to release on the following schedule.  The date the teacher sets forth as their release 

date (last day of employment – date of separation) is controlling on the following schedule: 

 

 A. The teacher shall provide a minimum of two (2) weeks (14 calendar days) notice, if 

the teacher fails to provide a minimum of two (2) weeks advance notice, the teacher’s 

release date (last day of employment – date of separation) will move forward to 

provide two (2) weeks notice on the following schedule: 

 

 1) A teacher wishing to be released from this contract before June 20th 30th pays no 

liquidated damages. 

 

 2) A teacher wishing to be released from this contract starting June 20 30th  through 

July 20 31st , will pay 3% of the teacher’s salary as liquidated damages. 

 

 3) A teacher wishing to be released from this contract after July 20th 31st and/or 

during the school year will pay 8% of the teacher’s salary as liquidated damages. 

 

 B. The parties agree the School District incurs costs that are impractical or extremely 

difficult to fix when a teacher breaches a contract.  Liquidated damages are to cover 

the impractical or extremely difficult to fix costs. 

 

 C. Jurisdiction and enforcement of this provision is through the District Court, Glacier 

County, Cut Bank, Montana, with the teacher being liable for all fees under the above 

schedule, court costs, interest, reasonable attorney fees of the School District and 

other actions the court deems appropriate.  The court also has jurisdiction to award 

interest on any amount due and other actions the court deems appropriate. 

 

If the above conditions have been met, the Board shall accept the resignation of a teacher under contract 

and shall not attempt to have the teacher’s certification revoked or suspended.  The whole section applies 

to all bargaining unit members with no exceptions and/or waiver. 
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ADDENDUM C 
 

Formal Grievance Presentation (Step One) 

 

 

TO BE COMPLETED BY THE TEACHER/GRIEVANT 

 

 

Employee’s Name: ___________________________________________________________________  

 

 

Building: ____________________________  Appropriate Administrator: _______________________  

 

 

Date of alleged grievance: _____________________________________________________________  

 

 

Unit Representative at Step 1: __________________________________________________________  

 

 

Describe in detail the situation which initiated the grievance: 

 

 __________________________________________________________________________________  

 

 __________________________________________________________________________________  

 

 __________________________________________________________________________________  

 

 

What articles of the Labor Agreement are allegedly violated: 

 

 __________________________________________________________________________________  

 

 __________________________________________________________________________________  

 

 

Requested remedy: 

 

 __________________________________________________________________________________  

 

 __________________________________________________________________________________  

 

 

 

 ______________________________________   _____________________________________  

Date  Signature of Employee 

 

 

   _____________________________________  

 

Acknowledge Receipt of Grievance on (date):  Signature of Appropriate Administrator: 

 

 

 ______________________________________   _____________________________________  

 


