Certificated Bargaining Agreement
Between
The Mary M. Knight Education Association
And
The Mary M. Knight School District
2019-2022

1

Revision Date: July 2020
Table of Contents

PREAMBLE ....................................................................................................................... 9

ARTICLE I – Administration
Section 1:

Bargaining Recognition................................................................................ 9

Section 2:

Negotiations Procedures .............................................................................. 10

Section 3:

Status of the Agreement ................................................................................ 11

Section 4:

Conformity to Law ........................................................................................ 11

Section 5:

Distribution of Agreement............................................................................. 12

Section 6:

Agreement Administration/Interpretation ..................................................... 12

ARTICLE II – Business
Section 1:

Dues and Representation Fees....................................................................... 12

Section 2:

Management Rights....................................................................................... 13

Section 3:

Association Rights......................................................................................... 13

Section 4:

No Strike/Lock Out ....................................................................................... 14

ARTICLE III – Personnel
Section 1:

Due Process ................................................................................................... 14

Section 2:

Reduction in Force......................................................................................... 16

Section 3:

Employee Rights ........................................................................................... 21

Section 4:

Sexual Harassment ........................................................................................ 23
2

Section 5:

Personnel File ............................................................................................... 23

Section 6:

Employee Protection ..................................................................................... 24

Section 7:

Employee Safety and Security ...................................................................... 25

Section 8:

Vacancies and Transfers.................................................................................
26
-Voluntary Transfer ...................................................

26

-Involuntary Transfer ................................................ 26
-Release from Contract.............................................. 27
Section 9:

Training/Inservice/Clock Hours Endorsements ............................................ 28

Section 10:

Workday ........................................................................................................ 28

Section 11:

Emergency School Closure ........................................................................... 28

Section 12:

Work Year ..................................................................................................... 29

Section 13:

Student Discipline ......................................................................................... 29

ARTICLE IV – Salaries and Benefits
Section 1:

Salary, Salary Payments, Compliance........................................................... 30

Section 2:

Insurance, Pooling, Other Benefits............................................................... 30

Section 3:

Transportation Benefits ................................................................................ 31

Section 4:

Summer School Pay ...................................................................................... 31

Section 5:

Extra Curricular ............................................................................................ 32
-Extra Curricular Salary Schedule............................. 32

3

ARTICLE V – Leaves
Section 1:

Sick Leave ..................................................................................................... 33

Section 2:

Family Illness ............................................................................................... 34

Section 3:

Maternity Leave ............................................................................................ 34

Section 4:

Adoption Leave ............................................................................................ 35

Section 5:

Bereavement Leave ....................................................................................... 35

Section 6:

Jury Duty and Subpoena Leave .................................................................... 35

Section 7:

Military Leave .............................................................................................. 36

Section 8:

Personal Leave .............................................................................................. 36

Section 9:

Professional/Sabbatical Leave....................................................................... 36

Section 10:

Other Leaves.................................................................................................. 37

Section 11:

Leave of Faith or Conscience........................................................................ 37

Section 12:

Leave Sharing ............................................................................................... 37

Section 13:

Family Leave ................................................................................................ 37

Section 14:

Washington Paid Family Medical Leave Act.................................................38

Section 15:

Leave Calculation ..........................................................................................38

Section 16:

Certificated Substitute Teachers ....................................................................38

ARTICLE VI – General Working Conditions
Section 1:

Employee, Facilities, Equipment, Materials .................................................38

Section 2:

Academic Freedom........................................................................................39

Section 3:

Classroom Visitation .....................................................................................40

Section 4:

Interview Teams ............................................................................................40

ARTICLE VII – Instructional Issues
4

Section 1:

Employee Workload .................................................................................... 40

Section 2:

Use of Teacher Aides ................................................................................... 40

Section 3:

Mentor Teacher Program.............................................................................. 41

Section 4:

School Calendar ........................................................................................... 41

ARTICLE VIII - Employee Evaluation
Section 1:

Definitions.................................................................................................... 41

Section 2:

Introduction.................................................................................................. 43

Section 3:

Professional Development........................................................................... 43

Section 4:

Comprehensive Evaluation.......................................................................... 43

Section 5:

Focused Evaluation...................................................................................... 45

Section 6:

State Criteria, Framework, & Scoring......................................................... 47

Section 7:

Evaluation Results....................................................................................... 50

Section 8:

Additional Support for Provisional Employees........................................... 50

Section 9:

Support for Basic and Unsatisfactory Employees....................................... 51

Section 10:

Probation...................................................................................................... 51

Section 11:

Non-Renewal Discharge.............................................................................. 54

ARTICLE IX – Grievance Procedures
Section 1:

Definitions ................................................................................................... 55

Section 2:

Right to Representation ............................................................................... 55

Section 3:

Individual Rights ......................................................................................... 55

Section 4:

Procedure ..................................................................................................... 55

Section 5:

Exceptions to Time Limits............................................................................ 56

Section 6:

No Reprisal .................................................................................................. 57
5

Section 7:

Cooperation of Board and Administration .................................................. 57

Section 8:

Release Time ............................................................................................... 57

Section 9:

Personnel Files ............................................................................................ 57

Section 10:

Grievance Forms ......................................................................................... 57

ARTICLE X – Duration/Signature
Section 1:

Expiration .................................................................................................... 58

Section 2:

Re-opener Provisions .................................................................................. 58

ARTICLE XI – Integration Clause
Section 1:

Scope of the Agreement .............................................................................. 58

6

Appendices
APPENDIX A
Salary Schedule Details

APPENDIX B

APPENDIX C

APPENDIX D
Family and Medical Leave Act

APPENDIX E
School Calendars

APPENDIX F
Grievance Form

APPENDIX G
Due Process Conference Form

APPENDIX H
Comprehensive Evaluation Forms

APPENDIX I

7

APPENDIX J
Focused Evaluation Forms

MEMORANDUMS OF UNDERSTANDING

Health Insurance

TPEP Evaluation

TPEP COVID-19

8

PREAMBLE
In order to effectuate the provisions of RCW 41.59, the Public Employees’ Collective
Bargaining Act (hereinafter the Act); and is to set forth prescribed rights with respect to wages,
hours, terms and conditions of employment of the certificated employees of the District, this
Agreement is made and entered into for the period August 31, 2018 to August 31, 2019 by and
between the Mary M. Knight School District No. 311(hereinafter referred to as District) and the
Mary M. Knight Education Association (hereinafter referred to as Association), an affiliate of the
Washington Education Association and the National Education Association.

ARTICLE I – ADMINISTRATION
Section 1 – Recognition
The Mary M. Knight School District recognized the Mary M. Knight Education Association,
pursuant to Chapter 41.59 RCW, as the exclusive bargaining representative for all employees
employed or to be employed by the District who are under contract, on district-approved leave,
long-term substitutes, and/or leave replacement employees,
Excluded from the bargaining unit will be the Superintendent, central office administrators,
building principals, assistant building principals, or any supervisor who may in his/her normal
duties perform a preponderance of the following: have authority, in the interest of the District to
hire, assign, promote, transfer, layoff, recall, suspend, discipline, or discharge other employees,
or to adjust their grievance, or to recommend effectively such actions.
Unless the context in which they are used clearly requires otherwise, words used in this
Agreement denoting gender may include both masculine and feminine; and words denoting
numbers may include both singular and plural.
The District may not bargain with or recognize any “employee organization” other than the Mary
M. Knight Education Association as representing the employees of the District in the bargaining
unit defined in this section, unless said organization is legally formed according to statutes that
allow for such formation.
The term “Employee” and “Educational Employee” shall mean any certificated employee when
used hereinafter in the Agreement and will refer to all employees represented by the Association
in the bargaining unit as defined above. The term “Board” shall mean members of the Board,
administration and/or their designees.
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Section 2 – Negotiations Procedures
The board, administration and an Association Negotiating Committee shall conduct negotiations.
A chief negotiator may be selected from each group, and the persons selected may call and
arrange for a meeting as required.
Association representatives on the Negotiating Committee shall be members of the Instructional
Staff and limited to five (5).
Each team shall have tentative settlement authority (power to conclude a binding agreement).
Both negotiation teams are bound to recommend and work for acceptance of agreements reached
between the teams.
Either the Board or the Association may request a negotiation session by communicating with
the chief negotiator or the chairperson of the other party. A meeting for the purposes of
negotiation will take place within fifteen (15) days of receipt of the request unless there is a
mutual agreement to extend the time.
The parties mutually agree that it is undesirable to interrupt the school program or the
occupational responsibilities of the Board members for the purpose of negotiations. Therefore,
every effort will be made to schedule a meeting when all involved personnel are free from such
responsibilities. However, should the Board agree it is necessary to meet at a time when school
is in session Association representatives shall be released from normal assignments without
suffering loss of pay or benefits.
The location and time of a negotiation meeting will be determined by mutual Agreement of the
Board and the Association’s Negotiating Committee.
Negotiations, including discussions and debate, based upon facts and reasoned proposals, shall
be conducted in good faith and in a cooperative atmosphere.
Proposals and counter-proposals shall be in writing.
Tentative agreements reached in negotiations shall be reduced to contract language and signed
by the spokesperson of each team. The tentative agreement will be referred to the Board and the
Association for action.
Negotiations shall continue until there is agreement or there is failure to agree.
Each party may take the minutes of each meeting with comparisons being made prior to
termination of the session. Prior to the end of each session, agreement may be sought from these
notes and signed by the chairperson of each.
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Consultants may be called upon by either party for advice and to present information or factual
data. A twenty-four (24) hour advanced notification to the other party is mandatory.
The Board agrees to furnish the Association, upon reasonable requests, such available
information as may assist the Association in developing intelligent, feasible, and constructive
proposals on behalf of teachers, students and the school system. If copies are desired, the
Association agrees to pay .10 cents per page for each page copied.
The Association agrees to furnish the Board and the Superintendent, upon reasonable request,
available research information and data gathered by the Association or its affiliates, that may
assist the Board and the Superintendent in the negotiations process.
At any time either party may request a recess for the purpose of a caucus.
In the event any matter being jointly considered by the Board and the Association is not settled
by means provided above, either party may invoke impasse procedures, as provided in the
Education Employment Relations Act.
Section 3 – Status of the Agreement
This agreement shall supersede any rules, regulations, policies or resolutions of the District which
shall be contrary to or inconsistent with its terms. State Law, however, will always take
precedence.
If an employee’s individual contract contains any language inconsistent with this Agreement, the
Agreement will be controlling. Two (2) copies of a contract will be given to the employee each
year for signature. One (1) of these copies is then placed in the employee’s personnel file and
the second signed copy returned to the employee.

Section 4 – Conformity to Law
This Agreement shall be governed and construed according to the Constitution and Laws of the
State of Washington. If any provisions of this Agreement, or any application of this Agreement
to any employee or groups of employees covered hereby shall be found contrary to law, such
provision or application shall have effect only to the extent permitted by law, and all other
provisions or applications of the Agreement shall continue in full force and effect.
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Section 5 – Distribution of Agreement
Following ratification signing of this Agreement, the Association shall print two (2) copies of
this Agreement. One copy will be kept by the Association; the other by the District. The District
shall upload to the District website the ratified agreement. All employees shall be provided
access to the agreement on the District website. If any off-year contract negotiations result in
changes to the contract that are ratified by both parties, a revised copy of the contract that
includes the new language will be posted online. The District will provide the Association a
Microsoft Word version of the Agreement.
There will be two (2) signed copies of the final Agreement for the purpose of records. One will
be retained by the District, and one by the Association.

Section 6 – Agreement/Administration/Interpretation
Upon request in writing, by either party, the Association officials and District administrators will
meet to discuss school problems relating to interpretation or compliance with its Collective
Bargaining Agreement. When a request is made, the meeting will be held within two days.

ARTICLE II – BUSINESS
Section 1 – Dues, Deductions and Representation Fees
All employees may select to become members of the Association. Authorized payroll deductions
by the employee shall be made in equal installments from each paycheck beginning with the pay
period in September through the pay period in August of each year. There will be no cost to the
employee or Association for these deductions. Employees who commence employment after
September or terminate employment before June shall have their deductions prorated at the total
annual amount for each month the employee is employed. In any event, such dues deductions shall
continue until the employee(s) request in writing to the Washington Education Association the
discontinuation of dues deductions. Washington Education Association will notify the Employer
in writing of any revocation of Association dues in a timely manner. The Employer will notify the
Union prior to stopping payroll deduction of dues. Nothing in this article shall render the District
liable for payment of any dues or fees to the Association
The transmittal of all dues and fees will occur within five (5) working days after the deduction is
made and each transmittal will include the name of each employee for whom the deduction was
made, and the amount deducted from each employee’s pay.
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The Employer agrees to provide to the Association the name, home address, telephone number,
work email, work location, department, and job title of each bargaining unit member at least once
annually, and when requested by the Association. The District will submit the same information
whenever a new bargaining unit member is hired into the district throughout the year within five
(5) days of board approval hire.
The association will be given access and a minimum of 30 minutes exclusive time to any
bargaining unit orientation for new staff. The Association will be given at least a ten (10) day
notification of all employee and orientation meetings. If the District holds or co-sponsors a job
or benefit fair, the Association will be given notice not less than thirty (30) days in advance and
will have the right to operate its own table or booth to provide information to participants
throughout the duration of the event.
The Association agrees to indemnify, defend, and hold the District harmless against any liability
which may arise by reason of any action taken by the District to comply with this provision.

Section 2 – Management Rights
It is agreed that the customary and usual rights, Powers, and functions, and authority of
management are vested in management officials of the District. Included in these rights in
accordance with applicable laws and regulations is the right to direct the work force, the right to
hire, promote, retain, transfer, and assign employees in positions, the right to suspend, discharge,
demote or take other disciplinary actions against employees; and the right to release employees
from duties because of lack of work or for other legitimate reasons. The District shall retain the
right to maintain the efficiency of the District operations by determining the methods, the means,
and the personnel by which such operations are conducted.

Section 3-Association Rights
The Association will have, in addition to other rights expressly set forth or provided by statute,
the following rights:
The Association will be provided with bulletins boards, or sections thereof, for the purpose of
posting Association materials at each work site. The Association will also have the right to use
the school mails and school mail boxes to distribute Association material so long as such
communications are labeled as Association materials, contain the name of authorizing
Association official, and are not political in nature or defaming to any individual or group.
The Association will have the right to use school facilities for meetings and school equipment,
when such equipment is not otherwise in use during non-duty hours provided that such meetings
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shall not interfere with the normal school operations. The Association will pay for the cost of all
materials and supplies incident to such use and will be responsible for proper operation of all
such equipment.
Association agents will be permitted to transact official Association business on school property.
Such meetings will not interfere with normal school operations.
Association representatives, during working hours, without loss of time or pay, are allowed to
represent employees and investigate and present grievances to the District when mutually agreed
upon meetings are scheduled by the District and the Association during the work day.
Upon written request the District agrees to make available to the Association all available
information concerning the financial resources of the District and such other information as shall
assist the Association in developing programs on behalf of the employees, together with
information which may be necessary for the Association to process any grievance or complaint
or to develop bargaining proposals. This includes any student information sent to OSPI in
connection with TPEP/evaluation. If the Association desires copies, they may be charged .10
cents a page.

Section 4 – No Strike-No Lockout
The Association agrees that during the terms of this agreement, it will not cause or encourage its
members to engage in any strike or work stoppage. The District agrees it will not lockout its
employees.

ARTICLE III – PERSONNEL
Section 1 – Due Process
No employee shall be disciplined, warned, reprimanded, suspended, reduced in rank or
compensation, discharged, non-renewed, terminated or adversely affected in any way without
just and sufficient cause. In the event a principal or supervisor feels that a particular behavior is
unacceptable on the part of an employee, special monitoring shall be initiated. Discipline of staff
members shall normally be progressive in routine cases of unsatisfactory behavior or
performance to consist of the following steps:
a. an initial informal conference with only the principal or supervisor (The principal and the
employee must sign the Step 1 Conference form –Appendix G);
b. if unsatisfactory behavior persists, special monitoring will be initiated by the principal or
supervisor, a second conference will be held with the employee and a written note
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entered in the employee's building level personnel file as to the problem and directed
remedy;
c. if the subject behavior continues, a conference shall be held and a formal written
reprimand shall be placed in the employee's district level personnel file specifying the
problem, directed remedy, and possible consequences;
d. should the employee's behavior continue to be unsatisfactory, the principal or supervisor
shall recommend suspension with pay, suspension without pay or discharge whichever is
considered by the District as appropriate. Prior to the implementation the reasons for
suspension with pay, suspension without pay or discharge shall be in writing and
delivered to the affected employee as prescribed in this Agreement.
Nothing in this section shall limit the District in taking immediate and severe disciplinary action
in cases of sudden and/or extraordinary behavioral or performance problems. An employee shall
have a right to have present a representative of his/her own choosing in any formal hearing as
provided in the grievance procedure.
It is agreed that disciplinary matters pursuant to this article shall be subject to the grievance
procedure contained in this agreement except matters relating to evaluation, probation, nonrenewal or discharge which shall be subject to appropriate statutes, regulations and provisions of
this Agreement.
Nothing in this section shall limit the rights given to the district under 28A.405.220
The Mary M. Knight Education Association will not interfere with the District’s right to meet with
employees as it deems appropriate and will adhere to the role defined by law for employee
representative in any such meetings where the employee has a right to union representation.
Specifically, it is agreed that in any meeting described in 1.2.
Any complaint of a disciplinary nature made against a unit member, and the name of the
complainant will be brought to the attention of the member within ten working days, except in
cases where the complaint involves a serious violation of law and premature notification could
jeopardize the necessary investigation. If an employee is not advised of the complaint in
accordance with these standards, it shall not be used in future disciplinary actions or evaluations.
a. The employee has the right to have the meeting scheduled at a time that will allow for
time to consult with the union representative before the meeting.
b. The union representative can inquire at the beginning of the meeting as to the purpose of
the meeting and the nature of the District’s concerns.
c. During the meeting, the union representative can object to questions that are ambiguous,
misleading, invade a statutory privilege or are harassing or intimidating. Otherwise, after
the employer has posed a question to the employee and before the employee has
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responded, the employer may prevent the representative and employee from consulting
with each other, except to invoke a statutory privilege against responding.
d. Although the District can require that the employee answer questions, at the conclusion
of the interview a union representative can clarify the employee’s answers to the
question, bring to light favorable facts, suggest others who may have favorable
knowledge or explain extenuating circumstances.
The District recognizes the right of the members of the Mary M. Knight Education Association
to engage in activities protected by Chapter 41.59 RCW without interference, restraint, coercion,
or discrimination.
The District will not conduct an investigation of bargaining unit members regarding their
participation in activities protected by Chapter 41.50 RCW.
The District agrees to follow a policy of progressive discipline and any disciplinary action taken
against an employee shall be appropriate to the behavior which precipitates said action.
Any complaint made against an employee by a parent, student or other person will be promptly
called to the attention of the employee. Any complaint, which is not reduced in writing and
signed by the complainant and not called to the attention of the employee, may not be used as the
basis for any disciplinary action against the employee. No such complaint may be used against
an employee for any purpose whatsoever unless the employee has signed a written record
indicating he/she received notice of the written complaint.
It is agreed that the administration and employees should afford each other mutual respect.

Section 2 – Reduction In Force
Probable cause for employees' reduction will be determined by the Board of Directors after
receiving the recommendations of the Superintendent. The Superintendent shall develop a list of
certificated employees to be recommended to the Board of Directors for retention to fill the
positions needed to operate the educational program or services as determined in Section B
below. Said list will be developed according to Sections C and D below.
Prior to making the recommendation to the Board, the Superintendent shall review with the
Association his/her recommendations regarding the educational program or services to be
offered and the employees who will be employed to provide the educational program and
services.
Retaining senior staff members is a paramount priority. However, in accordance with WAC
181-82-105, WAC 392-172-200, and WAC 392-172-202, the District must retain only staff
members that meet Highly Qualified requirements to fill each of the remaining positions.
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Educational Program or Service Recommendations - Step One
In the event there exists probable cause for employee reduction because of economic conditions,
the Employer will determine the number of positions that will be available to operate the
instructional program. The factors used by the Superintendent in making recommendations to
the Board on the educational program or services to be provided by the District shall be:
a. The needs of students as developed by subject enrollments of students consistent with
requirements for graduation, District goals, and minimum requirements in accordance
with WAC 180-16-200, and as determined by State and Federal requirements.
b. The funds available for the implementation of the educational program or service. The
Superintendent shall provide the Association with financial data substantiating his/her
recommendation.
c. The instructional program offerings and services based on the material developed under
paragraphs 1 and 2 above.
d. The positions needed to operate the educational program or service developed under
paragraphs 1, 2, and 3 of this section.
List of Certificated Staff in Rank Order - Step Two
Annually, on or before December 1, the Superintendent shall develop a list of certificated
employees, including those on approved leaves of absence, in descending rank order. Prior to the
state determined RIF date of May 15, an updated RIF list shall be prepared which will include all
certificated employees hired on continuing contracts after December 1. Rank shall be
determined by certificated work experience and educational preparation accrued through
September 1, according to the following criteria:
Experience will include:
a. Verified certificated employment by a public school in Washington State.
i.
Verified certificated work experience will be determined by the number of FTE
years of certificated work experience prior to the current year. The traditional 9month academic year shall be considered as 1.00 school year. Full-time and parttime employment shall be added together and listed to the nearest hundredth. No
more than 1.00 school year of experience may be counted for any 12-month
period.
b. Verified military, Peace Corps, or Vista service, which interrupted professional education
employment after 9/1/01 or authorized leaves of absence granted by the Mary M. Knight
School District for teaching in public schools.
i.
Military, Peace Corps, or Vista service experience will be determined by giving
one (1) school year experience for each calendar year of service to a maximum
two years experience credited to an employee.
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c. Educational preparation shall include all transferable college credits (quarter hours)
earned (on or before September 15 of the current year) after the employee has received
his/her BA or BS degree. Educational preparation shall be used only in determining rank
if more than one (1) employee has the same work experience.
d. The Superintendent shall provide a copy of this list to each certificated employee. In
addition, the Association shall be provided with a copy of the list.
e. Any staff member may, in writing, and within fifteen (15) days of receipt of the list, file
with the Superintendent his/her objections to the ranking order. The employee may
request consideration for the modification of the ranking order. Said individual must
include in his/her request a full statement as to the facts on which the employee contends
the list should be modified. If the reasons are correct, the list will be corrected and copies
of the new list will be sent to each employee and the Association. If the Superintendent
rejects the individual's request for modification of the list, he/she shall do so in writing,
and provide the individual and the Association with copies thereof. No appeal to the
Superintendent shall prevent the Board from taking action prior to May 15 to notify
employees.
Retention of Certificated Staff – Step Three
"Employees" are defined, in Sections D and E, as those certificated employees on Provisional or
Continuing contract status. This language does not apply to those employees on Replacement
contracts or those who are on Retire/Rehire contracts,
In the event of a Reduction in Force, employees shall be assigned to positions beginning with the
most senior staff and continuing in order down the list developed in Section C. No part-time
employee will be offered a position in excess of current contractual status until the Employment
Pool is depleted.
The following procedures, requisites and criteria shall be applied in the order in which they are
listed.
a. An employee will be assigned to the position they currently hold if the position still
exists.
b. If an employee cannot be retained in their current position, the employee will be
considered for retention in the category or specialty, (i.e. subject, grade level, or in some
cases a combination of both such as elementary music, P.E.) held at the time of the
implementation of this provision provided he/she meets State and Federal requirements.
c. When a certificated employee cannot be placed in his/her current category or specialty,
the employee will be placed in another position for which he/she qualifies. “For which
he/she qualifies” shall mean those persons who satisfy the requirements for a position
identified under Section B, Item 4 above, and whose certification, educational
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preparation, and experience conform to the requisites, criteria as set forth under D.3.a and
D.3.b. below, and as determined by State and Federal requirements.
Procedure for Staff Selection
1. Certification Requisite – A teacher shall possess an appropriate valid Washington State
Certificate with the required endorsement(s), or be able to meet all other State and
Federal requirements for the particular position(s) being filled.
2. Preparation Requisites -- Staff with Einstein or special certificates continue to be a part of
the selection pool, provided that said certificates are renewable for the school year under
consideration.
3. Tie Breaker - When more than one person qualifies for a particular position under the
certification and preparation requisites listed above, ties shall be broken using the
application of the selection criteria specified below.
a. Length of Work Experience and Educational Preparation -- When more than one
person qualifies for a particular position under the certification and preparation
requisites listed above, the employee who has the highest ranking on the list as
described in Section C (List of Certificated Staff in Rank Order) shall be offered
the position.
b. Experience in the Position -- When more than one person qualifies for a particular
position under the requisites and criteria listed above, the position shall be offered
to the person who has the greatest length of service as an elementary teacher for
an elementary position, as a special education teacher for a special education
position, or in the particular subject area for a secondary position, or the person
with the greatest length of service in the support staff position (provided,
however, that the person holding such a staff position during the current school
year or during one of the two (2) previous school years shall be given priority for
a support staff position before anyone who may otherwise qualify, but who has
not had experience during that period).
c. Individual Contract Signing Date -- When more than one person qualifies for a
particular position under the requisites and criteria listed above, the position shall
be offered to the person with the earliest contract signing date. Contract signing
date is defined as the date upon which the employee signed and dated his/her first
contract with the District.
d. Decision by Lot -- If a tie continues to exist, a final selection shall be made by lot.
Teachers involved shall be notified prior to the final selection.
Non-Renewal and/or Adversely Affected – Step Four
If, after the above procedures have been followed and the employee still cannot be placed in a
position for which he/she qualified, he/she will be non-renewed or adversely affected and placed
in the Employment Pool as set forth under paragraph 2 below:
19

a. Retained Staff Transfers -- If additional positions are established or if resignations
become effective after the reduction-in-force occurs, the Superintendent will reassign
retained certificated staff to positions held during the previous school year to the extent
that such positions are available.
b. District Employment Pool
i.
Employees receiving probable cause notices will be placed in a District
Employment Pool.
ii.
In the event there are not sufficient positions to offer contracts to all Employment
Pool personnel, the Employment Pool shall be re-established. The District shall
exhaust the Employment Pool of eligible employees before it can hire any
additional certificated employee covered by this Agreement.
iii. However, a certificated employee who refuses an offer by the District of a
continuing contract equal to their current FTE certificated position when recalled,
or a certificated employee who accepts a continuing certificated position in
education outside the District will be dropped from the Employment Pool and will
lose all rights under this Contractual Agreement.
c. Under provisions herein provided, employees will remain in the Employment Pool for up
to two years.
d. Certificated employees who remain in the Employment Pool will be placed on the
substitute teachers' list if they so desire and shall be called first for that school year they
are in the Employment Pool.
e. It shall be the responsibility of the certificated employee to keep the Superintendent
notified of the employee's current address and telephone number as an offered contract
must be signed and returned not later than ten (10) working days from receipt of the
same.
f. In accordance with Federal COBRA guidelines, employees may retain, through the
District, at their own expense, their insurance eligibility while on R.I.F. status (or “in the
District Employment Pool”).
Recall by Assignment to Vacant Positions
Assignments to those positions still vacant after application of paragraph 1 above, Retained Staff
Transfers, shall be made from the Employment Pool in accordance with the following:
a. If no retained staff member is assigned to a vacant posted position, then such positions
are to be filled from the Employment Pool.
b. Positions vacated through reassignment of retained staff shall be filled from the
Employment pool.
c. Recall of non-renewed employees from the Pool shall be in descending order as
determined from the list of staff as described in Section C, and who further qualify
according to employment category and selection criteria.
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d. Notification of employment shall be by certified mail. Failure to respond to an offer of a
position within ten (10) working days of receipt will be considered as a refusal of a
position.
e. If no qualified person is available from the Employment Pool, the District will follow the
usual District employment procedures.

Section 3 – Employee Rights
The District hereby agrees that employees will have the rights freely to organize, join and
support the Association for the purpose of engaging in collective bargaining or negotiations. As
a duly elected body exercising governmental power under color of law of the State of
Washington, the District undertakes and agrees that it may not directly or indirectly discourage
or deprive or coerce any employee in the enjoyment of any rights conferred by the laws of
Washington or the Constitutions of Washington and the United States; that it may not
discriminate against any employee with respect to hours, wages, or any terms or conditions of
employment by reason of his/her membership in the Association, his/her participation in any
activities of the Association or collective negotiations with the District, of his/her institution of
any grievance, complaint or proceeding under this Agreement or otherwise with respect to any
terms or conditions of employment.
Nothing contained within this Agreement may be construed to deny or restrict to any employee
or employer the rights he/she may have under applicable laws and regulations. These rights
granted to employees and management hereunder may be deemed to be in addition to those
provided elsewhere.
The private and personal life of any employee is not within the appropriate concern or attention
of the District unless it affects the employee’s performance and effectiveness on the job.
No employee shall be discriminated against because of race, creed, religion, color, national
origin, citizenship status in the case of a citizen intending citizenship, age, sex, marital status,
domicile, or the presence of any physical, mental or sensory handicap unless based on a bona
fide occupational qualification.
Further, no employee shall be coerced, intimidated, discriminated against, threatened or receive a
negative or downgraded evaluation if he/she refuses to take any action which the employee
knows to be in violation of any federal, state or local law, rule, regulation or policy.
Employees will have the exclusive right and responsibility to determine grades, and/or other
evaluations of students consistent with Board policy.

21

The parties agree it shall be a violation of the rights of employees for any person, including a
parent or guardian of a student of the District, to engage in or imminently threaten to engage in
any of the following:
a. To insult or abuse an employee anywhere on school premises while such employee is
carrying out his or her official duties; or
b. To willfully create a disturbance on school premises or at school activities or school
meetings; or to singly or in concert with others intimidate by threat of force or violence
any employee who is in the peaceful discharge or conduct of his or her duties.
If, in the course of carrying out his or her official duties, an employee reasonably believes a
person has acted or is imminently threatening to act towards him or her in a manner described
above, the employee may request assistance from an administrator/supervisor who shall
intervene and initiate steps to facilitate a resolution. Such steps may include the immediate
removal of the person from the building, grounds or other property of the District. As stipulated
in RCW.28A.635.020, it is unlawful for an individual not to comply with a directive of an
administrator.
The District agrees to support employees in the reasonable exercise of their official duties. To
this end, District administrators will take the necessary actions described herein to support
employees in the reasonable exercise of said duties.

Section 4 – Sexual Harassment
Sexual harassment of employees is prohibited in the workplace by any person and in any form at
any time.
The District is committed to a working and learning environment that is free of discriminatory
intimidation. Sexual harassment of students or staff members is a form of illegal sex-based
discrimination and will not be tolerated.
a. The District endorses the principle that persons should be left of unwelcome verbal or
physical advances or other verbal or physical conduct of a sexual nature where
submission to such conduct is made, either explicitly or implicitly, a term or condition of
employment or a basis for any employment decision, or if such conduct creates an
intimidating, hostile or offensive work environment.
b. The District shall treat all such complaints or allegations with respect and will, as far as
consistent with due process, protect the personal privacy of all concerned parties.
c. Retaliatory action against anyone filing a complaint of any type of discrimination,
including sexual harassment, is strictly prohibited.
Procedure for Filing a Complaint of Discrimination or Sexual Harassment
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1. Any employee who feels he or she has been discriminated against in employment with
the District or has been subject to sexual harassment of any kind, may file a complaint
with the District. The complaint must be made in writing and set forth all of the material
facts. The District will furnish a copy of this complaint upon the person upon whom the
complaint is made. All such complaints will be held in the strictest of confidence, as is
consistent with due process.
2. Upon receipt of a written complaint, the District will immediately conduct a complete
and thorough investigation. This investigation will be completed within ten (10) working
days, unless there is a mutual agreement between the District and Association to extend
the timeline, after receipt of the written complaint and employees who are accused or
who file the complaint will be advised of the findings and conclusion.

Section 5 – Personnel File
Employees or former employees shall, upon request, have the right to inspect all contents of their
complete personnel file kept within the District. Upon request, a copy at the Employee’s
expense, of any documents contained therein will be afforded the employee. Employees shall
review the file during regular administration office hours in the presence of a District
representative. Anyone at the employee’s request may be present in this review. Such a file shall
be the official and only personnel file.
Any derogatory material not shown to an employee within ten (10) working days after receipt or
composition shall not be allowed as evidence in any grievance or in any disciplinary action
against such employee. No evaluation, correspondence or other material making derogatory
reference to an employee’s character or manner may be kept or placed in the personnel file or
working file without the employee’s signed acknowledgement and opportunity to attach his/her
own comments. All employee information is confidential. All administrative documentation,
reflection, comments and notes on each employee are to be kept in separate files and are
considered matters of personnel.
A signature does not necessarily mean agreement with the comments of the documents; it merely
indicates receipt of the document.
Upon proper request according to the statute, an individual may request a review of an
individual’s personnel file. The person making the request will have access to only such
materials as authorized by the statute.

Section 6 – Employee Protection
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The District shall hold the employees harmless and defend them by purchasing public liability
insurance for acts of commission or omission. Employees shall be covered as long as they are
acting within the scope of their employment, whether such duties are explicit or implied, whether
such duties were performed during regular duty hours, or for extra-curricular duty outside of
regular duty hours. The District shall reimburse an employee for any personnel property
damaged or destroyed as a result of vandalism, assault, or stolen from the building during the
course of employment that is listed on the personal inventory that the employee has on file with
the district. The limit of liability will be $500.00 per employee. The insurance of the employee
shall be the primary carrier on such items. Every effort shall be made to provide adequate
building security.
Whenever an employee sustains a disabling injury in the course of employment as a result of
accident or assault and the employee has notified his/her supervisors and filed the appropriate
forms, the employee shall suffer no loss of pay or benefits in accordance with the policies and
procedures of the ESD #113
Worker’s Compensation Cooperative. District pay and benefits will be coordinated with pay and
benefits provided through state industrial insurance/workers’ compensation, to include prorated
salary, sick leave and insurance. Each employee is required to notify the District on a weekly
basis of his/her status relative to the claim and furnish a Doctor’s report if needed to be absent or
on restricted duty.
The District will provide a safe and healthful working environment for all employees so
employees will not be required to work under unsafe or hazardous conditions or to perform tasks
which endanger their health, safety or well-being. Certificated staff will be informed of any
health alert from the Washington State Department of Health.
Certificated staff shall be informed one day prior to being assigned student(s) who evidence
behaviors that could present a safety problem to the students or staff if this District has such
information. Specific information, if known, about the behavior pattern(s) of the student(s) and
suggested strategies for managing those behaviors will be provided.
Employees may use reasonable measures with a student, patron, or other person as is necessary
to protect him/herself, a fellow employee, an administrator or another student from attack,
physical abuse or injury, or to prevent damage to District property.
No certificated person shall be requested or required to dispense or administer medication unless
in accordance with the most recently updated Washington State law. Employees shall not be
required to insert catheters to any student.
The District shall hold employees harmless when reporting in good faith alleged child abuse to
District Administration and/or CPS officials.
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The District will announce opportunities for CPR and first aid training.
Unless acting as a designee by District Administration upon their absence, Certificated staff will
not search a student, a student’s possessions, or a student’s locker.
In the absence of administration, employees who volunteer to supervise the building for the day
will be given the phone numbers where the absent administrator can be reached. Coverage of the
employee’s class by a neighboring teacher or other staff member will be provided in the event an
emergency or discipline problem calls the employee out of his/her classroom.

Section 7 – Employee Safety and Security
Employees shall not be expected or required to provide emergency treatment in situations
involving weapons until/unless the scene has been secured by police or security personnel.
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Section 8 – Vacancies and Transfers
Voluntary Transfer -- Not later than May 16th of each school year, the Superintendent shall post a
list of the known vacancies, which will occur during the following school year.
Employees who desire a change in grade and /or subject assignment shall file a written statement
of such desire with the Superintendent not later than May 21st. Such statement will include the
grade and/or subject to which the employee desires to be assigned.
As soon as practicable, and not later than May 26th, the Superintendent will post in each school a
list showing all names of the employees and their requested reassignment or transfer.
In acting on requests for voluntary reassignment and/or transfer, the following criteria will be
applied:
a. Individual qualifications including certification.
b. Instructional requirements.
c. Where the foregoing factors are substantially equal, the preference in assignment or
transfer shall be given to the incumbent applicant with the greatest number of years of
service within the District.
If an employee’s request for a voluntary transfer has been denied, he/she will receive an
explanation from the Superintendent.
Involuntary Transfer
An involuntary transfer will be made only in case of an emergency, to prevent undue disruption
of the instructional program, or to best serve the interests of the needs of the District and its
students. At the superintendent’s discretion, teachers with only one year of experience in the
current assignment or the district may be exempt from transfer. The superintendent will proceed
through a process for any involuntary transfer considering the following criteria:
a. Teachers can make requests for any vacancies or changes in assignments prior to the end
of the school year.
b. The superintendent will try not to cause multiple moves. This process is not an attempt
to produce movement without cause but to improve education.
c. The superintendent will meet informally with staff to notify them of transfers.
Notice of an involuntary transfer will be given to the employee as soon as possible. If employees
are being considered for involuntary transfer, they will be consulted prior to a decision. At the
request of the employee, the superintendent will provide a written statement for the transfer.
When an involuntary transfer or reassignment is necessary, an employee’s area of competence,
major or minor field of study, certification, length of service within the District, length of service
in building, grade or subject from which transfer or reassignment transfer or reassignment is
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contemplated and other relevant factors, including legal requirements, will be considered in
determining which employee is to be transferred or reassigned.
A vacancy will be defined for purposes of this contract as a situation where a vacant position was
previously held by an employee or when a new position is created.
The Association recognizes that when vacancies occur during the school year it may be difficult
to fill them from within the District without undue disruption to the existing instructional
program. If the Superintendent in his/her reasonable judgment so determines, such a vacancy
may be filled from outside the district.
Employees from within the District can apply and be considered for all jobs prior to hiring
outside applicants with the exception of the provisions in Section 8.10.
Whenever vacancies occur during the normal summer months when regular school is not in
session, the following procedure, in addition to the procedures heretofore outlined, shall be
followed:
a. Employees with specific interests in possible vacancies shall notify the
Superintendent/designee of their interest, in writing, during the last regular week of
school and shall include a summer address and phone number.
b. Should a vacancy occur, the employees who have expressed an interest in said position or
a similar position shall be contacted by the Superintendent/designee and notified of the
vacancy.
c. The employee so notified will have the responsibility of contacting the
Superintendent/designee indicating their interest in said position within three (3) days of
receiving such notification.
The affected employee who is requested to transfer from one workstation to another shall be
assisted in moving by the District. This assistance shall include the movement of professional
equipment and instructional supplies.
Release from Contract
An employee under contract shall be released from the obligations of the contract upon request
under the following conditions:
a. A letter of resignation must be submitted to the Board President.
b. A release from the contract shall be granted provided the letter of resignation is submitted
prior to June 15.
c. A release from contract shall be granted after June 15 provided a replacement can be
found by the start of the school year.
d. A release from the contract will be granted in the case of illness or other personal matters,
which make it impossible for the employee to continue in the District.
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e. The cost of substitutes will be borne by the employee if no replacement can be found
prior to the start of school if notice is given after August 10th.

Section 9 – Training/In-Service/Clock Hours/Endorsements
The District shall accept clock hour and in-service credits that meet State Board of Education
Approval Standards for clock hour and in-service credits and follow the District policies and
guidelines and the statues. Approved credits and clock hours shall count for advancement on the
district salary schedule. Ten (10) clock hours or in-service shall be equal to one quarter
university credit and shall be recognized for local salary schedule placement.

Section 10 – Workday
Regular building hours for teachers shall be seven (7) hours thirty (30) minutes, which shall
include a thirty-minute duty free lunch. On regular schedule days, teachers will arrive no later
than 7:50 and leave no earlier than 3:20.
Included within the workday shall be a minimum of one daily preparation period for all
employees. Preparation periods are the length of one secondary class.

Section 11 – Emergency School Closure
In the event that it becomes necessary to close the school because of inclement weather, volcanic
disruption or other acts of God, the district administration shall make a conscientious effort to
notify the radio and television stations in the area by 6:15 A.M., and a conscientious effort to
notify employees via all-staff email, automated calling system, and Flash Alert will be made.
This provision does not preclude the District from closing the school in the event an emergency
develops following 6:15AM, if further evaluation of developing hazardous conditions warrants
closure. No employee shall be required to remain after the last student has left on the bus or
employees have been released by the Superintendent or his/her designee. Hazardous health and
safety conditions, which require the closing of the school for students, shall apply equally to all
employees.
When schools are closed because of inclement weather, ice, snow, or other emergencies, or
hazardous conditions, employees shall not be required to report to work and shall suffer no loss
of pay or benefits.
In the event that the administration decides to delay the opening of school, employees shall
report thirty (30) minutes before the students arrive, if possible.
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Section 12 – Work Year
For the duration of this contract the district shall issue individual employee contracts for only the
number of days the state allocates.
Each individual contract for the 2018-19 school year will be for the professional work associated
with teaching requirements, including those activities that normally happen outside the
classroom, including professional responsibilities such as collaboration meetings, IEP/504
meetings, staff meeting, open house/family nights, and meetings with families and/or students.
Employees will be paid a curriculum rate of pay up to $40 per hour for meetings/project work
outside the contract day. This work has to be approved by the District.

Section 13 – Student Discipline
In the maintenance of a sound-learning environment, the District shall expect acceptable
behavior on the part of all students who attend school in the District. Discipline shall be enforced
fairly and consistently regardless of race, creed, sex, or status. Such discipline shall be
consistent with applicable federal and state law.
The Board and Superintendent shall support and uphold employees in their efforts to maintain
discipline in the District and will give immediate response to all employees’ requests regarding
discipline problems.
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ARTICLE IV – SALARIES AND BENEFITS
Section 1 – Salary, Salary Payments, Compliance
2019-20 3% increase
2020-21 3% or IPD whichever is greater
2021-22 3% or IPD whichever is greater
1% Longevity pay at 17 years of service to the District. 2% Longevity pay at 20 years of
service to the District.
Salaries for employees subject to the Agreement during the term of the Agreement will be
contained in Appendix A of the contract.
Increment steps shall take effect on October 1 of each year during the term of this Agreement.
An employee will receive increment credit and advancement on the salary schedule as long as
recognized for payment by OSPI rules, State laws and District procedures. Transcripts of
College and/or clock hour courses must be submitted to the business office prior to the October
Board meeting in order for an employee to receive credit for placement on the salary schedule.
Checks shall be issued on the last weekday of every month.
Enrichment Contracts
The district will issue each teacher a supplemental contract for 6 professional learning days
defined in the calendar.
One (1) unscheduled day of compensation at each employee’s daily rate of pay will be provided
for completion of risk management training and review of selected policies. Proof of completion
must be provided by the employee no later than Oct. 30.
The parties will meet prior to the end of the 2019-20 school year to jointly plan the 6 District
days for 2020-21. This process will be repeated moving forward.

Section 2 – Insurance, Pooling and Other Benefits
The District is required to provide Medical Insurance coverage to employees through
Washington State Health Care Authority (HCA), SEBB starting January 1, 2020. District and
employees will comply with the SEBB requirements as set out in state law and HCA rules and
regulations, these include but are not limited to the following:
a. Eligible employees for medical coverage is defined by HCA
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b. Plans offerings, premium rates and employee contributions are all determined by HCA
c. District payments for employee contribution are determined by HCA
*All employees are required by the insurer to belong to the Dental and Vision plan.
Each certificated employee shall receive the amount allotted him/her by the State to cover the
cost of his/her family medical, dental including orthodontia and vision and minus the Health
Care Retiree contribution. The monies not fully utilized will be placed in a surplus pool
allocated equally among those employees who have further needs, in proportion to the allotment.
This process of pooling surplus funds and allocation them among those with remaining needs
would continue until all funds were depleted. After all employees have full coverage of his/her
family medical, dental including orthodontia and vision and if there is money left in the pool, the
remaining monies will be allocated to the employees on a proportionate basis. These remaining
monies can be used for increased life insurance, cancer insurance, salary insurance or hospital
insurance.
Deductions from employees’ salaries for insurance coverage can be made on a pre-tax basis
through a Section 125 plan. The plan must be established and administered in compliance with
both Federal and State laws.
VEBA III
The district will offer a sick leave cash-out program with the purpose of placing funds in an
account for future payment of post-retirement health expenses. The District shall notify
employees of the plan provisions, and process the required enrollment and cash-out election
forms and administer the program in compliance with both Federal and State laws.

Section 3 – Transportation Benefits
When acting with district pre-approval in accordance with assigned duties or when requested to
travel using his/her own private vehicle, an employee will be reimbursed for such travel at the
current state rate per mile.

Section 4 – Summer School Pay
Participation in the summer school program will be voluntary.
All positions in the program will be opened to employees in the bargaining unit before they are
opened to persons outside the unit. The positions will be posted and awarded to the most senior
qualified applications.
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The pay will be determined by the availability of funds for the program. Each teacher will be
paid the same rate per day for the same or similar position.

Section 5 – Extra-curricular
The Board of Directors will grant extra pay to those who are selected by the Superintendent or
his designee to perform extra-curricular duties.
All extra-curricular salary positions are of a non-continuous status and are filled on a year-toyear basis.
Since compensation is given for the following extra-curricular activities, individuals will have
the right to accept or reject the request to hold such positions within five (5) days after such
request is made.
Employees who agree to perform the following extra-curricular non-teaching duties will be
compensated by the individual supplemental contract provisions of the Agreement.
For those positions that have been filled by certificated persons, their compensation will be
determined through a negotiations process with a representative from the union and a separate
pay scale will be developed.
The extra-curricular salary schedule shall be in effect for the life of the current contract.
In the event that no member of the MMKEA is qualified for the Athletic Director position, or if
the Athletic Director position has been posted for five days with no interest or response from a
member of MMKEA, that position will be deemed able to be filled by the administration
annually.
Extra Curricular Position

Percentage

Athletic Director

11.0%

Annual (Yearbook)

4.5%

Maximum two (2)
Skills USA

4.5%

Student Leadership (ASB) 6%
Event Leadership

1%

Special Education

8%
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Note: For every 5 years experience in the advising position, the stipend will increase by 1% (i.e.,
the Athletic Director is now at 11%, after five (5) years experience it will be 12%, and after 10
years it will be at 13%. This will top at 10 years experience. These increases in extra-duty
stipends are increases based on years of experience within the same extra-curricular position.

ARTICLE V – LEAVES
Section 1 – Sick Leave
At the beginning of each work year, each full time employee will be credited with an advanced
sick leave allowance of twelve (12) days for employees with full pay.
a. If an employee separates from school district employment prior to the end of his/her
contract year and has used up all of his/her front-loaded sick leave, he/she will owe the
district the difference between the sick leave earned to the date of separation and that
used by the employee. The employee will reimburse the District for the difference (debt)
and will pay any legal expenses the District may incur in collecting this debt.
Each employee’s portion of unused sick leave allowance shall accumulate from year to year to a
maximum of one hundred eighty (180) days.
Accident due to injury in the course of the employee’s employment shall be compensated in
accordance with the policies and procedures of the ESD #113
Worker’s Compensation Trust program. These procedures include provisions for making an
Early Return to Work and for leave under order of a doctor.
At the end of each calendar year, the District will provide each employee with an accounting of
his or her accumulated sick leave.
Sick leave earned and unused in all school districts within the State of Washington will be
credited to the employee’s sick leave account upon employment.
If a teacher has used less than 35 hours of leave (personal and sick) in a given school year, he/she
will be entitled to a bonus of $400 as an incentive payment. Leave share will not affect the
attendance bonus. Annual VEBA and/or sick leave cash-out programs will be counted against the
attendance bonus hours if the teacher has under 180 days of leave on the books or at the time of
retirement.
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An employee who is unable to perform his/her duties because of personal illness, maternity or
other disability may, upon request, be granted leave of absences without pay at the exhaustion of
sick leave.
Annual Sick Leave Cash-Out Program – Employees are allowed to cash in unused sick leave
days above an accumulation of sixty (60) days at a ratio of one full day’s monetary compensation
for four (4) accumulated sick leave days. At the employee’s option, they can cash-out their
unused sick leave days in January of the school year following any year in which minimum of
sixty (60) days of sick leave is accrued and each January thereafter, at a rate equal to one day’s
monetary compensation of the employee for each four (4) full days of accrued sick leave. The
employee’s sick leave accumulation may be reduced four (4) days for each day compensated.
Sick Leave Cash-Out at Retirement or Death – At the time of separation from school district
employment due to retirement or death, an eligible employee or the employee’s estate may
receive remuneration at a equal to one (1) day’s current monetary compensation of the employee
for each four (4) full days accrued sick leave for illness or injury.

Section 2 – Family Illness Leave
Employees may, upon request, be allowed leave of absence with pay during a contract year when
such absence is occasioned by the illness of a relative as defined as a spouse, father (in law),
mother (in law), sister, brother, child, grand parents (in law). Such leave shall be deducted from
an employee’s sick leave.

Section 3 – Maternity Leave
Maternity Leave is available for the natural birth of a child and for male and female employees
adopting a newborn. Such leave is deducted from an employee’s sick leave.
An employee requesting maternity leave should give written notice to the District at least two (2)
months prior to her expected start of leave. The written request for maternity leave should
include a statement as to the expected date of return to employment, and within thirty (30) days
after childbirth, the employee shall inform the employer of the specific day when the employee
will return to work. The employee and her doctor will determine when the beginning and end of
the leave shall occur.
An employee returning from maternity leave shall be assigned to his/her previous position or a
similar position.
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Section 4 – Adoption Leave
Adoption leave shall be granted upon prior application to the District to a parent in order to
complete the adoption process, providing such leave does not exceed an aggregate of five (5)
days in any given year. Such leave may be used for court legal procedures, home study and
evaluation, and required home visitations by the adoption agent not possible to schedule outside
of the regular working hours. Such leave will be deducted from either an employee’s sick or
personal leave.

Section 5 – Bereavement Leave
Five days bereavement leave shall be granted for each death in the employee’s immediate family
or immediate household. Bereavement leave shall be granted with no deduction from the absent
employee’s sick leave. The immediate family shall be defined as parent, sibling (including inlaws), spouse child, significant person in the employee’s life, foster relationships, aunt, uncle,
grandparents and grandchildren of the employee or the employee’s spouse. The immediate
household shall be defined as all people living in the same family unit, not necessarily relatives.
Bereavement leave can be only used within the first sixty (60) days after the loss.
One day of bereavement leave shall be granted for the death of person of close personal ties with
no deduction from the employee’s sick leave. Extensions of up to four days shall be allowed and
deducted from the employee’s sick leave. Any additional requests for bereavement leave must
be submitted in writing to the superintendent.

Section 6 – Jury Duty and Subpoena Leave
Leaves of absence with pay will be granted for jury duty. Any compensation received for jury
duty performed on contracted days will be turned over to the district minus the travel amount.
The employee must notify the District when notification to serve on jury duty is received.
Leaves of absence shall be granted when an employee is subpoenaed to appear in a court of law
on a matter concerning a student at or an issue involving Mary M. Knight. If any witness fees
are paid, the amount shall be deducted from the employee’s regular pay. Otherwise leaves such
as this shall be deducted from an employee’s personal leave.
Any transportation, meal or lodging expense reimbursement shall be retained by the employee.

Section 7 – Military Leave
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Employees shall be granted military leave absence in accordance with law. While on leave, the
employee shall retain all benefits, salary and seniority as though employment had been
continuous in the District. Upon return from leave, the employee shall be placed in the position
last held or a similar position in the District.

Section 8 – Personal Leave
Every employee shall have two (2) personal leave days with pay per year to be used for personal,
business, household, or family matters which require absence during school hours. One day of
unused personal leave may be rolled into the following school year for a maximum accumulation
at three (3) personal leave days in any school year. An employee shall also have an additional
personal leave day for which he/she will reimburse the school for the cost of a substitute should
he/she opt for the 3rd day, unless it is a roll over day which is at no cost to the employee.
Notification must be made to the employee’s immediate superior for personal leave (except in
the case of emergencies) and the applicant for such may not be required to state the reason for
taking such leave other than that he/she is taking it under this section. Requests for personal
leave shall be made at least 24 hours in advance. Approval shall be contingent on the availability
of substitutes. The district will make every effort to secure substitutes. Such leave cannot be
used during the first two weeks or last two weeks of the student school year, or to extend winter
break, spring break, or a holiday except if granted by the Superintendent/-designee for
exceptional circumstances. The use of this leave counts against the 35-hour bonus provision.

Section 9 – Professional/Sabbatical Leave
Professional Leave without pay may be granted for one semester, or one year for those
employees who make application before the Board of Directors. Said application must be made
at least 1 semester before such leave is requested. The request shall specify the reasons for
which leave is requested and give specific plans and endeavors.
An employee on professional leave may receive one-half (1/2) salary and one-half of other
benefits he/she would have received if he/she had remained on active duty.
An employee returning from professional leave shall be given the same consideration for
returning to the position of his/her last assignment as if he/she had been on active duty. He/she
must notify the Superintendent of his/her intent two weeks before the start of the next semester
or May 1st if he/she is out for a year.

Section 10 – Other Leaves
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Leaves of absence up to one (1) year without pay may be granted to employees for the purpose
of study, travel, health, working in a professionally related field, child rearing, or Association
related business. The employee upon return from such leave will be placed in the position last
held or a similar position.

Section 11- Leave of Faith or Conscience
Each employee covered by this Agreement is entitled to unpaid leave each year as allowed by
law or a reason of faith or conscience or an organized activity conducted under the auspices of a
religious denomination, church, or religious organization unless such leave will pose an undue
hardship to the District. The parties agree to incorporate the definition of undue hardship as set
forth in the WAC that will be promulgated by OFM.

Section 12 – Leave Sharing
Employees have the right to donate sick leave in accordance with statute. Leave share will not
impact the attendance incentive.
When an employee is on leave transferred under this section, he/she shall be classified as an
employee and receive the same treatment in respect to salary, wages, and employee benefits as
the employee benefits as the employee would normally receive if using his/her own personal
and/or sick leave.

Section 13 – Family Leave
Mary M. Knight School District will conform to and follow the Federal Family Leave Act; form
found in Appendix D.

Section 14- Washington Paid Family Medical Leave Act
Commencing January 1, 2020, employees shall be eligible to receive Paid Family and Medical
Leave (PFML) under the Washington State Family and Medical Leave and Insurance Act. To be
eligible for this leave, employees must have worked a minimum of 820 hours within the past
calendar year. Employees may initiate the use of this leave prior to exhausting all accumulated
sick leave (Appendix D).
Commencing January 1, 2019, the District shall pay 37% of the payroll premium to fund this
leave; the remaining portion of the premium (63%) will be deducted from the employee’s pay
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warrant. The District shall use the state insurance as the carrier for PFML to ensure ongoing
compliance with the law. When such leave is used for pregnancy/maternity disability, the
District shall maintain health insurance benefits during periods of approved PFML leave.

Section 15 – Leave Calculation
Leave time will be calculated to the nearest 15 minutes.

Section 16 – Certificated Substitute Teachers
Substituting is defined as going into another teacher’s class to teach that class or taking another
teacher’s students in addition to his or her own, or for elementary not receiving preparation due to
specialists not available.
Only in the case of an emergency may a classroom teacher be required to substitute for another
teacher. Teachers who are required, or agree, to substitute for another teacher will be paid thirty
dollars ($30.00) for each period or its equivalent. The total amount paid per day shall not exceed
the daily rate for a long-term substitute. If an MMKEA member is requested to represent another
teacher at any hearing held during the school day and is approved by the building administrator,
his or her substitute will be paid under this provision.

ARTICLE VI – GENERAL WORKING CONDITIONS
Section 1 – Employee Facilities, Equipment, Materials
Employees will be issued keys consistent with security needs.
The employer agrees to provide each employee with classroom storage space in the employee’s
immediate work area. Such space may include: lockable closet space, a separate desk with
lockable drawer space, chair and lockable storage space for professional and/or instructional
materials.
The employer agrees to provide and maintain teaching materials and equipment for each
employee in order to perform professional assignments.
The employee agrees to be responsible for maintaining teaching materials, classroom furniture
and equipment by establishing and enforcing a system of care and monitoring.
The employer agrees to allocate for each employee fifty dollars ($50) per year for the purchase
of materials and/or equipment at a vendor of the employee’s choice.
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The District will ensure staff have the necessary supplies, materials and equipment available to
staff within the constraints of the annual school district budget. The superintendent will make a
conscientious effort to allot each staff member an annual budget of $200 per year with extra
consideration for multi-grade or multi-subject teachers for items specific to their grade level or
content area.
The employee shall be responsible to see that the classroom, equipment, materials, and
information is maintained in a safe, clean, healthy and functional manner in accordance with
district policies for reporting their needs and concerns.
It is the district’s intention to put together an annual or semi-annual KCDA order of the following
items to be made available for all staff which will not be charged to their individual budgets:
Butcher paper of various colors, construction paper of various colors and sizes, copy paper,
pencils, pens, glue, scissors, tape of various types, printer cartridges, staples, dry erase markers,
colored markers, dry erase cleaner, dry erase erasers, staplers, file folders, rulers, protractors,
disinfectant wipes and any general supplies that are used by all or most.

Section 2 – Academic Freedom
Academic freedom shall be guaranteed to teachers, and no special limitations may be placed
upon study, investigation, presenting and interpreting facts and ideas concerning human society,
the physical and biological world and other branches of learning subject to accepted standards of
professional responsibility. The right to academic freedom herein established shall include the
right to support or oppose political causes and issues outside of the normal classroom activities
and after the end of the workday. Such activities shall take place off the worksite.

Section 3 – Classroom Visitation
All adult visitors shall obtain the approval of the principal, and the classroom teacher will be
given 24 hour notice prior to the visitor’s entrance to the classroom if visit request has been
made that far in advance.

Section 4 – Interview Teams
In the process of hiring new employees and/or administrators, the District may invite present
employees to assist with the interviewing process, allowing input to the administrator responsible
for making the selection. Whenever possible these employees may include, but not be limited to,
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employees from the building or from the grade group or department for which the employee is
being hired.

ARTICLE VII – INSTRUCTIONAL ISSUES
Section 1 – Employee Workload
The Board recognizes a set limitation to pupil-staff ratio is desirable. The following instructional
load standards shall be established if funds are available.
a. When an elementary class load exceeds twenty-four (24) students per teacher, one halfday adult teacher aide shall be hired to work with the classroom teacher in the class.
b. When an elementary class load exceeds thirty (30) students per teacher, a full- time adult
teacher aide shall be hired to work with the classroom teacher in the class.
c. When a class load hits 35, the district will look at the option of splitting the class and
adding another certificated teacher.
In those circumstances when the decision does not provide an aide as indicated above, the
decision will appear in the minutes of the Board meeting, and a letter shall be placed in the
teacher’s personnel file indicating that he/she is teaching with a class size that exceeds the
contract maximums.

Section 2 – Use of Teacher Aides
The use of paid teacher aides shall be as additions to the professional certificated staff who are
directly responsible for each group of children. The usage of such aides will be to fortify the
regular programs of instruction by working under and at the direction of the professional
certificated staff.
Upon request by the Superintendent, the classroom teacher must be prepared to present a report
on the usage and activities of a teacher-aide in his/her classroom.

Section 3 – Mentor Teacher Program
In order to implement the mentor teacher program (beginning teachers’ assistance program) the
District and Association agree to the following provision. The mentor teacher program shall be
totally voluntary. The District may not require any employee to apply for participation. Should
a teacher decline, he/she must indicate so in writing. Release time for participation employees
shall be covered by substitutes.
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Section 4 – School Calendar
The District and Association will meet jointly to determine a mutually agreed upon school
calendar.
Conferences will be held in the fall and spring. Conference dates shall be noted on the school
calendar. Conferences will be held using the following schedule:
Conferences -- 12:30 p.m. – 4:00 p.m. and
5:00 p.m. – 7:30 p.m.
Teachers will be allowed to leave after buses have left the campus on the Friday of each
conference week (fall and spring).
The District will distribute the school calendar by April 1. The School Calendar will be
Appendix E.

ARTICLE XIII - EMPLOYEE EVALUATION
Section 1 - Definitions
Artifact shall mean any products generated, developed or used by a certificated teacher, or used
during the evaluation process. Artifacts do not have to be created specifically for the evaluation
system. Additionally, tools or forms, such as observation notes, used in the evaluation process
may be considered as artifacts.
Criteria shall mean the eight (8) state defined categories to be scored.
Criterion shall mean one (1) of the eight (8) state defined categories to be scored.
Classroom Teacher shall mean a certificated employee who provides academically focused
instruction to students as defined in WAC 181-79A-140. All classroom teachers shall be
evaluated annually using either a Comprehensive or Focused evaluation.
Evaluator shall mean a certificated administrator who has been trained in observation and
evaluation consistent with RCW 28A.405.120 (Training for Evaluators). The evaluator shall
assist the teacher by providing support and resources.
Evidence shall mean examples or observable practices of the teacher’s ability and skill in
relation to the instructional framework criteria.

41

Informal Observation shall mean a documented observation that is not required to be prescheduled. Informal observations provide a pattern of performance that completes the picture of
evaluation. Additional informal observations may be necessary to collect additional evidence.
Instructional Framework shall mean the adopted evidence-based instructional framework
known as Danielson.
Observation means the gathering of evidence through classroom or worksite visits for the
purpose of examining evidence over time against the instructional framework pursuant to this
section. The term “observation” can include conversations and examination of other evidence
that may not have been observed inside the classroom. Each teacher and evaluator will mutually
determine whether she or he will be observed in a non-classroom setting with final approval by
the teacher’s evaluator if the two cannot come to a mutual agreement.
Provisional Teacher means a teacher in his/her first three (3) years of teaching in Washington
State or a teacher who has previously completed at least two (2) years of certificated
employment in another school district in the state of Washington and who is in his/her first year
of teaching in the Mary M. Knight School District.
Student Growth shall mean the change in student achievement between two points in time
within the current school year, as recommended by the teacher and approved by the supervisor.
Student Growth Data shall mean assessments used to demonstrate growth that predominantly
originate at the classroom level and are recommended by the teacher and approved by the
supervisor. Assessments used to demonstrate growth must be appropriate, relevant, and may
include both formative and summative measures.

Section 2 - Introduction
Employees shall be evaluated each school year in accordance with the procedures and criteria set
Introduction forth herein. For the purpose of evaluation, employees shall be observed in the
performance of their primary work responsibilities and assignments. The evaluation process shall
recognize strengths, identify areas needing improvement, and provide support for professional
growth.

Section 3 - Professional Development
Prior to being evaluated, the District shall provide professional development relevant to the
framework, state criteria, and evaluation process. Each teacher shall receive adequate
professional development to comprehend the framework, criteria, and understand the evaluation
process. Such professional development shall be provided as described below:
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Teachers shall only be evaluated by an evaluator who has been trained in observation,
evaluation, and the use of the specific instructional framework and rubrics contained in this
agreement and any relevant state or federal requirements.

Section 4 - Comprehensive Evaluation
The Comprehensive evaluation is a growth-oriented, teacher/evaluator collaborative process that
requires teachers to be evaluated on the eight (8) state criteria. A teacher eligible for focused
evaluation must complete a Comprehensive evaluation once every six (6) years. During
subsequent years, teachers will be evaluated on a Focused evaluation, unless a comprehensive
evaluation is selected by the teacher or evaluator.
Notification:
The teacher will be notified by the 30th day of school whether the teacher will be evaluated
using the Comprehensive or Focused evaluation process and who will be assigned as the
evaluator. Each teacher shall be given a copy of the evaluation form and criteria to be used in the
evaluation process.
If an evaluator decides to move a teacher from Focused to Comprehensive evaluation, written
notice must be provided to the teacher no later than December 15th.
The notification will contain the specific areas of deficiencies and the steps the teacher may take
to successfully remedy these concerns during the evaluation cycle. A teacher moved from
Focused to Comprehensive may request a conference with the evaluator to discuss this move, the
reasons for the change, and the steps the teacher can take to address the deficiencies on which the
determination was based.
If a teacher scheduled for a focused evaluation chooses to be evaluated under the comprehensive
process, the evaluator must be provided written notice no later than December 15th.
Student Growth Goal Setting:
The teacher who is on a Comprehensive evaluation will select a student growth goal for 3.1, 6.1,
and 8.1. These goals shall be developed with input from the evaluator and may be interrelated.
This will be completed by November 1st.
Student data that measures growth between two points in time shall be used to calculate a
teacher’s student growth score. The measurements used shall be recommended by the teacher in
consultation with their immediate supervisor.
Pre-Observation Communication:
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Prior to any scheduled observation, the teacher will be given the opportunity to review the
objectives and goals of his or her lesson with his or her evaluator.
Observations:
The total annual observation time must be at least sixty (60) minutes. Teachers in their first year
in the District shall be observed at least once during the first ninety (90) calendar days of his/her
employment period. This observation must be scheduled and must be a minimum of thirty (30)
minutes in length. Teachers in their third year of provisional status in the District shall be
observed at least three (3) times for a total observation period of at least ninety (90) minutes.
Informal Observations:
The purpose of an informal observation is to gather additional evidence and create a multidimensional picture of the classroom teacher’s performance. They are not designed to be
punitive, but to open up dialogue between the evaluator and the teacher regarding teacher
practice and feedback to meet their yearly instructional goals. The classroom teacher may also
invite the evaluator into the classroom to observe criterion components needed for the
evaluation. Observations do not have to be in the classroom; staff or collegial meetings
may be used for informal observations.
Post-Observation Communication:
Following each observation or series of observations, the evaluator will document and share the
results of the observation in writing. A meeting will be scheduled within 3 days to review the
observation report and held within 5 days of the observation. Upon mutual agreement, the
meeting may be rescheduled due to extenuating circumstances.
If there is an area of concern, the evaluator will identify specific concerns for the applicable
criteria and provide possible solutions in writing to remedy the concern.
Each classroom teacher will have the opportunity to submit evidence to support his/her
performance at any time during the observation process.
If a non-provisional teacher is at risk of being rated Basic or below, the evaluator will notify both
the teacher and the Association. The evaluator must schedule a time to meet with the teacher and
the Association after the observation(s) to review concerns and plan supports.
Final Summative Communication:
The evaluator will submit to the teacher a copy of the final summative evaluation no later than
May 1st. The evaluator and the teacher will meet to discuss the Final Summative Evaluation
before May 15th.
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The teacher will sign one (1) original Final Summative Evaluation form for his/her personnel file
and be given a copy at the above meeting.

Section 5 - Focused Evaluation
The Focused evaluation is a growth-oriented, teacher/evaluator collaborative process that
requires teachers to be evaluated as described below. A teacher eligible for a focused evaluation
must complete a Comprehensive evaluation once every six (6) years. In subsequent years,
teachers will be evaluated on a Focused evaluation, unless a comprehensive evaluation is
selected by the teacher or evaluator.
Notification:
The teacher will be notified by the 30th day of school whether the teacher will be evaluated
using the Comprehensive or Focused evaluation process and who will be assigned as the
evaluator. Each teacher shall be given a copy of the evaluation form and criteria to be used in the
evaluation process.
If an evaluator decides to move a teacher from Focused to Comprehensive evaluation, written
notice must be provided to the teacher no later than December 15th.
The notification will contain the specific areas of deficiencies and the steps the teacher may take
to successfully remedy these concerns during the evaluation cycle. A teacher moved from
Focused to Comprehensive may request a conference with the evaluator to discuss this move, the
reasons for the change, and the steps the teacher can take to address the deficiencies on which the
determination was based.
If a teacher scheduled for a Focused evaluation chooses to be evaluated under the
Comprehensive process, the evaluator must be provided written notice no later than December
15th.
Student Growth Goal Setting:
When the teacher selects Criterion 3, 6, or 8, they must complete the embedded student growth
components within their chosen criterion only. When the teacher selects Criterion 1, 2, 4, 5, or 7,
they must select the student growth components in either 3 or 6 (3.1, 6.1). Student Growth Goals
and resources used shall be recommended by the teacher in consultation with their immediate
supervisor. This will be completed by November 1st.
Student data that measures growth between two points in time shall be used to calculate a
teacher’s student growth score. The measurements used shall be recommended by the teacher in
consultation with their immediate supervisor.
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Pre-Observation Communication:
Prior to any scheduled observation, the teacher will be given the opportunity to review the
objectives and goals of his/her lesson with his/her evaluator.
Observations:
The total annual observation time must be at least sixty (60) minutes
Informal Observations:
The purpose of an informal observation is to gather additional evidence and create a multidimensional picture of the classroom teacher’s performance. They are not designed to be
punitive, but to open up dialogue between the evaluator and the teacher regarding teacher
practice and feedback to meet their yearly instructional goals. The classroom teacher may also
invite the evaluator into the classroom to observe criterion components needed for the
evaluation. Observations do not have to be in the classroom; staff or collegial meetings
may be used for informal observations.
Post-Observation Communication:
Following each observation or series of observations, the evaluator will document and share the
results of the observation in writing. A meeting will be scheduled within 3 days to review the
observation report and held within 5 days of the observation. Upon mutual agreement, the
meeting may be rescheduled due to extenuating circumstances.
If there is an area of concern, the evaluator will identify specific concerns for the applicable
criteria and provide possible solutions in writing to remedy the concern.
Each classroom teacher will have the opportunity to submit evidence to support his/her
performance at any time during the observation process.
Final Summative Communication:
The evaluator will submit to the teacher a copy of the final summative evaluation no later than
May 1st. The evaluator and the teacher will meet to discuss the Final Summative Evaluation
before May 15th.
The teacher will sign one (1) original Final Summative Evaluation form for his/her personnel file
and be given a copy at the above meeting.

SECTION 6 - STATE CRITERIA, FRAMEWORK, AND SCORING
Rating:
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A summative score is assigned using the summative score from the most recent comprehensive
evaluation. This score becomes the focused summative evaluation score for any of the
subsequent years following the comprehensive summative evaluation in which the certificated
classroom teacher is placed on a focused evaluation. Should a teacher provide evidence of
Distinguished practice on the chosen focused criterion, a level 4 Distinguished score may be
awarded by the evaluator.
State Evaluation Criteria:
Criterion 1 – Centering instruction on high expectations for student achievement.
Criterion 2 – Demonstrating effective teaching practices.
Criterion 3 – Recognizing individual student learning needs and developing strategies to
address those needs.
Criterion 4 – Providing clear and intentional focus on subject matter content and
curriculum.
Criterion 5 – Fostering and managing a safe, positive learning environment.
Criterion 6 – Using multiple data elements to modify instruction and improve student
learning.
Criterion 7 – Communicating and collaborating with parents and the school community.
Criterion 8 – Exhibiting collaborative and collegial practices focused on improving
instructional practices and student learning.
Summative Performance Rating for Comprehensive Evaluation:
A classroom teacher shall receive a summative performance rating for each of the eight (8) state
evaluation criteria. The overall summative score is determined by totaling the eight (8) criterionlevel scores as follows:
Rating

Score

Unsatisfactory (1)

8-14

Basic (2)

15-21
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Proficient (3)

22-28

Distinguished (4)

29-32

Student Growth Impact Rating:
Embedded in the instructional framework are five (5) components designated as student growth
components. These components are embedded in criteria as 3.1, 3.2, 6.1, 6.2, and 8.1. Evaluators
add up the raw score on these components and the employee is given a score of low, average, or
high based on the scores below.
Upon completion of the overall summative scoring process, the evaluator will combine only the
student growth rubric scores to assess the classroom teacher’s student growth impact rating. The
following scoring band will be used to determine the student growth impact rating.
Impact of Low Student Growth Score:
A student growth score of “1” in any of the student growth rubrics (3.1, 3.2, 6.1, 6.2., 8.1) will
result in an overall low student growth impact rating. A classroom teacher with a preliminary
rating of distinguished and with a low student growth rating will not receive an overall rating of
higher than Proficient.
Classroom teachers with a low student growth rating will engage, with their evaluator, in a
student growth inquiry.
Student Growth Inquiry:
If a teacher receives a low student growth score they must engage in at least one of following
activities:
1. Triangulate student growth measures with other evidence and additional levels of student
growth based on classroom, school, district and state-based tools; and/or
2. Examine extenuating circumstances possibly including: goal setting process/expectations,
student attendance, and curriculum/assessment alignment; and/or
3. Attend monthly conferences with the evaluator to discuss/revise goals, progress toward
meeting goals, and best practices; and/or
4. Create and implement a professional development plan to address student growth areas.
An analysis of the evidence will be used to determine proficiency ratings. An evaluator must
identify multiple pieces of evidence to support any criterion score of Basic or Unsatisfactory.
48

In such cases that a teacher with more than five (5) years of experience receives a summative
evaluation score below Proficient, the teacher must be formally observed before October 15th in
each of the next two following years. If the 1st Formal Observation in either of the two following
years results in ongoing and specific performance concerns, a support plan will be completed
prior to completion of the comprehensive evaluation.

Section 7 – Evaluation Results
Evaluation results shall be used:
1. To acknowledge, recognize, and encourage excellence in professional performance.
2. To document the level of performance by a teacher of his/her assigned duties.
3. To identify specific areas in which the teacher may need improvement according to the
criteria included on the evaluation instrument.
4. To document performance by a teacher judged unsatisfactory based on the District
evaluation criteria.
5. As one of multiple factors in human resources and personnel decisions only as defined
elsewhere in this agreement.
Evaluation results shall not be:
1. Shared or published with any teacher identifying information; or
2. Shared or published without notification to the individual and association; or
3. Used to determine any type of base or additional compensation.
Evaluators shall not consider school or district-wide score distributions when evaluating
individual scores. For example, nothing prohibits an evaluator from evaluating all teachers as
distinguished within a school.

Section 8 - Additional Support for Provisional Employees
Before non-renewing a provisional teacher, the evaluator shall have made good faith efforts to
assist the teacher in making satisfactory progress toward remediating deficiencies. Evaluators
will make periodic reports to the teacher of the evaluator’s judgment on the teacher’s progress
and will provide a description of the assistance and services the District will provide to the
teacher to improve his/her performance.
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Written notice will be provided to the Association and teacher within a week after the end of the
first observation cycle, or thirty (30) calendar days after the teacher began work, whichever is
later.

Section 9 - Support for Basic and Unsatisfactory Employees
The Association will be notified when any teacher is judged below proficient on a final
summative evaluation within ten (10) school days.
When a teacher is judged below 3–proficient, additional support shall be granted to the
employee to support their professional development:
a. an internal or external mentor will be provided; and/or
b. two (2) release days to observe colleagues who model best practice and instructional
successful strategies; and/or
c. professional development opportunities provided by mutually agreed upon external
providers.

Section 10 – Probation
At any time after October 15, a continuing contract classroom teacher whose work is judged not
satisfactory per RCW.28A.405.100 based on the scoring criteria shall be placed on probation and
notified in writing of the specific areas of deficiencies and provided a written reasonable plan of
improvement. Teachers may only be placed on probation from the comprehensive evaluation
system described above.
Teachers on continuing contracts who have been assigned to teach outside of their endorsements
shall not be subject to nonrenewal or probation based on evaluations of their teaching
effectiveness in the out-of-endorsement assignments.
The establishment of a probationary period does not adversely affect the contract status of an
employee within the meaning of RCW 28A.405.300. The purpose of the probationary period is
to give the employee opportunity to demonstrate improvements in his or her areas of deficiency.
Evaluator’s Duties
In the event that an evaluator determines that the performance of a teacher under his/her
supervision merits probation, the evaluator shall report the same in writing to the superintendent.
The report shall include the following:
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a. The evaluation report prepared pursuant to the provisions of Section 6 - STATE
CRITERIA, FRAMEWORK, AND SCORING above; and
b. A recommended specific and reasonable program designed to assist the teacher in
improving his or her performance.
Superintendent’s Duties
If the superintendent concurs with the administrator’s judgment that the performance
of the employee is unsatisfactory, the Superintendent shall place the teacher in a probationary
status for a period of not less than sixty (60) school days, any time after October 15. The
probationary period may be extended into the following school year if the teacher has more than
five (5) years of teaching experience and the final summative rating as of May 15th is 1–
unsatisfactory.
The Association and the teacher shall be given notice of action of the superintendent which shall
contain the following information:
a. Specific areas of performance deficiencies identified from the instructional framework;
b. A suggested specific and reasonable program for improvement; and
c. A statement indicating the expected duration of the probationary period and that the
purpose of the probationary period is to give the teacher the opportunity to demonstrate
improvement in his/her area or areas of deficiency.
Upon delivery of a probationary letter, the evaluator shall schedule a conference, which shall
occur within five (5) school days, with the teacher placed on probation to discuss performance
deficiencies and the remedial measures to be taken. Once the areas of deficiency and criteria for
improvement have been determined, they may not be changed.
Plan of Improvement
A plan of improvement will be developed and will include the specific evaluative criteria which
must be met and the measures and benchmarks which will be used to determine the teacher’s
success or failure. The plan will include:
a. a system for periodic feedback during the term of probation; and
b. supports provided and funded by the district; and
c. the dates those supports will be put in place.
Evaluation During the Probationary Period
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During the probationary period, the evaluator shall meet with the probationary teacher at least
twice a month to supervise and make a written evaluation of the progress, if any, made by the
teacher. The provisions of Section 4 - COMPREHENSIVE EVALUATION above shall apply to
the documentation of observation reports during the probationary period.
The evaluator may authorize one (1) additional certificated person who may not be a member of
this bargaining unit, to evaluate the probation employee and to assist that employee in improving
the identified areas of deficiency. If the evaluator does not authorize an additional evaluator and
the employee requests a second evaluator, such request shall be implemented by including a
second evaluator assigned by the educational service district. Such additional person shall be
immune from any civil liability that might otherwise be incurred or imposed with regard to the
good faith performance of such evaluation. The Association may also provide an additional
evaluator, at Association expense, for the purpose of support, feedback, or coaching. The timing
of the hiring of the evaluator is the responsibility of the Association. The Association’s outside
evaluator’s findings may not be disclosed to the district without permission of the Association.
The probationary teacher may be removed from probation at any time if he/she has demonstrated
improvement to the satisfaction of the evaluator in those areas specifically detailed in his/her
notice of probation. If the probationary period does not produce performance changes detailed in
the initial notice of deficiencies and improvement program, the district may place the employee
in an alternative assignment or on paid administrative leave for the remainder of the school year.
Evaluator’s Post-Probation Report
Unless the probationary teacher has previously been removed from probation, the evaluator shall
submit a written report to the Superintendent at the end of the probationary period which report
shall identify whether the performance of the probationary teacher has improved and which shall
set forth one (1) of the following recommendations for further action:
a. That the teacher has demonstrated sufficient improvement in the stated areas of
deficiency to justify the removal of the probationary status; or
b. That the teacher has demonstrated sufficient improvement in the stated areas of
deficiency to justify the removal of the probationary status if accompanied by a letter
identifying areas where further improvement is required; or
c. That the teacher has not demonstrated sufficient improvement in the stated areas of
deficiency and action should be taken to non-renew the employment contract of the
teacher.
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Removal from Probation
The teacher must be removed from probation if a teacher with five (5) or fewer years of
experience scores at 2-basic or above and a teacher of more than five (5) years scores at 3proficient or above.
Probable Cause
Lack of necessary improvement during the established probationary period, as specifically
documented in writing with notification to the probationer, constitutes grounds for a finding of
probable cause under RCW 28.A.405.300 or 28A.405.210.
Action by the Superintendent
Following a review of the post-probationary report, the superintendent shall determine which of
the alternative courses of action is proper and shall take appropriate action to implement such
determination.
a. A teacher who fails to successfully complete the probation process, as outlined above,
may have their probationary period extended, or
b. may be recommended for non- renewal (discharge).
Records Retention
Records of probation and supporting documentation for an unsatisfactory evaluation will be
maintained in the teacher’s file for three (3) years and will, if no further unsatisfactory analysis is
made in the interim, be removed and destroyed.

Section 11 – Non-Renewal (Discharge)
Pursuant to RCW 28A.405.100, when a continuing contract teacher with five (5) or more years
of experience receives a comprehensive summative evaluation rating of 1–unsatisfactory for two
(2) consecutive years, the District shall, within ten (10) days of the completion of the Final
Evaluation Conference or May 15th, whichever occurs first, implement the teacher notification of
non- renewal (discharge).
The teacher who is, at any time, issued a written notice of probable cause for non-renewal or
discharge by the Superintendent pursuant to this Article shall have ten (10) days following
receipt of said notice to file any notice of appeal as provided by RCW.28A.405.300 or by this
Agreement.
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ARTICLE IX – GRIEVANCE PROCEDURES
Section 1 – Definitions
Grievant shall mean an employee or group of employees or the Association filing a grievance.
Grievance shall mean a claim that a dispute/disagreement exists in the meanings, interpretations,
or application of the terms or his/her contract.
Days shall mean the days the district offices are open. Failure of either party to comply with the
time limits set forth will serve to declare the grievance as settled based upon the last request made
or last answer provided. The time limits as specified shall be strictly observed but may be extended
by mutual concurrence of the parties.

Section 2 – Rights to Representation
The Board shall recognize grievance representatives upon their identification by the Association.
As least one (1) Association representative may be present for any meetings, hearings, or appeals
or other proceedings relating to a grievance, which has been formally presented.

Section 3 – Individual Rights
Nothing contained herein shall be construed as limiting the right of any employee having a
complaint to discuss the matter via administrative channels and to have the problem adjusted
without the intervention of the Association.

Section 4 – Procedure
STEP 1:The parties of interest acknowledge that it is usually most desirable for an
employee and his/her supervisor to resolve problems through free and informal
communication. Within fifteen (15) days following knowledge of the act or condition
which is the basis of the complaint, the grievant shall present the grievance( Appendix F)
to the supervisor who will arrange for a meeting to take place within five (5) days after
receipt of the grievance. An Association representative, if so desired, may also be
present at the meeting. The supervisor shall provide the aggrieved party with a written
answer to the grievance within five (5) days after the meeting. Such answer shall include
the reasons upon which the decision is based.
STEP 2: If the grievant is not satisfied with the disposition of his/her grievance at Step 1, or if
no decision has been rendered within five (5) days after the presentation of the grievance,
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then the grievance will be brought before the Association. The Association must approve
by majority vote to continue the grievance within five (5) days of either the receipt of the
written response from the supervisor or the failure of the supervisor to respond to Step 1.
The grievant will request a hearing with the Superintendent or his/her official designee.
The Superintendent shall arrange for a hearing with the grievant and/or the Association,
to take place within five (5) days of his/her receipt of the written appeal. The parties of
interest shall have the right to include the representation such witnesses and counselors as
they deem necessary to develop facts pertinent to the grievance. Upon conclusion of the
hearing, the Superintendent will have five (5) days to provide his/her written decision,
together with the reasons for the decision to the Association.
STEP 3: If the Association is not satisfied with the disposition of the grievance at Step 2 by the
Superintendent, the Association can request a hearing before the Board of Directors
within ten (10) days of receipt of the Superintendent’s written decision. The grievance
will be scheduled for the next Board meeting following receipt of the request. The Board
will issue a written decision within ten (10) day of the meeting/hearing.
STEP 4: If the Association is not satisfied with the disposition of the grievance at Step 3, by the
Board, the Association can submit the grievance to arbitration before an impartial
arbitrator. The arbitrator shall be selected by the American Arbitration Association in
accordance with its rules which shall likewise govern the arbitration proceeding. Neither
the employer nor the Association shall be permitted to assert in such arbitration
proceeding any grounds or to rely on any evidence not previously disclosed to the other
party. The arbitrator shall have complete authority to make any decision and provide any
remedy appropriate except as otherwise expressly prohibited by law or this Agreement.
The costs for the services of the Arbitrator including per diem expenses, if any, and his/her travel
and subsistence expenses and the cost of any hearing room, will initially be borne equally by the
Board and the Association, except that where the arbitrator finds in favor of either the District or
the Association’s position, the arbitrator shall have the option to order the losing party to pay all
of the expenses.

Section 5 – Exceptions to Time Limits
When a grievance is submitted on or before June 1, the time limits will consist of all week-days
the central office is open so that the matter may be resolved before the close of the school term or
as soon as possible thereafter.

Section 6 – No Reprisals
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No reprisals of any kind may be taken by the Board, school administration, employee or
Association against any employee, the Board or administration because of his/her participation
or non-participation in this grievance procedure.

Section 7 – Cooperation of Board and Administration
The Board and Administration and Association will cooperate with each party in its investigation
of any grievance; and further, will furnish either such information as is required for the
processing of any grievance.

Section 8 – Release Time
Should the investigation or processing of any grievance require that an employee or an
Association representative be released from his/her regular assignment, he/she shall be released
without loss of pay or benefits.

Section 9 – Personnel Files
All documents, communications, and records dealing with the processing of a grievance will be
filled separately from the personnel files of the participant(s).

Section 10 – Grievance Forms
Forms for filling grievances, serving notices, taking appeals, reports and recommendations, and
other necessary documents will be prepared jointly by the Superintendent and the Association so
as to facilitate operation of the grievance procedure.
The form for filing grievances is attached to the Agreement as Appendix G.

ARTICLE X - DURATION/SIGNATURE
Section 1 – Expiration
This Agreement will be in effect from August 31, 2019 through August 31, 2022. The parties
agree to reopen this Agreement to commence bargaining on a new agreement within a reasonable
time prior to or after the expiration date as stated above.

56

The District will abide by all Washington state laws and regulations and Board policies regarding
employee compensation.
Both parties agree to establish at least two contract maintenance meetings during each contract
year.
If during the life of this contract the Washington State Legislature, in special or regular sessions,
should pass any new legislation that impacts the wages, hours, or working conditions in this
agreement, the parties will commence bargaining to address those impacts
The District agrees to use the total amount of any new funds allocated by the state for salary
improvement for the sole purpose of increasing the salary schedule.

Section 2 – Reopener Provisions
The parties agree to reopen the agreement prior to the 2020-21 school year to address and
proposals brought forward by the TPEP committee.
The parties agree to reopen prior to each subsequent year in the contract for any topic by mutual
agreement.
The parties agree to meet at the first bargaining session within a reasonable time prior to the
expiration date for a mutual, simultaneous exchange of proposals.

ARTICLE XI – INTEGRATION CLAUSE
Section 1 - Scope of Agreement
The agreement expressed herein constitutes the entire agreement between the parties and no oral
statement shall add to or supersede any of its provisions.
It is agreed that this agreement constitutes the entire agreement between the parties hereto and
that no inducement or part practice not specifically contained herein, shall be binding,
acknowledged or given any legal effect.

FOR THE ASSOCIATION

__________________________________

FOR THE DISTRICT

________________________________
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(Signature of the Representative of the Association)

Dated this

day of

(Signature of the Representative of the School District)

, 2018.
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Section 1:

Definitions....................................................................................................4
APPENDIX A
2019-2020 SALARY SCHEDULE DETAILS

180
7.5
Years
0
5 PD
2 ST PD

5
37.50
BA

2
15.00
BA+15

BA+30

2019-20 MMK Salary Schedule
BA+135
BA+45
BA+90
MA

3.0% inc
MA+45

MA+90/PHD

45,063

46,639

48,272

49,961

51,710

53,520

55,393

57,332

1,252

1,296

1,341

1,388

1,436

1,487

1,539

1,593

501

518

536

555

575

595

615

637

1
5 PD
2 ST PD

46,189

47,805

49,479

51,211

53,003

54,858

56,778

58,766

1,283

1,328

1,374

1,423

1,472

1,524

1,577

1,632

513

531

550

569

589

610

631

653

2
5 PD
2 ST PD

47,344

49,001

50,716

52,491

54,328

56,230

58,198

60,234

1,315

1,361

1,409

1,458

1,509

1,562

1,617

1,673

526

544

564

583

604

625

647

669

3
5 PD
2 ST PD

48,527

50,226

51,984

53,803

55,686

57,636

59,652

61,740

1,348

1,395

1,444

1,495

1,547

1,601

1,657

1,715

539

558

578

598

619

640

663

686

4
5 PD
2 ST PD

49,741

51,481

53,283

55,148

57,078

59,077

61,144

63,284

1,382

1,430

1,480

1,532

1,586

1,641

1,698

1,758

553

572

592

613

634

656

679

703

50,984
1,416

52,769
1,466

54,616
1,517

56,527
1,570

58,505
1,625

60,553
1,682

62,672
1,741

64,866
1,802

566

586

607

628

650

673

696

721

6
5 PD
2 ST PD

52,259

54,087

55,981

57,941

59,968

62,067

64,239

66,488

1,452

1,502

1,555

1,609

1,666

1,724

1,784

1,847

581

601

622

666

666

690

714

739

7
5 PD
2 ST PD

53,565

55,440

57,380

59,389

61,467

63,619

65,845

68,150

1,488

1,540

1,594

1,650

1,707

1,767

1,829

1,893

595

616

638

660

683

707

732

757

8
5 PD
2 ST PD

54,904

56,826

58,815

60,873

63,004

65,209

67,492

69,854

1,525
610

1,579
631

1,634
654

1,691
676

1,750
700

1,811
725

1,875
750

1,940
776

58,247

60,285

62,395

64,579

66,840

69,179

71,599

1,618

1,675

1,733

1,794

1,857

1,922

1,989

647

670

693

718

743

769

796

61,793

63,955

66,194

68,510

70,908

73,390

1,716

1,777

1,839

1,903

1,970

2,039

687

711

735

761

788

815

11
5 PD
2 ST PD

65,554

67,848

70,223

72,681

75,225

1,821

1,885

1,951

2,019

2,090

728

754

780

808

836

12
5 PD
2 ST PD

67,193

69,545

71,978

74,498

77,105

1,866

1,932

1,999

2,069

2,142

747

773

800

828

857

13
5 PD
2 ST PD

71,283

73,778

76,360

79,033

1,980

2,049

2,121

2,195

792

820

848

878

14
5 PD

73,065

75,623

78,270

81,008

2,030

2,101

2,174

2,250

5
5 PD
2 ST PD

9
5 PD
2 ST PD
10
5 PD
2 ST PD

59

2 ST PD

812

840

870

900

15
5 PD
2 ST PD

74,892

77,513

80,226

83,033

2,080

2,153

2,228

2,306

832

861

891

923

16 +
5 PD
2 ST PD

76,764

79,451

82,232

85,110

2,132

2,207

2,284

2,364

853

883

914

946

17
20

MMK Longevity

1%

MMK Longevity

2%
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2020-2021 SALARY SCHEDULE DETAILS
180
7.5
Years
0
5 PD
2 ST PD

5
37.50
BA

2
15.00
BA+15

BA+30

2019-20 MMK Salary Schedule
BA+135
BA+45
BA+90
MA

3.0% inc
MA+45

MA+90/PHD

45,063

46,639

48,272

49,961

51,710

53,520

55,393

57,332

1,252

1,296

1,341

1,388

1,436

1,487

1,539

1,593

501

518

536

555

575

595

615

637

1
5 PD
2 ST PD

46,189

47,805

49,479

51,211

53,003

54,858

56,778

58,766

1,283

1,328

1,374

1,423

1,472

1,524

1,577

1,632

513

531

550

569

589

610

631

653

2
5 PD
2 ST PD

47,344

49,001

50,716

52,491

54,328

56,230

58,198

60,234

1,315

1,361

1,409

1,458

1,509

1,562

1,617

1,673

526

544

564

583

604

625

647

669

3
5 PD
2 ST PD

48,527

50,226

51,984

53,803

55,686

57,636

59,652

61,740

1,348

1,395

1,444

1,495

1,547

1,601

1,657

1,715

539

558

578

598

619

640

663

686

4
5 PD
2 ST PD

49,741

51,481

53,283

55,148

57,078

59,077

61,144

63,284

1,382

1,430

1,480

1,532

1,586

1,641

1,698

1,758

553

572

592

613

634

656

679

703

50,984
1,416

52,769
1,466

54,616
1,517

56,527
1,570

58,505
1,625

60,553
1,682

62,672
1,741

64,866
1,802

566

586

607

628

650

673

696

721

6
5 PD
2 ST PD

52,259

54,087

55,981

57,941

59,968

62,067

64,239

66,488

1,452

1,502

1,555

1,609

1,666

1,724

1,784

1,847

581

601

622

666

666

690

714

739

7
5 PD
2 ST PD

53,565

55,440

57,380

59,389

61,467

63,619

65,845

68,150

1,488

1,540

1,594

1,650

1,707

1,767

1,829

1,893

595

616

638

660

683

707

732

757

8
5 PD
2 ST PD

54,904

56,826

58,815

60,873

63,004

65,209

67,492

69,854

1,525
610

1,579
631

1,634
654

1,691
676

1,750
700

1,811
725

1,875
750

1,940
776

58,247

60,285

62,395

64,579

66,840

69,179

71,599

1,618

1,675

1,733

1,794

1,857

1,922

1,989

647

670

693

718

743

769

796

61,793

63,955

66,194

68,510

70,908

73,390

1,716

1,777

1,839

1,903

1,970

2,039

687

711

735

761

788

815

11
5 PD
2 ST PD

65,554

67,848

70,223

72,681

75,225

1,821

1,885

1,951

2,019

2,090

728

754

780

808

836

12
5 PD
2 ST PD

67,193

69,545

71,978

74,498

77,105

1,866

1,932

1,999

2,069

2,142

747

773

800

828

857

13
5 PD
2 ST PD

71,283

73,778

76,360

79,033

1,980

2,049

2,121

2,195

792

820

848

878

14
5 PD
2 ST PD

73,065

75,623

78,270

81,008

2,030

2,101

2,174

2,250

812

840

870

900

15
5 PD
2 ST PD

74,892

77,513

80,226

83,033

2,080

2,153

2,228

2,306

832

861

891

923

5
5 PD
2 ST PD

9
5 PD
2 ST PD
10
5 PD
2 ST PD
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16 +
5 PD
2 ST PD
17
20

MMK Longevity

1%

MMK Longevity

2%

76,764

79,451

82,232

85,110

2,132

2,207

2,284

2,364

853

883

914

946
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2021-2022 SALARY SCHEDULE DETAILS
180
7.5
Years
0
4 PD
3 ST PD

4
30.00
BA

3
22.50
BA+15

BA+30

2021-22 MMK Salary Schedule
BA+135
BA+45
BA+90
MA

3.0% inc
MA+45

MA+90/PHD

47,807

49,479

51,212

53,004

54,859

56,779

58,766

60,824

1,062

1,100

1,138

1,178

1,219

1,262

1,306

1,352

797

825

854

883

914

946

979

1,014

1
4 PD
3 ST PD

49,002

50,716

52,492

54,330

56,231

58,199

60,236

62,345

1,089

1,127

1,166

1,207

1,250

1,293

1,339

1,385

817

845

875

905

937

970

1,004

1,039

2
4 PD
3 ST PD

50,227

51,985

53,805

55,688

57,637

59,654

61,742

63,902

1,116

1,155

1,196

1,238

1,281

1,326

1,372

1,420

837

866

897

928

961

994

1,029

1,065

3
4 PD
3 ST PD

51,482

53,285

55,150

57,080

59,077

61,146

63,285

65,500

1,144

1,184

1,226

1,268

1,313

1,359

1,406

1,456

858

888

919

951

985

1,019

1,055

1,092

4
4 PD
3 ST PD

52,770

54,616

56,528

58,507

60,554

62,675

64,868

67,138

1,173

1,214

1,256

1,300

1,346

1,393

1,442

1,492

880

910

942

975

1,009

1,045

1,081

1,119

5
4 PD
3 ST PD

54,089

55,983

57,942

59,969

62,068

64,241

66,489

68,816

1,202

1,244

1,288

1,333

1,379

1,428

1,478

1,529

901

933

966

999

1,034

1,071

1,108

1,147

6
4 PD
3 ST PD

55,442

57,381

59,390

61,470

63,620

65,847

68,151

70,537

1,232

1,275

1,320

1,366

1,414

1,463

1,514

1,567

924

956

990

1,060

1,060

1,097

1,136

1,176

7
4 PD
3 ST PD

56,827

58,816

60,874

63,006

65,210

67,493

69,855

72,300

1,263

1,307

1,353

1,400

1,449

1,500

1,552

1,607

947

980

1,015

1,050

1,087

1,125

1,164

1,205

8
4 PD
3 ST PD

58,248

60,287

62,397

64,580

66,841

69,180

71,602

74,108

1,294
971

1,340
1,005

1,387
1,040

1,435
1,076

1,485
1,114

1,537
1,153

1,591
1,193

1,647
1,235

61,794

63,956

66,195

68,512

70,911

73,392

75,959

1,373

1,421

1,471

1,522

1,576

1,631

1,688

1,030

1,066

1,103

1,142

1,182

1,223

1,266

65,556

67,850

70,225

72,682

75,226

77,859

1,457

1,508

1,561

1,615

1,672

1,730

1,093

1,131

1,170

1,211

1,254

1,298

11
4 PD
3 ST PD

69,546

71,980

74,500

77,107

79,806

1,545

1,600

1,656

1,713

1,773

1,159

1,200

1,242

1,285

1,330

12
4 PD
3 ST PD

71,285

73,780

76,361

79,035

81,801

1,584

1,640

1,697

1,756

1,818

1,188

1,230

1,273

1,317

1,363

13
4 PD
3 ST PD

75,624

78,271

81,010

83,846

1,681

1,739

1,800

1,863

1,260

1,305

1,350

1,397

14
4 PD
3 ST PD

77,515

80,228

83,037

85,941

1,723

1,783

1,845

1,910

1,292

1,337

1,384

1,432

9
4 PD
3 ST PD
10
4 PD
3 ST PD

63

15
4 PD
3 ST PD

79,453

82,234

85,112

88,090

1,766

1,827

1,891

1,958

1,324

1,371

1,419

1,468

16 +
4 PD
3 ST PD

81,439

84,290

87,240

90,293

1,810

1,873

1,939

2,007

1,357

1,405

1,454

1,505

17

MMK Longevity

1%

20

MMK Longevity

2%
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APPENDIX D
Mary M. Knight School District #311

EMPLOYEE APPLICATION LEAVE REQUEST
Form date 07/07/20

Employee Name:
Position:

Bldg #

Start Date of anticipated Leave:
Expected Date of Return to Work:

Reason for Leave (Explain):

Signature:

Date:

Supervisor:

Date:

APPROVED BY:
Superintendent:

Date:

If this request is for FAMILY AND MEDICAL LEAVE, please check one of the boxes below:
1. The birth of a child, or the placement of a child for the purpose of adoption or foster care.
2. A serious health condition that affects an employee’s ability to perform essential function of his/her job.
3. A serious health condition affecting ones spouse, child or parent for whom the employee is needed in order to provide care.

NOTE: An employee requesting leave for the employee’s serious health condition
or the serious health condition of the employee’s spouse, child or parent
must submit a verifying certification signed by a physician within 15 days of
application for leave. The Medical Certification Statement can be requested
from the Payroll office.
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I understand that a failure to return to work at the end of my leave period may
be treated as a resignation unless an extension has been agreed upon and
approved in writing by the Mary M. Knight School District.
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APPENDIX E
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APPENDIX F
COMPLAINT BY THE AGGRIEVED
Type or Print:
Aggrieved Person:

Date of Formal Presentation: ________

Address of Aggrieved Person: ________________________________________________
Telephone:

School: ____________________________________

Immediate Supervisor:________________________________________________________
Years in School System:
________________
Association Representative:

Subject Areas/Grade:

__________________________________________________

Statement of Grievance

Provision(s) of Agreement Alleged to be Violated
Violation of CBA section…
Violation of RCW

Relief Sought

________________________________________
Signature of Aggrieved

APPENDIX G
68

Mary M. Knight School District
Due Process Conference Form
Employee’s Name:

Supervisor’s Name:

We affirm that a Step I conference was held on this date:

See Article III, Section 2, Right to Due Process

Briefly summarize the discussion below:

Employee’s Signature:

My signature below indicates that I have seen this summary. It does not necessarily indicate agreement with
the findings. I know that I am permitted to attach a written response, which shall accompany this report.

Supervisor’s Signature:
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APPENDIX H -- Comprehensive Evaluation
APPENDIX H-1 - STUDENT GROWTH GOAL TEMPLATE
Teacher name:
6.1: Whole class student growth goal
Things to think about as you draft your goal: What specific skill or learning target are you hoping to see your whole class develop or improve?
Why is that an important skill or target? (For example, will it help students in the future, either academically or in life? Does it align with state
or national standards? Does it align with a school improvement plan or district initiative?) What challenges might you face in measuring their
growth?

Goal:

❏ Targets specific class
❏ ALL students expected to show growth
❏ Specific skill is appropriate to target for
this course
❏ Specifies amount students will grow
(attainable/realistic
growth)
❏ Specifies time-frame for measuring
growth

Measures:

❏ Multiple data sources (at least two types)
❏ High-quality data sources
❏ Data sources are used to monitor and
adjust
❏ Data sources are used to evaluate
achievement of goal
❏ Baseline measure
❏ Summative measure

Optional for distinguished:

❏ Establishes growth goal(s) for students in
collaboration with students and parents
❏ Goal aligns with school goal(s)

Cut points for measures
Number of students in
class:

What is the minimum
number of
students that could be
described as
“nearly all”?

What is the minimum
number of
students that could be
described as
“most”?

What is the minimum
number of
students that could be
described as
“some”?
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Student Growth Goal Templates for Classroom Teacher

Teacher name:

3.1 Subgroup student growth goal
Things to think about: Group selection Which students are not reaching their learning potential? Do you want to focus on lower-achieving
students? Do you want to focus on high-achieving students? What do you know about the underlying reasons these students are not reaching
their potential? (i.e. Do they lack an underlying skill or set of skills? If so, what’s missing? Do they need a bigger challenge?)
Things to think about: Goals and measures What specific skill or learning target are you hoping to see that group develop or improve? Why is
that an important skill or target? (For example, will it help students in the future, either academically or in life? Does it align with state or
national standards? Does it align with a school improvement plan or district initiative?) What challenges might you face in measuring their
growth?
Group sizes: A subgroup may be made up of students from multiple classes/periods; it does not have to be a small group. Min. recommended
group size:6.

Subgroup:

❏ Identifies subgroup of students not reaching
full learning potential

Goal:

❏ ALL students in subgroup expected to show
growth
❏ Specific skill is appropriate to target for this
course
❏ Specifies amount students will grow
(attainable/realistic
growth)
❏ Specifies time-frame for measuring growth

Measures:

❏
❏
❏
❏

Optional for distinguished:

❏ Establishes growth goal(s) for students in
collaboration with students, parents, other
school staff

Multiple data sources (at least two types)
High quality data sources
Data sources are used to monitor and adjust
Data sources are used to evaluate achievement
of goal
❏ Baseline measure
❏ Summative measure

Cut points for measures
Number of students in
class:

What is the minimum
number of
students that could be
described as
“nearly all”?

What is the minimum
number of
students that could be
described as
“most”?

What is the minimum
number of
students that could be
described as
“some”?

71

Student Growth Goal Templates for Classroom Teacher

Teacher name:

8.1: Team student growth goals
Things to think about as you draft your goal: What specific skill or learning target is your team focused on? Which of your students need to
develop this skill
or reach this target? How are you hoping to see your students develop or improve? Why is that an important skill or target? (For example, will it
help students in the future, either academically or in life? Does it align with state or national standards? Does it align with a school improvement
plan or district initiative?) How can you and your team work together to identify/develop high-quality measures? How often will your group meet
to monitor student progress and discuss the effectiveness of lessons and assessments? What other resources might you and your group use to help
you reach your goals? How will (or did) collaborating help you to meet your students’ needs?

Collaboration:

Optional for distinguished:

Consistent collaboration within this school year
to:
❏ Set team goal
❏ Specifies students
❏ Identifies area for student growth
❏ Develop common high-quality measures
❏ High-quality data sources (at least two)
❏ Developed in collaboration with a team
❏ Implement measures developed in
collaboration
❏ Monitor student growth and achievement
❏ When possible, include dates of
collaboration and specific topics for those
dates.
❏ Leads team members to establish goal,
develop
measures, monitor growth, etc.
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APPENDIX H-2 - COMPREHENSIVE EVALUATION
PRE-OBSERVATION FORM
NOTE: The Pre-Observation Conference Form will be used for the Comprehensive Evaluation
process only to the extent it is applicable to the selected Criterion.
Teacher’s Name

Date

Subject/Grade
The criterion referenced in the parentheses below apply only to the Classroom Teacher
Evaluation Process (Danielson Framework).
1. What important skills/concepts will students be able to demonstrate from this lesson as it
relates to the curriculum and/or standards? (Criterion 4-1a)

2. How does this learning “fit” in the sequence of learning for this class? (Criterion 4-1a,
Criterion 4-1e)

3. Briefly describe the students in this class, including those with special needs. How will
you differentiate instruction for individuals or groups of students in the class? (Criterion 31b, Criterion 4-1a, Criterion 4-1e)

4. What are your learning outcomes for this lesson? What do you want the students to
understand? (Criterion 4-1c)

5. How will you engage the students in the learning? What will you do? What will the
students do? (Criterion 4-1e)
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6. Will the students work individually or as a large group? Provide any worksheets or other
materials the students will be using. How do you plan for the use of instructional materials
or other resources? (Criterion 4-1e, Criterion 4-1d)

7. Is there anything that you would like me to specifically observe during the lesson?

8. How and when will you know what the students have learned what you intended
(Criterion 6-1f)

Date, room, and time of lesson
Please fill out this pre-observation form before or, if necessary, during our conference. Your
comments on the form will provide the basis for the pre-observation conference, the observation,
and the post observation conference. I look forward to our discussion.
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APPENDIX H-3 - COMPREHENSIVE EVALUATION
OBSERVATION INSTRUMENT
Teacher Name:
Observation Month:

Day:

Year: Observation Time:

Criterion 1: Centering instruction on high expectations for student
achievement.
SKILL OR STRATEGY OBSERVED

PRELIMINARY RATING

COMMENTS

2b Establishing a Culture for Learning
• Instruction allows for inquiry and questioning
strategies to maximize learning.
• The teacher has created a classroom environment
where respectful, positive, and cognitively
challenging interactions can, and do, occur
consistently.
• The teacher creates an environment that motivates
and promotes positive expectations for high academic
achievement.

3a Communicating with Students
• Lesson plans include clearly articulated and
embedded learning targets that are clear to students
and modeled by the teacher.
• The lesson is intentionally linked to other lessons
and instruction capitalizes on, builds upon, and helps
students connect background knowledge to realworld ideas, concepts, etc.
• The teacher creates a classroom that is positive,
inspirational, safe and, academically challenging.

3c Engaging Students in Learning
• Instructional materials are appropriate to the
student(s), subject matter, and aligned with the
learning target, objective, and content area standards.
• Activities are strategically planned to practice what
has been learned.
• The teacher uses strategies to engage students in
active and collaborative learning.
• The teacher varies experiences to meet diverse
needs and promote social, emotional, and academic
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growth.
• The teacher creates an environment that motivates
and promotes positive expectations for high academic
achievement.
• There are multiple opportunities for practicing skills
and concepts at a variety of levels.

Criterion 2: Demonstrating effective teaching practices.
SKILL OR STRATEGY OBSERVED

PRELIMINARY RATING

COMMENTS

3b Using Questioning and Discussion Techniques
• Instruction allows for inquiry and questioning
strategies to maximize learning.
• The teacher varies experiences to meet diverse
needs and promote social, emotional, and academic
growth.

Criterion 3: Recognizing individual student learning needs and developing
strategies t
SKILL OR STRATEGY OBSERVED

PRELIMINARY RATING

COMMENTS

1b Demonstrating Knowledge of Students
• Differentiation of curriculum and/or instructional
strategies is evident and/or are adjusted as needed to
maximize learning.

3e Demonstrating Flexibility and Responsiveness
• The teacher adapts instructional approaches to meet
the needs of all learners and appropriately challenges
students.
• The teacher varies experiences to meet diverse
needs and promote social, emotional, and academic
growth.
• Evidence confirms students met the learning target.

Criterion 4: Providing clear and intentional focus on subject matter content
and curriculum.
SKILL OR STRATEGY OBSERVED

PRELIMINARY RATING

COMMENTS
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1a Demonstrating Knowledge of Content and
Pedagogy
• Lesson planning is evident, appropriate, and aligned
to state standards.

1c Setting Instructional Outcomes
• Lesson plans include clearly articulated and
embedded learning targets that are clear to students
and modeled by the teacher.
• The lesson is intentionally linked to other lessons
and instruction capitalizes on, builds upon, and helps
students connect background knowledge to realworld ideas, concepts, etc.
1d Demonstrating Knowledge of Resources •
Instructional materials are appropriate to the
student(s), subject matter, and aligned with the
learning target, objective, and content area standards.
1e Designing Coherent Instruction
• Activities are strategically planned to practice what
has been learned.
• Differentiation of curriculum and/or instructional
strategies is evident and/or are adjusted as needed to
maximize learning.
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Criterion 5: Fostering and managing a safe, positive learning environment.
SKILL OR STRATEGY OBSERVED

PRELIMINARY RATING

COMMENTS

2a Creating an Environment of Respect and
Rapport
• Instruction allows for inquiry and questioning
strategies to maximize learning.
• The teacher has created a classroom environment
where respectful, positive, and cognitively challenging
interactions can, and do, occur consistently.
• Classroom learning norms are established and
supported by the teacher.
• The teacher models respect and professionalism at all
times during the lesson.
• The teacher uses strategies to engage students in
active and collaborative learning.
• The teacher creates a classroom that is positive,
inspirational, safe, and academically challenging.
2c Managing Classroom Procedures
• Activities are strategically planned to practice what
has been learned.
• Smooth transitions maximize the use of instructional
time and allow for “bell to bell” learning.
• The teacher creates a classroom that is positive,
inspirational, safe, and academically challenging.
2d Managing Student Behavior
• Classroom learning norms are established and
supported by the teacher.
• A clear, prescribed set of intervention steps are
consistently followed and reinforced throughout the
lesson by the teacher while maintaining student dignity
and respect.
2e Organizing Physical Space
• The classroom environment and climate is organized
and contributes to learning.
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Criterion 6: Using multiple student data elements to modify instruction and
improve student learning
SKILL OR STRATEGY OBSERVED

PRELIMINARY RATING

COMMENTS

1f Designing Student Assessments
• Assessments are aligned with learning targets in both
content and process.
3d Using Assessment in Instruction
• There are multiple opportunities for practicing skills
and concepts at a variety of levels.
• Formative assessment is used to guide instruction.
• Descriptive/instructional feedback is provided in a
timely manner and students demonstrate use of the
feedback in their learning.
• Students engage in meaningful reflection and selfassessment.

COMMENTS:

Observer:_____________________________________

Teacher Signature:_______________________________
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APPENDIX H-4 - COMPREHENSIVE EVALUATION
POST-OBSERVATION CONFERENCE TOOL

Teacher

Date

1. In general, how successful was the lesson? Did the students learn what you intended for them to learn? How do
you know? What evidence would support this? [4a]

2. If you were able to bring samples of student work, what do those samples reveal about those students’ levels of
engagement and understanding? What evidence would support this? [4a]

3. Comment on your classroom procedures, student conduct, and your use of physical space. To what extent did
these contribute to student learning? What evidence would support this? [4a]

4. Did you depart from your plan? If so, how and why? What evidence would support this? [4a]

5. Comment on different aspects of your instructional delivery (e.g., activities, grouping of students, materials and
resources). To what extent were they effective? What evidence would support this? [4a]

6. If you had an opportunity to teach this lesson again to the same group of students, what would you do differently?
What evidence would support this? [4a]
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7. What is your system for maintaining records? What evidence would support this? [4b]

8. What methods do you use to communicate with families? What evidence would support this? [4c]

9. What are some examples of your participation in a professional community, growing and developing
professionally, and showing professionalism? What evidence would support this? [4d, 4e, 4f]
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APPENDIX H-5 - COMPREHENSIVE EVALUATION
EVALUATION REPORT FORM
SUMMATIVE SCORING LEVELS OF PERFORMANCE
Teacher
Evaluator

Grade Level(s)
Date

This evaluation is based in whole or in part upon observations for the purpose of evaluation, which occurred
on the following dates and times. Staff is not to be evaluated in areas for which they are not endorsed.
1.
2.
3.
4.
5.

The number of marks in each level of the performance column is added up, with points assigned based on
the number value of each level.
All four scores are added together.
The evaluator uses the Criterion Overall Rating Range to assign a final Criteria Score for each of the 8
State Criteria.
Each of the criteria scores are entered into the Summary of Overall Ratings to get a “Preliminary Score”.
The process is repeated for the Student Growth Rubrics using the State developed criteria for this scoring
methodology.
Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

2b Establishing a Culture for Learning

☐

☐

☐

☐

3a Communicating with Students

☐

☐

☐

☐

3c Engaging Students in Learning

☐

☐

☐

☐

Add
Scores
from all
columns
to get a
“Total
Score”

11-12

Criteria
Score
↓

Criteria 1: Centering Instruction on
High Expectations for Student
Achievement

Enter “total score” under each column
Overall “Rating Range”

3-4

5-7

8-10

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

Criteria 2: Demonstrating Effective
Teaching Practices
3b Using Questioning and Discussion
Techniques
4a Reflecting on Teaching

Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

☐

☐

☐

☐

☐

☐

☐

☐

Add
Scores
from all
columns
to get a
“Total
Score”

Enter “total score” under each column
Overall “Rating Range”

2

3-4

5-6

7-8

Criteria
Score
↓
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Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

1b Demonstrating Knowledge of Students

☐

☐

☐

☐

3e Demonstrating Flexibility and
Responsiveness
SG 3.1 Establish Student Growth Goal(s)
Subgroups
SG 3.2 Achievement of Student Growth Goal(s)
Subgroup

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

☐

Criteria 3: Recognizing Individual
Student Learning Needs and
Developing Strategies to Address
Those Needs.

Add
Scores
from all
columns
to get a
“Total
Score”

Enter “total score” under each column
Overall “Rating Range”

4-5

6-9

10-13

14-16

Criteria
Score
↓

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

1a Demonstrating Knowledge of Content and
Pedagogy
1c Setting Instructional Outcomes

☐

☐

☐

☐

☐

☐

☐

☐

1d Demonstrating Knowledge of Resources

☐

☐

☐

☐

1e Designing Coherent Instruction

☐

☐

☐

☐

4-5

6-9

10-13

14-16

Criteria 4: Providing Clear and
Intentional Focus on Subject Matter
Content and Curriculum

Add
Scores
from all
columns
to get a
“Total
Score”

Enter “total score” under each column
Overall “Rating Range”

Criteria
Score
↓

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

2a Creating an Environment of Respect and
Rapport
2c Managing Classroom Procedures

☐

☐

☐

☐

☐

☐

☐

☐

2d Managing Student Behavior

☐

☐

☐

☐

Criteria 5: Fostering and Managing a
Safe, Positive Learning Environment

Add
Scores
from all
columns
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2e Organizing Physical Space

☐

☐

☐

☐

4-5

6-9

10-13

14-16

to get a
“Total
Score”

Enter “total score” under each column
Overall “Rating Range”

Criteria
Score
↓

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

1f Designing Student Assessments

☐

☐

☐

☐

3d Using Assessment in Instruction

☐

☐

☐

☐

4b Maintaining Accurate Records

☐

☐

☐

☐

SG 6.1 Establish Student Growth Goal(s)
Whole Classroom
SG 6.2 Achievement of Student Growth Goal(s)
Whole Classroom

☐

☐

☐

☐

☐

☐

☐

☐

Criteria 6: Using Multiple Student
Data Elements to Modify Instruction
and Improve Student Learning

Add
Scores
from all
columns
to get a
“Total
Score”

Enter “total score” under each column
Overall “Rating Range”

5-7

8-12

13-17

18-20

Criteria
Score
↓

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

Criteria 7: Communicating and
Collaborating With Parents and
School Community

4c Communicating with Families

Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

☐

☐

☐

☐

Add
Scores
from all
columns
to get a
“Total
Score”

1

2

3

4

Criteria
Score
↓

Enter “total score” under each column
Overall “Rating Range”

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:
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Unsatisfactory
1

Basic
2

Proficient
3

Distinguished
4

4d Participating in a Professional Community

☐

☐

☐

☐

4e Growing and Developing Professionally

☐

☐

☐

☐

4f Showing Professionalism

☐

☐

☐

☐

SG 8.1 Establish Team Student Growth Goal(s)

☐

☐

☐

☐

Criteria 8: Exhibiting Collaborative
and Collegial Practices Focused On
Improving Instructional Practice and
Student Learning

Add
Scores
from all
columns
to get a
“Total
Score”

Enter “total score” under each column
Overall “Rating Range”

4-5

6-9

10-13

14-16

Criteria
Score
↓

Using the Range, indicate the Level of Performance for this Criterion. Copy to the Summary Page 5.
Comments:

PRELIMINARY SUMMARY RATING
Criteria

1

2

3

4

5

6

7

8

Total

Score
OSPI Approved Summative Scoring Band:
8-14

15-21

22-28

29-32

1
Unsatisfactory

2
Basic

3
Proficient

4
Distinguished

Overall Preliminary
Rating*

STUDENT GROWTH RATING
Student Growth Rubric and Rating
3.1 Establish Student Growth Goal(s)
Subgroups
3.2 Achievement of Student Growth Goal(s)
Subgroup
6.1 Establish Student Growth Goal(s)
Whole Classroom

Unsatisfactory
1
☐

Basic
2
☐

Proficient
3
☐

Distinguished
4
☐

☐

☐

☐

☐

☐

☐

☐

☐

Add
Scores
from all
columns
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6.2 Achievement of Student Growth Goal(s)
Whole Classroom
8.1 Establish Team Student Growth Goal(s)

☐

☐

☐

☐

☐

☐

☐

☐

5-12
Low

13-17
Average

18-20
High

Student
Growth Score

to get a
“Total
Score”

Enter “total score” under each column
OSPI Approved Student Growth Impact Rating
Scoring Band

●
●
●

→

For 3.2 and 6.2 there must be a minimum of two student growth measures used.
A student growth score of “1” in any of the student growth rubric will result in a “Low” growth rating.
A “Low” growth rating will require a Student Growth Inquiry to be completed

FINAL SUMMATIVE RATING
Preliminary Summary Rating
Student Growth Inquiry
Is Required

Student Growth Rating
Unsat/Low* = Unsat
Unsat/Avg = Unsat
Unsat/High = Unsat

Basic/Low* = Basic
Basic/Avg = Basic
Basic/High = Basic

Prof/Low* = Prof
Prof/Avg = Prof
Prof/High = Prof

☐

Dist/Low = Prof
Dist/Avg = Dist
Dist/High = Dist

* A “Low” Student Growth Rating will require a Student Growth Inquiry to be completed

OVERALL SUMMATIVE
RATING
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Strengths:

Areas for Growth:

Overall Comments:

Evaluator ______________________________________________

Date _______________________

Teacher _______________________________________________

Date _______________________

My signature indicates that I have seen this evaluation report form; it does not necessarily indicate agreement. The
teacher may add written comments in response to the information on this form.
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APPENDIX H-6 - COMPREHENSIVE EVALUATION
Informal Observation

Observer:
Teacher Name:

Date:

❏ 2a Creating an Environment of
Respect and Report
❏ 2b Establishing a Culture for
Learning
❏ 2c Managing Classroom Procedures
❏ 2d Managing Student Behavior
What I noticed:

Time:

❏ 3a Communicating with Students
❏ 3b Using Questioning and
Discussion Techniques
❏ 3c Engaging Students in Learning
❏ 3d Using Assessment in Instruction

What I wonder:

APPENDIX J -- FOCUSED EVALUATION
J-1 -- Student Growth Goal
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Teacher name:
6.1: Whole class student growth goal
Things to think about as you draft your goal: What specific skill or learning target are you hoping to see your whole class develop or improve?
Why is that an important skill or target? (For example, will it help students in the future, either academically or in life? Does it align with state
or national standards? Does it align with a school improvement plan or district initiative?) What challenges might you face in measuring their
growth?

Goal:

❏ Targets specific class
❏ ALL students expected to show growth
❏ Specific skill is appropriate to target for
this course
❏ Specifies amount students will grow
(attainable/realistic
growth)
❏ Specifies time-frame for measuring
growth

Measures:

❏ Multiple data sources (at least two types)
❏ High-quality data sources
❏ Data sources are used to monitor and
adjust
❏ Data sources are used to evaluate
achievement of goal
❏ Baseline measure
❏ Summative measure

Optional for distinguished:

❏ Establishes growth goal(s) for students in
collaboration with students and parents
❏ Goal aligns with school goal(s)

Cut points for measures
Number of students in
class:

What is the minimum
number of
students that could be
described as
“nearly all”?

What is the minimum
number of
students that could be
described as
“most”?

Student Growth Goal Templates for Classroom Teacher

What is the minimum
number of
students that could be
described as
“some”?

Teacher name:

3.1 Subgroup student growth goal
Things to think about: Group selection Which students are not reaching their learning potential? Do you want to focus on lower-achieving
students? Do you want to focus on high-achieving students? What do you know about the underlying reasons these students are not reaching
their potential? (i.e. Do they lack an underlying skill or set of skills? If so, what’s missing? Do they need a bigger challenge?)
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Things to think about: Goals and measures What specific skill or learning target are you hoping to see that group develop or improve? Why is
that an important skill or target? (For example, will it help students in the future, either academically or in life? Does it align with state or
national standards? Does it align with a school improvement plan or district initiative?) What challenges might you face in measuring their
growth?
Group sizes: A subgroup may be made up of students from multiple classes/periods; it does not have to be a small group. Min. recommended
group size:6.

Subgroup:

❏ Identifies subgroup of students not reaching
full learning potential

Goal:

❏ ALL students in subgroup expected to show
growth
❏ Specific skill is appropriate to target for this
course
❏ Specifies amount students will grow
(attainable/realistic
growth)
❏ Specifies time-frame for measuring growth

Measures:

❏
❏
❏
❏

Optional for distinguished:

❏ Establishes growth goal(s) for students in
collaboration with students, parents, other
school staff

Multiple data sources (at least two types)
High quality data sources
Data sources are used to monitor and adjust
Data sources are used to evaluate achievement
of goal
❏ Baseline measure
❏ Summative measure

Cut points for measures
Number of students in
class:

What is the minimum
number of
students that could be
described as
“nearly all”?

What is the minimum
number of
students that could be
described as
“most”?

What is the minimum
number of
students that could be
described as
“some”?
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Student Growth Goal Templates for Classroom Teacher

Teacher name:

8.1: Team student growth goals
Things to think about as you draft your goal: What specific skill or learning target is your team focused on? Which of your students need to
develop this skill
or reach this target? How are you hoping to see your students develop or improve? Why is that an important skill or target? (For example, will it
help students in the future, either academically or in life? Does it align with state or national standards? Does it align with a school improvement
plan or district initiative?) How can you and your team work together to identify/develop high-quality measures? How often will your group meet
to monitor student progress and discuss the effectiveness of lessons and assessments? What other resources might you and your group use to help
you reach your goals? How will (or did) collaborating help you to meet your students’ needs?

Collaboration:

Optional for distinguished:

Consistent collaboration within this school year
to:
❏ Set team goal
❏ Specifies students
❏ Identifies area for student growth
❏ Develop common high-quality measures
❏ High-quality data sources (at least two)
❏ Developed in collaboration with a team
❏ Implement measures developed in
collaboration
❏ Monitor student growth and achievement
❏ When possible, include dates of
collaboration and specific topics for those
dates.
❏ Leads team members to establish goal,
develop
measures, monitor growth, etc.
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APPENDIX J-2 - FOCUSED EVALUATION
PRE-OBSERVATION CONFERENCE FORM
NOTE: The Focused Pre-Observation Conference Form will be used prior to the first
observation only
Teacher’s Name

Date

Subject/Grade

Selected Criterion

1. What is your expected outcome for this observation?

2. Is there anything that you would like me to specifically observe regarding your selected
criterion?

3. What areas should we focus on in this process to foster your professional growth?

Date, room and time of lesson
Please fill out this pre-observation form before or, if necessary, during our conference. Your
comments on the form will provide the basis for the pre-observation conference, the observation,
and the post observation conference. I look forward to our discussion.
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APPENDIX J-3 - FOCUSED EVALUATION
FORMAL OBSERVATION REPORT
Teacher:

Position / Grade Level:

Evaluator:

Observation Date:

Focused Criteria Selected (Check below)
☐ 1. Centering instruction on high expectations for student achievement.
☐ 2. Demonstrating effective teaching practices.
☐ 3. Recognizing individual student learning
☐ 4. Providing clear and intentional focus on subject matter content and curriculum.
☐ 5. Fostering and managing a safe, positive learning environment.
☐ 6. Using multiple student data elements to modify instruction and improve student learning.
☐ 7. Communicating and collaborating with parents and the school community
☐ 8. Exhibiting collaborative and collegial practices focused on improving instructional practice and student
learning.
Evaluator’s Observation Comments:
Observe/Observation shall mean the gathering of evidence made through classroom or worksite visits, or other visits,
work samples, or conversations that allow for the gathering of evidence of the performance of assigned duties for the
purpose of examining evidence over time in relation to the negotiated instructional framework .

Evaluator’s Recommendations for Employee’s Professional Growth on the Selected Criterion:
(Refer to rubric for Selected Focused Criterion, Appendix B-5 Danielson Framework for Teaching)

Date:

Evaluator:

My signature below indicates that I have seen this observation. It does not necessarily indicate agreement
with the findings.
Date:
Employee:
The employee may add written comments in response to the information on this form.
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APPENDIX J-4 - FOCUSED CLASSROOM TEACHER
POST-OBSERVATION CONFERENCE TOOL
The Post-Observation Conference Form will be used for the Focused Evaluation process after the
first observation only.
Teacher’s Name

Date

Subject/Grade

Selected Criterion

1. Do you believe you met your expected outcome of the observation? If yes, what do you
feel was a strength of the observation? If no, what could you have done to improve your
practice?

2. If you requested specific feedback regarding your selected criterion, is there anything that
you would like to discuss regarding the observation?

3. Following this observation cycle, are there any elements for which you would like
additional support/strategies?
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APPENDIX J-5 - FOCUSED EVALUATION
FINAL SUMMATIVE EVALUATION REPORT
Teacher:

Position / Grade Level:

Evaluator:
Focused Criteria Selected (Check below)
☐ 1. Centering instruction on high expectations for student achievement.
☐ 2. Demonstrating effective teaching practices.
☐ 3. Recognizing individual student learning
☐ 4. Providing clear and intentional focus on subject matter content and curriculum.
☐ 5. Fostering and managing a safe, positive learning environment.
☐ 6. Using multiple student data elements to modify instruction and improve student learning.
☐ 7. Communicating and collaborating with parents and the school community
☐ 8. Exhibiting collaborative and collegial practices focused on improving instructional practice and student
learning.
***Evaluator/Teacher: Refer to Appendix B-5, Danielson Framework for Teaching Rubrics by Washington
State Criteria for the selected Criterion, (and Student Growth Components indicated below if
Criteria 1,2,4,5,or 7 were selected) for observations, evaluative conferences, review of artifacts
and evidence, and discussions regarding professional growth for Focused Evaluation
Student Growth Components Selected if Criterion 1, 2, 4, 5, or 7 is chosen:
☐ Criterion 3
☐ Criterion 6
Focused Evaluation Scoring:
The summative score is determined using the most recent Comprehensive summative evaluation score. This score
becomes the Focused summative evaluation score for any of the subsequent years following the comprehensive
summative evaluation in which the certificated classroom teacher is placed on a focused evaluation. Should a
teacher provide evidence of exemplary practice on the chosen focused criterion, a Level 4 – Distinguished score
may be awarded by the evaluator.(Refer to Article III, Section 6.B.10 - Focused Evaluation)

Date of most recent Comprehensive Evaluation:
Check one:
Score from most recent Comprehensive Evaluation- Circle one
OR
Evidence of exemplary practice– Distinguished score awarded

3☐

4☐

4☐

Evaluator Comments:

Date:

Evaluator:

My signature below indicates that I have seen this evaluation report. It does not necessarily indicate
agreement with the findings.
Date:
Employee:
The employee may add written comments in response to the information on this form.
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APPENDIX J-6 - FOCUSED EVALUATION
Informal Observation

Observer:
Teacher Name:

Date:

❏ 2a Creating an Environment of
Respect and Report
❏ 2b Establishing a Culture for
Learning
❏ 2c Managing Classroom Procedures
❏ 2d Managing Student Behavior
What I noticed:

Time:

❏ 3a Communicating with Students
❏ 3b Using Questioning and
Discussion Techniques
❏ 3c Engaging Students in Learning
❏ 3d Using Assessment in Instruction

What I wonder:

(This page intentionally left blank.)
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Signature Page

Mary M. Knight Education Association

Mary M. Knight School District

Signature: ___________________

Signature:______________

Date: __________________

Date:________________
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