MASTER CONTRACT
Certified Employee/School District
Negotiations Stillwater Public Schools
2020-2021

CONTRACT INTENT AND PURPOSE
This agreement represents the full and complete agreement between the Stillwater Board of Education
and the Stillwater Education Association and shall remain in place for the current contract year extending
from July 1, 2020, through June 30, 2021, or until replaced by a subsequent agreement negotiated in
accordance with the provisions of the procedural agreement. If any provision(s) of this agreement is
found to be in conflict with state or federal law, now or hereafter enacted, such provision(s) will be held
inoperative and void. All other provisions in this agreement will remain in effect. The party (the Board or
SEA negotiating team) discovering the inoperative provision(s) will inform the other party within five (5)
days of the discovery. Upon request of either party, the two parties will then meet within fourteen (14)
days solely for the purpose of negotiating only the effected provision(s).
SECTION I
EMPLOYEE LEAVE
Article (A) – Personal Leave
Certified personnel, as full-time employees, are granted five (5) days of leave each school year. They are
defined and distributed as follows:
SPS Year of
Experience
10 or more years
4-9 years
0-3 years

Personal Leave
4
3
2

Personal Leave with
Deduct
0
0
1

Emergency Leave
2
2
2

Personal Days – For personal use, which does not require a reason for approval. Employees with four
(4) or more years of experience with Stillwater Public Schools receive all three (3) personal days with no
salary deduction. Employees zero (0) through three (3) years of experience with Stillwater Public Schools
receive the first two (2) days of personal leave with no salary deduction and the third personal day with a
salary deduction equal to the rate paid to a non-certified substitute.
Emergency Leave Days – Absence due to circumstances over which the employee has no control and no
option except to be absent, granted with a salary deduction at the rate paid to a non-certified substitute
teacher.
Personal leave days cannot be used the first two (2) days of school, the last two (2) days of school, on
those days identified in the calendar as Teacher Professional Days, or preceding or following a scheduled
holiday except in the event of extraordinary circumstances, as determined by the principal.
Personal leave days should, whenever possible, be applied for at least three (3) days prior to the
requested leave.
Under special circumstances, preceding or following a scheduled holiday, personal leave can be applied
for and approved, if all the following criteria are met:
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1. Application must be received and approved by the building principal at least two (2) weeks prior
to the requested leave. To be approved, the building principal must agree that classroom
instruction at the building level will not be affected adversely due to this leave request.
2. The principal must obtain a qualified substitute to cover the absence.
3. No more than five percent (5%) of teachers in a school will be approved by the principal for leave
adjacent to a holiday at any one time. Buildings with less than thirty (30) teachers may have two
(2) leaves for the same holiday if the five percent (5%) District rule has not been altered. The
principal must verify the application of the rule prior to approval of a request.
4. Leave must not be taken until written approval is received from the Principal.
5. Leave taken without prior approval will result in a full day’s salary deduction.
Unused non-deducted personal leave days shall be rolled over into sick leave at the conclusion of the
school year. Emergency days are not included.
Article (B) – Sick Leave
Certified personnel employed as full-time on a nine (9) or ten (10) month basis are granted ten (10) days
sick leave during the school year without loss of salary; full-time certified personnel employed on an
eleven (11) month basis shall receive eleven (11) days sick leave; and said personnel employed on a
twelve (12) month basis shall receive twelve (12) days sick leave during each school year without loss of
salary. Part-time employees are eligible for sick leave at a pro-rated amount. A doctor’s certificate
verifying illness and/or medical release may be required of any employee after five (5) consecutive days
of absence.
Contract
9
10
11
12

Sick Leave Days
10 days
10 days
11 days
12 days

Sick leave is defined as an employee’s absence from assigned duty due to personal illness, accidental
injury, pregnancy, or accident injury or illness in the immediate family. Immediate family shall be defined
as: (a) spouse, (b) child, (c) parent, (d) brother, (e) sister, (f) grandparent, and (g) grandchild. If the
employee is serving as the primary caregiver to a person not listed as said immediate family,
consideration of absence will be given.
Unused sick leave shall be cumulative to a total of seventy-five (75) days for each employee.
Should said sick leave provisions as defined above become exhausted, the full-time employee shall
continue to receive full salary, less the amount paid to a non-certified substitute for said employee’s
position, for a period of an additional twenty (20) days.
Upon approval of an employee’s worker compensation claim, Stillwater Public Schools will reimburse the
employee based on Worker’s Compensation rate.
Article (C) - Sick Leave Bank
Stillwater Public Schools shall maintain a sick leave bank for the benefit of all employees. SEA shall have
a representative on the governing committee of the sick leave bank.
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Article (D) – Family Medical Leave Act
Stillwater Public Schools will comply with the terms and conditions of the Federal Family and Medical
Leave Act. Military caregiver leave shall be provided as required by law. (See policy DECA)
Article (E) - Maternity/Adoption Absence
The employee will notify the Human Resources Department and supervisor/principal, via email, of the
approximate arrival date of the child.
The notice should include a statement as to the approximate date the employee expects to initiate the
maternity/adoption absence and the approximate date it will end.
All accrued sick leave days will be applied to the maternity/adoption absence. Maternity/adoption
absences can only be applied to contractual days as outlined in the Family Medical Leave Act (Policy
DECA).
Article (F) – Jury Witness Leave
Certified Personnel shall be granted leave for jury service or when subpoenaed as a witness in a criminal,
civil or juvenile proceeding. Employee must notify the Human Resources Department via email and site
supervisor of summons or subpoena. Employees shall receive full pay, during the time said employee is
serving as a juror or witness, as related to the course of employment with Stillwater Public Schools. Any
payment for jury duty service shall be submitted to the Finance Department.
Article (G) – Leaves of Absence
Short-Term Leave of Absence – Certified staff may apply to the principal or supervisor for short-term
leave of absence, without pay, not exceeding five (5) working days per year. Short-term leave must be
requested prior to absence through the building principal or supervisor. Requests for absence during
times which place undue burden on others or which work against the purposes and objectives of the
school will be denied.
Nothing stated in the above shall prevent the Board of Education from authorizing or extending a leave of
absence for a purpose not expressly identified above.
Long-Term Leave of Absence – Certified full-time staff may apply for long-term leave of absence, without
pay, not exceeding one (1) year for the following reasons:
1)
2)
3)
4)
5)
6)
7)

Graduate study*
Work experience required for certification*
To hold elected office in state or national professional education organizations
Maternity or adoption
Illness
Military**
Convalescence of employees or members of the immediate family (a physician’s statement may be
required concerning the convalescence)

Full-time certified employees’ requests for long-term leave without pay must be made in writing directly to
the Superintendent and sent by certified mail postmarked on or before April 25th. The Superintendent
may recommend approval of the leave to the Board of Education at the next regular board meeting
following receipt of the request when it is deemed in the best interest of the District to do so. A letter
stating the decision of the Board of Education and condition of the leave will be given to the employee.
If a long term leave of absence is granted in one (1) school year, the employee will not be eligible for
another long term leave of absence for at least two (2) complete school years after returning to work at
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the end of the previous long term leave of absence. Exceptions may exist, such as service in the
state/national teacher association(s), election to public office, or illness of the employee or a family
member of the employee as defined in Section I, Article (B) of this contract. These exceptions will be
considered by the Superintendent and the Board for long term leave in consecutive years. This in no way
diminishes the employee’s right under the Family and Medical Leave Act of 1993.
On granting long-term leave, the Board of Education will, during the period from the date of application
(no later than April 25th) through June 1st, attempt to identify an acceptable replacement employee who
will accept a temporary, one-year only contract. If an acceptable replacement is secured who is willing to
accept a temporary, one-year only contract, the leave employee will be allowed to return to the same
position after completing the leave of absence. If an acceptable replacement employee who is willing to
accept a temporary, one-year only contract is not identified by June 1st, the leave employee will not be
guaranteed the opportunity to return to the same position after completing the leave of absence.
If a long-term leave of absence is granted, without a guarantee to return to the same position, the Board
of Education signifies its intent to reemploy said leave employee in another classroom teaching position
for which the teacher holds a standard certificate, provided there is a vacant classroom teaching position
for which the leave employee holds a standard certificate. If the vacant position is other than the original
position and the replacement teacher holds a standard certificate for that position, the returning leave
teacher may choose either position. If no position is open for which the leave teacher is qualified, the
leave of absence will be extended.
If, following the leave of absence period, the leave teacher rejects an offer of employment for which
he/she is certified, the District shall have fulfilled its obligation to the leave employee.
All certified employees granted a leave of absence for any of the above purposes shall retain all
accumulated benefits following completion of the leave. No certified employee may accrue additional
benefits while on any leave of absence.
To be eligible for reemployment following the period of leave, the employee shall notify the District by
certified mail postmarked on or before April 25th of the school year in which the leave was granted.
Employees granted leaves of absence for graduate study [twelve(12) hours per semester at an accredited
school]; work experience required for certification; work experience required for certification; and
professional education organization officership shall, upon request, furnish satisfactory evidence of
completion of the program or term of office for which leave was requested. Failure to do so shall result in
termination of the employee except under extraordinary circumstances as determined by the
Superintendent.
Any employee on a leave of absence is entitled to continued participation in available health insurance
program, provided payment of premiums is made in advance and the employee makes prior
arrangements with the Human Resources department.
Employees returning from long-term leave of absence are not exempt from involuntary reduction-in-force
policy or internal employee transfer policy.
Nothing stated above shall prevent the Board of Education from authorizing or extending a leave of
absence for any other purpose not expressly identified above.
With the exception of work experience required for certification, acceptance of other employment during
the time the employee is on leave of absence from Stillwater Public Schools nullified the conditions of
leave and the employee shall be deemed to have resigned as the leave commencement date.
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*This is only available to career teachers.
**The board shall provide leave to qualified employees who are members of any component of the
Armed Forces of the United States (Army, Navy, Marine Corps, Air Force, Coast Guard), including
members of the Army and Air National Guard and the Reserve Forces and the commissioned cops
of the Public Health Service, when Employment and Re-employment Rights Act of 1994
(USERRA). A leave of absence for the period of active service shall be without loss of status or
efficiency rating and without loss of pay during the first 30 days of such leave. Leave will be
granted in accordance with federal law.
Article (H) – Bereavement Leave
Certified personnel, as full-time employees, are granted yearly five (5) days, at no deduction in salary, for
each occurrence of death of members of the immediate family. These days do not need to be taken
consecutively. Immediate family shall be defined as: (a) spouse, (b) child, (c) parent, (d) brother, (e)
sister, (f) grandparent, (g) grandchild, (h) spouse’s parent and grandparent, (i) brother-in-law and sisterin-law, (j) niece and nephew, (k) aunt and uncle, (l) cousin, and (m) spouse of member of said immediate
family. In addition to the above, full-time teachers may also be permitted to take one (1) day of death
leave for each occurrence of death of member of the “extended family”. All death leave benefits shall be
non-cumulative.
Article (I) – Administrative Assignments
Administrative assignments may be granted to teachers without loss of salary. They may include such
professional activities as the following: (a) professional and curriculum committee meetings or
workshops, (b) workshop presentations, (c) school visitations, (d) legislative sessions concerning
education, and (e) other school-related activities assigned by the principal. These requests may be
initiated either by the teacher or by the principal.
Any teacher seeking National Board Certification will be entitled to two (2) administrative leave days for
national board portfolio development or related professional development. A substitute shall be provided
by the School District at no cost to the teacher.
Article (J) – Association Leave
The President of Stillwater Education Association shall be granted five (5) days per year release time for
Association business. The Association will pay the cost of the substitute teacher.
In the event that the Stillwater Education Association desires to send representatives to local, state or
national conferences or on other business pertinent to Association affairs, these representatives will be
excused without loss of salary, provided the Association reimburses the District for the cost of the
substitutes. The limitation of Association leave shall be twelve (12) days per year. Excluding Oklahoma
Education Association Delegate Assembly, only one (1) person per building per day may take Association
leave, with the exception of the President and/or at-large representative. The number of Association
leave days shall be increased from seventeen (17) days to twenty-two (22) days during a year when a
Stillwater Education Association member is serving on the Oklahoma Education Association Board of
Directors.
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SECTION II
TERMS OF EMPLOYMENT
Article (A) – Staff Relations
The Board of Education expects that the worth, dignity and rights of the individual shall be paramount in
all administrator/teacher relationships.
Article (B) – Working Conditions
1.

The Stillwater Board of education will follow the state law and the interpretation of the State
Department of Education regarding classroom student load. Teachers who feel the need for
extra assistance should communicate that need to the principal either verbally or in writing.

2.

Teacher arrival time to departure time shall consist of seven (7) hours and forty-five (45) minutes,
with teacher arrival time being thirty (30) minutes before classes are scheduled to begin.
Stillwater Public Schools will provide all teachers with a minimum of forty (40) minutes duty-free
lunch each day, except on inclement weather days when students are unable to go outside.

3.

In the event that inclement weather persists more than two consecutive days, commencing on the
third consecutive inclement weather day and all consecutive inclement weather days thereafter,
teachers will be compensated twenty-five dollars ($25) for each day duty-free lunch is lost.
Compensation will only be paid if the proper compensation form is submitted by the teacher with
five (5) working days of the inclement weather event.

4.

Certified Planning Time
a. Elementary principals will provide an opportunity for certified employees to assist in
developing a teacher work schedule that maximizes the amount of and length of planning
time. Final decisions on planning time schedules will be made by the building principal.
b. Planning time for certified Pre-K through 5th grade general classroom elementary employees
will be a protected block of no less than forty (40) uninterrupted minutes each day without
physical or educational responsibility for students, totaling no less than two hundred (200)
minutes each week. This planning time will occur within the 8:00-2:50 student day unless
other arrangements are requested in writing by the certified elementary employee to the
building administrator.
c.

Planning time for specialized certified elementary employees, including, but not limited to,
music teachers, media specialists, art teachers, physical education teachers, guidance
counselors, foreign language teachers and/or teachers providing special services to children
will be a protected block of no less than forty (40) uninterrupted minutes during the contracted
7:30-3:15 teacher workday, totaling no less than two hundred (200) minutes each week. All
plan time for specialized teachers is to be scheduled around regularly-scheduled faculty
meetings and/or other activities.

d. Planning time for certified secondary employees will be a protected block of time no less than
the length of one (1) scheduled instructional period during each student day, totaling no less
than two hundred (200) minutes each week.
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e. Early release time is not included as part of the 200 minutes of plan time.
5. Teachers shall dress professionally and appropriately for their subject area and grade level.
6. Teachers are expected to be punctual and to attend all faculty meetings, except in the event of
extenuating circumstances. Meetings shall be held for a maximum of one hundred twenty (120)
minutes per calendar month. Additionally, teachers shall be expected to attend two (2) open house
events or other similarly-designated functions during the school year.
All faculty meetings shall be scheduled by the building administrator before the first day of school.
The administrator must send the faculty schedule to all faculty by the first day of school. If a meeting
needs to be rescheduled, every effort will be made to notify faculty of the rescheduled date and time.
7. Conferences: Elementary certified classroom teachers will work towards completing 100% of
conferences within the scheduled week of Parent/Teacher conferences.
a. Parent Teacher Conferences will be two (2) times a year (once in the fall and once in the spring)
scheduled on the school calendar.
b. The off-contract hours will be paid back with two (2) teacher work days scheduled on the school
calendar.
c. IEP meetings held within a week before or after the conference time will count as a Parent
Teacher conference.
d. Teachers who need to have alternate conference schedules do to extenuating circumstances,
must have their schedule approved by their administrator at least two (2) weeks before
conferences.
e. Teacher will not be required to provide additional off contract hours to complete conferences or
make home visits.
8. Teachers required to attend workshops, seminars or planning meetings that are held beyond the
hours of the contract shall be compensated at the rate of no less than $25.00 per hours for time
involving attendance at the functions. In instances where the workshops, seminars or planning
meetings are underwritten by federal or state programs or grants which contain stipulations regarding
the amount to be paid to the teacher, the teacher shall receive the compensation provided for in the
grant.
9. Members of the bargaining unit shall have the right, if so desired, to be accompanied by a
representative of the bargaining unit at any disciplinary conference with administrators and/or
supervisors. If documentation of a disciplinary conference is to be made, the administrator and/or
supervisor shall:
a. Give reasonable notice, except in emergency situations, of said scheduled conference.
b. Inform the member of the bargaining unit of the subject to be discussed.
A disciplinary conference is defined as any meeting with an administrator, supervisor and/or any
person higher in the chain of command where the result of the communications engage in at the
disciplinary conference may result in admonishment, reprimand, and/or another assigned disciplinary
action.
A disciplinary conference does not include a meeting or conference between the member of the
bargaining unit and the administrator and/or supervisor that is intended to solely improve the
performance of said member of the bargaining unit or to discuss evaluation.
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10. Any Certified Employee who has been arrested or criminally charged with a felony must immediately
notify the employee’s immediate supervisor and the superintendent in writing and provide a copy of
the criminal indictment, information, complaint, or any other criminal charge. In addition, the
disposition of such charges must be reported with seven (7) days of the sentencing, adjudication or
final disposition.
Article (C) - Procedure for Handling Personnel Folders
1. Folders should be open for teacher inspection.
2. A teacher should be notified of each new enclosure and have the right to clarify or defend a negative
enclosure.
3. In the event of an official reprimand, a teacher will have the opportunity to respond in writing.
4. Only authorized administrative personnel should have access to the folder for purposes of official
business only.
Article (D) – Posting of Vacancies
All existing vacancies and newly created positions in Stillwater Public Schools will be posted by the
principals in an easily accessible location within individual buildings during the school term. These
vacancies will also be posted on the Stillwater Public Schools website. All certified vacancies will be
advertised for five (5) working days prior to the beginning of the selection process.
Vacancies created by the conclusion of a Temporary Teacher Contract do not require posting if the
supervising Principal intends to recommend the same Temporary Teacher to fill the same position for the
ensuing school year.
For the period beginning July 15th through the start of school, the requirement for posting positions will be
advertised seventy-two (72) hours. This exception to the five (5) working days is to expedite the selection
and hiring process to fill late vacancies.
Article (E) - Transfers
At times, the need for teacher transfers exists for purposes of filling vacancies, affecting improvement in
the curriculum and instructional needs, and/or meeting desires of employees for opportunity of service
elsewhere in the school system.
Provision of this policy provides that teachers and/or the administration may request transfers. The
following may be considered in arriving at a decision on any such request: (a) instructional and curriculum
needs; (b) teacher qualification; and (c) pupil-teacher ratios.
1. Grade Level Transfers
a. Teacher initiated
i.

Any teacher wishing to transfer within a building will make written, dated request to that
building principal.

ii.

The principal shall provide the teacher a written acknowledgment of any such request.

iii.

If the transfer is denied, the principal shall state the reasons for denial in writing.
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b. Administrator initiated
A building principal may transfer a teacher to an alternate assignment within the building after
first notifying said teacher in writing of the reasons for the building transfer at the earliest
possible time.
2. Building Transfers
a. Teacher initiated
i.

Any teacher currently teaching in Stillwater Public Schools and wishing to transfer to a
different building will submit and complete an online application in the applicant tracking
system in order to be eligible for transfer. This will allow each principal to electronically
review the teacher’s application in order to consider them for the position.

ii.

If the transfer request is approved for the next level of consideration, the teacher will be
guaranteed an interview with the selection committee at the school where the vacancy occurs
as part of the normal site selection process. The teacher will be notified of the placement
decision once it is made.

iii.

If the teacher is not selected to fill the vacancy, the request for transfer will remain active until
the first day of the coming school year, unless the teacher notifies the Director of Human
Resources and the two (2) building principals involved that the transfer request should be
removed.

b. Administrator initiated
i.

A teacher may be transferred to an alternate building by administrative action for such
reasons as decline in student enrollment, personnel staffing vacancies, and curricular and
instructional needs. Said teacher will be notified in writing at the earliest possible time.

ii.

New teacher shall not be assigned to a position until all transfer requests related to that
position have been reviewed.

Article (F) – Temporary Contract Teachers
1. Teachers employed on temporary contracts shall be notified of the opportunity to interview for rehire
at the end of the school year.
2. Teachers employed on temporary contracts may be rehired for the ensuing school year without
participating in the interview process.
Article (G) – Reduction in Force
1. General Matters
a. Reasons for a Reduction in Force. A teacher may be dismissed or non-reemployed when the
board decides that due to (i) a financial exigency or (ii) a program change for institutional
reasons or (iii) a decline in enrollment or (iv) other business necessity as determined by the
board, a reduction in teaching staff for the following fiscal year is necessary.
b. Definitions. For the purpose of this policy, the following terms have the stated meanings:
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i.

“Financial exigency” means a reduction in the School District’s financial resources resulting
from declining enrollment or any other action or event that in the sole judgment of the board
of education will result in a reduction in the School District’s current or future operating
budget.

ii.

“Program change” means any elimination, curtailment or reorganization of a curriculum
offering, program or school operation or a reorganization or closing of a school or
consolidation of two or more individual schools or school districts that is unrelated to
financial exigency.

iii.

“Declining enrollment” means a decrease in the School District’s total enrollment or
enrollment in a particular program or curriculum offering which in the sole judgment of the
board of education may adversely affect the School District’s current or future allocation of
funds and/or the necessity of maintaining certain current or future class sections or
curriculum offerings.

c.

Criteria for Eliminating Positions. The primary criterion in effectuating any reduction in force
shall be the maintenance of a sound and balanced educational program that is consistent with
the functions and responsibilities of the School District. In evaluating its program, the
superintendent and the board will consider the elimination of teaching positions, not the
teachers occupying those positions. In deciding which positions to eliminate, the
superintendent and the board will consider the curriculum, the needs of students and those
extra duty assignments that require special skill or expertise.

d. Priority. In determining which teacher(s) will be dismissed or non-reemployed when one or
more of a number of identical positions is eliminated, the following criteria, in this order, shall
govern:
i.

The School District will dismiss or non-reemploy the teacher(s) who has the lowest
composite rating under the School District’s Teacher and Leader Effectiveness System
(TLE) in the position being eliminated. Ratings will be calculated by averaging the past
three (3) years’ ratings (or fewer if 3 years are not available) and will be measured to the
nearest hundredth of a decimal point.

ii.

If the teachers are equal under the above criteria, then the teacher(s) who has the most
seniority in the School District will be retained.

iii.

If the teachers are equal under the above criteria, the School District will retain the teacher
with the most advanced academic degree status.

iv.

If degree status is equal, the School District will retain the teacher having the most versatile
certificate in order to enable the School District to have flexibility in planning future
curriculum.

v.

If versatility of certificates is equal, the School District will retain the teacher chosen by lot
through a process determined by the Superintendent or the Superintendent’s designee.

2. Procedures
a. Action by Superintendent. The superintendent, upon receipt of the board’s preliminary
determination of the necessity for a reduction in force, or upon the superintendent’s own
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volition, shall submit to the board the superintendent’s written recommendations for terminating
particular teaching positions. In making recommendations, the superintendent:
i.

Shall not be limited to considering only positions in the areas or programs designated by the
board

ii.

Shall consult with each principal or other administrator in whose school or unit a position
elimination/termination is proposed

iii.

Shall take into consideration the criteria set out herein

b. Action by Board. In the absence of a recommendation from the superintendent pursuant to this
section, or when the board of education chooses not to accept the superintendent’s
recommendation, the board may initiate action without such recommendation provided that it
adheres to the other provisions of this policy.
c.

Notice and Hearing Procedures. Prior to taking any action to non-reemploy or dismiss a
teacher due to a reduction in force, whether acting on a recommendation of the superintendent
or on its own volition, the board shall provide notice and an opportunity for hearing to the
affected teacher; provided, however, because the law does not provide nonrenewal hearings
for teachers on temporary contracts, no hearing opportunity shall be afforded any teacher on a
temporary contract with notice of the expiration of the temporary teacher’s contract at the end of
the school year being provided to the temporary teacher. The notice and board hearing
procedures shall be the same as those provided by Oklahoma law and board policy regarding
dismissal and non-reemployment of teachers for cause. Notice of a recommendation of nonreemployment shall be given to the teacher prior to the 1st Monday in June.

d. Hearing. At the hearing, evidence may be presented by the administration and the teacher, as
to (i) whether a reduction in force is reasonable necessary and is being made in good faith and
for the best interests of the School District, and (ii) whether the recommendation to not renew
(or dismiss) the specific teacher is being made in good faith and pursuant to the process set out
herein.
e. Effect of Board Decision. The decision of the board based on the evidence presented at the
hearing shall be final and unappealable.
3. Reemployment or Other Employment After Reduction in Force
a. Recall. The recall provisions in this process will only apply and be available to a teacher who
had a composite TLE score of at least 3.00 at the time of his/her non-reemployment (or
dismissal). For two school years after the effective date of non-reemployment (or dismissal)
due to a reduction in force, the board of education shall not fill the specific position previously
held by a teacher who was non-reemployed (or dismissed) due to a reduction in force without
first offering such position to the non-reemployed (or dismissed) teacher. If more than one nonreemployed (or dismissed) teacher is both certified and qualified for a position which the
teachers previously held with the School District and which becomes available, the board, after
receiving the superintendent’s advice, shall select the teacher it believes will best fill the
position.
Nothing in the policy shall give to any non-reemployed (or dismissed) teacher priority rights to
fill a vacancy which becomes available and for which they are certified and qualified unless
such position is identical to the position which they previously held with the School District.
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b. Recall Procedures. The offer of reemployment shall be made personally or be certified mail,
return receipt requested, and the teacher shall be notified that if he/she wishes to accept,
he/she must do so in writing within five (5) calendar days of receipt of notice or within ten (10)
calendar days of the postmark on the envelope in which the offer is mailed, whichever is
shorter. Failure to receive timely acceptance of the offer of reemployment eliminates all
reemployment rights of the teacher.
c.

Status After Recall. A career teacher who has been non-reemployed (or dismissed) and who is
then reemployed within one school year shall be reinstated as a career teacher. A probationary
teacher who is non-reemployed (or dismissed) but is then reemployed within one school year
shall be given credit for the time already served as a probationary teacher for the purpose of
determining eligibility for career teacher status.

4. Interpretation and Application
The interpretation and application of any provision of this policy shall be the exclusive province of the
Board of Education.
Article (H) – Employee Drug Testing Policy
Certified employees of Stillwater Public Schools will adhere to the policies outlined in policy DCC-R.
Article (I) – Employee Grievance Procedure Purpose
The purpose of this procedure is to secure, at the lowest possible level, equitable solutions to issues that
may arise with respect to an employee’s terms and conditions of employment. It is agreed that those
proceedings should be kept as confidential as may be appropriate at any level of the procedure.
General Information
Time Limits. The number of days indicated at each level should be considered a maximum, and
every effort should be made to expedite the grievance process. Time limits specified, however, may
be extended by mutual agreement or by mitigating circumstances, the nature of which shall be set
forth in writing by the parties affected by the same circumstances.
If a grievant does not appeal a decision within the specified time limits, the grievance, shall be
deemed settled at the highest level to which it was appropriately appealed. Failure of the immediate
supervisor and/or superintendent to respond to a grievance within the specified time limits shall
permit the grievant to proceed to the next level in the grievance process.
In the event a grievance is filed at a time that it cannot be processed through all procedural steps by
the end of the school year, the time limits set forth herein shall be reduced by mutual agreement
made in writing by both parties, and the grievance shall be resolved as soon thereafter as possible.
Group Grievances. No provision for group grievance is provided in this grievance procedural policy.
The Board of Education and bargaining committee may consider adding such provision when
experience indicates it is appropriate.
Right of Employee to Representation. During Levels I and II of the grievance procedure, the grievant and
administrator may only be represented by a District employee or a representative of a professional
organization of his/her choosing or may represent him/herself at these levels of the grievance process.
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During Level III of the grievance procedure, the grievant and the administrator may be represented by a
designee of his/her choosing or may represent him/herself at this level of the grievance procedure. If the
grievant chooses to be represented by legal counsel, the administrator reserves the right to be
represented by legal counsel.
Reprisals. No reprisals of any kind shall be taken by any party against any other party in the grievance
procedure by reason of such participation.
Grievance File. All documents, communications and records dealing with the grievance process shall be
maintained in a file separate from the employee’s personnel file.
Resolutions. Resolution of all grievances will be consistent with the negotiated agreement, Board
policies, state statutes and administrative rules and regulations with respect to the grievant.
Process Observer. The chief negotiator for the bargaining committee, or a designee from the bargaining
committee assigned by the chief negotiator, may represent the negotiating body at any and/or all levels of
the grievance process. The role of process observer is to ensure proper representation and application of
the grievance procedures outlined in the negotiated contract. The Grievance/Statement of Concern
form(s) and documentation of resolution(s) shall be forwarded by Stillwater Public Schools to the chief
negotiator.
Definitions
Grievance. The grievant is the employee filing a grievance.
Days. The term “days” used within this grievance procedure shall, except where otherwise provided,
indicate contract working days of the grievant.
Grievance/Statement of Concern Form. The Grievance/Statement of Concern Form is the official form
that must be submitted by grievant at the Level I, II and III grievance. Said form has been developed by
and can only be modified through negotiated agreement and will be available to the grievant in the main
office of each school site.
Grievance Procedure
Informal Resolution – Immediate Supervisor. Any certified employee who feels he/she has a legitimate
grievance shall first request an Informal Resolution Meeting to discuss the concern(s) with the grievant’s
immediate supervisor within twenty (20) days of becoming aware of the most recent allege violation. The
grievant will cite specific contractual clauses, state statutes, or policies alleged to have been violated.
The Informal Resolution Meeting must be held within five (5) days of grievant’s initial request for said
meeting, unless both parties have agreed to extend this time. A memo will be generated by the
supervisor at this Informal Resolution meeting, stating briefly the topic, time, date and location of the
meeting and signed by both employees, solely for the purpose of creating a record of said meeting. The
grievant will receive a copy of the signed memo prior to the conclusion of the meeting. The objective of
said meeting shall be to resolve the matter informally.
Level I Formal Resolution – Immediate Supervisor. If the grievant is not satisfied with the discussion
and/or the resolution of the grievance issue(s) at the Informal Resolution Meeting or if the immediate
supervisor fails to schedule the Informal Resolution Meeting with five (5) days, the grievant or
representative(s) of the grievant may file a Level I Grievance with the immediate supervisor in writing,
using the Stillwater Public Schools Grievance/Statement of Concern Form.
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The immediate supervisor will, in five (5) days from receipt of the Level I Grievance, respond in writing to
the grievant, stating a decision regarding the grievant’s concerns and including reason(s) for said
decision(s).
Level II Formal Resolution – Superintendent of Schools. If the grievant is not satisfied with the grievance
disposition at Level I or if no decision is rendered within the five (5) days set out in the Level I procedure,
the grievant or representative (s) of the grievant may file a Level II Grievance in writing, using the
Stillwater Public Schools Grievance/Statement of Concern Form. The Level II Grievance must be filed
with the Superintendent of Schools within five (5) days of receipt of the Level I Grievance decision from
the immediate supervisor or ten (10) days from initial filing of the Level I grievance if a decision was not
rendered by the immediate supervisor within the time allowed.
The Superintendent of Schools, within fifteen (15) days of receipt of the Level II Grievance, shall hold a
meeting with the grievant and/or representative(s) of the grievant, for the purpose of hearing the
grievance/concerns of the grievant.
Written notice of the time, date and location of the meeting shall be provided to the grievant and
representative(s) of the employee at least five (5) days prior to the date of the meeting.
Within ten (10) days after the Level II Grievance meeting, the Superintendent shall provide the grievant a
written decision that will include supporting reason(s) for said decision.
Level III Formal Resolution – Board of Education. Within five (5) days of the receipt of the decision of the
Superintendent, said decision may be appealed by the grievant and/or representative(s) of the grievant,
to the Board of Education using the Stillwater Public Schools Grievance/Statement of Concern Form.
The Level III Grievance must be received by the President of the Board of Education no less than ten (10)
days prior to the next regularly scheduled monthly meeting
Within forty-five (45) days of the filing of the Level III Grievance, the Board of Education will hear the
appeal of the grievant, either at a regularly scheduled monthly Board meeting or at a special meeting,
scheduled specifically for that purpose. The grievant and representative(s) of the grievant shall be
informed of the hearing date no less than ten (10) days prior to the hearing.
All proceedings before the Board of Education under the Level III Grievance procedure shall be open to
the public, except then it is mutually agreed by the grievant and the Board of Education that the nature of
the grievance and its disposition should not be subject to public information. The Oklahoma Open
Meeting Act will govern all meetings.
The Board may consider, during the Level III Grievance, additional matters related to the application of
the grievance policy to the specific grievance that is before the Board.
Within ten (10) days after the appeal hearing by the Board of Education, the Board shall provide the
grievant and representative(s) of the grievant its written decision, which shall include supporting reasons
therefore.
Article (J) – Teacher Negotiation Organization Grievance Policy
The Board of Education recognizes the right of the teacher bargaining organization, as established by
state statute, to file grievances on those items that deal solely with the statutory rights and activities of the
organization to conduct professional negotiations. All Association grievances will be filed through the
negotiation team. No grievance will be filed without a prior meeting between the negotiation team and the
Superintendent of Schools.

14

Organization grievances shall be filed at Level II of the Employee Grievance Procedure. Individual
employee grievances cannot be filed under this policy. They must be filed in accordance with the
provisions of the Employee Grievance Procedure.

SECTION III
COMMUNICATIONS
Article (A) – Internal Communications Committee
An Internal Communications Committee, composed of one (1) teacher from each building and two (2)
SESPA representatives, will be formed yearly. This committee, chaired by the SEA Corresponding
Secretary, will meet quarterly with the Superintendent who may also invite representatives of the
administration.
If an employee has an issue that affects the general population, he/she first attempts to resolve it with the
site administrator. If an employee has a district-level issue, he/she first attempts to resolve it with the site
administrator and appropriate district administrator. An employee has the option to be represented by
their internal communications committee member. If the issue is not solved at the site level, the
employee must put the issue in writing and furnish the chair with a copy prior to his/her meeting with the
Superintendent. The Internal communications Committee will meet each quarter on a date and time
mutually agreed upon by the chair of the committee and the Superintendent. On the Friday prior to the
quarterly meeting, the Superintendent and the chair of the committee will meet. It is during this Friday
meeting that the chair presents agenda items to the Superintendent and, in turn, the Superintendent adds
items of his/her own. The final agenda, created jointly, is used with the committee.
If necessary, the Internal Communications Committee can call additional meetings.
Article (B) – School Calendar
The school calendar will be the result of positive and effective input by both teachers and the
administration. A Calendar Committee will work with the administration of the school calendar. Final
decisions will be made by the administration.

SECTION IV
COMPENSATION
Article (A) – Salary Schedule
SEA and the BOE agree to award a Step increase to all eligible teachers based on the 2020-2021
Teacher Salary Schedule.
It is the intent of this contract that all full-time certified staff, contracted for the current school year, shall be
compensated according to degree and experience as indicated by the attached schedule, except as
follows:
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1. Effective January 1, 1990, only graduate level credit earned following the date of the initial teaching
degree that is approved for certification in the field of education may be applied to Levels II, IV, and V
of the Stillwater Public Schools Teacher Salary Schedule. Graduate hours earned before initial
certification is achieved will be approved for the salary schedule if a conversion endorsement
certificate or initial teaching certificate is granted. The Superintendent of Schools may grant
exceptions to this policy prior to enrollment.
2. Effective July 1, 2017, all teachers will be placed on the Teacher Salary Schedule commensurate with
all verified years of teaching experience whether earned in Oklahoma or another state. This salary
placement will not include a retroactive payment.
3. No returning certified employee will qualify for an increment on the attached compensation scale who
has not met the local staff development requirements for the previous year.
Teachers who begin their employment prior to providing a valid teaching certificate required of their
position shall be compensated at a daily rate of pay equal to that of a non-certified short-term
substitute teacher, until valid certification is provided.
A valid teaching certificate establishing retroactive qualification for the position shall result in a salary
adjustment retroactive to the valid date of the teaching certificate.
4. Less than full-time certified teaching staff shall be compensated for a portion of a planning period in
an amount equal to the ratio of their teaching assignment to full-time equivalency if the position to
which they are assigned has a set, regularly scheduled planning period. If two (2) or more teachers
split or job-share a full-time assignment, the sum of their fractional parts cannot exceed a 1.0 full-time
equivalency (1.0 FTE).
5. For the current contract year, the Section 125 deductible allowance will be set at Fifteen Thousand
Dollars ($15,000.00).
6. Certified Elementary or Secondary employees who lose planning time due to:
a. The lack of available substitute,
b. Being directed by the building administrator to use his/her planning time to supervise instructional
classes; and/or,
c.

Failure to receive planning time through no fault of the certified employee, with the exception of
special programs or assemblies,

shall be compensated $25.00 per planning period lost at the elementary, middle school or junior high
school levels, or $30.00 per eighty-five (85) minute high school black. This compensation shall be
made on a semester basis, provided the employee has submitted to the building administrator, within
five (5) teacher contract days, the proper compensation form available in each site’s main office and
attached at the end of this contract.
7. On those occasions in Elementary schools when all three of the following conditions are met:
a. A substitute teacher is requested through Frontline (substitute tracking system) due to a Grade
Level teacher absence; and
b. The requested substitute teacher position is not filled; and
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c.

Another Grade Level teacher is required by the building administrator to teach some or all of the
students from the absent teacher’s class in addition to his/her own regularly scheduled students;

It is agreed that the teacher required by the building administrator to teach some or all of the students
from the absent teacher’s class shall be paid $5.00 per student added to the class per day.
On those occasions in Secondary schools when all three of the following conditions are met:
a. A substitute teacher is requested through Frontline (substitute tracking system) due to a Grade
Level teacher absence; and
b. The requested substitute teacher position is not filled; and
c. Another teacher is required by the building administrator to teach some or all of the students from
the absent teacher’s class in addition to his/her own regularly scheduled students;
It is agreed that the teacher required by the building administrator to teach some or all of the students
from the absent teacher’s class shall be paid $15.00 per class period for Middle School and Junior
High and $20 per class period for High School.
This compensation shall be made on a semester basis, provided the employee has submitted to the
building administrator, within five (5) teacher contract days, the proper compensation form available in
each site’s main office.
8. Effective with the 1997-1998 school year, new hires in the areas of counseling, reading or gifted and
talented will no longer receive five percent (5%) extra salary for their positions. Teachers in those
positions prior to 1997-1998 will continue to receive the five percent (5%) extra salary as long as they
remain in the same positions.
9. Any teacher who receives a master degree or Ph.D. from an accredited American university after July
1, 2012 shall be paid a one-time stipend of $3,000 payable upon signed contract for the following
year. Any teacher hired after July 1, 2012 will receive the stipend only if the degree is awarded after
hire date and contingent upon continued employment with SPS for at least one year.
10. A teacher who receives college hours that would allow them to move to the next level on the certified
pay scale will be approved for salary level increase as soon as their official transcript shows
completion of courses and is submitted to Human Resources.
The effective date of the pay increase will be:
a. for hours added to transcript: the first day of the month following HR's receipt of the official
transcript;
b. for an advanced degree: the day after the conferred date according to the official transcript.
c. Submit the official transcript to Human Resources within 6 weeks of the completion of
courses.
Article (B) – Payment Schedule
Teachers will be paid on a twelve (12) month basis. Entry-level teachers have the option of receiving a
partial check on September 1st.
Article (C) - Attendance Incentive
1. For the 2020-2021 school year, the following attendance incentive applies to certified teachers for
both the fall and spring semester.

17

Total Combined Sick/Personal
Used During Semester
0
.5
1
1.5
2

Stipend (dollars)
$200
$175
$150
$125
$100

A teacher must be employed for a full semester to be eligible for this incentive. The incentive for
part-time teachers shall be prorated accordingly. This incentive shall be re-evaluated annually
during negotiations. For all certified staff that do not take a sick or personal day during the months
of March, April and May, their names will be entered into a drawing for a $1,000 stipend.
2. A certified teacher who has accumulated more than seventy-five (75) days of sick leave as of the
close of business on June 30th of a fiscal year shall receive forty dollars ($40.00) for each unused sick
leave day accumulated during that year. The Attendance Incentive will be paid in a separate check
before July 31st. Only sick leave days accumulated while employed with Stillwater Public Schools
shall apply.
Certified employees on twelve (12) month contracts shall be eligible for two (2) more days.
Article (D) – Accumulated Attendance Incentive (Retirement)
Certified employees who retire during the current school year shall receive Twenty-Five Dollars ($25.00)
for each unused sick day accumulated during their employment in Stillwater. To obtain this benefit, an
employee must be eligible for full retirement benefits as defined by the Oklahoma Teachers’ Retirement
System.
Article (E) - Inductee Year Mentors
Stillwater Public Schools will provide funding for mentor teachers to support the Teacher Induction
Program. Mentors will be funded according to established District guidelines. A stipend of Five Hundred
Dollars ($500.00) will be paid to mentors upon completion of the residency induction year requirements.
Article (F) – Early Release Fridays – Child Care Provision
The district will establish designated Early Release Fridays (ERF) for students to allow teachers
opportunities for collaboration and professional development. Teachers affected by ERF may benefit
from the availability of affordable, convenient child care. In an effort to reduce child care concerns of
teachers, the district will provide and reimburse up to one hour of child care for one or more of teachers’
children for care attributable to ERF. Whether to use care available through Pioneer After-School
Learning Services (PALS) is completely within the teacher’s discretion. Only PALS-provided child care is
eligible for district reimbursement.
Teacher who choose to use PALS for their children’s child care of ERF will pay the customary rate for
child care in accordance with PALS’ published rates.
At the end of each semester the PALS Director will submit to payroll a leger of attendance and payments
made by eligible teachers for each child receiving care pursuant to ERF. Payroll will process a
reimbursement to each teacher according to child care services provided to the teacher’s child or
children, attributable to ERF, for the preceding semester with payment to be made the next available pay
cycle and included in the teacher’s district paycheck.
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The reimbursement it treated as compensation subject to the normal governmental withholding amounts
(e.g., IRS, OTRS, and Social Security). Teachers choosing to use this care option are individually
responsible for ensuring the accuracy of records related to child care and appropriate reimbursement.
Any dispute regarding hours of care received or the amount of reimbursement must be brought to the
district’s attention within 30 days of the end of the semester for which reimbursement is claimed;
otherwise, reimbursement will be forfeited.

ATTACHMENTS
1. Stillwater Public Schools Teacher Evaluation Handbook (TLE Toolkit)
This attachment is in each teacher’s electronic file (Talent Ed Records), having been received and
signed for within the first two (2) weeks of the school year.
2. Planning Period form
3. Elementary Combined Class form
4. Secondary Combined Class form
5. Certified Salary Schedule for 2020-2021.

19

APPROVED

Jenni Bobo, Chief Negotiator
ater Education Association

Date

I

/

____.

Yff

V1ctor �
onza ez, res1 ent
Stillwater Education Association

Date

I

I

Mitsi Andrews, President
Stillwater Board of Education

Date r /

20

STILLWATER PUBLIC SCHOOLS
Teacher Evaluation Toolkit

August 2020

Marzano Focused Teacher Evaluation Model
We are using the Marzano Focused Teacher Evaluation Model as our evaluation tool for 2020-2021.

The Focused Model
• integrates the prior 60 behaviors into 23 scoreable elements for standards-based
classrooms
• concentrates measurable teacher actions and capabilities into 23 essential behaviors
• measures teacher effectiveness within four areas of expertise
o 1. Standards-Based Planning
o 2. Standards-Based Instruction
o 3. Conditions for Learning
o 4. Professional Responsibilities

Sample of real-time data displayed in iObservation. The figure is not comprehensive for all four domains.

Who Will Be Evaluated?

All classroom teachers During the 2020-2021 school year, all certified staff that are categorized as
probationary and career teachers that did not receive either ‘Highly Effective’ or ‘Superior’ on their
2019-2020 SY evaluation will be evaluated using the Marzano Focused Teacher Evaluation
Model.
All certified non-classroom teachers such as, nurses, counselors, librarians, speech pathologists, school
psychologists and academic coaches, will be evaluated using the Marzano Focused Instructional

Support Personnel Evaluation Model.

How Will Teachers Be Evaluated?
Probationary and Career Teachers
State statute requires teachers to be categorized as either “Probationary” or “Career” teachers. A
probationary teacher is one who has completed fewer than three (3) consecutive complete school years
in the school district. A Career teacher is one who has completed at least three (3) consecutive complete
school years in the school district.
We will consider two (2) teacher categories when calculating evaluation scores in iObservation;
o all probationary teachers will be Category 1 (C1) teachers, and
o all career teachers will be Category 2 (C2) teachers.

DISTRICT STANDARDS FOR TEACHER EVALUATION
1. EVERY DOMAIN IS OBSERVED (not every element)
A. PROFESSIONAL RESPONSIBILITIES DOMAIN will be observed and scored for each teacher
B. STANDARDS-BASED PLANNING is observed and scored for each teacher
2. GROWTH PLANS are expected and are included in conference dialogue
2. STUDENT ACHIEVEMENT DATA is included when considering an evaluation score (when available)
3. NO FEWER THAN 60 DOCUMENTED MINUTES/semester for Probationary Teachers and 30
minutes/semester for Career Teachers
4. INFORMAL OBSERVATIONS
*Informal - unannounced, pre & post conference as needed

Second Semester
Prior to
April 1, 2021

First Semester
Prior to
Dec 31, 2020

Observation/Evaluation Table

Probationary Teacher

Career Teacher

One who has completed fewer than
three (3) consecutive complete
school years in the SPS school
district.

One who has completed at least
three (3) consecutive complete
school years in the SPS school
district.

30 Minutes Minimum
2 Observations Minimum

30 Minutes Minimum
1 Observation Minimum

_____________________________
Mid Term Summative Evaluation

30 Minutes Minimum
2 Observations Minimum

30 Minutes Minimum
1 Observation Minimum

_____________________________
Final Evaluation on or before
April 1, 2021

_____________________________
Final Evaluation on or before
April 1, 2021

0 – 4 Rating Scale

(Inherent component in iObservation)

LEVELS OF PERFORMANCE

Innovating
(Level 4)

Applying Developing Beginning Not Using
(Level 3)
(Level 2)
(Level 1) (Level 0)

Proficiency Scale for all teachers, Probationary [Category I (CI)] and Career, [Category II (CII)]

All
Teachers

Superior
(5)

Highly
Effective
(4)

At least
70% at
Level 4

At least
70% at
Level 3 or
higher

O% in
Level 0-1

O% in
Level 0-1

Effective
(3)
At least 40% at
Level 2 or higher

Needs
Improvement
(2)

Ineffective
(1)

60% or more at
60% or more at
Level 1 or Level 1 or lower and
0% at Level 3 or
lower and more
higher
than 0% at Level 3 or
higher

The Evaluation Score will then be converted to a Final Score that will reflect the 5-Tier Rating System as required by
legislation.

Overall Status and Final Score in Oklahoma’s 5-Tier Rating system.
Superior
Effective
Highly
Needs
Effective
Improvement
4.5-5.0
3.5 – 4.4
2.5 – 3.4
1.5 – 2.4

Ineffective
1.0 – 1.4

Note:

1. Observations and Evaluations are required to be acknowledged electronically in iObservation.
2. All calculations will be computed via iObservation. Administrators do not calculate
ratings.

TLE Scoring Explanation
The Marzano Focused Teacher Evaluation Model contains 23 scorable elements divided among
four domains: Standards-Based Planning, Standards-Based Instruction, Conditions for Learning,
and Professional Responsibilities. The four domains are weighted as follows:
DOMAIN 1
StandardsBased Planning
13%

DOMAIN 2
Standards-Based
Instruction
44%

DOMAIN 3
Conditions for
Learning
30%

DOMAIN 4
Professional
Responsibilities
13%

In each element, the highest score marked is the score used in the calculation. In Example 1
below, a teacher was marked in the first domain - Standards-Based Planning. The highest mark is
the mark that is used in the calculation of each element in that domain.
Example 1

In each domain, the score is calculated as a simple average of all the highest marks in that
domain. In the above example this calculation is (3 + 4 +2) / 3 = 3.0
A teacher’s score is calculated by converting each domain score to match the 5-point scale used in
Oklahoma, and then using the weights for each domain to calculate the weighted average that
appears within the iObservation system. The following example illustrates what is automatically
calculated by iObservation.

Example 2: Suppose a teacher earned the following scores in each domain
DOMAIN 1
StandardsBased Planning
13%
3.0

DOMAIN 2
Standards-Based
Instruction
44%
3.0

DOMAIN 3
Conditions for
Learning
30%
3.5

DOMAIN 4
Professional
Responsibilities
13%
3.33

Since Oklahoma is on a 1-5 scale, we have to convert the Marzano 0-4 scale to the Oklahoma 1-5
scale. The next table shows the scale conversion that is used to accomplish this.

After conversion to the Oklahoma 5-point scale, this teacher’s scores are as follows:
DOMAIN 1
StandardsBased Planning
13%
3.0

DOMAIN 2
Standards-Based
Instruction
44%
3.0

DOMAIN 3
Conditions for
Learning
30%
4

DOMAIN 4
Professional
Responsibilities
13%
4

How to calculate the weighted average: 3.0 ( .13) + 3.0 (.44) +4 (.30) + 4 (.13) = 3.43
iObservation will round to the nearest tenth and report a final score of 3.4 Effective on the 5-point
Oklahoma scale.

All certified staff will complete a Growth Plan in the iObservation tool. This plan must
include a minimum of two goals to meet the Professional Learning Focus expectation.

Professional Learning Focus

Date

Name_

Track your learning. Identify 2 focus areas for growth, and document the PD that you have participated in
to assist in these areas. Other PD can be identified on this worksheet as well. Submit this along with your
PD Log to your principal.

Standards-Based Planning
*

Planning Standards-Based Lessons/Units

*

Aligning Resources to Standard(s)

*

Planning to Close the Achievement Gap Using Data

Standards-Based Instruction
*

Identifying Critical Content from the Standards

*

Previewing New Content

*

Helping Students Process New Content

*

Using Questions to Help Students Elaborate on Content

*

Reviewing Content

*

Helping Students Practice Skills, Strategies, and Processes

*

Helping Students Examine Similarities and Differences

*

Helping Students Examine Their Reasoning

*

Helping Students Revise Knowledge

*

Helping Students Engage in Cognitively Complex Tasks

Conditions for Learning
*

Using Formative Assessment to Track Progress

*

Providing Feedback and Celebrating Progress

*

Organizing Students to Interact with Content

*

Establishing and Acknowledging Adherence to Rules and
Procedures

*

Using Engagement Strategies

*

Establishing and Maintaining Effective Relationships in a
Student-Centered Classroom

*

Communicating High Expectations for Each Student to Close the
Achievement Gap

Professional Responsibilities
*

Adhering to School and District Policies and Procedures

*

Maintaining Expertise in Content and Pedagogy

*

Promoting Teacher Leadership and Collaboration

Fall ‘18

PD

Spring ‘19

PD

Term

Description

Applying (generic)

Strategy is used and monitored to see if it has the desired
effect with the majority of students.

Beginning (generic)

Strategy is used but pieces or components are missing.

Category I Teacher

A probationary teacher who has completed fewer than
three (3) consecutive complete school years in the
district.

Category II Teacher

A career teacher who has completed at least three (3)
consecutive complete school years in the district.

Focused Teacher Evaluation Model

The Focused Teacher Evaluation Model is not a new
model; instead, it is a revised version of the researchvalidated Marzano Teacher Evaluation Model The
Focused Model directly supports standards-based
instruction and simplifies the evaluation process for
teachers and school leaders. The research-based
practices and effective strategies, and the common
language embedded in earlier versions of the model are
still embedded in the Focused Model.

Common Language

A transparent way to talk about instruction that is shared
by everyone. It is a well-articulated knowledge base that
describes the complexity of teaching and describes key
strategies revealed by the research to have a high
probability of impacting student learning. It should also
describe the instructional context for appropriate use of
instructional strategies to have the highest probability for
raising student learning. The common language
represents what a school or district defines as effective
instruction.
A common language enables teachers to engage in
decision making, professional conversations and
deliberate practice aimed at improving student
achievement.
For administrators, a common language provides the
means to offer focused formative and summative
feedback. It supports administrators in making decisions
regarding hiring and selection of teachers, the induction
of new teachers, professional development, coaching
and support for struggling teachers as well as
opportunities to develop career ladders for teachers. A
common language is a key improvement strategy that
provides the context for aligning all instructional
programs.

Consecutive Complete School Years

A teacher fulfills the requirement of a complete school
year if they begin employment with the district by the 1st
day of instruction. The school year becomes consecutive
when there is an uninterrupted succession of subsequent
years.

Contemporary Research

Recent research conducted within the last five to seven
years.

Deliberate Practice

A mindset that requires teachers to precisely attend to
what they are doing in the classroom on a daily basis to
identify what is working and what isn’t and to determine
why students are learning or not. In deliberate practice
teachers identify up to three thin slices of teaching to
focus their efforts to improve. Deliberate practice
requires establishing a baseline for performance in a
focus area (thin slice) and engaging in focused practice,
feedback and monitoring of progress within a time-bound
goal for improvement.

Design Questions

10 questions that teachers ask themselves when planning
a lesson or unit of instruction.

Developing (generic)

Domain

Focused Feedback

Focused Practice

Strategy is used correctly but the majority of students are
not monitored for the desired effect of the strategy.
A body of knowledge defined by research representing a
particular aspect of teaching.
Feedback that is focused on specific classroom strategies
and behaviors during a set time interval. The feedback is
informative, constructive, objective and actionable.
Feedback is generally provided by administrators,
coaches, and peers.
Practice that is focused on a limited number of strategies
where corrections, modifications, and adaptations are
made to improve student learning at an appropriate level
of difficulty so that the teacher can experience success.

High Probability Strategies

Innovating (generic)

Lesson Segment

Not Using (generic)

Observation

Research can never identify the instructional strategies
that work with every student in every class. The best
research can tell us is which strategies have a good
chance of working well. Teacher must determine which
strategies to use with the right students at the right time.
Research-based strategies have a higher probability of
raising student learning when they are used at the
appropriate level of implementation and within the
appropriate instructional context.

New strategies are created to meet needs of specific
students or class as a whole in order for the desired effect
to be evident in all students.
Parts of a lesson that have unique goals and purposes for
teachers and for students. Teachers engage in intentional
and specific actions during these times. The Marzano
Evaluation Framework consists of three major lesson
segments: Lesson Segment Addressing Routine Events,
Lesson Segment Addressing Content, and Lesson
Segment Enacted on the Spot.

Strategy is called for, but not used. A teacher may be
unaware of the strategy or is aware of the strategy but
has not tried it in their classroom.
Observation is one method for collecting evidence that
will be used as a source of data for the summative
evaluation and provides a rich source of feedback to
teachers regarding their instructional practice and
professional growth. While planning and reflection
conferences are not required, observers should provide
timely and actionable feedback to teachers regarding
these observations.

Performance Scales

Scales describe novice to expert performance (level of
skills) for each of the 60 strategies included in the four
domains of the Marzano Evaluation Framework. The
scales provide a means for teachers to gauge their use of
particular instructional strategies and for administrators
to provide feedback to teachers regarding their use of
specific classroom strategies. These are embedded within
the observation protocol using the labels: Not Using,
Beginning, Developing, Applying, and Innovating.

Plan for Improvement

A collaborative action plan created by the evaluator with
assistance from the teacher rated as ineffective.

Reflection (Post)Conference

The reflection or post-conference provides an
opportunity for the teacher and the administrator to
reflect about the lesson, clarify expectations and plan
forward using the reflection (post)conference form as a
guide for reflection and feedback.

Student Evidence

Specific observable behaviors that students engage in
response to the teacher’s use of particular instructional
strategies.

Targeted Element

An element that was consistently rated low in the
teacher’s observations and significantly contributed to
the Ineffective rating for a particular Domain.

Teacher Evidence

Specific observable behaviors that teachers engage in
when using a particular instructional strategy.

CLASS COVER/PLANNING PERIOD COMPENSATION
FOR A CERTIFIED TEACHER
As per the certified master contract,” Certified Elementary or Secondary employees who lose planning
time due to:
a. the lack of available substitutes for “specials teachers”;
b. being directed by the building administrator to use his/her planning time to supervise
instructional classes; and/or,
c. failure to receive planning time through no fault of the certified employee, with the
exception of special programs or assemblies, shall be compensated $25.00 per planning
period lost at the elementary, middle school or junior high school levels, or $30.00 per
eighty-five (85) minute high school block.
This compensation shall be made on a semester basis, provided the teacher has submitted to the building
administrator, within five (5) teacher contract days, this completed form.
CLASSROOM COVER IS ASSIGNED BY THE BUILDING PRINCIPAL ONLY
School: __________________________

Date of Planning Period Loss:

________________

CLASSROOM TEACHER REQUIRING COVER OR EVENT CAUSING LOSS OF PLAN:
____________________________________________________________________________________
TEACHER TO PAY FOR LOST PLAN TIME:
______________________________ ______________________________
PRINTED NAME
SIGNATURE

___________________
DATE

Coverage required due to:
□ the lack of available substitutes for “specials teachers”;
□ being directed by the building administrator to use his/her planning time to supervise instructional
classes
□ failure to receive planning time through no fault of the certified employee…

INCOMPLETE FORMS WILL BE RETURNED TO PRINCIPAL
PRINCIPAL SIGNATURE: ____________________________________ Date: _____________________
Principals, Send this completed form to Bree Taylor, CO Receptionist, immediately upon your signature
for timely processing.

----------------------------------------------------------------------------------------------------------------------TO BE COMPLETED BY THE HUMAN RESOURCES DEPARTMENT
PAYMENT AMOUNT (calculated by HR): _____________
SIGNED:

Date:
HR Director

August 13, 2020

_

ELEMENTARY COMBINED CLASS
COMPENSATION FORM
As per the certified master contract, “On those occasions in Elementary schools when all three of the following
conditions are met:
a. A substitute teacher is requested through AESOP (substitute tracking system) due to a Grade Level teacher
absence; and
b. The requested substitute teacher position is not filled; and
c. Another Grade Level teacher is required by the building administrator to teach some or all of the students
from the absent teacher’s class in addition to his/her own regularly scheduled students;
It is agreed that the teacher required by the building administrator to teach some or all of the students
from the absent teacher’s class shall be paid $5.00 per student added to the class per day.”
This compensation shall be made on a semester basis, provided the teacher has submitted to the building
administrator, within five (5) teacher contract days, this completed form.
SITE:

TEACHER ABSENT:

REASON FOR ABSENCE

□ Sick/Personal Leave

DATE OF ABSENCE:

□ Student Activity □ Admin Assign □ Bereavement □ Other

CLASSROOM TEACHER ASSIGNED ADDITIONAL STUDENTS:
TEACHER NAME

NUMBER OF ADDITIONAL
STUDENTS ASSIGNED

__________________________

_________________

AMOUNT
(CALCULATED BY HR)

_________________

INCOMPLETE FORMS WILL BE RETURNED TO PRINCIPAL
TEACHER SIGNATURE:

______________

PRINCIPAL SIGNATURE:

______

DATE: ____________________________
DATE: ____________________________

Principals, Send this completed form to Bree Taylor, CO Receptionist, immediately upon your signature for
timely processing.

--------------------------------------------------------------------------------------------------------------------------------TO BE COMPLETED BY THE HUMAN RESOURCES DEPARTMENT
WAS SUBSTITUTE REQUESTED THROUGH AESOP?
WAS SUBSTITUTE POSITION FILLED?

YES
YES

NO
NO

SIGNED: _____________________________________________
HR Director
August 13, 2020

DATE: _____________________________

SECONDARY COMBINED CLASS
COMPENSATION FORM
As per the certified master contract, “On those occasions in Secondary schools when all three of the following
conditions are met:
a.
A substitute teacher is requested through AESOP (substitute tracking system) due to a
teacher absence; and
b. The requested substitute teacher position is not filled; and
c.
Another teacher is required by the building administrator to teach some or all of the
students from the absent teacher’s class in addition to his/her own regularly scheduled
students;
It is agreed that the teacher required by the building administrator to teach some or all of the students from the
absent teacher’s class shall be paid $15 per class period for Middle School and Junior High and $20 per class
period for High School.”
This compensation shall be made on a semester basis, provided the teacher has submitted to the building
administrator, within five (5) teacher contract days, this completed form.
SITE:

TEACHER ABSENT:

REASON FOR ABSENCE

□ Sick/Personal Leave

DATE OF ABSENCE:

□ Student Activity □ Admin Assign □ Bereavement □ Other

CLASSROOM TEACHER ASSIGNED ADDITIONAL STUDENTS:
TEACHER NAME

NUMBER OF ADDITIONAL
STUDENTS ASSIGNED

CLASS PERIOD

AMOUNT

(CIRCLE ONE OR MORE)

(CALCULATED BY HR)

___________________

___________________

1 2 3 4 5 6

_________________

INCOMPLETE FORMS WILL BE RETURNED TO PRINCIPAL
TEACHER SIGNATURE:

______________

PRINCIPAL SIGNATURE:

______

DATE: ____________________________
DATE: ____________________________

Principals, Send this completed form to Bree Taylor, CO Receptionist, immediately upon your signature for
timely processing.

--------------------------------------------------------------------------------------------------------------------------------TO BE COMPLETED BY THE HUMAN RESOURCES DEPARTMENT
WAS SUBSTITUTE REQUESTED THROUGH AESOP?
WAS SUBSTITUTE POSITION FILLED?

YES
YES

NO
NO

SIGNED: _____________________________________________
HR Director
August 13, 2020

DATE: _____________________________

Stillwater Public Schools
2020-2021 Certified Teacher Salary Schedule

Step
0
1
2
3
4
5
6
7
8
9
10
11
12
13
14
15
16
17
18
19
20
21
22
23
24
25
26
27
28
29
30
31
32
33
34
35
36
37
38
39
40

Level I
Bachelor
Degree
$38,743
$39,166
$40,375
$40,799
$41,204
$42,246
$42,645
$43,052
$43,462
$43,876
$44,426
$44,853
$45,284
$45,719
$46,160
$46,624
$47,071
$47,525
$47,984
$48,445
$48,934
$49,406
$49,961
$50,443
$50,931
$52,354
$52,732
$53,166
$53,605
$54,051
$54,502
$54,969
$55,277
$55,584
$55,892
$56,199
$56,507
$56,814
$57,122
$57,429
$57,737

Level II
Bachelor
plus 16 hrs
$38,990
$39,440
$40,572
$41,360
$41,783
$42,713
$43,461
$43,903
$44,348
$44,800
$45,391
$45,857
$46,329
$46,805
$47,288
$47,795
$48,290
$48,790
$49,294
$49,806
$50,344
$50,867
$51,396
$51,933
$52,476
$53,953
$54,465
$54,960
$55,459
$55,965
$56,487
$57,018
$57,326
$57,633
$57,941
$58,248
$58,556
$58,863
$59,171
$59,478
$59,786

Level III
Master
Degree
$40,071
$40,519
$42,132
$42,849
$43,273
$44,307
$45,235
$45,755
$46,282
$46,815
$47,558
$48,111
$48,672
$49,240
$49,815
$50,418
$51,010
$51,610
$52,218
$52,835
$53,482
$54,115
$54,757
$55,409
$56,069
$57,706
$58,342
$58,963
$59,593
$60,233
$60,883
$61,538
$61,846
$62,153
$62,461
$62,768
$63,076
$63,383
$63,691
$63,998
$64,306

Level IV
Master
plus 16 hrs
$41,157
$41,606
$42,737
$43,527
$43,950
$45,088
$46,250
$46,799
$47,354
$47,919
$48,690
$49,274
$49,868
$50,468
$51,077
$51,715
$52,341
$52,977
$53,622
$54,277
$54,962
$55,636
$56,318
$57,013
$57,716
$59,398
$60,080
$60,745
$61,423
$62,111
$62,810
$63,721
$64,029
$64,336
$64,644
$64,951
$65,259
$65,566
$65,874
$66,181
$66,489

Level V
Doctorate
or Master + 50 hrs
$41,827
$42,276
$44,229
$45,016
$45,439
$46,577
$47,874
$48,452
$49,037
$49,633
$50,576
$51,191
$51,818
$52,453
$53,097
$53,772
$54,437
$55,109
$55,793
$56,487
$57,213
$57,928
$58,684
$59,391
$60,138
$61,908
$62,636
$63,349
$64,075
$64,812
$65,561
$66,318
$66,626
$66,933
$67,241
$67,548
$67,856
$68,163
$68,471
$68,778
$69,086

These amounts include teachers' OTRS contribution.
In addition, those eligible teachers on step 40 in 2019-2020 shall be awarded a $350 one time stipend.
Approved 8/18/20

