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Procedural Agreement
PREFACE: The Agreement governs the wages, hours, fringe benefits and other
terms and conditions of employment which have been negotiated by the
Association on behalf of all actual full-time and part-time employees of the
Board who are required by the positions in which employed to be licensed or
certified as teachers or entry-year teachers (certified personnel) as defined by
law, and who do not hold supervisory authority with respect to other teachers
employed by the Board. Full-time and part-time teachers, including counselors,
school nurses, librarians/media specialists, special teachers and other
professional educators performing in similar positions shall be in the
bargaining unit. All certified personnel who are governed by this Agreement

shall be referred to as teachers.

Certified Procedural Agreement: The Newkirk Board of Education (hereinafter
referred to as the “Board”), and Newkirk Education Association — Classroom
Teachers Association (hereinafter referred to as the “Association”) hereby enter

into the following agreements regarding negotiations.

1. RECOGNITION. Based upon evidence acceptable to the Board, that the
Association represents those in the bargaining unit and is the sole and exclusive
representative for employees who are required to be licensed or certified
teachers or entry year teachers, as those defined in Oklahoma Law, and who do
not hold supervisory authority with respect to other teachers in the district. Any
person who does/does not wish to be represented may so state in writing to the

Board.



2. RIGHT TO JOIN OR NOT TO JOIN. As a condition of employment, members
of the bargaining unit have a right to join, participate in, and assist the

association, and the right to refrain from such activities.

3. SCOPE OF BARGAINING. The Board and Association shall bargain in good
faith on wages, hours, fringe benefits, and other terms and conditions of
employment of the members of the bargaining unit. To bargain in good faith
shall mean both parties must be willing to consider proposals in an effort to find
a mutually satisfactory basis for agreement and must be willing to discuss their
respective proposals. If either party objects to the other’s contract proposal, the
objecting party must support its objections with rationale. The Board retains
and reserves unto itself, without limitations, all powers, rights and authority
conferred upon and vested in it by State and Federal Law, including the right to
make policy, rules and regulations which are not inconsistent with the
Negotiated Agreement. There shall be no negotiations on inherent managerial
responsibilities including but not limited to the functions and programs of the
District, the establishment of the District budget, the organizational structure of

the schools and the selection of personnel.

4. DURATION OF AGREEMENT. The Agreement shall continue in effect for
successive fiscal year periods unless notice is given, in writing, between January
1 and January 31 of any year, by either party, that the party desires to modify,
amend or terminate this Agreement. Once such notice is given, negotiations
related to changes in this Agreement shall commence on a mutually agreeable

date within thirty (30) days of such notice. In the event the Association disbands



or otherwise ceases to be the recognized bargaining agent, this Agreement shall

be null and void.

5. SEVERABILITY. The Board and Association agree to abide by all applicable
statutes, rules and regulations, and decisions of courts of competent
jurisdiction. Should any provision of this Agreement become null and void by
statute or as a result of a decision of a court of competent jurisdiction, such
provision shall be severed from the Agreement, but all remaining provisions

shall continue in full force and effect for the term or duration of the Agreement.

6. EXCLUSIVITY AND SUPERSESSION. This Agreement constitutes the full and
complete agreement between the Board and the Association with respect to
collective bargaining procedures, and it excludes and supersedes any previously
bargained agreements between the parties on the subject of bargaining

procedures.

7. BARGAINING TEAMS. No more than five (5) designated representatives of the
Board will meet with no more than five (5) representatives of the Association,
one (1) from each team shall serve as the spokesperson, and the other party shall
be informed of these representatives. All bargaining shall take place exclusively
between the designated representatives of the parties. Both bargaining teams
shall have the right to call upon any competent person or organization to assist
them in considering matters presented for negotiation and to solicit the services
of educational consultants to better inform themselves of the merits of any
subject of negotiation. Each party shall have authority, at its own discretion, to

designate a different member of its team as spokesperson upon written



notification. Other parties may be permitted to be present only by mutual

agreement of the parties.

8. OPENING NEGOTIATION. Upon written request of either party to open
negotiations, representatives of the parties shall meet as early as mutually
acceptable, but not more than thirty (30) days from the written request to open
negotiations. Such requests shall be made between April 1 and April 30 of each
ensuing year. If no such request is made during this time period, negotiations
will not take place for the ensuing year. All proposals shall be presented in
writing at the first meeting unless a later date for such proposals is agreed to by
both parties. Subsequent proposals may only be submitted upon mutual
agreement of the parties. All meetings shall be at times and places mutually
agreed to and shall not exceed four hours, unless extended by mutual
agreement. At each session the bargaining teams shall establish the time, place,
date, and agenda for subsequent sessions. Except by mutual agreement of the
spokespersons, all bargaining meetings shall be held in closed session, unless

both teams agree to the contrary, and shall not be electronically recorded.

9. EXCHANGE OF INFORMATION. Upon written request, the parties shall
provide each other with non-confidential available information regarding items

under negotiation.

10. INFORMATION RELEASES. All parties involved agree to preserve the
confidential nature of the matters discussed during the course of the meetings;
however, both teams shall reserve the right to discuss the current position on

any items with professional colleagues or organizations such as O.E.A. or



0.S.S.B.A. These organizations agree to preserve the confidential nature of the

meetings.

11. ALL AGREEMENTS. All items shall be disposed of by June 30, in one of the
following manners: (1) by tentative agreement, (2) by agreement to drop the
item(s). If the teams are unable to reach agreement by July 1, an interim
agreement may be entered into by the Board and Association. This agreement
will carry forward the previous contract. When agreement is reached between
the teams on all proposals, the proposed Agreement shall be reduced to writing.
The members of each team and other active participants agree to support any
agreement reached during the meetings. The proposed agreement shall be
submitted and recommended first to the Association for ratification. After
ratification by the Association, the agreement shall be recommended to the
Board or its authorized agents. Upon approval and after necessary action by the
Board or its authorized agents, the terms of the agreement shall be

implemented.

12. MEDIATION SERVICES. If bargaining representatives for the Board and
Association are unable to reach tentative agreement on any or all bargaining
issues, the parties may seek mediation services provided by the Federal
Mediation and Conciliation Service (FMCS), an agency of the U.S. Government,
or, by mutual agreement by other organizations or persons offering mediation
services. All costs related to mediation services shall be shared equally by the

parties.

13. FACT-FINDING PROCEDURES. If bargaining representatives for the Board

and Association are unable to reach tentative agreement on any or all



bargaining issues by the first day of school, an impasse shall exist and all
remaining unresolved issues shall be referred to a three (3) member fact finding
committee in accordance with applicable Oklahoma statutes, provided that
either party shall be free to make a written declaration of impasse prior to that
date. The parties may mutually agree to extend the impasse deadlines. The
fact-finding committee shall consist of: (a) one (1) fact-finder selected by the
Association with written notice given to the Board within five (5) calendar days
after declaring impasse; (b) one (1) fact-finder selected by the Board with
written notice to the Association with five (5) calendar days after declaring
impasse; and (c) the chairperson selected from the State Superintendent of
Public Instruction’s list of fact-finders. The bargaining spokespersons for the
Board and Association shall, within five (5) calendar days of the existence of the
impasse, transmit a written request bearing both their signatures to the State
Superintendent of Public Instruction for a list of five (5) potential fact-finders.
Within five (5) calendar days of receipt of the list provided by the State
Superintendent of Public Instruction or designee, the bargaining spokespersons
for the Board and Association shall select the fact-finder. If unable to agree
upon a fact-finder from the list of five (5) potential fact-finders, the Board and
Association bargaining spokespersons or their designees shall execute a coin
toss the loser of which shall be first to strike one (1) name, and continuing in the
same order until but one (1) name is left, such person to serve as chairperson of
the three (3) member fact-finding committee. The Board shall be responsible for
all expenses of its selected fact-finder, as shall the Association for its selected
fact finder. The Board and the Association shall share equally in the expenses of

the chairperson and in all other expenses accruing from fact-finding. Within

10



five (5) calendar days of the selection of the chairperson, the representatives
who have been negotiating for the Board and Association meet to exchange
written language stating their positions on the issues at impasse, and further,
shall combine three (3) copies each of their written language in a sealed packet
for transmittal to the chairperson for committee distribution. The chairperson
shall schedule and hold an initial private meeting of the fact-finding committee,
at which he/she shall open the sealed packet and make distribution of the
respective parties’ written language on the issues. The committee shall conclude
a “Fact-Finding Committee Convention Agreement,” in which rulings shall be
issued concerning: (1) the date, time, and place of the fact-finding hearing; (2)
fact-finding hearing procedures; (3) rules for the calling and questioning of
witnesses, as well as the presentation of other documentary and oral evidence;
(4) the order of consideration of the bargaining issues in dispute; (5)
post-hearing committee meetings and procedures; (6) pre-and post-hearing
communications between and among fact-finders and bargaining
representatives for the parties; (7) standards of content for the fact-finding
committee report; and (8) any other matters deemed important to the conduct
of a fair and orderly fact-finding. A properly executed copy of the “Fact-Finding
Convention Agreement” shall be transmitted to the bargaining spokespersons
for receipt no later than five (5) calendar days prior to the holding of the
fact-finding hearing. The committee shall schedule and hold the fact-finding
hearing and within twenty (20) calendar days of the chairperson’s selection,
simultaneously submit a report, to include written recommendations, to the
bargaining spokespersons for the Board and the Association. The Board shall file

a copy of the fact-finding committee report with the office of the State

11



Superintendent of Public Instruction within fourteen (14) calendar days of its
own receipt of such report and shall provide the Association with a copy of that

report.

14. POST FACT-FINDING PROCEDURES. If either the Board or the Association
decides it must reject one or more of the committee’s recommendations, said
party must, within seven (7) calendar days after its receipt of the
recommendations, request a meeting of the representatives who have been
bargaining for the Board and the Association. The parties shall meet within
seven (7) days of the request, unless both parties deem it unnecessary. At such a
meeting, the representatives shall exchange written statements expressing each
party’s rationale for rejecting each recommendation found unacceptable and
shall attempt to clarify any remaining differences. The representatives shall
then resume good faith effort to resolve the remaining differences; provided
after fourteen (14) days after the exchange of written statements, either party
may discontinue such effort. If the effort to resolve differences is successful, the
Board and Association shall draft a tentative collective bargaining agreement
subject to final ratification or approval by each party. An original copy of such
agreement, when duly ratified or approved by both parties, signed by the
President and bargaining spokesperson for the Board and the President and
bargaining spokesperson for the Association, dated and notarized, shall also be
forwarded to the office of the State Superintendent of Public Instruction by the
Board within fourteen (14) calendar days of its execution, with the Board
providing a copy to Association. If the effort to resolve differences is

unsuccessful in whole or part, the Board shall forward in writing to the office of

12



the State Superintendent of Public Instruction its final disposition of the
collective bargaining impasse within fourteen (14) calendar days of the effective

date of the disposition’s implementation, with the Board providing a copy to the

Association. (Attached to agreement 7-28-21)

ARTICLE 1
NONDISCRIMINATION

The Board and the Association agree not to discriminate against any certified employee for
participation in or nonparticipation in the bargaining process.

13



ARTICLE 2
SAVING CLAUSE

Should any article, section, or clause of this agreement be declared illegal by change in state
statute or court of last resort, said article, section, or clause, as the case may be, will
automatically be deleted from this agreement to the extent that it violated the law. The remaining
articles, sections, and clauses shall remain in full force and effect for the duration of the
agreement if not affected by the deleted article, section, or clause. If remaining articles, sections,
or clauses are affected because of deletion, the Association's and Board's teams shall mutually
agree to bargain the items that have been deleted or changed unnecessarily due to the change in
law. If a change in statute or court of last resort results in increased or improved benefit(s) to the
certified employees, the change will be incorporated.
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ARTICLE 3
DURATION OF AGREEMENT

This Agreement represents the full and complete agreement between the Board and the
Association and shall remain in effect until replaced by a subsequent agreement negotiated in
accordance with the provisions of the Procedural Agreement.
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ARTICLE 4
SCHOOL CALENDAR

The Board will direct the administration to develop a proposed school calendar for the following
year, not to exceed 175 days for instructional purposes and 180 days for teacher contract
purposes. The administration and the Association will select a teacher from each site to serve on
a committee to solicit and report input from the certified employees of the district for the
calendar committee.
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ARTICLE 5
TEACHER WORK DAY

A. The teacher work day shall be seven hours and thirty minutes (7 1/2 hours)*. All Teachers
shall report for work fifteen (15) minutes before the school day begins. All teachers may leave
after the school day ends, not to exceed fifteen (15) minutes. Teachers will be required to sign in
and out during the work day. Teachers may leave campus during lunch time and planning time
according to the rules set out in Article 8.

B. Teachers may be required to come before, participate in, or stay beyond the work day for
individual parent-teacher conferences, open house, IEP conferences, school related functions,
assigned duties and required training or professional development. If the workday is to be
extended due to required training or Professional Development, forty-eight (48) hours’ notice
must be given. If attendance is voluntary it will be stated in writing to all teachers.

C. Every effort shall be made to conduct staff meetings during the teacher work day. Meetings
held outside the work day shall not occur more than twice per month and shall not exceed ninety
(90) minutes per month.

*If minutes need to be added to the school day in response to an emergency situation an
administrative decision will be made and approved by the Board of Education. These minutes
could extend a NPS employee workday beyond the seven hours and thirty minutes (7 1/2 hours)
work day. (revised 7-28-21)
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ARTICLE 6
TEACHER WORK YEAR

The teacher work year may a maximum of 180 days. Seven (7) of these days, minimum of five
(5) days, or forty-two (42) hours may be used for staff development. Two of the seven (7)
professional development days if beyond 180 days shall be paid at 1/180 per day of the
individual teacher’s salary.

Certified employees who attend administrator-approved professional development outside of the
contract day/year may exchange up to 12 hours or a maximum of 2 days per school year. These
hours can be converted and used as school business leave days on a 1:1 exchange (6 hours of
professional development equals 1 contract day) with a district-provided Professional
Development day, and cannot be counted toward accumulated leave. If a certified employee
receives monetary compensation for attending professional development, those hours accrued
cannot be exchanged. Professional development days may be exchanged if the alternative
professional development opportunities meet the state and district requirements as determined by
administration.

Parent-teacher conferences shall be held for two evenings or one evening and 1/2 day each
semester. These four time periods will constitute two of the 180 days of the work year.
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ARTICLE 7
DUTY SCHEDULE

Before the creation of a duty schedule, the principal shall receive input from teachers. Said
schedule shall assign duties on a rotating and equitable basis. Teachers shall be provided duty
free lunchtime each day with a minimum of fifteen (15) minutes. If an assigned duty requires a
teacher to remain longer than the contract day, the teacher shall be reimbursed at $15.00 dollars
per hour. (7.13.17)
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ARTICLE 8
PLANNING TIME
Elementary teachers shall receive a minimum of 200 minutes of planning time each week.

Middle school and high school teachers shall receive a class period of planning time each day.

Teachers must receive approval from an administrator or his/her designee before leaving campus
during planning time.
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ARTICLE 9
EVALUATION

A. All career teachers will be formally evaluated at least once during each school year. Career
teachers receiving a “superior” or “highly effective” under the TLE may be evaluated once every
three (3) years as allowed by law.

B. All probationary teachers will receive formative feedback from the evaluation process at least
two (2) times per school year, once during the fall semester and once during the spring semester.

C. All teachers will be evaluated by administrative personnel who have participated in the
required training of the State Department of Education. Each teacher will be notified within the
first ten days of each school year which administrator(s) has been designated as his/her evaluator.

D. Within the first ten days of each year, the principal will conduct an evaluation orientation
session for all teachers new to the building.

E. Formal classroom observations for the purpose of evaluation shall be conducted openly with
the full knowledge of the teacher.

F. All evaluations shall be made available through the district approved evaluation tool. (revised
7-28-21)

G. A digital copy of each formal evaluation shall be made available to the teacher within five (5)
working days of the observation at a conference held between the teacher and the evaluating
administrator. The teacher shall acknowledge receipt of the evaluation by placing her/her
signature thereon. This form will be placed in the teacher’s file. (revised 7-28-21)

H. The teacher may, within ten (10) working days of the evaluation conference, respond to the
evaluation in writing and said response will be attached to the formal evaluation and added to the
teachers file.
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ARTICLE 10
ASSIGNMENTS AND VOLUNTARY TRANSFERS

A. Teachers shall be assigned by the administration within the scope of their certification. All
assignments shall be made in order to best meet the needs of the student and the program needs
of the district.

B. Teachers shall be provided their tentative assignment for the ensuing school year by the
earliest date available. (revised 7-28-21)

C. When assigning teachers to extra duties not covered by their teaching or supplemental
contract, the administration shall assign teachers on an equitable basis. Teachers may be assigned
duties outside the regular school day (i.e. bus duty, breakfast duty, gate duties) and all duties will
be assigned on an equitable basis.

D. Gate duty will be made available on a volunteer basis. If there are not enough volunteers the
remaining slots will be assigned by the administration on an equitable basis.

E. A list of vacant teaching positions shall be posted on the District’s website when they occur,
and an announcement of the vacancy will be emailed to each teacher at each site in order to
afford qualified teachers an opportunity to apply for reassignment to transfer as vacancies occur.
In addition, there will be a link on the school website to apply for the position(s) and/or a link to
the Oklahoma Secondary School Board Associations (OSSBA) website (revised 7/28/21)

F. Teacher transfer requests shall be submitted, in writing, to the Superintendent’s Office. A copy
of the request shall be sent to each immediate supervisor who may be affected by the transfer. A
transfer request may be submitted at the end of the year in the event a position becomes
available.

G. Qualified teachers who request a transfer to a vacant position shall be interviewed and shall
be notified, in writing, within five (5) days after the final decision has been made.
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ARTICLE 11
INVOLUNTARY TRANSFER
A. The selection of teachers to be transferred shall be made by the immediate supervisor in

conjunction with the Superintendent. The principal will discuss the position with the teacher
before the final decision is made. Move to A (7-28-21)

B. Once a teacher has been notified of an involuntary transfer, the teacher shall have the option
to request a conference with appropriate administrative personnel and/or provide written
response to the notice of involuntary transfer. Move to B (7-28-21)

C. Teachers who must be transferred to another building or another position within the same
building, as a result of curriculum reorganization, enrollment numbers and/or district
reorganization, shall be provided with written notification within ten (10) days of the decision
which includes reasons for the transfer. Move to C (7-28-21)

D. Teachers who are being involuntarily transferred shall be provided with notice of all vacancies
for which they are qualified as those vacancies occur.

E. When teachers are transferred the school district will assist the teachers with the moving of

materials.
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ARTICLE 12
RIGHT TO REPRESENTATION

Upon their request, certified employees shall have the right to be accompanied by a
representative at conferences pertaining to disciplinary action. All parties shall be required to
attend the conference at a time and date mutually agreed upon by the concerned parties within a
twenty-four hour period. If the teacher intends to bring a representative they shall notify the
administrator and the administrator shall have 24 hours to also bring a representative if the
administrator should choose.

24



ARTICLE 13
CLASS SIZE

The Board agrees to make every effort to abide by current state law concerning class size.
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ARTICLE 14
REDUCTION IN FORCE
I. Prompting Oklahoma Legislation

Oklahoma Statutes at Section 6-101.31 of Title 70, provide as follows: “The primary basis used
in determining the retention or reassignment of affected teachers and administrators when a
school district implements a reduction-in-force plan shall be the ratings of the teachers and
administrators as measured pursuant to the Oklahoma Teacher and Leader Effectiveness
Evaluation System (TLE) as set forth in Section 6 of this act.”

II. General

1. Reasons for a Reduction in Force. Any teacher in the District may be non-reemployed for the
following fiscal year when the board decides that due to (a) a financial necessity or (b) a program
change or (c) a decline in enrollment or (d) other business inevitability as determined by the
board, a reduction in the teaching staff for the following fiscal year is necessary.

2. Definitions. For the purposes of this section, the following terms have the stated meanings:
a. Financial Necessity” means a reduction in the District’s financial resources that in

the sole judgment of the board of education will result in a reduction in the District’s current or
future operating budget.

b. “Program change” means any elimination, curtailment or reorganization of a curricular /
instructional offering, program or school operation or a reorganization or closing of a school or a
consolidation of two or more individual schools or school districts.

c. Declining enrollment” means a decrease in the District’s total enrollment or enrollment in

a particular program or curricular / instructional offering which in the sole judgment of the board
of education may adversely affect the District’s current or future funding and/or the necessity of
maintaining certain current or future class sections or curricular / instructional offerings.

3. Criteria for Eliminating Positions. The primary standard in implementing any reduction in
force shall be the maintenance of a sound and balanced educational program that is consistent
with the functions and responsibilities of the District. In deciding which positions to eliminate,
the superintendent and the board will consider the curriculum, instructional focus and the unique
multidimensional needs of students. Natural attrition will always be used as the first means of
reducing the force.
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II1. Criteria for Non-reemployment of Teachers in Affected Positions

1. Once a determination has been made as to which positions should be eliminated then the
primary basis that will be used in determining which teachers to retain in the affected position(s)
will be the composite evaluation rating of the teachers holding such positions as measured (to the
nearest hundredth of a decimal point) by the District’s Teacher and Leader Effectiveness
Evaluation System (TLE) for each year in which the TLE has been in effect. If the composite
ratings of the teachers in the affected positions are identical then the following, in this order,
shall control:

a. Seniority in the District.
b. The number of certifications held.
c. Total years of teaching experience.

d. A lot drawing made by the Superintendent in the presence of an authorized representative of
the Newkirk Oklahoma Education Association.

IV. “Bumping Rights”

1. Only those teachers who have an average three year ranking that falls at the effective rating of
2.80 or above will be given bumping rights. If three years of rankings are not available, the
district will use an average of available years. In order to bump, a teacher must be certified in the
position they seek to move into and must meet all state and federal requirements necessary to
hold that position.

2. In the event a teacher eliminated through RIF is certified to hold a position other than the one
being eliminated, said teacher may bump another teacher in that position, as long as the teacher
has seniority over that person and has an average composite ranking score that is greater than the
other teacher as measured to the nearest hundredth of a decimal point.

3. If the composite ratings of the teachers in the affected positions are identical then the
following, in this order, shall control bumping:

a. Seniority in the District (as stated above).
b. The number of certifications held.
c. Total years of teaching experience.

d. A lot drawing made by the Superintendent in the presence of an authorized representative of
the Newkirk Oklahoma Education Association.

V. Procedures for Reduction in Force

1. Action by Superintendent. The superintendent, upon receipt of the board’s preliminary
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determination of the necessity for a reduction in force, or upon the superintendent’s own
decision, shall submit to the board the superintendent’s written recommendations for eliminating
particular teaching positions. In making recommendations, the superintendent (a) shall not be
limited to considering only positions in the areas or programs designated by the board and (b)
shall consult with each relevant principal and administrator in whose school or unit a position
elimination is proposed and (c) shall take into consideration the criteria set out herein.

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

3. Notice and Hearing Procedures. Prior to taking any action to non-reemploy a teacher due to a
reduction in force, whether acting on a recommendation of the superintendent or on its own
decision, the board shall provide written notice and a opportunity for hearing to the affected
teacher: provided however, because the law does not provide nonrenewal hearings for teachers
on temporary contracts, no hearing opportunity shall be afforded any teacher on a temporary
contract with notice of the expiration of the temporary teacher’s contract at the end of the school
year being provided to the temporary teacher. The notice and board hearing procedures for
teachers other than temporary teachers shall be the same as those provided by Oklahoma Law
regarding non-reemployment of teachers. Notice of a recommendation of non- reemployment
shall be given to the teacher prior to the applicable deadline set by law.

4. Board Hearing. At the board hearing, evidence may be presented by the administration and the
teacher, as to (a) whether a reduction in force is reasonably necessary and is being made in good
faith and for the best interests of the District and (b) whether the recommendation to not renew
the specific teacher is being made in good faith under this Reduction in Force Agreement.

5. Eftect of Board Decision. The decision of the board based on the evidence presented at the
hearing shall be final and non-appealable.

VI. Reemployment or Other Employment after Reduction in Force

1. Recall. For one school year after the effective date of non-reemployment due to a reduction in
force, the board of education shall not fill positions eliminated through reduction in force without
first offering such positions to the non reemployed and eligible teachers. In order to be an
“eligible teacher” for recall, the teacher, at the time of the reduction in force, must have had an
overall composite evaluation rating, for the time period used, of at least 2.80 on a scale of 5.00
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and be certified and qualified to teach in the open position. Recall shall be in the reverse order of
the reduction in force. In the event one or more teachers eligible for recall are equal in all criteria
used in the reduction procedure, the superintendent / superintendent designee shall have
authority to select the teacher believed to best fit the needs of the district.

2. Recall Procedures. The offer of reemployment shall be made personally and by certified mail,
return receipt requested, and the teacher shall be notified in such notice that if the teacher wishes
to accept, the teacher must do so in writing within five (5) calendar days of his receipt of notice.
It is the responsibility of the teacher to keep full, accurate and current mailing addresses / phone
numbers up-to-date with the Superintendent’s Office of the District. Failure to receive acceptance
within five (5) calendar days or rejection of the offer of reemployment eliminates all
reemployment rights of the teacher.

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

Select Reduction in Force Provisions (Read entire agreement for a review of All Provisions)

Reasons:

* Financial necessity

* Program change

* Decline in enrollment

* Other business inevitability
Initial Criteria:

Natural attrition first

Note... there is no distinction between Probationary and Career under State statute beginning July
1, 2012; therefore, see provisions immediately below affect ALL teachers.

Non-reemployment of teachers:

* Positions identified; lowest composite evaluation rating of teacher is first to be RIFFED.

* [f ratings are tied, then order of seniority, number of certificates, years teaching, lot drawing.
Bumping Rights:

* Only teachers at 2.80 or above have rights.
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« If tied, then order of seniority, number of certificates, years of teaching, lot drawing.
Recall:

* On list for one (1) year.

* Only eligible if 2.80 or higher.

» Eligible if certified and qualified to teach in the open position (based upon areas of
certification, not previous position held prior to RIFFING)

» Recall in the reverse order to the RIF

* Ties result in the superintendent's determination of needs of the district.
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ARTICLE 15
GRIEVANCE PROCEDURE
Purpose

The purpose of this procedure is to secure, at the lowest possible level, equitable
solutions to a claim of contract violation by the grievant or any other issue that may arise with
respect to an employee’s terms and conditions of employment.

1. Definitions

A. A "grievant" shall mean an employee or employees making the claim or the Association filing
a grievance on those Articles pertaining to the Association.

B. A "grievance" shall mean a claim by a grievant that there has been a violation,
misinterpretation or misapplication of an established board policy or established district
administrative regulation that has specifically affected the employee’s terms and conditions of
employment or a claim involving interpretation or application of the terms of this agreement.

C. A "party in interest" is the person or persons making the claim or any person who might be
required to take action, or the person against whom action might be taken in order to resolve the
claim.

D. “Days” shall mean employment days, except as otherwise indicated.

I1. Rights to Representation

A. Any aggrieved employee may be represented at all stages of the grievance procedure by

himself/herself or at his/her option by a representative of his/her choice.

B. If, in the judgment of the Association, a grievance affects a group of certified employees or
the Association, the Association may file a grievance following the presentation of a statement
that a grievance exists. The statement must be signed by five (5) certified employees who are
affected by the grievance. Grievances filed by the Association shall move directly to the Formal
Procedure

C. Grievances involving more than one (1) supervisor and grievances involving an Administrator
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above the building level may be filed at Step II.

III. Informal Procedure

A. An employee with a grievance shall first discuss it individually with the building principal
within ten (10) days of the alleged violation, stating the article and section alleged to be

violated, with the objective of resolving the matter informally. No written record will be made.

However, a memo signed by both parties giving the date of the meeting shall be prepared.

B. Any employee whose grievance was not resolved in the informal discussion may file a written
grievance as provided for in Step I of the formal procedure.

IV. Formal Procedure

Step I

Step 11

A. If the grievant is not satisfied with the discussion in the Informal Procedure,
he/she shall submit a written grievance (See Appendix Item 1 - Grievance Report
Form) to his/her building Principal within five (5) days of the Informal Procedure.
The written grievance shall cite the specific articles, sections, and paragraphs
alleged to be violated, and will also state the specific remedy sought.

B. The building Principal shall schedule and hold a meeting within five (5) days
after receipt of the written grievance. Present at this meeting shall include the
grievant(s), and if the grievant so desires, a representative of his/her own choosing
and the building Principal, and if the building Principal desires, a representative of
his/her own choosing.

C. The building Principal will transmit his/her decision in writing with reasons
upon which the decision was based, to the grievant within five (5) days after the
meeting was held.

A. If the grievant is not satisfied with the disposition of the grievance at Step I or
if no decision has been rendered within five (5) days after presentation of the
grievance, the grievance may be referred to the Superintendent or his/her designee
in his/her absence. The request for Step II appeal shall be accompanied by the
grievance, Principal’s decision, and reasons for the request.

B. The Superintendent shall arrange for a meeting to take place within five (5)
days of the receipt of the appeal.
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C. Upon conclusion of the meeting, the Superintendent will provide his/her
written decision to the grievant, Association, and building Principal if involved
within five (5) days. Such written decisions shall include reasons upon which the
decision was based.

D. If the Association is not the representative for a grievant, a spokesperson for
the Association may be present to submit the Association's views on the
grievance.

Step 111

A. If the grievant is not satisfied with the disposition of his/her grievance at Step
I, he or she may file an appeal with the board of education in writing, using the
official form which is part of this procedure, within five (5) days of the Step II
response.

B. The board will hear the appeal at its next regularly scheduled meeting or a
special board meeting which has been called within forty-five (45) days of the
receipt of the appeal.

C. At the conclusion of the hearing, the Board shall render its decision by vote of
the members present and shall transmit its decision in writing to the grievant, the
building Principal, if involved, the Superintendent, and the Association.

V. Reprisals

No reprisals of any kind will be taken by any of the parties in interest because of his/her
participation in the grievance procedure.

VI. Cooperative Investigation

The parties of interest will cooperate in the investigation of any formally presented
grievance and will furnish such information as is requested for the processing of any grievance
within the guidelines of all Federal and State Laws and Regulations.

VII. Release Time

If the investigation or hearing of any grievance should be scheduled during the school
day, all parties of interest shall be released from regular duties without loss of pay.

VIII. Personnel Files

No documents or records dealing with the processing of a grievance shall be filed in the
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grievant personnel file.

IX. General Provisions

1. The grievant shall have sole responsibility for pursuing the grievance through all levels
and within the timelines specified in these procedures.

2. Failure at any level of this procedure to appeal to the next level within the specified
time limits shall be deemed to be an acceptance by the grievant of the decision at that level.

3. Failure at any level of this procedure to respond to a grievance within the specific time
limits shall permit the grievant to appeal to the next level.

4. Time limits at any level may be extended by mutual agreement, and such agreements
shall be in writing and placed in the record for that grievance.

5. Evidence and testimony presented by the grievant at any level of this procedure shall
be limited to that which was presented at previous levels of the Formal Procedure. If new
evidence is acquired, the process will move back to Step 1 of the Formal Procedure.
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ARTICLE 16
FORMAL COMPLAINTS
A. All formal parent complaints shall be referred to the teacher.

B. All formal complaints against a teacher must be substantiated and documented through a
complete and thorough investigation before disciplinary action is taken. If it appears that
disciplinary action is in order, the teacher(s) in question will be notified.

C. In the case of formal complaints, the teachers shall have the right to be informed of the
identity of a complainant and provided an opportunity to resolve the issue before
disciplinary action is taken.

D. Except in emergency situations, teachers shall not be reprimanded in the presence of
others.

E. If documentation of a disciplinary conference is to be made (See Appendix Item 2 - Staff
Relations Complaint Form), the teacher shall have the right to have a representative
present during the conference. The administrator shall have the right to have a witness
present during such conferences.
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ARTICLE 17
COVERING CLASSES

A. When required by the Principal or the Principal’s designee to substitute, administer, or

monitor a test during a teacher’s planning/conference period, the rate of reimbursement will be
$15.00 per period.

B. When required by the principal or the Principal’s designee to cover another teacher’s class in
addition to their regular, the rate of reimbursement shall be $30.00 for a half day and $60.00 for a
full day. In the event the time covered is less than 122 day the reimbursement shall be $10.00 per
hour.
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ARTICLE 18
SICK LEAVE

A. The Board shall provide each teacher ten (10) days of sick leave each year for use in case of
personal injury, illness or pregnancy, or injury illness in the family. Teachers on an eleven (11)
month contract shall receive eleven (11) days of sick leave and those teachers on a twelve (12)
month contract shall receive twelve (12) days. Immediate family is defined as spouse, child,
stepchild, parent of employee or employee’s spouse, sibling, grandchild, grandparent, stepparent,
aunts, uncles, nieces, nephews, including those of spouse and household members who reside in
the same home and have reciprocal duties to and do provide financial support for one another.

B. Unused sick leave days may accumulate to a maximum of sixty (60) days. The Board will
maintain records of sick leave accumulation beyond (60) days to a maximum of one hundred
fifty (150) days for the purpose of reporting those days to the Oklahoma Teachers Retirement
System. Teachers transferring from another district shall not be allowed to transfer more than
sixty (60) days for use as sick leave. The district will maintain a record of sick leave
accumulation for the beyond sixty (60) days to a maximum of one hundred fifty (150) for the
purpose of reporting those days to the Oklahoma Teacher Retirement System.

C. If, after exhausting all accumulated sick leave, a teacher is absent from his/her duties due to
personal injury, illness, or pregnancy, the teacher shall receive his/her full contract salary less the
amount actually paid to a substitute teacher if one is hired, or the amount normally paid to a
substitute teacher if one is not hired, for an additional period of up to twenty (20) days.

D. If a teacher is still unable to return to work after the period of time provided in C above, the
teacher may be placed on sick leave without pay for the remainder of the contract year. The
teacher must provide a written request for such leave status, and the request must be
accompanied by a written statement from a licensed physician supporting the need for such
leave.

E. Teachers shall be charged for no less than one-half (1/2) of a day when a substitute is hired. If
another teacher covers at no cost to the District for one period/hour or less, there will be no
deduction against leave.

F. COMPENSATION FOR UNUSED SICK LEAVE

1. Beginning with 2022-2023 school year, teachers who retire under OTRS shall receive
payment for unused sick leave days accumulated over one hundred twenty days (120 days)
which have not been utilized to obtain an additional year of service with the Oklahoma Teachers’
Retirement System and have not been transferred to another district. Teachers who qualify shall
receive payment of $50.00 per day for every day above one hundred twenty days (120).
Compensation for unused sick days must be requested in writing prior to June 1st of the last
employment year.
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2. Beginning with the 2022-2023 school year, teachers who retire under OTRS from Newkirk
Public Schools shall receive payment for unused sick leave days accumulated less than one
hundred twenty (120) days. Teachers who qualify shall receive payment of $50.00 per day.

3. At the beginning of each year each teacher will be notified of available leave balances. Upon
request teachers will be notified of their available balances within five (5) working days.
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ARTICLE 19
PERSONAL BUSINESS LEAVE

All teachers shall receive five (5) days of personal business leave at no deduction in pay subject
to the following provisions:

A. The principal shall be notified seventy-two (72) hours in advance, except in the case of an
emergency. In case of an emergency the principal shall be notified not later than 7:30 a.m. on the
day the leave is requested. During the first or last week of school, within two (2) days before or
after a school holiday, or within the building testing window if the building is testing the
employee shall make a written request for the leave with the stated reason at least 5 days prior to
the leave except in the case of an emergency or in case of their child’s participation in a sporting
event. The request must be first approved by the building principal (showing their approval and
availability of a substitute) and then receive the written permission of the superintendent or
his/her representative.

B. Personal leave may not be used for other employment by the teacher with the exception of
teachers speaking at educational events.

C. The teacher will not be required to give a reason for the day of personal business leave.
Personal Business Leave is for business that cannot be done after school hours.

D. If a substitute cannot be found teachers will be assigned according to article 17.

E. Personal Business leave shall not accrue.

F. Unused paid Personal Business Leave shall be added to the teacher’s accumulated sick leave,
or the school district shall pay $50.00 per day for any unused paid Personal Business Leave, per
teacher’s choice, (BY MAY 1ST OF THE FIRST YEAR OF EMPLOYMENT TEACHERS
MUST COMPLETE THE PERSONAL LEAVE CONVERSION FORM (SEE APPENDIX 5).
If the employee does not communicate how they want personal days converted, the days will be
rolled into sick days. The payment shall occur within thirty (30) days of the end of the school
year. Requests to change must be made through the school’s Encumbrance clerk by May 1st of
that school year. (revised May 5, 2025)
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ARTICLE 20
PROFESSIONAL LEAVE

A. Notice of workshop conferences or professional meetings shall be posted in each building.
Teachers may apply to the principal for leave to attend professional meetings, workshops, or
conferences directly related to their current teaching assignment. If the leave request is granted,
the teacher shall not suffer a loss in pay or accumulated leave benefits for such absence.

B. Honorariums and workshop presentations will be considered as professional leave if granted
by the Administration. Substitute pay will be deducted from an honorarium or reimbursed by the
requesting district.

40



ARTICLE 21
BEREAVEMENT LEAVE

The Board shall provide five (5) days of bereavement leave at no cost to the teacher for each
occurrence of death in the immediate family. For the purposes of bereavement immediate family
shall be defined as spouse, child and children’s spouse, parent, stepparent, grandchild,
grandparent, sibling and sibling’s spouse, aunts, uncles, nieces, nephews, including those of
spouse or household member who resides in the same house as the teacher who shares a duty to
provide financial support. The Board will allow the teacher to use three days (within the five
days) of paid leave to attend funerals outside the immediate family. (revised 7-28-21)
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ARTICLE 22
SICK LEAVE BANK

All employees may participate in the Sick Leave Bank (See appendix item 4 - Sick Leave
Donation Form) on a voluntary basis. Sick Leave Bank may be utilized by an employee who is
suffering from or has a relative or household member suffering from an extraordinary or severe
illness, injury, impairment, or physical or mental condition.

An employee may utilize the Sick Leave Bank only under the following conditions: (1) the
employee has exhausted, or will exhaust, all sick leave as a result of the condition, (2) the
condition has caused, or is causing, the employee to take leave without pay or to terminate
employment, and (3) the condition is serious, extreme, or life-threatening condition.

“Relative of the employee” means a spouse, child and children’s spouse, parent, stepparent,
grandchild, grandparent, sibling and sibling’s spouse or household member who resides in the
same house as the teacher who shares a duty to provide financial support.

“Severe” or “extraordinary” means serious, extreme or life-threatening, including temporary
disability resulting from pregnancy, miscarriage, childbirth, and recovery.

The Board of Education shall require the employee to submit, prior to approval or disapproval, a
medical certificate from a licensed physician or health care practitioner verifying the severe or
extraordinary nature and expected duration of the condition.

Provisions for participation include the following:

1. Each employee participating in the sick leave bank will be assessed one day of his sick leave
upon his initial enrollment in the Sick Leave Bank. Each member shall be assessed one day of
his sick leave each subsequent year of membership until the bank has over one hundred (100)
days. No more days will be added except from new enrollees until the bank is depleted to below
fifty (50) days. When the Sick Leave Bank total falls below a minimum fifty (50) days, each
active member will be assessed one day each. This assessment will be made at the time of
enrollment as a Sick Leave Bank member, that being the first official school day.

2. Additions will be made to the bank at the beginning of each school year according to the
limitations stated in Item 1.

3. A person withdrawing from membership in the Sick Leave Bank will not be able to withdraw
the contributed days.

4. Only those employees participating in the Sick Leave Bank will be eligible to withdraw
days, and then only after their accumulated sick leave and excess sick leave are used.

5. No more than ten (10) sick leave days will be granted per request. Application may be made
for additional days. (See appendix item 5 - Sick Leave Request Form)

6. Persons withdrawing sick leave days from the Sick Leave Bank will not have to replace these
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days except as a regular contributing member to the bank.

7. The sick leave bank will be overseen by a five member district committee composed of an
administrator, a support employee, and a teacher from each building (two of which will be NEA
representatives). (revised 7-28-21) All committee members must be members of the sick leave
bank. The committee will make a determination on any application for additional days.

8. Members may voluntarily donate additional days to the sick leave bank. Donated days will
reduce their number of accumulated sick leave days by that number.
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ARTICLE 23
OTHER LEAVE REQUEST
A. Jury Service Leave: Teachers shall be granted leave for jury service as prescribed by state law.

1. Legal Process Leave: Teachers shall be granted leave to serve as a witness subpoenaed
in a criminal, civil, or juvenile proceeding as prescribed by law.

B. Military Leave: Military leave shall be granted as prescribed by state law.
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ARTICLE 24
ASSOCIATION PRIVILEGES
The Association may use school facilities for meetings of the Association.

The Association shall be permitted to distribute information related to the official business of the
Association by school email, placing it in the mail box of individual teachers at each school and
will be permitted to place material on a designated bulletin board in each school. Such material
shall not suggest, urge or propose any action by a teacher to violate, ignore, or resist any term of
this agreement, Board policy, or administrative regulation.

Prior to each School Board meeting the president of the association shall receive a copy of the
packet provided to the School Board members, if one is provided, excluding those items relating
to personnel or legal issues that are confidential.
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ARTICLE -25
EDUCATIONAL LEAVE

A. A teacher may be granted, at the discretion of the principal, an early dismissal leave after the
regular teaching day to attend a college course which would be in the teacher’s teaching career.
This leave will not be permitted on school in-service days or work days. A teacher may be
granted early dismissal leave on a closing day with the permission of the principal. Willful abuse
of this leave provision shall subject the teacher committing such abuse to disciplinary action by
the Superintendent and shall constitute just cause for suspension without pay. (revised 7-28-21)
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Article 26

Other Agreements:

e A loyalty stipend of no less than $250 may be paid to all returning certified staff in the
Newkirk School District.

e A holiday stipend of no less than $250 may be paid to all certified staff.
e A climate survey will be initiated in each building in order to give feedback to principals,
superintendent, and the BOE. This will be done in February. The climate survey can be

viewed upon request by any employee at NPS. The climate survey will not change
unless agreed upon by both the NEA and Administrative Team.
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APPENDIX
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GRIEVANCE REPORT FORM
Building

Assignment Name of Grievant Date Filed
STEP I

A. Date Grievance Occurred:

B. Statement of Grievance:
Relief Sought:

SIGNATURE: DATE:
(Building Principal will arrange a meeting with 5 days and provide in written form within 4 days
of meeting.)

C. Disposition of Principal:
If additional space is needed in reporting Section B of Step I, attach an additional sheet.
Signature of Principal: Date

STEP II

A. Date received by Superintendent or Designee:

(Superintendent or Designee shall arrange a meeting with 5 days of appeal and provide his
decision within 4 days of meeting.)

B. Disposition of Superintendent or Designee

SIGNATURE: DATE:

C. Position of Grievant and/or Association:

SIGNATURE: DATE: STEP III

(If not satisfied with disposition of Step II or no decision has been rendered within 10 days of
meeting with Superintendent or Designee.)

A. Date Submitted to Board:

B. Disposition and Award of Board:
SIGNATURE OF BOARD PRESIDENT: DATE
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STAFF RELATIONS COMPLAINT FORM

It is the desire of the Newkirk Public Schools that all employees will work in an atmosphere that
encourages excellence. All employees are entitled to a workplace that is free of harassment
and/or intimidation.

The Newkirk School District encourages employees to report complaints of harassment and/or
intimidation. The complaint should be reported immediately to the Superintendent or his
designee.

Employee:
Date of Incident:
Description of complaint: (Please be very specific.)

Date

Employee Signature
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Sick Bank Donation Form

As per the teacher negotiation agreement Article 22: All employees may participate in the Sick
Leave Bank on a voluntary basis. Sick Leave Bank may be utilized by an employee who is
suffering from or has a relative or household member suffering from an extraordinary or severe
illness, injury, impairment, or physical or mental condition.

An employee may utilize the Sick Leave Bank only under the following conditions: (1) the
employee has exhausted, or will exhaust, all sick leave as a result of the condition, (2) the
condition has caused, or is causing, the employee to take leave without pay or to terminate
employment, and (3) the condition is serious, extreme, or life-threatening condition.

“Relative of the employee” means a spouse, child and children’s spouse, parent, stepparent,
grandchild, grandparent, sibling and sibling’s spouse or household member who resides in the
same house as the teacher who shares a duty to provide financial support.

“Severe” or “extraordinary” means serious, extreme or life-threatening, including temporary
disability resulting from pregnancy, miscarriage, childbirth, and recovery.

The Board of Education shall require the employee to submit, prior to approval or disapproval, a
medical certificate from a licensed physician or health care practitioner verifying the severe or
extraordinary nature and expected duration of the condition.

Provisions for participation include the following:

1. Each employee participating in the sick leave bank will be assessed one day of his sick leave
upon his initial enrollment in the Sick Leave Bank. Each member shall be assessed one day of
his sick leave each subsequent year of membership until the bank has over one hundred (100)
days. No more days will be added except from new enrollees until the bank is depleted to below
fifty (50) days. When the Sick Leave Bank total falls below a minimum fifty (50) days, each
active member will be assessed one day each. This assessment will be made at the time of
enrollment as a Sick Leave Bank member, that being the first official school day.
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2. Additions will be made to the bank at the beginning of each school year according to the
limitations stated in Item 1.

3. A person withdrawing from membership in the Sick Leave Bank will not be able to withdraw
the contributed days.

4. Only those employees participating in the Sick Leave Bank will be eligible to withdraw days,
and then only after their accumulated sick leave and excess sick leave are used. 30

5. No more than ten (10) sick leave days will be granted per request. Application may be made
for additional days. (See appendix item 5 — Sick Leave Request Form)

6. Persons withdrawing sick leave days from the Sick Leave Bank will not have to replace these
days except as a regular contributing member to the bank.

7. The sick leave bank will be overseen by a five member district committee composed of an
administrator, a support employee, and a teacher from each building, two of which will be NEA
representatives. All committee members must be members of the sick leave bank. The committee
will make a determination on any application for additional days.

8. Members may voluntarily donate additional days to the sick leave bank. Donated days will
reduce their number of accumulated sick leave days by that number.

This form will need to be given to the Payroll Clerk on or before the first day of each school
year.

I , would like to be added to the sick bank participant list and
donate 1 (one) day of my sick leave to the sick bank. I understand that 1 (one) day may be taken
away, if needed, from my cumulative sick leave each year until I withdraw.

Employee Signature

Date
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NEWKIRK PUBLIC SCHOOLS SICK LEAVE BANK REQUEST FORM

| am requesting sick leave day from the Newkirk’s Education Association’s Sick Leave
Bank. (Limit 10)

If additional day are still needed, up to ten (10) more day may be requested by submitting this form to
the Newkirk Education Association’s Sick Leave Bank Committee.

Attach a doctor’s letter with medical reasons for the use of days from the Sick Leave Bank.

Reason for Request:

Dates Requested: to

Employee Name Employee Signature

Date Submitted

Sick Leave Bank Procedures:
1. Employee must participate in Sick Leave Bank.
2. Employee must use all personal sick leave days first.

3. Employee must apply for up to (10) days from the Sick Leave Bank. (Completing this form and
submitting a doctor’s letter.)

4. Employee must make a second application for up to ten (10) additional days from the Sick Leave Bank.
(Completing this form and submitting a doctor’s letter.)

( )Approved ( ) Denied

Administrator Signature
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Personal Day Conversion Form
Article 19

1, , choose to roll my unused paid Personal Business
Leave to my accumulated sick leave balance.

Date

Signature of Employee

1, , choose to be paid $50.00 per day for any unused
paid Personal Business Leave.

Date

Signature of Employee

**If this form is not filled out and returned to the payroll secretary by May 1 as
stated in Article 19 then unused Personal Days will be rolled into sick days.

54



EXTRA DUTY

e The high school Activity Director cannot also be a Class Sponsor; a Class Sponsor
cannot also be the high school Activity Director.

e The Superintendent has the ability to provide a one time hiring bonus of up to $2500

e The table below is for transparency between the NEA and the Superintendent

ACTIVITY /| SPONSOR MINIMUM STARTING CURRENT SALARY
Senior class sponsor $600 $600
Junior class sponsor $1200 $1200

Sophomore class sponsor $300 $300

Freshman class sponsor $300 $300
High School Activity Director $1800 $1800
Yearbook Advisor $2400 $2400
High School Gifted & Talented $630 $630
Middle School Gifted & Talented $630 $630
Elementary Gifted & Talented $630 $630
Drama $2500 $3000
High School Student Council $900 $1250
Middle School Student Council $1000
Vocal Director $2500 $2500
High School Band Director $4500 $4500
STEPP-UP Advisor $960 $960
National Honor Society $900 $900
Academic Team $900 $900
Technology Assistant $500 $500/$1500
Gatekeepers $30 $36
Homebound Teacher $30/hour
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HIGH SCHOOL COACHING

MINIMUM STARTING

CURRENT SALARY

Athletic Director $6000 $8000/$4000
Head Football Coach $7000 $8000
Football Coordinator $3500 $4000
Head Basketball Coach $6000 $7000
(Boys)

Head Basketball Coach $6000 $7000
(Girls)

Head Wrestling Coach $6000 $7000
Head Girls Wrestling Coach $6000 $7000
Head Baseball Coach $4000 $5000
Head Softball Coach $4000 $5000
Head Track Coach $3500 $3500
(Boys and Girls)

Head Soccer Coach $3500 $3500
Head Cheer Coach $3500 $7000
Summer Weights Coach $10/ hr. $10/ hr.
Assistant Football Coach $3000 $3500
Assistant Basketball Coach $3000 $3500
Assistant Wrestling Coach $3000 $3500
Assistant Girls Wrestling Coach $3000 $3500
Assistant Baseball Coach $2000 $3000
Assistant Softball Coach $2000 $3000
Assistant Track Coach $2000 $2500
Assistant Soccer Coach $2500 $2500
Assistant Cheer Coach $2000 $3500
MIDDLE SCHOOL COACHING MINIMUM STARTING CURRENT
Head Football Coach $2000 $2250
Head Basketball Coach $1500 $2250
(Boys and Girls)

Head Wrestling Coach $1500 $2250
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Head Girls Wrestling Coach $1500 $2250
Head Baseball Coach $1500 $2000
Head Softball Coach $1500 $2000
Head Track Coach $1500 $1500
(Boys and Girls)

Head Cheer Coach $1500 $2250
Assistant Football Coach $1000 $1750
Assistant Basketball Coach $1000 $1750
Assistant Wrestling Coach $1000 $1750
Assistant Girls Wrestling Coach $1000 $1750
Assistant Baseball Coach $1000 $1500
Assistant Softball Coach $1000 $1500
Assistant Track Coach $1000 $1000

Bus Driving by Coaches / Sponsors

Within 39 miles

$25 each way

Within 78 miles

$30 each way

Within 117 miles

$35 each way

Beyond 118 miles

$40 each way
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Play-off Stipends for Head and Assistant Coaches

e Football - 5% stipend for:
o Each additional playoff game

e Competitive Cheer - 5% stipend for:
o Regional Championship

e Softball - 5% stipend for:
o Qualify for Regionals
o Regional Championship

e Cross Country - 5% stipend for
o Regional Championship

e Basketball - 5% stipend for:
o Area Tournament Appearance
o State Tournament Appearance

e Dual State Wrestling - 5% stipend for:
o District Championship

e Team Wrestling - 5% stipend for:
o Regional Championship

e Soccer - 5% stipend for:
o Each additional playoff game

e Baseball - 5% stipend for:
o Qualify for Regionals
o Regional Championship

e Golf - 5% stipend for:
o Team Regional Championship

e Track - 5% stipend for:
o Team Regional Championship

Any Team State Runner-Up - Additional 5% Stipend
Any Team State Championship - Additional 10% Stipend

Approved August 2019 (Added to NEA agreement 7-28-21)



Newkirk Public Schools
Certified Teacher Salary Schedule

2026-27
Bachelor's + Master's Master's +
Yrs of Exp Bachelor's Degree NBC Degree NBC Doctor's Degree
0 $43,821.00 $44,979.00 $45,211.00 $46,369.00 $46,607.00
1 $44,255.00 $45,413.00 $45,645.00 $46,369.00 $47,035.00
2 $44,689.00 $45,848.00 $46,079.00 $47,238.00 $47,469.00
3 $45,124.00 $46,282.00 $46,514.00 $47,672.00 $47,904.00
4 $45,558.00 $46,716.00 $46,948.00 $48,106.00 $48,338.00
5 $47,030.00 $48,188.00 $48,420.00 $49,578.00 $49,810.00
6 $47,493.00 $48,652.00 $48,883.00 $50,042.00 $50,274.00
7 $47,957.00 $49,115.00 $49,347.00 $50,505.00 $50,737.00
8 $48,420.00 $49,578.00 $49,810.00 $50,969.00 $51,200.00
9 $48,883.00 $50,042.00 $50,274.00 $51,432.00 $51,664.00
10 $50,904.00 $52,064.00 $52,788.00 $53,948.00 $55,165.00
11 $51,397.00 $52,556.00 $53,236.00 $54,441.00 $55,658.00
12 $51,890.00 $53,049.00 $53,774.00 $54,993.00 $56,151.00
13 $52,382.00 $53,542.00 $54,267.00 $55,426.00 $56,644.00
14 $52,875.00 $54,035.00 $54,759.00 $55,919.00 $57,136.00
15 $54,387.00 $55,547.00 $56,272.00 $57,432.00 $58,650.00
16 $54,880.00 $56,040.00 $56,765.00 $57,925.00 $59,143.00
17 $55,373.00 $56,533.00 $57,258.00 $58,418.00 $59,636.00
18 $55,866.00 $57,026.00 $57,751.00 $58,911.00 $60,129.00
19 $56,359.00 $57,519.00 $58,244.00 $59,404.00 $60,622.00
20 $56,872.00 $58,033.00 $58,758.00 $59,918.00 $61,137.00
21 $57,365.00 $58,526.00 $59,251.00 $60,412.00 $61,630.00
22 $57,859.00 $59,019.00 $59,744.00 $60,905.00 $62,123.00
23 $58,352.00 $59,512.00 $60,238.00 $61,398.00 $62,617.00
24 $58,845.00 $60,005.00 $60,731.00 $61,891.00 $63,110.00
25 $60,259.00 $61,452.00 $62,191.00 $63,373.00 $64,615.00
26 $60,694.00 $61,877.00 $62,616.00 $63,798.00 $65,040.00
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27 $61,119.00 $62,302.00 $63,041.00 $64,223.00 $65,465.00
28 $61,554.00 $62,727.00 $63,466.00 $64,648.00 $65,890.00
29 $61,969.00 $63,152.00 $63,891.00 $65,073.00 $66,315.00
30 $62,394.00 $63,577.00 $64,316.00 $65,298.00 $66,740.00
31 $62,819.00 $64,002.00 $64,741.00 $65,923.00 $67,165.00
32 $63,244.00 $64,427.00 $65,166.00 $66,348.00 $67,590.00
33 $63,669.00 $64,852.00 $65,591.00 $66,773.00 $68,015.00
34 $64,094.00 $65,277.00 $66,016.00 $67,198.00 $68,440.00
35 $64,519.00 $65,702.00 $66,441.00 $67,623.00 $68,865.00

This salary schedule includes the increase of $1220, put forth by the 2019 legislature. Approved
6/13/22

This salary schedule includes the SB1119 Teacher Experienced-Based Pay Raise. Approved 6/12/23
This salary schedule includes SB201 Teacher Pay Raise. Approved 5/11/26

This salary schedule includes the increase of $250, put forth by the 2021-22 Negotiated agreement
This salary schedule includes the increase of $750, put forth by the 2022-23 Negotiated agreement
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