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AGREEMENT 

 

 

This Agreement is made and entered into by and between SCHOOL DISTRICT 27J IN THE 

COUNTIES OF ADAMS AND WELD IN THE STATE OF COLORADO and the BRIGHTON 

EDUCATION ASSOCIATION this 21
th

 Day of April, 2023. 
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ARTICLE 1 - DEFINITIONS 

 

 

1-1 The term BOARD shall mean the Board of Education of School District 27J, 

Adams and Weld Counties, in the State of Colorado. 

 

1-2 The term SCHOOL DISTRICT or DISTRICT shall mean School District 27J, Adams 

and Weld Counties, in the State of Colorado. 

 

1-3 The term ASSOCIATION shall mean the Brighton Education Association. 

 

1-4 The term PARTY or PARTIES shall mean the District and the Association, as 

participants in this Agreement. 

 

1-5 The term CERTIFIED EMPLOYEE shall mean any contracted, certified/licensed 

employee person who is employed by the District as a teacher, audiologist, 

occupational therapist, physical therapist, counselor, psychologist, speech and 

language specialist, or social worker in a position which requires a teaching 

certificate/license, but shall exclude all administrators, supervisors, classified 

employees, paraeducators, substitute teachers and those part-time certified 

employees employed under a less than one-half time teaching contract. 

 

1-6 The term PERMANENT EMPLOYEE shall mean any employee whose expected term 

of employment is anticipated to be other than temporary and/or at least one (1) 

year in duration. 

 

1-7 The term TEMPORARY EMPLOYEE shall mean any employee whose expected term 

of employment is for a definite period of time which may relate to the duration 

of funding, or which is anticipated to be for a period less than one (1) year. 

 

1-8 The term WORK YEAR/SCHOOL YEAR shall mean the professional duty days 

required of each employee according to the officially adopted 

calendar/Superintendent Policy. 

 

1-9 The term SCHOOL DAY shall refer to the continuous period of time each day a 

certified employee is assigned teaching and school-related duties. 

 

1-10 The term BUSINESS DAYS as used in this agreement shall mean those DAYS 

during which the administrative offices of the district are normally open.  

 

1-11 The term ADMINISTRATOR or SUPERVISOR shall mean an individual having 

authority in the interest of the employer to hire, fire, transfer, suspend, lay-off, 

recall, promote, discharge, assign, regard, discipline or evaluate other 

employees, or to adjust grievances or to recommend any of the foregoing, if, in 

connection with the foregoing, the exercise of such authority is not of a merely 

routine or clerical nature, but rather requires the use of independent judgment. 

 

1-12 The term TEACHER shall mean any person who holds a teacher’s license and is 

employed under the provisions of the Teacher Employment, Compensation and 

Dismissal Act.  
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ARTICLE 2 - RECOGNITION 

 

 

2-1 The District recognizes the Association as the exclusive representative and 

negotiating agent for all certified employees as defined in Article 1-5 for the 

purpose and duration of this contract. 

 

2-2 All rights and privileges granted to the Association under the terms and 

provisions of this Agreement are for the exclusive use of the Association. 
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ARTICLE 3 - GENERAL PROVISIONS 

3-1 This Agreement constitutes officially adopted District policy for the term of said 

Agreement, and the District and the Association will carry out the commitments 

contained herein and give them full force and effect. 

 

3-2 No change, rescission, alteration or modification of this Agreement in whole or 

in part shall be valid unless the same is ratified by both the District and the 

Association and endorsed in writing hereon. 

 

3-3 The District and the Association recognize that the District has certain powers, 

discretions and duties that, under the Constitution and Laws of the State of 

Colorado, may not be delegated, limited or abrogated by agreement with any 

party.  Accordingly, if any provision of this be found contrary to law, such 

provision or application shall have effect in the law only to the extent permitted 

by law, but all other provisions or applications of this Agreement shall 

nevertheless continue in full force and effect. 

 

3-4 The provisions of this Agreement shall control, where any conflict exists 

between this Agreement and Superintendent Policy or administrative procedure 

or practice related hereto. 

 

3-5 The Association agrees that for the duration of this agreement it shall not cause, 

support, or engage in a strike, work slow-down, or any other forms of 

withholding services, nor shall the Association employ any such practice which 

would in any way adversely affect the learning opportunities normally available 

to the students of the District. 

 

3-6 Failure of either party to enforce, or insist upon, the performance of any term, 

condition or provision of the Agreement in any one or more instances shall not 

be deemed a waiver of such term, condition or provision.  No term, condition or 

provision of this Agreement shall be deemed waived by either party unless such 

waiver is reduced to writing and signed by the Association officers and the 

District.  If such written waiver is given, it shall apply only to the specific case 

for which the waiver is given, and shall not be construed as a general or absolute 

waiver of the term, condition or provision, which is the subject matter of the 

waiver. 

 

3-7 Except as expressly provided in this Agreement, the determination and 

administration of school policy, the operation and management of the schools 

and the direction of employees and all other rights, responsibilities and 

privileges related thereto are vested exclusively in the District. 

 

3-8 Neither the District nor the Association shall discriminate against any teacher 

on any basis as defined in state law, federal law, and the Constitution. 

 

3-9 Any individual contract between the District and any individual employee shall 

be consistent with the provisions of this Agreement. If any such contract 

between the District and any employee contains any language inconsistent with 

the terms or provisions of this Agreement, the terms and the provisions of this 

Agreement shall control. 
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ARTICLE 4 – TERMS OF AGREEMENT 

 

 

4-1 This Agreement shall become effective on the 1
st

 day of July 2023, and shall 

remain in full force and effect through the 30
th

 day of June 2028; provided, 

however, that during the period established for negotiations each party shall 

have the right to reopen this Agreement to submit proposals concerning two (2) 

Articles and any other mutually agreed upon Articles. 

 

4-2 During the 2006-2007 negotiations, Brighton Education Association and the 

District agreed the number of proposals needed to reopen this Agreement shall 

be reduced from three (3) to two (2), unless agreed upon by mutual consent. 
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ARTICLE 5 – CERTIFIED EMPLOYEE WORK WEEK/YEAR 

 

5-1 27J’s core mission is to support student learning and preparedness for a 

career and a life well beyond graduation.  Only a developed and prepared 

teacher may consistently promote these student outcomes.  Professional 

teachers deserve adequate amounts of time to plan and prepare, time to work 

collaboratively with other educators, and time dedicated to professional 

learning.  

            

 

5-2 Certified Employee Work Year 

 

 The certified employee work week shall be forty (40) hours, including a 

scheduled duty-free lunch period of at least 120 minutes per week with a 

minimum of thirty (30) uninterrupted minutes per day.  The certified employee 

may be required to be onsite an average of 37 hours per week or 36 hours on 

four day weeks and 40 hours on five day weeks. The remaining 3 or 4 hours are 

to be self-directed and recognize the additional obligations that certified 

employees have.  These obligations may include, but are not limited to, serving 

on various committees, contacting parents, taking work home, and meeting the 

needs of students.  The parties recognize that flexibility is needed in scheduling 

these hours to meet designated program and planning needs.  The typical 

certified employee contract shall be 162.5 days in length.  All licensed teachers 

new to the district will be issued a contract for 166.5.     

  

5-3  Certified Employee Work Week  

   

The certified employee contract week will consist of four (4) nine (9) hour            

days on Tuesday through Friday and one four (4) workday on  one Monday per 

month.  If teachers have planning time, meaning no collaboration meetings or 

duties during the non-student contact time during the day, (7:30-8:30 secondary 

and 3:30-4:30 elementary only) they may chose to arrive after the 7:30 start of 

the day or leave before the 4:30 end of the day. This flexible schedule is 

designed so that teachers have more discretion about where this portion of their 

plan time is used. This non-student contact time will continue to count as 

personal plan time whether the teacher is in the school building or not. 

 

Certified employee orientation days are the workdays prior to the 1st district 

student contact day in the calendar.  This does not include the new teacher 

network days which are only for certified employees new to the 

district.  Orientation days that fall Tuesday-Friday shall be six (6) hour workdays 

split 50/50 between teacher work time and school PD/directed time.  One 

additional orientation day shall occur on an August Monday as a four (4) hour 

workday.  Beginning with the first district student contact day in the calendar, 

the Tuesday-Friday workdays says shall be nine (9) hours. 

 

5-3-1  Professional Development 
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District 27J & BEA value professional development. Certified 

employees need learning experiences, strategies, and space to 

reflect on their practice.  

Professional development time should stimulate certified employee 

growth, provide certified employees with tools and strategies to 

effectively impact student achievement and to support and achieve 

the goals of the school’s UIP.  

 

 

5-3-1-1  Monday Schedules and Compensatory Time 

 

           Certified employee work time shall include 8 hours on 

one Monday per month.  Certified employees will be 

required to be onsite for 4 hours.   The other 4 hours of the 

one Monday is recognized as comp time.   

 

Certified employee will be required to be on site in 

alignment with the district calendar. 

 

Four (4) hours of this time will be utilized for professional 

development time for every school in the district.  

 

Professional development includes but is not limited 

to district professional learning opportunities, data analysis, 

building professional learning, collaboration, and staff 

meetings. 

 

The other four (4) hours will be considered compensation 

time.  Compensation time includes back-to-school night, 

teacher to parent connections, and the October day. 

 

Monday professional development time will take place the 

second Monday of every month with 3 exception: (1) The 

Monday prior to students’ return in January will be 

designated as teacher planning and preparation time, in 

order to ensure that teachers are given ample time for 

preparation; (2) There shall not be a PD Monday in May (a 

trade for an August orientation day). (3) The Monday in 

August shall be an orientation day. 

 

5-3-1-2 Ongoing Feedback 

 

Each building will reserve the last five minutes of all 

Professional Development to complete an evaluation giving 

feedback about the learning experience. 

 

5-3-1-3 Professional Development Workload 
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There will be no assigned homework from any professional 

learning opportunities including collaboration and 

professional development. Homework is defined as duties 

and/or work other than bringing data or applying learning 

to one’s practice that are completed outside of the 

Professional Learning Opportunity.  

 

5-3-1-4 Professional Development Efficiency  

 

Opportunities that take place outside of the Monday PD time 

shall avoid information that can be easily distributed 

outside of an in-person meeting, and shall meet the 

definition of Professional Learning.  

 

 

 

   5-3-2 Planning and Preparation Time 

 

District 27J & BEA value individual and certified employee planning 

time.  The individual certified employee needs to be organized and ready 

to execute high quality instruction every day and every period of the 

day.  This time should be guaranteed and held sacred as the lists below 

more than justify its need.    

 

Below are just some of the purposes of this time: 

 

▪ clarifying daily, weekly, and unit goals 

▪ clarifying evidence and success criteria so that the teacher is clear 

about what successful learning should look like 

▪ assessing student work and providing feedback 

▪ planning for student practice, interaction, and personal and group 

engagement 

▪ meet and plan with teams in teacher/team directed time 

▪ creating supports and challenge for students who may be 

progressing at a different rate 

▪ creating systems to promote student ownership, self-regulation, 

and initiative 

▪ creating processes that encourage student safety and participation 

▪ 504, IEP, and ALP meetings can also be scheduled during this time 

▪ on occasion, teachers may be asked to substitute for other 

teachers 

 

Certified employees also need time to fulfill other essential needs: 

 

▪ calling and communicating with parents 

▪ checking and responding to emails 

▪ entering grades into the gradebook 

▪ organizing resources and materials 

▪ making copies 
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▪ taking care of basic health needs 

▪ meeting with their evaluator to reflect on learning goal and 

practice 

 

5-3-2-1  Therefore certified employees shall receive the 

following: 

Elementary: 390 minutes of individual planning and 

preparation time per week during the teacher contract 

day.  

Middle School: 390 minutes of individual planning and 

preparation time per week during the teacher contract 

day. 

High School: 420 minutes of individual planning and 

preparation time per week during the teacher contract 

day. 

There will be a minimum of fifty (50) continuous 

minutes of this time during every contract day; 

unforeseen circumstances arising in a building may 

result in that time occasionally not being met.  

 

5-3-2-2  Itinerant staff: 1560 minutes per month (average of 

390 minutes per week) of individual planning and 

preparation time per month during the contract 

day.   Planning and preparation time shall be exclusive 

of the employee’s non-contact, duty-free lunch and 

travel time between worksites. 

 

 5-3-3 Instructional Collaboration  

 

District 27J and BEA value collaboration time.  The work of teaching and 

learning is far too overwhelming for the individual certified employees to 

do alone.  To ensure that all students are receiving a similar high quality, 

learning experience and to ensure that all certified employees learn and 

grow, it is necessary for certified employees to work together as a team 

of professionals. We believe that collaboration: 

 

is…. 

▪ an intentional, productive, results-orientated, solution focused way 

of working together towards the goal of high quality teaching that 

improves student learning 

▪ working together to clarify the goal or intention for student 

learning  

▪ identifying student goals from standards and curricular 

frameworks 

▪ working backwards to clarify short and long term goals – yearly, 

unit, weekly, daily planning 

▪ vertical planning – scope and sequence 
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▪ determining what will constitute student success – success   

criteria, rubrics 

▪ determining the progress that students are making 

▪ analyzing evidence and data – formative and summative 

▪ reviewing student work 

▪ assessing teacher impact on student progress 

▪ supporting students in learning 

▪ creating learning experiences to help students interact and engage 

with the intended learning 

▪ selecting resources and structures 

▪ developing supports and scaffolds for students who demonstrate a 

needed support 

▪ developing extensions, enrichments, and ways to deepen the 

learning experiences for students who excel 

▪ creating alternative means of support such as flexible grouping, 

intervention, tier 2, tier 3 

▪ committee meetings 

▪ facilitated by the following: teachers, coaches, or administrators. 

▪ certified employee dialogue, vulnerability, and supporting one 

another in the spirit of continual improvement 

 

is not.... 

▪ blaming, shaming, finding fault outside of our professional 

control, and rendering ourselves helpless 

▪ department or grade level meeting time to solve issues  

▪ unrelated to instruction time to determine eligibility, to schedule 

field trips, to order materials, etc. 

▪ directed by coaches or administrators 

▪ cooperative learning 

 

5-3-3-1 Therefore, all certified employees shall receive a maximum  

             of 100 minutes of instructional collaboration  

             per week during the teacher contract day.  

 
5-3-3-2 Building CAT will review the Professional Learning 

language in 5-3-1 yearly and shall work to collaboratively 

create a calendar  that clearly identifies each Professional 

Learning Opportunity as either Collaboration or 

Professional Development. The calendar will be shared 

with all Certified Employees in the building. 

 

5-3-4 Final Week of First and Second Semester 
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In order to provide teachers the time necessary to complete grades at 

the end of each semester, there will be no professional development or 

collaboration time during that week. 

 

The half day after the last student contact day of the year is to be used by 

certified employees to disassemble, pack, and/or organize their 

classrooms/offices at the end of the year or compensation for graduation 

attendance for high school certified employees (if graduation takes place 

on a non-student contact day). 

 

5-3-5 Teacher to Parent Connection 

 

27J Schools values our connections to families; we know communication 

is an essential part of the school and family partnership. Regular, 

descriptive feedback to families about student performance from their 

child’s teachers plays an important factor in their student’s success.   This 

section is meant to promote meaningful, intentional conversations 

between teachers and families about student growth and is meant to 

expand the view of these conversations and promote a school vision for 

these conversations. 

 

5-3-5-1   We recognize that the needs of each student are different 

and we ask our certified staff to account for these 

differences in the structure of how family contact is 

made.  In order to promote strategic, thoughtful, 

individual teacher to family connections, the building CAT 

will work to account for family needs in how and when 

parent connections are formalized. 

 

5-3-5-2   In order to provide a variety of opportunities for teachers 

to connect with families, in addition to the regular day to 

day communication between teachers and families, 

teachers are compensated 20 hours outside of student 

contact hours for the year.    

 

5-3-5-3   The needs at elementary, middle, and high school are 

different; certified employees, through the building CAT, 

have the flexibility to determine what family connection 

time will look like at their school. 

 

 Possibilities may include but are not limited to 

● Individual conferences 

● Open houses to explain policies, grading, report cards 

(not including back to school night or check it out 

night) 

● Student-led conferences 

● Small group formats 

● A combination of longer 1:1 conferences and small 

group 
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5-3-5-4   In order to recognize the time that staff has provided for 

family contacts, building CAT will determine one week 

per semester when certified staff will have no 

collaboration time (including PLC).  During this week, 

certified employees will only be required to be at school 

during student contact hours.   Building CATs will meet 

and create a plan including a timeline for their Teacher to 

Parent Connections and will communicate it to building 

staff by September 15th.  

 

 

5-4 Each high school teacher will engage in classroom instruction for a maximum 

of 285 minutes per day.  We define classroom instruction as a class that requires 

advanced preparation and assessment of student work.  27J Schools and BEA 

recognize that there may be students or groups of students who need additional 

support beyond instructional time, therefore up to 160 additional minutes per 

week may be used for this access, tutoring, and/or advisory time.  The teacher 

workday shall continue to maintain the weekly requirements of a 100 minute 

maximum of collaboration time and 420 minute minimum of individual planning 

time.    

 

5-5 All attempts will be made by the appropriate supervisor to equitably distribute 

other essential non-teaching duties among staff. 

 

5-6 Absence from school property during the work day. 

 

5-6-1 Certified employees will be permitted to leave school property during 

their assigned lunch periods provided that no condition exists which, 

as determined by the appropriate supervisor, is contrary to the health, 

safety or welfare of students or the District. 

 

5-6-2 Certified employees may be permitted to leave school property at 

other times during the work day if, as determined by the appropriate 

supervisor, that absence is in the interest of educational programs or 

the health, safety or welfare of students or District property or for 

personal reasons. The parties agree that denial of permission to leave 

for personal reasons under this provision shall not be a grievable 

action. 

 

5-7 Professional development, professional collaboration and other meetings may 

be scheduled during the orientation days at the beginning of the school year.  

One half of this time shall be individual planning time.  

   

5-8 Certified employees may, from time to time, be required to substitute for 

another teacher's teaching assignment if an emergency arises and no volunteer 

from within the building can be obtained. Certified employees required to 

perform such substitute duties shall be compensated at the rate stipulated in 

Appendix A. 
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5-9 The typical individual certified employee contract shall be 162.5 days in length.  

All licensed certified employees new to the District will be issued a contract for 

166.5 days.  Licensed certified employees new to the District and placed beyond 

Step 1 because of experience shall be paid for the additional four (4) days at 

their actual per diem based on the 162.5-day contract.  

 

5-10 Elementary Specials class size will not exceed the maximum class size in the 

building unless it becomes necessary to increase specials class sizes due to 

uneven grade level sections.  Specials class sizes should not exceed five (5) 

students more than the largest class size.  If more than five (5) students are 

added, the teacher will be compensated at a rate of 1.025 FTE (i.e. 2.5% 

increase). 

 

5-11 Certified Employee Workload 

 

  5-11-1 There will be no assigned assessment day. Instead the building 

CAT will make a formal plan to support teachers with one on one 

assessment of students.    

 

5-11-2 The Association and District recognize that maximum attention to 

students by the teacher is desirable to ensure the high quality 

education that is the goal of both the Association and the District.  It 

is also acknowledged that the primary duty and responsibility of the 

teacher is to teach, and that the organization of the school, the school 

day and assignment of students to classes should be directed toward 

ensuring that the energies of the teacher are primarily utilized to this 

end. 

 

5-11-3 The District and the Association further acknowledge that proper 

class size is a function of many factors, including course objectives, 

subject matter, teaching process, scheduling patterns, and style of 

educational activity. 

 

5-11-4 The Association and the District recognize all grades as being very 

critical in the educational development of the student.  Further, both 

parties recognize that class size has an effect upon the students’ 

experience. 

 

5-11-5 An annual committee consisting of at least two (2) BEA members, one 

(1) building level administrator and the Special Education Director will 

meet to discuss, analyze and evaluate special education caseloads 

and FTE allocation formulas for the following year.   

 

5-11-6 Either group can request a report back for the annual negotiation 

session. 
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ARTICLE 6 – MUTUAL CONSENT ASSIGNMENTS, AND REASSIGNMENTS 

 

 

6-1 General Information and Definitions 

 

6-1-1 27J Schools and the Brighton Education Association encourage 

movement of staff within schools and within the District.  We value 

change as a positive opportunity for professional growth. 

 

6-1-2 REASSIGNMENTS shall mean relocation of the work place from one 

school to another. 

 

6-1-3 Certified employees who desire reassignment shall submit such 

request to the Office for Human Resources through the online 

application system.  These requests will be kept on file through the 

beginning of the following school year. 

 

6-1-4 Certified employees with assignments in more than one school shall 

have the "District" designated as their "School". 

 

6-1-5 ASSIGNMENT shall mean the placement of any certified employees in 

a particular job or position, including the placement of new teachers 

or teachers reassigned. 

 

6-2 The term mutual consent placement shall apply when teachers are displaced 

from their assignments due to: decrease in district enrollment, turnaround, 

phase-out, district reduction in program, school consolidation, or school 

reconstitution.  Such a placement to a particular school within the District shall 

occur only with the consent of the hiring principal at the school.  The hiring 

principal shall receive input from at least two teachers employed at the school 

chosen by the school’s CAT for the hiring process.  They shall review the 

teacher’s demonstrated effectiveness and qualifications to determine whether 

Teacher’s qualifications and teaching experience support the instructional 

practices at the school. 

 

6-3  Certified Employee Assignments 

 

6-3-1 The District will define certified employee positions based upon 

specific need. 

 

6-3-2 Assignments of certified employees generally will be: 

 

a. within their endorsement areas, or  

b. within their major or minor fields of study as defined by their 

institutional recommendations, or  

c. within fields as defined by accrediting standards, or  

d. within fields for which they are qualified by recent experience, 

training or expertise 
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6-3-5 Building principals will seek faculty input concerning teaching 

assignments. 

 

6-3-6 No later than the end of the school year, certified employees shall be 

notified of their assignment for the succeeding year.  When 

adjustments are made during the summer because of staff or 

program changes, the teacher will be sent notification within five (5) 

business days stating the reason for the change. 

 

6-3-7 Depending on the configuration of the school which a teacher is 

assigned (i.e. K-5, K-8, middle school, or high school) the workload of 

the teacher shall be equitable to other teachers working the same or 

similar assignment.  

 

6-4 Certified Employees - Initiated Reassignments 

 

6-4-1 When reassignment is desirable, a certified employee’s area of 

competence, major and/or minor field of study, and quality of 

employee performance will be considered, together with instructional 

requirements and staff availability. 

 

6-4-2 Vacancies - The Office for Human Resources will post all vacancies 

online on the district website as they occur.  Certified employees who 

are qualified and apply for an open vacancy will be granted an 

interview. 

 

6-4-3 Internal candidates will be notified of their status by the administrator 

for the hiring process. 

 

6-4-4 Reassignment of certified employees during the school year will be 

made only when in the best interest of the students and the District. 

 

6-5 District initiated reassignments 

 

6-5-1 District initiated reassignments of certified employees will be made 

when deemed to be in the best interest of the students, to 

accommodate a reduction in student body enrollment (within a 

building, department, grade level, or team), to fill assignments which 

cannot be accommodated by existing staff, and/or to accommodate 

changes in program. 

 

6-5-2 When a District initiated reassignment is required by the 

administration, the teacher affected shall be notified in writing within 

five (5) business days giving the reason for reassignment.  Upon 

written request by the certified employees a meeting shall be 

arranged with the teacher, the teacher's representative, the principal, 

and the Office for Human Resources at which time the reasons for 

reassignment will be discussed. 

 

6-5-3 The following shall be among the criteria considered in determining 
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which certified employees will be recommended for District initiated 

reassignment: 

 

6-5-3-1 Certification endorsement 

 

6-5-3-2 Quality of certified employee performance 

 

6-5-3-3 Length of service in the District 

 

6-5-3-4 Professional preparation including major fields of study and 

advanced degree 

 

6-5-4 Certified employees who are subject to District initiated 

reassignments shall be given a list of all available positions within the 

District. 

 

6-5-5 Certified employees shall not be involuntarily reassigned to any 

position for which they are not qualified. 

 

6-5-6 Certified employees involuntarily reassigned will be so informed prior 

to assigning new teachers. 

 

6-5-7 Certified employees reassigned because of a District initiated 

reassignment resulting from a school closure shall be given a list of 

all available positions.  Those certified employees will provide to the 

Chief Human Resources Officer, or his/her designee, a list stating 

their first, second, and third preference from the available positions.  

The District will honor one (1) of the three (3) preferences in making 

assignments when feasible. 

 

6-5-8 Any reassignment shall not produce a cut in salary unless the 

reassignment results in a reduction of an extended contract.  

Reassignments shall not affect one’s non-probationary status. 

 

6-6 Reassignments During School Year 

 

6-6-1 During the school year, the Office for Human Resources will post all 

vacancies online on the district website as they occur.  Teachers within 

the building will have two (2) business days from the date of posting 

to apply for that position.  If the vacancy is not filled, then the vacancy 

will be filled according to the procedures and timelines in sections 6-

2. 

 

6-7 Policy for Staffing New Schools 

 

6-7-1 Vacancies at new schools will be opened to internal applicants for 

interviews first. 
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6-7-2 If positions are not filled by voluntary internal applicants, the District 

initiated reassignment process will apply.  The District and 

Association agree to consider these procedures before the opening of 

new schools. 

 

6-7-2-1 District initiated reassignments of certified employees will 

be made when deemed to be in the best interest of 

students, to accommodate a reduction in student body 

enrollment (within a building, department, grade level, or 

team), to fill assignments which cannot be accommodated 

by existing staff, and/or to accommodate changes in 

program. 

 

6-7-2-2 When a District initiated reassignment is required by the 

administration, the certified employee affected shall be 

notified in writing within five (5) business days giving the 

reason for reassignment.  Upon written request by the 

teacher, a meeting shall be arranged with the certified 

employee, the certified employee’s representative, the 

principal, and the Office for Human Resources at which time 

the reasons for reassignment will be discussed. 

 

6-7-2-3 The following shall be among the criteria considered in 

determining which teachers will be recommended for 

District initiated reassignment:   

 

 

● Certification endorsement 

● Quality of Employee performance 

● Length of service in the District 

● Professional preparation including 

major fields of study and advanced 

degree 

 

 

6-7-2-4 Certified employees who are subject to District initiated 

reassignments shall be given a list of all available positions 

within the District. 

 

6-7-2-5 Certified employee shall not be involuntarily reassigned to 

any position for which they are not qualified. 

 



19 

 

6-7-2-6 Certified employees involuntarily reassigned will be so 

informed prior to assigning new certified employees. 

 

6-7-2-7 Certified employees reassigned because of a District- 

initiated reassignment resulting from a school closure shall 

be given a list of all available positions.  Reassignees will 

provide to the Chief Human Resources Officer, or his/her 

designee, a list stating their first, second and third 

preference from the available positions.  The District will 

honor one (1) of the three (3) preferences in making 

assignments when feasible. 

 

6-7-2-8 Any reassignment shall not produce a cut in salary unless 

the reassignment results in a reduction of an extended 

contract.  Reassignments shall not affect one’s non-

probationary status. 

 

6-7-3 Voluntary Reassignment to fill vacancies at new schools 

 

6-7-3-1 A planning team shall be established no later than thirty 

(30) business days after the principal is hired.  The planning 

team will aid the building principal in making key decisions 

for opening the new school. 

 

6-7-3-2 An interview committee consisting of the principal, at least 

one (1) planning certified employee, and the Chief Human 

Resources Officer (or his/her designee or central 

administrative designee) will be formed for initial building 

interviews. 

 

6-7-3-3 The original group hired may participate in the remainder 

of the interviews and recommendation process for in-

district and out of district applicants and instructional 

classified staff. 

 

6-7-4 The Office for Human Resources will post all vacancies online on the 

district website as they occur. 

 

6-7-5 Certified employees will have eight (8) business days from the date of 

such notice in which to submit to the Office for Human Resources a 

request for reassignment if they desire consideration prior to the 

vacancy being posted outside the District.  All candidates will be 

notified of the outcome of their interview by the hiring manager. 
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6-7-6 Certified employees are encouraged to apply even after the deadline 

established in Article 6-3-2-2 but will not be given preferential 

consideration. 

 

6-7-7 Reassignment of certified employees during the school year will be 

made only when in the best interest of the students and the District. 

 

6-7-8 Postings will state clear objectives and criteria for the position in 

accordance with District policy. 

 

6-7-9 No more than 20% rounded up to the nearest full FTE of certified staff 

from each existing school/department of four (4) or more FTE will be 

selected for the new positions.  The 20% will be made from existing 

schools after transfers are determined from projected enrollment 

shifts.  At the secondary level, “department” is defined as 

endorsement or content area.  For departments of three (3) FTE or 

less, one (1) FTE will be eligible for transfer to the new school. 

 

6-7-10 Determination for hiring will follow language stated in 6-3-2. 

 

6-7-11 The selection process should strive for diversity, and in-district 

certified employees will be given first consideration. 

 

6-7-12 Unfilled postings will follow the normal external, five (5) business day 

posting process. 

 

6-7-13 Any additional postings outside of the initial postings will require a 

five (5) working day in-district posting prior to the vacancy being 

posted outside of the district. 

 

6-8 Job Exchange 

 

6-8-1 The Brighton Education Association and the District encourage 

certified staff to trade jobs for an indeterminate period of time, 

whether for one week or a school yearlong period of time. 

 

6-8-2 Certified staff desiring to trade or exchange jobs must jointly 

complete the application.  The application is available online in the 

public Forms section (entitled “Job Exchange”) or from the Office for 

Human Resources.  
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ARTICLE 7 - EVALUATION 

 

 

Wherever statute is ambiguous, we will defer to the philosophy and purposes of this 

agreement. 

 

7-1 Philosophy.  Certified employee evaluation must be aligned with what we know 

to be good practice for increasing performance, whether the performance in 

question is by a student or a certified employee.  The 27J Evaluation Process is 

intended to do the following: 

 

7-1-1 Emphasize the process of improvement by involving certified 

employees and administrators in generating descriptive feedback and 

in discussing teaching and learning. 

 

7-1-2 Reduce to the minimum the summative portion of evaluation, i.e. the 

rating of teachers, by reserving it for teachers on the Intensive Track. 

 

7-1-3 Produce a document that records the observations and discussions 

that teacher and administrator have been involved in over the course 

of the year, with a sign-off by the evaluator that the certified employee 

should continue on the growth track.  This document should 

emphasize the formative nature of assessment. 

 

7-1-4 Increase joint accountability for the process: 

 

7-1-4-1 For supervisors to spend time in classrooms. 

 

7-1-4-2 For certified employee to be reflective about their practice. 

 

7-1-4-3 For reflective, ongoing dialogue that includes, but is not 

limited to: feedback, conversations about instruction, 

planning and assessment, data collection. 

 

7-1-4-4 Eliminate the multiple cycles/tracks in favor of a two (2) 

track system: 

 

7-1-4-4-1 Growth Track 

 

7-1-4-4-2 Intensive Track 

 

7-2 The purposes of the evaluation system are: 

 

7-2-1 Providing a basis for the improvement of instruction; 

 

7-2-2 Enhancing implementation of programs of study; 

 

7-2-3 Providing a basis for determining placement on the intensive track; 

 



22 

 

7-2-4 Serving as a measurement of the professional growth and 

development of licensed personnel. 

 

7-3 In compliance with CRS 22-9-107, 27J shall have a school district personnel 

performance evaluation council which shall provide input as to the fairness, 

effectiveness, credibility, and professional quality of the licensed personnel 

performance evaluation system and its processes and procedures and shall 

conduct a continuous evaluation of said system. 

 

7-4 Growth Track:  Support for certified employees in a professional growth cycle of 

setting targets, monitoring progress, and providing feedback. 

 

7-4-1 All certified employees in 27J begin their employment on the Growth 

Track in compliance with CRS 22-9-106.  Probationary teachers 

receive at least two (2) documented observations and one (1) written 

evaluation report.  Non-probationary teachers receive at least one (1) 

observation each year and one (1) evaluation that results in a written 

evaluation report. 

 

7-4-1-1 The written evaluation report is the Summary of Evaluation 

Process document found in the Appendix of this Master 

Agreement 

 

7-4-2 An orientation with all certified employees, as a whole staff, to review 

the framework of evaluations must occur within the first ten (10) 

school days of the new contract year.  Required components: 

 

7-4-2-1 All Administrators as a group, in collaboration with building 

Association Representatives, review the purpose and 

philosophy of 27J Evaluation with all certified employees. 

 

7-4-2-2 Building shared understanding among administrators and 

teachers of Components of Quality Teacher 

Performance/SSP standards. 

 

7-4-2-3 Shared understanding that the development of type and 

frequency of observations and data collection are part of 

the evaluation process. 

 

7-4-2-3-1 Shared understanding of the minimum 

observation requirements established by 7-3-

1 and CRS 22-9-106. 

 

7-4-2-4 Shared understanding that the system of feedback provided 

to certified employees will be ongoing. 

 

7-4-2-5 Shared understanding that there will be multiple measures 

of student performance related to certified employee 

learning goals. 
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7-4-2-6 Report the name and position of each certified employee’s 

evaluator. 

 

7-4-2-7 Shared understanding as to shared responsibilities 

regarding the Summary of Evaluation Process document. 

 

7-4-2-8 Shared understanding of events that can be entered into 

learning logs.  

 

7-4-3 Certified employees and their evaluator will come to Agreement of the 

following during the development of the Professional Growth Plan: 

   

7-4-3-1 System, frequency, and duration of observations  

 

7-4-3-2 System of feedback that will be provided to teachers.  

  

7-4-3-3 Multiple measures of student performance related to 

teacher position.  

 

7-3-3-3-1 Including but not limited to system and 

frequency of data collection. 

 

7-4-4 Observations do not require advance notice or a pre-observation 

conference. 

 

7-4-5 Feedback shall occur in writing or in person in a timely manner 

following an observation. 

 

7-4-6 During the year, certified employee and evaluator shall be jointly 

responsible for documenting the evaluation process on the Summary 

of Evaluation Process. 

 

7-4-7 Timeline.  The process shall be completed eight (8) school days before 

the last student contact day. 

 

7-4-7-1 This deadline can be extended by agreement between 

evaluator and teacher.  Deadlines cannot be extended 

beyond the last student contact day. 

 

7-5 All certified employees must develop a Learning Goal, sometimes referred to as 

a professional growth plan, created in cooperation with their evaluator.  

Learning Goals shall be: 

 

7-5-1 Aligned with Components of Quality Standards or criteria mutually 

agreed upon by teacher and evaluator. 

 

7-5-2 Written in terms of learning goals for certified employees. 

 



24 

 

7-5-3 Can be an extension of the previous year’s growth plan whenever 

applicable. 

 

7-5-4 A guide for the supervision process during the course of the year. 

 

7-5-5 Timeline.  Development of the learning goal shall be completed within 

the first sixteen (16) student contact days of each year. 

 

7-5-5-1 This deadline can be extended by agreement between 

evaluator and teacher. 

 

7-6 Intensive Track:  Certified employees that require immediate support and 

attention. (Not for probationary teachers.) The purpose of the Intensive Track is 

to move the teacher to proficiency in the identified CDE standards and aligns 

with guidelines provided in this Article. 
 

7-6-1 Placement on the Intensive Track is accomplished at any time by 

written notification of the supervisor that specifies the reason for such 

placement. 

 
7-6-1-1 Prior to time of placement on the Intensive Track, the Office 

for Human Resources and BEA shall be 

consulted.  Verification that documentation has been 

collected in the learning log includes: 

 
● Clear established target with identified certified 

employee behaviors 

● Written document(s), learning log 

● Examples may be…conversations and coaching, 

observation feedback, timelines reflections, directives 

Demonstrated increased intensity of individuals and 

support (examples:  coaching, video) 

Change in language choice from coaching to directory 

Upon verification, BEA and Human Resources are 

responsible to assemble the support team. 
 

7-6-1-2 The reason for placement on the Intensive Track must be 

an issue that has been documented, has been the subject 

of documented problem-solving, and remains unsolved. 

 

7-6-1-3 When a certified employee is placed on the Intensive Track, 

he or she must improve in specified areas of the Quality 

Components of Teacher Performance. 

 

7-6-1-4 When a certified employee is placed on the Intensive Track, 

the amount of time to improve will be sixty (60) days of 

student contact time. 
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7-6-1-5 A certified employee placed on the Intensive Track shall not 

receive an increase in salary based on experience until 

removed from the Intensive Track.  Pay shall not be 

retroactive. 

 
7-6-2 Once the certified employee has been placed on the Intensive Track, 

the following steps shall be followed: 

 
7-6-2-1 Within five (5) school days, a meeting shall be held with a 

support team, which includes the following participants 

with the following roles.  It is the team’s responsibility to 

contribute to clarity of understanding. 

 
 . The certified employee 

● Demonstrate proficiency 

● Listen to feedback 

● Demonstrate growth toward agreed upon standard 

set forth in the intensive track process 

b. The supervisor 

● Evaluate certified employee towards the agreed upon 

standard set in the intensive track process 

● Collect data 

● Provide feedback 

● Follow the process 

● Document progress or lack of progress 

● Decide outcome of growth or lack of growth 

c. Support Person 

● Confidant 

● Cheerleader 

● Emotional support 

● Listener 

d. District designee 

● From District Leadership 

● Insure the accountability of the process and 

contributes to the clarity of understanding 

e. BEA Executive Leadership 

● Contribute 

● Serve the process 
● Network resources and support 

f. Facilitator 

● Verification and approval of meeting minutes 

● Accountability to norms and process and roles 

g. Coach (certified employee approved) 

● Instructional support 

● Provide tools and strategies to assist teacher in 

attaining the goal established by intensive track 

process 

● Work directly with the certified employee 
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● Is not an evaluator and does not report to an 

evaluator 

h. Note taker – may be someone already on the team 

● Take accurate notes 

7-6-3 The evaluator will use the CDE rubric and other resources to rate 

proficiency at each observation.   Overall proficiency will be assessed 

at the end of the Intensive Track period using the mode of the total 

of all observations made in the 45 -school day evaluation period.  The 

mode of the observation ratings will be used to rate the overall 

certified employee performance.  The mode must equal 3 

(proficiency) or higher.  The final mode totaling lower than 3 indicates 

(1) unsatisfactory performance and (2) the teacher may be 

recommended to the Board of Education for dismissal. 

 
During the support meeting, an improvement plan shall be drawn up 

comprising the following elements: 
 

7-6-3-1 A re-statement of the reason for the certified employee’s 

being placed on the Intensive Track including previous 

actions. 

 

7-6-3-2 A set of clear expectations for proficiency using the CDE 

teaching rubric. http://www.cde.state.co.us/sites/default/ 

files/TeacherRubric.pdf.  Additional resources may be 

included to support clarity and focus.     

 

7-6-3-3 Action steps to be taken in order to meet the expectations, 

with timeline, support structures, and identification of 

person responsible. 

 

7-6-3-5 A 15-day feedback period will begin after the improvement 

plan is drawn up.  The supervisor shall observe the certified 

employee each week and shall spend no less than thirty (30) 

minutes in the classroom or workplace every week. 

 
7-6-3-5-1 Each visit must be at least ten (10) minutes in 

duration. 
 
7-6-3-5-2 Following every visit during the 15-day feedback 

period, the supervisor must rate the certified 

employee using the rubric and provide rationale 

for the rating to the certified employee within two 

(2) school days.  These ratings will not be used in 

the final mode calculation.  The supervisor and 

teacher shall meet each of the first three weeks 
 
7-6-3-5-3 Following the 15 school day feedback period a 

review meeting shall be held by all team members 

http://www.cde.state.co.us/sites/default/%20files/TeacherRubric.pdf
http://www.cde.state.co.us/sites/default/%20files/TeacherRubric.pdf
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to review the goal, the rubric, the ratings and the 

feedback. 
 

7-6-3-6 Following the 15- school day review meeting a 45-school 

day evaluation period shall begin.  The supervisor’s ratings 

during this period shall count toward the overall mode. 

 
The supervisor and the certified employee shall meet at 

least once every two (2) weeks to review the feedback from 

the observations and monitor the implementation of the 

improvement plan.  The supervisor shall observe the 

certified employee each week and shall spend no less than 

thirty (30) minutes in the classroom or workplace every 

week.  Each observation shall be no less than ten (10) 

minutes. 
 
7-7 Within five (5) school days after the end of the sixty (60) school day improvement 

period, a meeting shall be held with all members of the support team.  At this 

time, the supervisor’s written evaluation of the certified employee’s 

performance shall be reviewed and signed by all team members to verify process 

was followed. 
 

7-7-1 Using the mode described in 7-6-3: 

 
1. The certified employee has met expectations as stipulated in the 

improvement plan and is placed on the Growth Track.   The team 

shall discuss a transition plan to promote certified employee 

growth into the future. 

 
OR 

 
2. The certified employee has not met expectations and is 

recommended for dismissal. 
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ARTICLE 8 – PROBLEM SOLVING PROCESS 

 

 

It is agreed and understood that problems should be resolved at the building’s lowest 

administrative level to find equitable solutions to problems which may from time to time 

arise.  Both parties agree that the problem solving process will be kept informal and 

confidential as appropriate at any level of the procedure.  All certified employees and 

administrators are encouraged to have professional individual conversations with one 

another in an attempt to resolve the situation(s).  However, any party of interest may be 

represented at any and all stages of the problem solving process by a person of his/her 

own choosing, except that (s)he may not be represented by a representative or an officer 

of any competing organization.  When a certified employee is not represented by the 

Association, the Association shall have the right to be present and to state its views at 

all stages. 

 

It is further agreed that at the beginning of each school year the building administrators 

and the Association Representatives (ARs) will review and become comfortable with all 

of the language around the problem solving process.  This review will be followed up by 

a formal review of all of the problem solving language with the entire building staff.  This 

review at the local level will be conducted jointly by the building principal and the 

building ARs. 

 

8-1 Definitions 

 

8-1-1 An ISSUE Resolution is defined as a matter that could be conceivably 

handled between an administrator and a certified employee outside 

of the problem solving process. 

 

8-1-2 A GRIEVANCE is defined as an allegation by a certified employee, 

certified employees, or the Association that there has been a violation, 

misapplication, or misrepresentation of the terms of this agreement 

and/or the policies and procedure of the District and administration.  

All grievances shall be processed under the provisions and 

procedures of this article. 

 

8-2 Issue Resolution (Steps and Process) 

 

8-2-1 The certified employee shall request a set meeting time with the 

administrator to discuss the issue. 

 

8-2-2 Both the administrator and the certified employee agree to discuss 

the issue openly in an attempt to come to a mutually agreed upon 

resolution with steps and timelines. 

 

8-2-3 Both the certified employee and administrator will schedule a follow-

up meeting to evaluate the successful resolution of the issue. 

 

8-2-4 If the certified employee is unhappy or uncomfortable with the 

resolution, then the certified employee should meet with his/her 

building AR (Association Representative) to further seek resolution to 



29 

 

the issue. 

 

8-2-5 If the certified employee is still unhappy with the resolution, then the 

certified employee will contact the AR to schedule a meeting with the 

Association President who will contact appropriate district personnel 

necessary for further resolution to the issue. 

 

8-3 Grievance (Steps and Process) 

 

 The purpose of this procedure is to secure, at the building’s lowest 

administrative level, equitable solutions to problems, which may from time to 

time arise.  Both parties agree that grievance proceedings will be kept informal 

and confidential as appropriate at any level of the procedure. 

 

8-3-1 Definitions 

 

8-3-1-1 A GRIEVANCE is defined as an allegation by a certified 

employee, certified employee, or the Association that there 

has been a violation, misapplication, or misrepresentation 

of the terms of this agreement and/or the policies and 

procedure of the District and administration.  All grievances 

shall be processed under the provisions and procedures of 

this article. 

 

8-3-1-2 An AGGRIEVED PERSON is the person or persons making the 

allegation. 

 

8-3-1-3 A PARTY IN INTEREST is the person or the Association 

making the allegation and any persons who might be 

required to take action or against whom action might be 

taken in order to resolve the allegation. 

 

8-3-2 General Provision 

 

8-3-2-1 Since it is important that grievances be processed as rapidly 

as possible, the number of days indicated at each level 

should be considered a maximum, and every effort should 

be made to expedite the process. 

 

8-3-2-2 In the event a grievance is filed or in process on or after 

June 1, the parties agree to make a good faith effort to 

reduce the time limits set forth herein so that the grievance 

procedure may be exhausted prior to the end of the school 

term or as soon thereafter as practicable. 

 

8-3-2-3 The president of the Brighton Education Association shall 

appoint representatives who shall act in all grievance cases 

within the School District.  Representatives shall be 

members of the Teacher Rights and Activities Committee 

(TRAC) of the Association or Association staff.  The 
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Association agrees to furnish the District with the complete 

list of such representatives at least ten (10) school days 

after the appointment. 

 

8-3-2-4 Nothing herein contained will be construed as limiting the 

right of any certified employees having a grievance to 

discuss the matter informally with any appropriate member 

of the administration and having the grievance adjusted 

without intervention of the Association provided the 

adjustment is not inconsistent with the terms of this 

agreement or policies and practices of the District. 

 

8-3-2-5 At all levels of a grievance after it has been formally 

presented, at least one (1) member of the Association’s 

TRAC shall be notified by the aggrieved and have the right 

to attend any meetings, hearings, appeals, or other 

proceedings required to process the grievance. 

 

8-4 Initiation and Processing 

 

8-4-1 Level One A 

 

8-4-1-1 A grievance shall first be discussed with the aggrieved’s 

immediate supervisor with the object of resolving the 

matter informally.  At the informal discussion, the 

aggrieved may (1) discuss the grievance personally, or, (2) 

may request that the Association representative 

accompany the aggrieved and act in the aggrieved’s 

behalf. 

 

 Level One B 

 

8-4-1-2 If the certified employee is not satisfied with the 

disposition of the informal discussion in Level One A, a 

written grievance shall be filed with the appropriate 

supervisor within five (5) business days of the discussion.  

An information copy will be sent to the Superintendent.  

The supervisor shall hold a hearing with the aggrieved 

person and his/her Association representative within 

three (3) business days after receipt of the written 

grievance.  The supervisor will render a written decision 

within two (2) business days. 

 

8-4-2 Level Two 

 

8-4-2-1 Within five (5) business days of receipt of the decision 

rendered by the supervisor, such decision may be 

appealed to the Superintendent.  The appeal shall include 

a copy of the decision being appealed and reason for such 
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appeal.  It shall also state the names of all persons 

officially present at the prior hearing, and such persons 

shall receive a copy of the appeal. 

 

8-4-2-2 Appeals to the Superintendent shall be heard within ten 

(10) business days of his/her receipt of the appeal.  

Written notice of the time and place of hearing shall be 

given not less than five (5) days prior thereto to the 

aggrieved employee, his/her Association representative 

and any supervisor who has theretofore been involved in 

the grievance. 

 

8-4-2-3 Within ten (10) business days of hearing the appeals, the 

Superintendent shall communicate his/her written 

decision to the aggrieved employee and all other parties 

officially present at the hearing. 

 

8-4-2-4 If in the judgment of the Association a grievance is 

considered to be a class grievance, the Association may 

initiate and submit such grievance first informally, then if 

not resolved, in writing to the Superintendent directly; 

and processing of such grievance shall be commenced at 

Level Two.  Application of class grievance must involve 

more than one individual and those individuals filing such 

grievance must be willing to sign the grievance, if so 

requested.  A hearing on such a grievance shall be held 

within ten (10) business days of its filing.  The 

Superintendent shall render his decision and rationale in 

writing within ten (10) business days after concluding the 

hearing. 

 

8-4-3 Level Three 

 

8-4-3-1 If the aggrieved person is not satisfied with the 

disposition of the grievance at Level Two or if the decision 

has not been rendered within ten (10) business days after 

the Superintendent has heard the grievance, the grievance 

may be referred to the Association within twenty (20) 

business days after the grievance was presented at Level 

Two, whichever is sooner.  If the Association deems the 

grievance meritorious, it may proceed to arbitration 

within fifteen (15) business days after receipt of the 

grievance, and shall notify the District that it is 

proceeding to arbitration. 

 

8-4-3-2 In the event the parties are unable to agree upon an 

arbitrator within five (5) business days, then the American 

Arbitration Association will be notified immediately by the 

District or the Association and an arbitrator will be 
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selected.  The selection of an arbitrator shall follow the 

procedure outlined by the American Arbitration 

Association. 

 

8-4-3-3 The arbitrator shall be bound by all terms of this contract.  

He/she will have no power to add to, delete, or modify, in 

any way, any of the provisions of this contract.  The 

decision of the arbitrator shall be advisory to both parties.  

Fees and expenses of the arbitrator shall be borne equally 

by the Association and the District. 

 

8-4-3-4 The arbitrator’s report shall be submitted in writing to the 

Superintendent and the Association only and shall set 

forth the findings of fact, rationale, conclusions, and 

recommendations on the issues submitted. 

 

8-4-3-5 Within five (5) business days after receipt of the 

arbitrator’s report, the Superintendent and the 

Association will meet to discuss the report.  No public 

releases of information may be made until after such 

meeting. 

 

8-4-3-6 The District and the Association shall take separate official 

action on the report of the arbitrator following the meeting 

in 8-4-3-5 but within twenty (20) business days of receipt of 

the report. 

 

General provisions of all problem solving processes 

 

8-5-1 No reprisals of any kind will be taken by the District or by any member 

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

TRAC, or any other participant in the grievance or problem solving 

procedure by reason of such participation. 

 

8-5-2 Any party in interest may be represented at all stages of the grievance 

procedure by a person of his own choosing, except that he may not be 

represented by a representative or an officer of any competing 

organization.  When a certified employee is not represented by the 

Association, the Association shall have the right to be present and to 

state its views at all stages. 

 

8-5-3 The first remedy available to any teacher for any alleged breach of 

this contract or any alleged violation of his rights hereunder will be 

pursuant to the grievance procedure; provided, however, that if a 

teacher elects to pursue any legal or statutory remedy through the 

courts for any alleged violation of his rights, such election will occur 

after using the provisions of this procedure. 

 

8-5-4 Failure at any step of this procedure to communicate the decision in 



33 

 

writing on a grievance in the specified time limit shall render 

automatic relief of the person grieved.  Failure at any step of this 

procedure to appeal a grievance to the next higher step within the 

specified time limits shall be deemed to be acceptance of the decision 

rendered at that step.  

 

8-5-5 All documents, communications and records dealing with the 

processing of a grievance will be filed separately from the personnel 

files of the participants.  This provision will become retroactive upon 

implementation of the current contract. 

 

8-5-6 Forms for processing grievances will be jointly prepared by the 

Superintendent and the Association.  The forms will be printed by the 

District and given appropriate distribution by the parties so as to 

facilitate operation of the grievance procedure. 

 

8-5-7 In the course of investigation of any grievance, representatives of the 

Association will report to the main office of the building being visited 

and will state the purpose of the visit immediately upon arrival. 

 

8-5-8 Every effort will be made by all parties to avoid interruption of 

classroom activities and to avoid the involvement of students or non-

school personnel in all phases of the grievance procedure. 

 

8-5-9 If any member of the Association’s TRAC is a party in interest to any 

grievance, he shall not serve as the Association’s grievance 

representative in the processing of such grievance. 

 

8-5-10 It will be the practice of all parties in interest to investigate and 

process grievances after the regular work day or at other times which 

do not interfere with assigned duties; provided, however, that upon 

mutual agreement among the aggrieved person, the Association, and 

the District to hold proceedings during regular working hours, the 

aggrieved person and the appropriate Association representative will 

be released from assigned duties without loss of salary. 

 

8-5-11 No grievance shall be recognized by the District or Association unless 

it shall have been presented at the appropriate level within twenty (20) 

days from the time the person became aware of the condition; and if 

not so presented, the right of the grievance will be forfeited. 
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ARTICLE 9 – COMPENSATION 

 

 

9-1 The salary schedule for all certified employees and supplemental pay positions 

shall be set forth in Appendix A of this agreement. 

 

9-2 Certified Employee Salary Schedule 

 

9-2-1 Salary schedule placement for incoming certified employees. 

 

9-2-1-1 All incoming certified employees with outside experience 

will be given credit year for year up to thirteen (13) years 

maximum. A certified employee with thirteen (13) or more 

years outside experience will be placed on Step 14 of the 

certified employee salary schedule.  A certified employee 

who is re-employed in the same certified role shall be 

placed at a minimum at the step on the salary schedule they 

were on when they left the district (Note: the schedule 

structure has changed over the years). 

 

9-2-1-2 Alternative licensed certified employees will be placed on 

Step A and will be frozen on that step until they receive their 

license.  

 

9-2-1-3 Licensed certified employees with no outside experience 

will be placed on Step 1 of the salary schedule. 

 

9-2-1-4 Outside experience must relate to the certified employee 

assignment as per Superintendent Policy GCBA-R. 

 

9-2-1-5 Only credits and experience submitted and agreed upon at 

the time of employment will be considered for salary 

placement. 

 

9-2-2 Payment for each hour of “extended contracts” shall be at the hourly 

rate of the individual certified employee’s contract per diem.  The per 

diem is calculated by the certified employees annual salary (from the 

salary schedule – A-1) divided by 162.5 days.   The extended day 

contract scheduled work day shall be 8.5 hours.    

 

9-2-3 All current 2022-23 certified staff who continue 27J employment shall 

receive one experience increment (step) for the 2023-24 school year. 

Using 2022 Mill Levy Override money only, $4,900 will be added to 

all cells on the salary schedule. General Fund dollars will be used to 

add an additional $4,025 to all cells on the salary schedule. To reward 

longevity, an additional $475 will be added to all cells on Steps 15-

19, $975 will be added to all cells on Steps 20-24, and $1,475 will be 

added to all cells on Steps 25-30. For 2023-24 certified employees 

shall, if eligible, be allowed salary schedule education lane advances 

based on approved additional education credits and degrees 
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submitted to HR by October 12, 2023 and February 12, 2024.  A base 

increase of 10% will be added to Supplemental Salary Schedules: 

Appendix A-2 (High School Department Chairs and Vocational 

Experience), Appendix A-3 (Co-Curricular Schedule and Music 

Stipends), Appendix A-4 (Coaching Schedule).  

 

9-2-4       If the yearly negotiated compensation package includes only step and 

lane movement, certified employees on Step 30 MA 50 or Step 30 PHD 

(on the REVISED Salary Schedule) will receive a $500 stipend 

beginning in the 2022-23 school year. 

 

9-3 Supplemental Salary Schedules 

 

9-3-1 Supplemental stipends are based upon one certified employee 

assuming responsibility for the group activity.  Where duties are 

shared, the stipend will be prorated between those supervising.  

Stipends will be paid to directors of separate performing groups. 

 

9-3-2 Coaches of team sports will receive additional compensation for each 

week of competition as defined in 9-3-4, equal to a prorated week’s 

extra duty pay as determined by dividing the yearly coaching salary 

by the number of weeks in the regular season for each week of 

extended competition.  (Appendix A-4) 

 

9-3-3 Coaches in all other sports where only individuals qualify for an 

additional competition would receive additional compensation for 

extended seasons as defined equal to one-half of the pro-rated weeks’ 

extra duty pay as determined by the number of weeks in the regular 

season for each week of extended competition. 

 

9-3-4 Extended seasons would apply only where a team/individual group 

earns the way to the next level of competition.  District tournaments 

and meets or contests where every school enters are not included in 

extended season consideration. 

 

9-3-5 Marching Band Directors and support staff would receive additional 

compensation for each week of competition as defined in 9-3-4 equal 

to a prorated weeks’ extra duty pay as determined by dividing the 

yearly supplemental salary by the number of weeks in the regular 

season for each week of extended competition. 

 

9-3-6 Supplemental schedules will be adapted to begin in September and 

run for an entire school year. 

 

9-3-7 Stipends for supplemental assignments will be paid over the course 

of the assignment or spread out over the course of the school year. 

Positions to be funded and approved in any one (1) year are at the 

discretion of the School District. 

 

9-3-8 When a coach or advisor is promoted to a higher position, he/she 

would move to a step that gives the person the next salary amount 



36 

 

above the step promoted from on the schedule. 

 

9-3-9 All incoming coaches with outside coaching experience will be given 

credit year for year up to eight (8) years maximum or Step 8 on the 

Coaching Schedule – Appendix A-4, if the coaching experience is 

commensurate with the position being sought. 

 

9-3-10 Teachers teaching summer, weekend, before or after school classes 

will be paid at the rate specified in the Supplemental Salary schedule 

– Appendix A-6.  Teachers teaching summer school classes will 

receive half their pay with the June payroll, the remainder to be paid 

with the July payroll. 

 

9-3-11 The Career and Technical Education stipend will be paid annually to 

an appropriately credentialed teacher who is teaching in and 

maintaining an approved CTE program in accordance with the 

requirements set forth by the State Board for Community Colleges and 

Occupational Education (State Board). Career and Technical Education 

(CTE) offers a sequence of courses that provides students with 

rigorous content aligned with academic standards, technical 

knowledge and skills needed to prepare for further education and 

careers. CTE students work towards technical skill proficiency, an 

industry-recognized credential, or a college degree.  In this, they 

participate in competency-based applied learning that contributes to 

the academic knowledge, higher-order reasoning and problem-

solving skills, work attitudes, general employability skills, technical 

skills, occupational-specific skills, and knowledge of all aspects of an 

industry, including entrepreneurship. 

 

 Specific duties and requirements for stipend qualification are outlined 

in the contract provided by the CTE Director.  That includes but is not 

limited to program approval, advisory committee, work based 

learning, CTSOs, et al. 

 

9-3-12 Supplemental salary schedules will be increased as per Appendix A-6. 

 

9-3-13 Stipend level depends on budget responsibilities, number of students 

involved, number of assistants to supervise, amount of non-contract 

time, and expectations of grade level. (Appendix A-2) 

 

9-3-14 Minimal expectations for earning stipends are as follows:  (Appendix 

A-2) 

 

9-3-14-1 High School Department Chairs 

 Provide leadership to department by monitoring 

and managing budget and other resources; hold and 

facilitate department meetings; serve as liaison between 

principal and department; support new hires within 

department; support the development and actualization 

of curricular frames. 
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9-3-14-2 Publication related co-curricular 

On-time publishing (according to schedule agreed upon 

at building level); communication with parents and 

stakeholders as appropriate; completion of minimum 

number of publications (newspaper – 4/per year; 

yearbook – 1/year); manage budget (includes fundraising 

and ad selling); general responsibilities.  Middle school 

stipend and a High school stipend. 

 

9-3-14-3 Class/Club Sponsor related co-curricular 

 Fundraising supervision; communication with parents and 

stakeholders as appropriate; manage budget; supervision 

of students; scheduling of activities/ meetings; 

coordinate with other groups as appropriate; and meet 

requirements/guidelines of national/parent organization 

as appropriate. 

 

9-3-14-4 Performance/Show related co-curricular 

 Budget management; fundraising/gates/admission/ 

advertising; student supervision until all are safely gone; 

after school rehearsals; schedule, conduct, set up, break 

down performances; maintain necessary equipment 

inventory and maintenance; and communicate with 

parents and stakeholders as appropriate.  Only High 

School performances are eligible for this stipend. 

 

9-3-14-4-1 Musical (Orchestra Director, Director, Tech 

Director) 

 Musical performed a minimum of three (3) times 

outside of school day. 

 

9-3-14-4-2 Drama 

 A theatrical performance, performed at least 

three (3) times outside of school day, and 

management of the thespian group. 

 

 9-3-14-5 Marching Band Team 

Includes performances at home High School football 

games ON FIELD with choreographed movements; and 

competing in at least one (1) marching band competition 

OR performing in at least two (2) parades or similar event 

outside of school day. 

 

 9-3-14-6 Music 

Elementary – four (4) performances outside of school day 

 

Definition:  one (1) performance is one (1) “outside of 

school day” event which may or may not involve multiple 
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groups or single levels.  One (1) “inside of school day” 

performance, which is attended by parents, may be 

counted as one of the four (4) performances required to 

receive the stipend. 

 

Middle School – four (4) performances outside of school 

day (for vocal and instrumental) 

 

High School – four (4) performances outside of school day 

(for vocal and instrumental) 

 

Disclaimer:  multiple groups/grade levels appearing on 

the same night does not constitute “multiple 

performances” 

 

 

9-4 Special Education and Special Service Provider Leave of Absence or Vacancy 

 

9-4-1 When a long term leave occurs or when a certified special education 

vacancy assignment is unfilled, compensation will be provided to any 

special education teacher or special service provider whose work load 

is impacted.   

 

 9-4-1-1 Workload impacts include: added caseload coverage, 

lesson coverage, lesson planning, giving up plan time to 

service additional students. If added workload has a 

significant impact, the Special Education Director will work 

with HR and BEA to propose and offer additional 

compensation commensurate with the workload up to five (5) 

per diem hours per week. The position shall remain posted 

on the district website; recruiting and hiring efforts shall 

continue.  

                                 

   9-4-1-2  The position shall remain posted on the district website;  

                                         recruiting and hiring effort shall continue. 

 

 

9-5 Site-Based Incentive Pay 

 

9-5-1 Staff at each school, including itinerant certified employees assigned 

from the Student Services Department at each school, will develop a 

Project Plan or Plans through a collaborative process.  The plan should 

include goals, activities, funding amount and an evaluation process.  

The intent is to provide money to each school so that “defined 

opportunities” at each location can be used to provide “incentive pay” 

for certified employees that work beyond the school day and/or 

contract year.   

 

9-5-2 The building/department principal/supervisor will need to maintain 

accurate records of the use of funds, submit supplemental pay sheets, 
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and commission a program report which summarizes and evaluates 

the effects of the program at the conclusion of the project.  These 

reports will be compiled at the end of the school year into a summary 

report for the District. 
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ARTICLE 10 – FRINGE BENEFITS 

 

 

10-1 Insurance 

 

 The District will pay group insurance coverage premiums as provided in Appendix 

A-5.  The District will deduct any additional premium from the employee’s 

paycheck and will remit the appropriate amounts to the carrier in a timely fashion. 

 

10-2 Insurance Committee 

 

10-2-1 The insurance committee will serve as an advisory committee to the 

District. 

 

10-2-2 The committee is to monitor and evaluate the effectiveness of 

employee insurance plans, review potential new plans, and 

communicate with employees regarding such plans. 

 

10-2-3 The committee shall recommend to the District the selection of 

insurance coverage, plans, carriers and other matters of insurance 

coverage. 

 

10-2-4 The insurance committee shall consist of:  two (2) persons appointed 

by the Superintendent; two (2) certified employees appointed by the 

Association president; two (2) classified employees appointed by the 

Colorado Classified School Employee Association; three (3) certified 

employees elected by their peers; and three (3) classified employees 

elected by their peers. 

 

10-3 Temporary Leave 

 

It is the goal of the Association and the District to maximize student certified 

employee contact time.  Employees are encouraged to keep this goal in mind 

when utilizing temporary leave. 

 

10-3-1      Each certified employee employed before the 2018-19 school year    

shall be granted nine (9) days of temporary leave per     

year.   

 

   Each new certified employee will be granted 8 days of temporary  

   leave per year for the first 3 years of employment.    

   after three (3) years of employment, each teacher shall be   

   granted nine (9) days of temporary leave per year. 

 

 

10-3-1-1 After accumulation of forty-five (45) days, each full time 

certified employee shall have the option to receive at the 

completion of the school year payout (see 10-3-5) for days 

accumulated above the forty-five day total. Days 

accumulated before July 1, 2018 shall be paid out first. 
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10-3-2 This leave may be taken for personal illness or illness and/or death in 

the immediate family; father, mother, daughter, son, brother, sister, 

spouse, or relatives living in the immediate household; bereavement, 

or for personal, legal, business, household, or family matters, except 

recreation, which require absence during school hours.   

 

10-3-3 Notification of use of temporary leave for reasons other than an 

emergency will be submitted at least five (5) school days in advance. 

 

Three (3) or more school days taken consecutively requires 

conversation with administration. 

 

10-3-4 Any misuse of temporary leave may result in appropriate disciplinary 

action.  Examples of misuse include, but are not limited to: 

 

● Vacation 

● Patterns of recurring absences. 

● Patterns of extended weekends, holidays, or breaks. 

● Calling in late as defined in 10-3-3. 

 

In cases where misuse of temporary leave is suspected, the employee 

may be required to provide documentation of leave use. 

 

Human Resources and BEA will review absences on a quarterly basis 

to determine patterns of misuse. 

 

10-3-5 Upon retirement and/or termination accumulated temporary leave 

days accumulated prior to July 1, 2018 will be reimbursed at $79.54 

per day, to increase at the same rate of negotiated percentage 

increases to the schedule.  Days accumulated after July 1, 2018 will 

be reimbursed at the flat rate of $87.11 per day, to increase at the 

same rate of negotiated percentage increases to the schedule. 

 

10-3-6 Certified staff shall have temporary leave automatically credited back 

for school closure except for the following:  

 

10-3-6-1 Certified staff currently using days from the temporary 

leave bank when the closure occurs shall have days 

credited back.  

 

 10-3-6-2 Any absences scheduled for three (3) or more days 

during a school closure shall not be credited back. 

 

10-4 Temporary Leave Bank for Illness 

 

10-4-1 The District agrees to maintain a voluntary Temporary Leave Bank for 

the certified staff, the purpose of which is to allow members to “draw” 

temporary leave days in cases where their illness extends beyond the 
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number of accumulated temporary leave days.  By October 1, or within 

one (1) month of employment, employees shall notify the Office for 

Human Resources in writing of their desire to participate in the 

Temporary Leave Bank. 

 

10-4-2 The Governing Committee of the Temporary Leave Bank will consist 

of: one (1) three (3) certified employees appointed by the Association 

president; two (2) certified employees elected by their peers; one (1) 

administrator appointed by the Superintendent; one (1) Board 

member appointed by the Board; and one (1) Chief Human Resources 

Officer or his/her designee. Members will be selected for two (2) year 

terms during the month of January. Members can be re-appointed. In 

order to begin a rotation of members, the certified employee 

appointed by the Association President and the administrator 

appointed by the Superintendent shall serve a one-year term 

beginning January 1986. The human resources committee member 

shall be a permanent member of the committee. 

 

10-4-3 The bank will retain its balance of available days as of the date of 

adoption of this agreement. 

 

10-4-4 All certified staff who wish to participate in the temporary leave bank 

must donate one (1) temp leave day each year, unless in the opinion 

of the committee enough days have accumulated to sustain the 

bank’s operation, those members having donated a total of three (3) 

or more temp leave days will not be required to donate further until 

deemed necessary by the Governing Committee.  Those members not 

yet donating the three (3) days will be required to continue 

membership by adding one (1) day donation each year until the total 

of three (3) days has been reached. 

 

10-4-5 Members of the Temporary Leave Bank under contract are eligible to 

begin the process of accessing the bank on the first day of their 

contract.   

 

10-4-6      Members must reduce their accumulated temporary  

leave down to three (3) temp leave days before being eligible to 

apply to the temporary leave bank.  These three (3) days will be held 

in reserve to be used by the member as necessary following their 

return from their leave, provided they have been granted more than 

three (3) leave days from the bank.   At the end of the school year, if 

these three (3) days have not been used, they will be returned to the 

temporary leave bank.   
 

Once  a member’s temporary leave has been reduced to three days or 

has been exhausted, the member will be docked pay for four (4) 

school/work days before they may draw from the Temporary Leave 

Bank. During this four (4) day period the member will suffer a total 

loss of pay.  Days docked cover a 9 hour work day.  The District will 



43 

 

pay for substitutes as necessary. The four (4) day loss of pay is 

automatically waived if a member has at any one time accumulated 

twenty-seven (27) days or more temporary leave.   For recovery from 

birth only: If a member has maintained at least ten (10) accumulated 

Temporary Days on the day of birth, there will only be a two (2) day 

loss of pay. The two (2) day loss of pay is automatically waived if a 

member has at any one time accumulated twenty-seven (27) days or 

more temporary leave.   

 

10-4-7 The maximum number of days any one member can withdraw from 

the temporary leave bank in any one school year or any one (1) 

accident or sickness will be sixty (60) days.  At this time the employee 

should apply for PERA Short Term Disability.  In extreme emergencies, 

additional days may be requested at which time allowance or 

disallowance will be determined by the Temporary Leave Bank 

committee.   The maximum number of days any one member can 

withdraw from the temporary leave bank for recovery from birth will 

be (6) six weeks from the date of birth for a normal birth and (8) eight 

weeks from the date of birth for a cesarean birth. 

 

10-4-8 All days left in the bank will be carried forward to the next year. 

 

10-4-9 Members withdrawing from the bank will not be able to withdraw their 

contributed days. 

 

10-4-10 Members withdrawing temporary leave days from the bank will not 

have to replace these days except as a regular contributing member 

to the Bank. 

 

10-4-11 Temporary leave bank days can be requested for illness of the 

employee and illness of the immediate family members (spouse, 

daughter, son, mother, father, or relatives living in the immediate 

household). 

 

10-4-12 Temporary leave bank days can be requested for bereavement 

related to the death in the immediate family (spouse, daughter, son, 

mother, father, or relatives living in the immediate household).  For 

bereavement leave, the (4) day waiting period shall be waived. 

Bereavement leave may be requested before a member depletes 

their accumulated temporary leave. The maximum number of days 

granted shall be no more than three (3) days per request. 

Appropriate support documentation shall accompany the 

application. 

 

 

10-5 Short Term Disability 

 

10-5-1 A certified employee who is unable to perform the essential functions 

of his/her position may elect to use, in accordance with Article 10-5-

3, available temporary leave, temporary leave bank leave or an unpaid 
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leave of absence as set forth in Article 10 of this agreement or he/she 

may apply for short term disability through PERA. 

 

10-5-2 A certified employee approved for short term PERA disability leave 

shall continue to be employed and receive benefits by the district 

during the term of their short term disability. 

 

10-5-3 Certified employees on short term disability leave may, at their 

discretion, elect to use 40% of an accumulated temporary day or 

temporary leave bank day for each day during the term of the short 

term disability until such time as their accumulated leave is exhausted 

or they elect to discontinue use of such leave.  The use of temporary 

leave bank days in such instances shall be subject to the temporary 

leave bank rules/guidelines, as set forth in Article 10-4. 

 

10-5-4 A certified employee returning from short term disability leave shall 

be assigned to the same position or a position comparable to the one 

he/she left upon commencement of the short term disability leave.  

Salary schedule placement, non-probationary status, and 

accumulated benefits will be unaffected during the leave. 

 

10-5-5 A certified employee who is on or who is approved for short-term 

disability leave and for whom retraining or rehabilitation is being 

considered shall be involved in any discussions and decisions 

concerning rehabilitation. 

 

10-6 Professional leave 

 

10-6-1 Professional leave may be granted, with pay, for certified employees 

to attend workshops, seminars, conferences, and similar 

developmental activities determined by the appropriate supervisor to 

enhance the teacher’s ability to significantly contribute to the 

educational program of the District. 

 

10-6-2 Application for professional leave will be made to the appropriate 

supervisor at least five (5) school days in advance. 

 

10-6-3 The District shall bear the expense approved by the appropriate 

supervisor in advance of the professional leave. 

 

10-6-4 Professional leave days will not be deducted from other leave days. 

 

10-7 Jury duty 

 

10-7-1 Certified employees will be granted leave with pay when on jury duty. 

 

10-7-2 Jury duty leave will not be deducted from other leave days. 

 

10-7-3 Any compensation, exclusive of mileage, lodging, or meal 

reimbursements, will be paid over to the District within ten (10) 
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business days of receipt of payment for such duty.  Otherwise, such 

absence shall be counted as leave without pay. 

 

10-8 Sabbatical leave 

 

10-8-1 Certified employees may, at the discretion of the District, be granted 

sabbatical leave and/or a teacher exchange after completion of six (6) 

years of uninterrupted service with the District.  Uninterrupted service 

shall be defined as the most recent period of time during which 

neither the teacher nor the District has terminated the employment 

relationships; leaves of absence shall be construed as uninterrupted 

service but shall not count toward the number of years of service 

required to qualify for sabbatical leave. 

 

10-8-2 Sabbatical leave may be taken for a maximum of one (1) full school 

year for the purpose of improving the instructional program of the 

District. 

 

10-8-3 Application for sabbatical leave must be made no later than October 

31 of the school year prior to that requested for the sabbatical. 

 

10-8-4 Salary 

 

10-8-4-1 Certified employees on sabbatical leave will be paid one-

half their regular salary for the duration of the leave.  All 

paid benefits will continue on a prorated basis. 

 

10-8-4-2 Certified employees on a certified employee exchange 

program will be paid in accordance with the agreement 

between the exchange organization and the district. 

 

10-8-5 The number of approved sabbatical leaves for certified employees will 

not exceed two (2) in any one school year.  The number of certified 

employees in a certified employee exchange will not exceed two (2).  

During the term of this contract, it is agreed that no leaves will be 

awarded during the period of time of budget constraints.  

 

10-8-6 The application for sabbatical leave and/or certified employee 

exchange shall  present the plan for professional growth and/or 

education to be accomplished by the applicant, together with the 

anticipated completion date for each phase of the plan, a narrative of 

benefits accruing to the District and the applicant. Transcripts shall 

be provided to the District immediately upon return from sabbatical 

leave. 

 

10-8-7 Certified employee granted sabbatical leaves agree to accept such 

positions as may be assigned by the District for two (2) consecutive 

school years after completion of the sabbatical leave.  Certified 

employee who do not complete this requirement agree to refund all 

salary and fringe benefits paid during the sabbatical leave within 
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thirty (30) business days of termination. 

 

10-8-8 A sabbatical leave committee shall be composed of the BEA President, 

two (2) certified employees appointed by the Superintendent, and the 

Chief Human Resources Officer and/or his/her designee.  The 

committee will meet no later than the third week of January to review 

all current applications and make recommendations to the District. 

 

10-9 Extended Leaves 

 

10-9-1 Except as provided in statute, only non-probationary teachers may be 

granted leave without pay. 

 

10-9-2 Any certified employee shall be allowed to use accumulated 

temporary leave for disability caused by pregnancy or childbirth or 

recovery there from. 

 

10-9-3 Salary schedule placement, non-probationary status, and 

accumulated benefits will be unaffected during the leave. 

 

10-9-4 The certified employee may continue group insurance benefits at 

his/her own expense during the leave. 

 

10-9-5 Certified employee may request leave without pay for up to a full 

school year.  They may also re-apply, by April 1 of the first year of 

leave, for unpaid leave for an additional year.  Approval of these 

requests will be based upon the program needs of the district. 

 

10-9-6 At the conclusion of a second year of extended leave, the certified 

employee must notify the district of his/her intent to return or resign 

by April 1.  If no notification is received, the certified employee will 

be assumed to have resigned, and the position will be posted. 

 

10-9-7 Prior to leave being taken, the certified employee may submit, in 

writing, a specific request for building and/or assignment upon return 

from leave.  The District agrees to consider this request when 

assigning the teacher upon return from leave.   

 

10-10 Long Term Service Benefit 

 

10-10-1 A certified employee who has completed fifteen (15) or more years of 

continuous service in the District as of July 1, 2009 shall become 

eligible for the Long Term Service Benefit after completing twenty (20) 

years of continuous service.  No additional employees shall become 

eligible for the benefit. 

 

Eligible certified employees who voluntarily resign or retire shall 

receive a payout that equals the difference between the certified 

employee’s actual salary for the 2008-2009 school year and the 

$45,128.65 average salary of full-time teachers hired by the District 
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during that school year. 

 

The calculation of the payout is based on the certified employee’s 

2008-2009 salary only and shall not include fringe benefits or 

supplemental pay. 

 

The payout shall be paid in one lump sum on January 31 of the year 

following the date of separation or resignation.  For those employees 

participating in the Retired Teacher Option (10-11-1), they may 

postpone the Long Term Service Benefit payment until January 31 of 

the year following the end of their Retired Teacher Option year. 

 

10-10-2 Certified employees must apply by April 1 of each year.  The district 

shall notify applicants by May 1 about the status of their application. 

 

10-11 Retired Teacher Option 

 

10-11-1 Eligibility 

 

10-11-1-1 Currently employed by the district performing a service 

each workday or be in pay status using temporary leave. 

 

10-11-1-2 Complete a full contract year for the number of days as 

specified in the current Master Agreement for a 

minimum of four (4) hours each day. 

 

10-11-1-3 Any certified employee who is discharged pursuant to 

the Teacher Employment, Compensation, and Dismissal 

Act of 1990 will not receive the retirement incentives.  

Any teacher on a remediation is not eligible. 

 

10-11-1-4 Any employee who is eligible for the Public Employees’ 

Retirement Association (PERA) retirement income and 

who has notified the District of their retirement by April 

1 for succeeding years will be eligible for the Retired 

Teacher Option from 27J Schools. 

 

10-11-2 Conditions for Retired Teacher Option 

 

10-11-2-1 The building principal and the certified employee will 

meet to discuss the acceptance and placement of the 

RTO teacher in his or her current position.  If the 

principal denies the placement of the RTO teacher to 

their building, then the teacher has four options: 

 

1. Voluntarily retire without RTO option. 

 
2. Not retire and maintain current position. 
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3. Pursue a transfer to another building under the RTO 

option. 

 
The certified employee has right to appeal the 

principal’s decision to the Chief Human Resources 

Officer.  The Chief Human Resources Officer will 

investigate the appeal and will decide to place the 

certified employee back in current building with RTO 

benefit or another building in district with RTO 

benefit.  The decision of the Chief Human Resources 

Officer is final. 

 
10-11-2-2 The certified employee will elect to retire from School 

District 27J and receive PERA retirement benefits.  For 

the next contract year immediately following the date of 

retirement, the employee will work for School District 

27J.  This option applies for one (1) school year only. 

 
 

10-11-2-3 Participation in the Retired Teacher Option is for salary 

and does not include coverage for dental, vision, life or 

accidental death and dismemberment insurance nor 

count towards PERA service credit.  Health insurance as 

required by federal law (ACA) is optional to the 

employee. 

 

10-11-2-4 Participants will be eligible for an equivalent of their FTE 

of up to seven (7) temporary leave days with no buy back 

option. 

 

10-12 Military Leave 

 

10-12-1 A certified employee who is a member of a reserve or national guard 

unit or any other branch of the military organized under state or federal 

law who is required to take annual active duty during any period of 

active employment with the school district shall be granted military 

leave with a right of reinstatement in accordance with state and federal 

law. 

 

10-12-2  The certified employee shall receive full salary and benefits during such 

leave up to a maximum of fifteen (15) calendar days annually.  All 

remaining leave to fulfill the annual military obligation shall be unpaid 

leave. 

 

10-12-3 A certified employee who is a member of a reserve or national guard 

unit or any other branch of the military organized under state or federal 

law who is required to take annual active duty during any period of 

active employment with the school district shall be granted military 

leave. 
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10-12-4 A certified employee taking leave under this policy shall forward a copy 

of his/her military orders to the Superintendent or designee. 

 

10-12-5 Military leave of absence, without pay and subject to any and all 

conditions provided by applicable law, shall be granted as required by 

law to an employee who enlists for military duty with any branch of the 

United States armed forces or who is called into active military service 

in time of war or other emergency declared by the proper authority of 

the State or United States.  The employee shall be considered on a leave 

of absence during military service. 

 

10-12-6 Upon completion of military service, the employee shall be reinstated 

in the same or a similar position of like seniority, status and pay if such 

is available at the same salary and benefits which would have been 

received if leave had not been taken. 

 

10-12-7 Upon reinstatement, the employee shall have the same rights with 

respect to vacation, sick leave and other benefits as if he actually had 

been employed during the time of such leave. 

 

10-13 Worker’s Compensation 

 

10-13-1 This is a plan to protect certified employees in the event of injury 

arising out of and in the course of employment. 

 

10-13-2 All injuries must be reported immediately to the supervisor.  An 

injury report must be completed by the supervisor within twenty-

four (24) hours.  Failure to report injury will delay benefits or result 

in denial of payment. 

 

10-13-3 If medical care is required for work related injuries, certified 

employees must use designated physicians/clinics or hospitals 

specified on the Workers' Compensation Information Sheet.  

 

10-13-4    Medical Expenses - The Adams County BOCES Self-Insured Fund, 

when the liability is assumed, pays in accordance with Medical and 

Surgical Fee Schedule, adopted by the Industrial Commission, all 

reasonable and necessary medical expenses, paid directly to the 

doctor, hospital, etc. 

 

10-13-5    Personal Injury Leave - Employees temporarily absent from work and 

unable to perform their duties as a result of personal injury occurred 

in the scope and course of their employment, and not the result of 

their own negligence, will be paid their full salary by the school 

district during the first thirty (30) working days absent from the date 

of such injury.  Claims in excess of thirty (30) days may be covered 

and are paid directly to the employee from the BOCES fund.  No part 

of such temporary absence will be charged against the employee's 

temporary leave.   



50 

 

 

10-13-6 By subrogation, the District shall be the subrogee to the claims of 

such employee, against any third person or persons, for the amount 

of benefits paid hereunder by the District. 

 

10-13-7 The District shall have the right to have such employee examined by 

a physician designated by the District to assist in determining the 

length of time the employee is temporarily unable to perform duties, 

and that the disability is attributable to the injury involved. 

 

10-13-8 Certified employees returning to work from Workers' Compensation 

Leave shall have written authorization from their doctor that they are 

able to go to work full-time without restrictions of any kind. 

 

10-13-9 Under certain circumstances a certified employee may be approved 

to return to work on a light duty assignment subject to the 

physician's and administration's approval. 

 

10-13-10 No vacation or temporary leave shall accrue after an employee is on 

workers' compensation leave over thirty (30) days.  While an 

employee is on workers' compensation leave there will not be a 

break in longevity credit.  The District will continue to pay the 

allotted amount towards health, dental, vision, life and accidental 

death and dismemberment insurance premiums while the employee 

is on Workers' Compensation Leave. 

 

  



51 

 

ARTICLE 11 – REDUCTION IN FORCE 

 

 

11-1   The District may cancel any employment contract including a non-probationary 

teaching contract without penalty to the School District when there is a 

justifiable decrease in the number of teacher positions.  A justifiable reduction 

in the number of certified employee positions occurs when the Superintendent 

determines that there is a significant decline in the District’s ability to fund the 

operations of the district as a result of a decline in student enrollment, 

restrictions on revenues, increased costs or any other action, event or condition 

that may cause the District’s current or projected budget to be insufficient to 

adequately meet the District’s current or projected needs. 

 

11-2  The Superintendent or his designee shall notify staff of a declaration of a 

justifiable decrease. 

 

11-3 The following shall be among the criteria considered in determining which 

contracts will be recommended for cancellation: 

 

11-3-1 Quality of certified employee performance. 

 

11-3-2 Certification and endorsement. 

 

11-3-3 Professional preparation including major fields of study and advanced 

degrees. 

 

11-3-4 Length of service in the District. 

 

11-4 A written notice of the cancellation of a contract shall be sent to the certified 

employee at the certified employee’s address as it appears on School District 

records by certified mail.  The notice shall include the following: 

 

11-4-1 A copy of the statement adopted by the District determining that a 

reduction in force is justifiable. 

 

11-4-2 A brief statement by the Superintendent of the reasons for the 

recommended cancellation of the contract of the particular certified 

employee. 

 

11-4-3 A notice of the certified employee’s right to appeal through the 

grievance procedure. 

 

11-5 The separation of a non-probationary teacher due to reduction in force will not 

affect the accumulated benefits listed below if the teacher is rehired within 

eighteen (18) months of the effective date of separation: 

 

11-5-1 Accumulated temporary leave and status in the temporary leave bank, 

provided no previous reimbursement has occurred. 

 

11-5-2 Position on the salary schedule. 
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11-5-3 Non-probationary status. 

 

11-6 Normal attrition shall be considered prior to any staff reductions. 

 

11-7 If vacancies should occur due to normal attrition, staff members affected by the 

reduction shall be notified of the vacancies and considered prior to the posting 

of the positions.  This process will continue throughout the summer months up 

to the beginning of the new school year.  Failure of a qualified certified employee 

to accept such a position, if offered, shall terminate any further obligation on 

the part of the District. 
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ARTICLE 12 – PROFESSIONAL DEVELOPMENT 

 

 

12-1 The District and the Association recognize the importance of staff development 

in District 27J.  It is further understood that attending professional development 

days are a professional obligation of certified employees.  In an effort to provide 

meaningful staff development opportunities for staff, the 2008 bargaining team 

makes the following recommendations: 

 

12-1-1 District and building professional development days be clearly 

identified on a district calendar annually. 

 

12-1-2 An annual survey should be conducted in May of each year by the Staff 

Development Department to gather feedback on the effectiveness of 

staff development and solicit information from staff as to what types 

of staff development is needed. 

 

12-1-3 A committee, made up of a minimum of three (3) interested certified 

employee appointed by BEA and building and central administrators, 

shall be established to examine staff development in the district, 

assist in the development of the survey and to suggest improvement 

to professional development.  Buildings are encouraged to use CAT in 

the same capacity for building professional development. 

 

12-2 The District may provide professional staff development programs for certified 

employee based on the instructional needs of the District and professional 

development needs of the certified employee.  Certified employee attending 

workshops, seminars, or conferences may be granted such leave as identified 

in Article 10-6. 

 

12-3 Certified employees shall comply with applicable Superintendent policies and 

Colorado statutes for re-certification/re-licensure.  

 

12-3-1 The district does not have authority to pay certified employees who 

do not hold a valid teachers’ certificate/license, letter of authorization 

or written authorization from the Department of Education (CRS 22-

63-402). 

 

12-4 The certified employee’s right to affiliate with professional organizations shall 

be recognized. 

 

12-5 In order to provide both the instructional and social-emotional support of new 

teachers, the District will provide for a Mentor Program. Mentors will be paid for 

training and mentoring that occurs outside of the work day through a stipend. 

Mentors will serve for two years and will be selected through the hiring process 

every other spring. The mentor program will be evaluated based on feedback 

obtained by the mentor team. 

 

12-6 Teachers may, at the discretion of the District, be granted financial assistance 
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toward receiving National Board Certification.  

 

12-6-1 The first five (5) teachers who submit to the District proof of their 

application and acceptance into the National Board Certification 

program each year will receive $1,000 to compensate them for their 

tuition fees.  Each teacher may receive this award only one time per 

certification and may not reapply for retakes for the same 

certification.  The $1000 is available only for initial certification. 

 

12-6-2 The first five (5) teachers who submit their completed recertification 

license from National Board for Professional Teaching Standards each 

year will receive $500 to reimburse them for their fees.  This language 

is inclusive of the 2018-2019 school year. 

 

12-7 ESL ENDORSEMENT - Teachers who have or receive a state bilingual or ESL 

endorsement will receive a five hundred dollar ($500) stipend 

annually.  Teachers must be teaching in a designated bilingual or ESL 

classroom or a position in which the endorsement will be utilized. 
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ARTICLE 13 – CONTROVERSIAL ISSUES 

 

 

13-1 Teaching of Controversial Issues 

 

The teaching of controversial issues requires the recognition of responsibilities:  

by the teacher to his/her students, by the appropriate supervisor to his/her 

school, and by the school to the community. 

 

13-1-2 The certified employee should adhere to the following guidelines: 

 

13-1-2-1 The issue should be within the program of the subject 

area. 

 

13-1-2-2 The issue should be within the level of the students’ 

maturity. 

 

13-1-2-3 The discussion should contribute significantly to 

developing the skills of critical thinking and problem 

solving. 

 

13-1-2-4 The presentation should be impartial and objective. 

 

13-1-2-5 Suitable materials including facts and concepts of all 

aspects of the issue should be available. 

 

13-2 Processing of Controversial Issues at Building Level 

 

13-2-1 The identification of controversial issues will be done in the following 

manner. 

 

13-2-1-1 The certified employee will alert the supervisor to any 

content /material/resources that might be deemed to be 

controversial for this community.  Identification will be 

based upon the policy definition and the procedure 

guidelines. 

 

13-2-1-2 The supervisor will make the decision as to whether 

content/material/resource is controversial based upon 

the policy definition and the procedure guidelines. 

 

13-2-2 The processing of controversial issues will be done in the following 

manner: 

 

13-2-2-1 The certified employee will make written request to the 

supervisor to include controversial matter (as determined 

in 13-1) in the course of study.  The request will outline 

clearly the objectives, content, materials and resources to 

be used. 

 

13-2-2-2 The supervisor will make written responses to the request 
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indicating reasons for approval, disapproval, or request 

for modification.  Disapproval or request for modification 

shall not be a grievable action. 

 

13-2-2-3 If the request is approved, the certified employee will 

draft a letter of information to parents, which offers them 

the opportunity to request that the student not 

participate.  The letter must be approved by the 

supervisor before it is sent to the parents. 

 

13-3 Certified employees are assured of support from the appropriate supervisor and 

the District when the actions of the certified employee are in accord with the 

terms and provisions of this article. 
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ARTICLE 14 – ASSOCIATION RIGHTS 

 

 

14-1 Dues deduction 

 

14-1-1 The District agrees to deduct from the salary of members of the 

Association an amount of money sufficient to pay the member’s dues 

and contributions to the United Teaching Profession, as certified by 

the Association, where such deductions have been requested in 

writing by the individual members.  The District further agrees to 

transmit all monies so deducted to the Association on a regular basis. 

 

14-1-1-1 Deductions referred to above will be made in equal 

installments each month for which payroll authorization 

is effective August through the next succeeding July 31
st

.  

The District will not be required to honor, for any month’s 

deduction, any authorizations prior to the distribution of 

the payroll from which the deductions are to be made. 

 

14-1-2 The Association shall also furnish the District with a dues form 

properly signed by the member.  Such forms shall remain in effect 

during the employment of the member or until such a time as revoked 

by the member under the following process: 

 

14-1-2-1 Any member may revoke his/her dues deduction 

authorization at any time between August 1 and 

September 10. 

 

14-1-2-2 Any member may revoke his/her dues deduction 

authorization after September 10 of any year where such 

revocation is endorsed by the Association. 

 

14-1-3 Monthly, the District shall provide the Association with a 

reconciliation of those employees who have authorized the District to 

deduct dues under the provisions of this Article. 

 

14-2 Use of school facilities 

 

14-2-1 As the exclusive representative of the negotiating unit, the 

Association shall have the right to use any school building in 

accordance with District usage procedures without cost except where 

additional personnel are required to be employed. 

 

14-2-2 The Association shall have the right to deliver and receive materials 

to its members through the school delivery service, electronic 

communication (including but not limited to email), and to place 

notices and other materials relevant to the Association’s business on 

a designated staff bulletin board and in teacher’s mail boxes.  A copy 

of notices posted shall be provided to the appropriate supervisor at 

the time of distribution. 
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14-3 Association Leaves 

 

14-3-1 The Association will be permitted release time with pay up to seventy 

(70) days during each school year.  Substitute costs will be covered by 

the Association.  The President of the Association will determine their 

use with the limitation that no individual may use more than twelve 

(12) of these days annually.  Days taken under this provision will be 

known as “Association Leave.”  

 

14-3-2 Up to forty (40) days release time each year will be granted at District 

expense for contract negotiations. 

 

14-3-3 Effective 2007-2008 school year, the District and Association agree to 

grant full-time school year release to the Association President.  The 

District’s reimbursement for President’s release will occur through 

contribution of one temporary leave day per year, per teacher; this day 

has been accounted for and is not inclusive of the temp days allocated 

to certified staff in this Agreement in 10.3.1.  The District and 

Association recognize this contribution does not cover entire cost of 

the President’s release and the District agrees to contribute the 

difference.  The BEA president shall hold a CDE educator license but 

may maintain inactive license status with CDE while serving as BEA 

president. 

 

14-4 Board agendas, meetings, and minutes 

 

14-4-1 The District will make available to the Association an advance copy of 

the agenda for each regular meeting of the Board.  In case of a special 

meeting, notification shall be made as far in advance as possible to 

the Association.  Minutes of Board meetings will be made available to 

the Association.  Agendas and minutes of Budget Committee 

meetings will also be made available to the Association. 
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ARTICLE 15 – PERSONNEL FILES 

 

 

15-1 Each certified employee retain his/her original teaching certificate/license. 

 

15-2 Certified employees, upon request, shall have the right to review the contents 

of their own permanent personnel file and any of their own building personnel 

files maintained by appropriate supervisors.  Certified employees may obtain 

copies of any documents contained in such files. 

 

15-3 No material derogatory to a certified employee’s conduct, service, character, or 

personality shall be placed in such files unless the teacher has been given the 

opportunity to review such material.  

 

15-3-1 The certified employee will acknowledge that the opportunity to 

review such material has been given by signing the material to be 

placed in such files.  The parties understand and agree that the 

signature merely means that the certified employee has read such 

material and that it does not mean the certified employee necessarily 

agrees with the statements contained in such materials.   

 

15-3-2 The certified employee shall have the right to file a written reply to 

such materials within fifteen (15) school days of the date on which the 

certified employee was given the opportunity to review such material.  

Such reply shall be attached to the material to which it pertains. 

 

15-3-3 The certified employee shall have the right to petition for the removal 

of such material. 

 

15-3-4 No anonymous complaints shall be placed in a certified employee’s 

personnel file or in a building file. 

 

15-4 Certified employee personnel files are to be subject to Colorado’s open records 

law. 
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ARTICLE 16 – PROTECTION OF CERTIFIED EMPLOYEES 

 

 

16-1 All certified employee will be treated in a fair, equitable and professional 

manner. 

 

16-2 Treatment of certified employee in Disciplinary Matters 

 

16-2-1 Certified Employees shall be disciplined only with just and sufficient 

cause.  Discipline may include verbal warnings, written reprimands, 

suspensions, reductions in professional advantage, or dismissal (only 

to the extent not covered in state law).  The expiration of an individual 

employment contract between the District and a certified employee 

per its terms and nonrenewal of an individual employment contract 

shall not be regarded as discipline. Any such discipline shall be 

subject to the grievance procedure set forth in this agreement 

including advisory arbitration.  The specific grounds forming the basis 

for disciplinary action will be made available to the certified employee.  

The certified employee may be suspended with pay pending the 

investigation of an allegation or incident where the presence of the 

teacher may interfere with the normal educational process or where 

the presence may present a danger to the welfare of the students. 

 

16-2-2 Complaints against certified employee will be considered confidential 

personnel matters.  All complaints against teachers will be referred to 

the appropriate supervisor.  In a Board meeting, the Board will only 

accept public complaints against teachers by name in executive 

sessions. 

 

16-2-3 The appropriate supervisor will fully investigate the complaint before 

any action is taken.  This investigation will include the opportunity for 

refutation by the certified employee. 

 

16-2-4 No written notice of the complaint will be placed in the certified 

employee’s personnel file(s) unless disciplinary action is warranted.  

The certified employee will have the opportunity to review any 

document(s) placed in such files and to attach a rebuttal. 

 

16-3 Threats and Assaults against Certified Employee 

 

16-3-1 The District and the Association agree to a Support and Report 

Protocol to address threats or violence to certified staff members. Any 

incident of physical, verbal, written, or depicted threat, menacing, or 

assault which causes a fear of imminent serious bodily injury or 

sexual assault, or a student attempts the same shall require the 

certified staff member and the building principal to follow the agreed 

upon Support and Report Protocol process. The District shall make 

available to the Association, upon verbal request, a summary report 

of reported incidents of physical and/or verbal threat or assault upon 

teachers. 
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16-3-2 After completion of investigation, including risk assessment, if the 

student is deemed to be a low or moderate risk, but before a student 

is returned to the school where the offense occurred: 

 

A. The complaining certified employee shall have the right to review 

the risk assessment, the criminal report, and any final written 

disposition from the district. 

 

B. If the complaining certified employee disagrees with the 

disposition or still feels unsafe, he or she may file an appeal to 

request that the student be removed from his/her classroom. 

 

16-3-3 After completion of investigation, including risk assessment, if the 

student is deemed a danger to other students, or teachers, or SSPS 

and staff, or the threat has not been ameliorated, a plan will be 

created to eliminate the threat which may include: 

 

● Involvement of law enforcement 

● Removal of the student from the classroom 

● Removal of the student from the school 

● Removal of the student to an out-of-district placement 

● Expulsion 

 

16-3-4 If any certified employee is assaulted, complained against, or sued, as 

a result of acting within the scope of his/her employment, the District 

will provide legal counsel and render all necessary assistance to the 

certified employee in his/her defense. 

 

16-3-4-1 Time lost by a certified employee in connection with any 

incident mentioned in Article 16-3-5 shall not be charged 

against the certified employee. 

 

16-3-5 In instances where criminal physical assault or non-sexual child abuse 

charges are brought against a certified employee as a result of dealing 

with student discipline problems, an internal investigation will be 

conducted by the District.  If such internal investigation determines 

that the certified employee was acting within the scope of his/her 

employment, in a reasonable and prudent manner, and in accordance 

with District policy and state law, the District will appoint and provide 

full legal counsel for the teacher’s defense.  There must be mutual 

agreement between the District and the certified employee regarding 

any legal support for the appeal process. 

 

16-3-5-1 If, during the course of an official District investigation, 

the principal reasonably believes such investigation may 

lead to disciplinary action against a certified employee, 

the principal shall advise the teacher of his/her rights to 

representation as per Article 16-1. 
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16-4 Protection of Certified Employee Personal Property 

 

16-4-1 When bringing in personal items to use for instructional purposes, the 

certified employee shall make every effort to inform the principal in 

advance. 

 

16-4-2 In the event a certified employee, while acting within the scope of 

his/her employment, has his/her clothing or other personal property 

damaged or destroyed, as a result of an attack, assault, menace, 

vandalism, or pupil supervision problem, the District will reimburse 

the teacher the cost of repair or the reasonable replacement cost of 

such property. 

 

16-4-3 Given prudent and responsible handling, the District will 

reimburse/replace personal items stolen or damaged at school based 

on fair market value, up to $500 per item, or the insurance deductible, 

whichever is less. 

 

16-4-4 The District will pay the insurance deductible up to $500 for 

automobile damage because of theft or vandalism provided the 

automobile was on school grounds and the employee was acting 

within the scope of his/her employment.  Payment will be made as a 

reimbursement once work has been completed and a bill or insurance 

claim form has been submitted. 

 

16-4-5 In order for the District to reimburse the teacher for losses as outlined 

in sections 16-4-1, 16-4-2, 16-4-3, and 16-4-4, the certified employee 

must: 

 

a) Report the incident to the building principal or appropriate 

supervisor, then submit the form found in Superintendent Policy 

GBGB-E as a written request with the supervisor’s signature to the 

Finance Department within ten (10) school days.  

 

b) The Supervisor will conduct an investigation to determine: 

a. If the responsible party can be identified, and 

b. Whether any disciplinary action should be taken against the 

responsible party, including requiring replacement of the 

item(s). 

 

c) Within twenty (20) school days the district must: 

a. Determine if the request of the certified employee is 

meritorious. 

b. Respond to the claimant with appropriate next steps. 
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ARTICLE 17 – NEGOTIATIONS PROCEDURE  

 

 

Negotiations will be completed through a collaborative interest-based process. 

 

17-1 Definitions and timelines for negotiations 

 

17-1-1 The term GOOD FAITH is defined as an honest attempt to resolve 

issues which arise during the negotiations process.  The obligation of 

good faith negotiations does not compel either party to agree to a 

proposal or require the making of a concession. 

 

17-1-2 The first meeting between representatives of the district and the 

bargaining unit shall be held on or before March 15. 

 

17-1-3 The first meeting shall be devoted primarily to the bargaining units 

presenting their items for discussion and building a calendar.  The 

Association and the District may each bring up to two (2) items to the 

table for discussion.  Compensation will always be discussed.  In 

addition, mutually agreed upon items between the District and the 

Association will also be proposed at this time. 

 

17-1-4 After that time, the parties will agree that all items have been 

discussed, and no new items will be brought up for negotiations 

during that series of sessions. 

 

17-1-5 Prior to March 15, either party may suggest preliminary informal 

meetings to discuss items, which might be resolved by 

issues/problem solving bargaining techniques.  Issues must be 

mutually agreed upon before beginning this approach.  If the problem 

is not resolved by this method, a formal proposal may be submitted. 

 

17-2 The District shall recognize labor or employee organizations as representatives 

of employees for the purpose of bargaining with respect to: 

 

17-2-1 Salary 

 

17-2-2 Fringe benefits 

 

17-2-3 Personnel evaluation procedures 

 

17-2-4 Personnel transfer procedures 

 

17-2-5 Length of workday 

 

17-2-6 Grievance procedures 

 

17-2-7 Other mutually agreed upon items 

 

17-3 Each party shall designate in writing the names of up to six (6) persons who 

shall serve on their respective negotiating teams and be empowered to speak 
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for them, and be responsible for negotiations pursuant to the provisions of the 

agreement.  Either party may have up to two (2) consultants at any negotiations 

session; however, neither party may have more than six (6) team members and 

two (2) consultants at the table at one time unless mutually agreed upon.  Each 

party shall, at the time of the first meeting, designate the person on their team 

who will be the spokesman or chief negotiator. 

 

17-4 The teams shall meet at reasonable times and places for the purpose of 

negotiating such a subsequent agreement.  Negotiating meetings shall be 

scheduled at times which will interfere least with the employee workday and the 

educational program.  When it is mutually agreed that it appears necessary for 

the expediency of the negotiating process, the District will allow the employee 

to be absent from work. 

 

17-5 An article or portion thereof is considered a tentative agreement only when 

mutually signed and dated by both parties.  It is understood and agreed that all 

tentative agreements negotiated by the parties’ representatives are subject to 

formal ratification by the Superintendent and by the members of the bargaining 

unit. 

 

17-6 When tentative agreements have been negotiated on all matters submitted by 

the parties, the agreement shall be reduced to writing and presented to the unit 

members for ratification.  The bargaining unit shall have fifteen (15) business 

days from the date the agreement is presented in which to file a written report 

of their action to the Superintendent.  Following such ratification, the agreement 

shall be subject to ratification by the Superintendent at an official meeting which 

shall take place within thirty (30) business days of the date the bargaining unit 

notifies the Superintendent of ratification.  After ratification by both parties, the 

chief officers of the District and the bargaining unit shall sign the ratified 

agreement. 

 

17-7 During negotiations, the District and the bargaining unit, through their 

representatives, will present relevant data, exchange points of view, and present 

specific proposals and counter proposals.  Upon the request of either party, the 

other will make available for inspection and copying, data and records pertinent 

to the subject of negotiations in accordance with the Colorado open records 

law.  Both parties have the right to request that their most recent proposals be 

answered by a written counter proposal submitted by the other party. 

 

17-8 Impasse may be declared by mutual agreement, or by either party, at any time.  

Upon the occurrence of impasse, both parties shall meet to determine the 

matters remaining unresolved and shall prepare a statement of their position 

on such matters as of the last formal bargaining session between the parties.  

Unresolved issues shall be submitted to the process of mediation as a means of 

resolution. 

 

17-9 Mediation 

 

17-9-1 The mediator shall be selected in the following manner: 
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17-9-1-1 If the parties are unable to agree upon a mediator within 

five (5) business days of the date that impasse has been 

declared, the parties shall jointly request the American 

Arbitration Association to submit simultaneously by 

certified mail, return receipt requested, to each party 

identical lists of the names of at least five (5) persons 

skilled in mediating public school issues. 

 

17-9-1-2 Each party shall have five (5) business days from the date 

on which such list is received to cross off any names to 

which it objects, number the remaining names in order of 

preference, and mail the list to the American Arbitration 

Association.  If a party does not mail the list within the 

time specified, all names which appear on the list shall be 

deemed acceptable to that party. 

 

17-9-1-3 From among the persons who have been approved on 

both lists, and in accordance with the designated order of 

mutual preferences, the American Arbitration Association 

shall appoint a mediator. 

 

17-9-1-4 If the parties fail to agree upon any of the person’s names, 

or if those named decline or are unable to act, or if for 

any other reasons an appointment cannot be made from 

such lists of names, the American Arbitration Association 

shall appoint a mediator from its other members without 

submitting additional lists. 

 

17-9-2 Conducting Mediation 

 

17-9-2-1 The format, dates, and times of meetings will be arranged 

by the mediator and such meetings will be conducted in 

closed sessions.  No news releases shall be made by either 

party or the mediator concerning the progress of such 

meetings. 

 

17-9-2-2 The mediator will meet with representatives of the District 

and Association either separately or together. 

 

17-9-2-3 To the extent that tentative agreements are reached as a 

result of such mediation, the procedures for ratifying 

tentative agreements as set forth in this Agreement shall 

apply. 

 

17-10 Fact Finding 

 

17-10-1 If mediation has failed to bring about agreement on all issues, either 

the District or the Association may request that the issues which 

remain in dispute be submitted to a fact finder.  The parties shall 

attempt to agree on a fact finder within five (5) business days.  
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Advisory fact finding and the selection of a fact finder shall be 

initiated by a written request submitted to the American Arbitration 

Association (AAA) requesting the appointment of a fact finder, a copy 

of which request shall be served by either party upon the other.  Such 

request for appointment of a fact finder shall be served on the 

American Arbitration Association.  Subsequent to this filing, if both 

parties mutually agree that continued negotiations would be 

beneficial, the parties may continue to negotiate until agreement is 

reached or a fact-finding hearing is convened. 

 

17-10-2 Any requests to the American Arbitration Association for the 

appointment of a fact finder shall be accompanied by a copy of the 

agreement.  Within seven (7) business days of receipt of such request, 

the American Arbitration Association shall submit to each party an 

identical list of seven (7) persons qualified to serve as fact finders in 

labor relations cases involving the establishment of contract terms for 

inclusion in a collective bargaining agreement, and determined by the 

American Arbitration Association to be available in accordance with 

the time constraints.  Within three (3) business days of the receipt of 

the list of fact finders, the parties shall alternately strike three (3) 

names from the list with the remaining name becoming the fact 

finder.  The party striking first shall be determined by lot. 

 

17-10-3 As soon as practicable upon appointment, the fact finder shall 

convene a hearing with at least ten (10) business days written notice 

to both parties at which both parties may appear to present facts and 

arguments with regard to those matters remaining in dispute as 

provided herein. Hearings shall be conducted according to the rules 

of the American Arbitration Association. Formal rules of evidence will 

not apply.  The hearing shall be concluded within ten (10) business 

days of being first convened, and the fact finder shall issue his 

findings of fact and advisory recommendations not later than twenty 

(20) business days after the hearing is closed.  The fact finder’s 

written recommendations, with reason therefore, shall be served 

privately and simultaneously insofar as is possible upon the 

representative of both parties.  Within ten (10) business days after 

receipt of the recommendations, the parties shall meet to inform one 

another whether they are willing to accept and implement said 

recommendations.  Any party refusing to accept or implement the fact 

finder’s recommendations shall clearly state its reasons in writing for 

so doing at that time.  Neither party, nor the fact finder, shall reveal 

or comment upon the findings of fact and advisory recommendations 

during said ten (10) business day period.  In the event that either 

party, or both, fail or refuse to adopt and implement the fact finder’s 

advisory recommendations, and there are issues remaining 

unresolved, then the fact finder’s report shall be made public after 

the ten (10) day period.  No other statement shall be made by the fact 

finder. 

 

17-10-4 The fact finder shall have authority to hear and make 
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recommendations concerning only the matters referred to fact finding 

under Article 17-10 above, unless the parties mutually agree 

otherwise. 

 

The fact finder shall select as his/her recommendation for each issue 

either the position of the District or that of the bargaining unit, unless 

the fact finder is persuaded that an intermediate position would be 

more appropriate.  In such event, the fact finder shall state his/her 

reason(s) for recommending such intermediate position. 

 

17-11 All fees and expenses of the mediation or fact-finding proceeding shall be 

shared equally by the District and the bargaining unit.  If either party requests 

to have a transcript of the hearing prepared, that party shall be responsible for 

the cost of said transcript and shall furnish a copy to the fact finder.  The other 

party shall be responsible for the cost of its copy of the transcript should it 

desire one. 



68 

 

ARTICLE 18 – COLLABORATIVE ADVISORY TEAM 

 

18-1 27J Schools and BEA believe in collaboration and shared leadership.  A school’s 

vision requires engaged stakeholders.  The collective thinking, doing, problem 

solving, and leading by many professionals moves the vision forward.    

 

While 27J Schools and BEA promote collaboration and consensus, we recognize 

that not all decisions can be collaborative.  There are times and situations where 

leadership is not meant to be shared.  The principal shall not lose his/her 

leadership authority, as assigned by 27J Schools, to act in the best interest of 

the school in these situations.  

 

18-2 Each grade level and/or Department shall elect or select a representative to 

serve on the Collaborative Advisory Team each year in August. The Collaborative 

Advisory Team will define departments.  

 

18-3 27J Schools and BEA recognize the Collaborative Advisory Team as a school 

leadership team.  Comprised of school building leaders, and using a 

collaborative process, the CAT team shall provide support to the building 

principal by: 

● Identifying challenges and obstacles standing in the way of progress  

● Problem solving  

● Providing feedback 

● Advising decisions  

● Communicating resolutions and rationale for the solutions 

● Listening, empathizing, and empowering others with effective communication 

and perspective  

● Ensuring safety for risk taking and continual improvement 

 

18-4 The Collaborative Advisory Team is delegated responsibility as outlined by the 

Master Agreement. The CAT shall work collaboratively and shall come to 

consensus as a team about the following: 

● Teacher to Parent Connection Schedules (5-3-5) 

● Use of Collaboration Time (5-3-3) and creating a Professional Learning 

Calendar (5-3-3 and 5-3-3-2)  

   Including a yearly review of all language that clearly identifies each          

   Professional Learning Opportunity as either Collaboration or  

   Professional Development (5-3-3-2) 

● Plan for Assessments, Data, and Use of Data During CollaborationTime 

(MOU Item A page 86) 

● Last week of First and Second Semester (5-3-4) 

   Including Assessment Support Plan 

18-5 The Collaborative Advisory Team MAY consider and make recommendations, 

give feedback, make decisions, and communicate to the staff on the following:  

● Operations 

● School culture 
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● Professional development 

● Scheduling 

● Budget 

● Staffing 

● Other items as mutually agreed upon by the group  
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ARTICLE 19 – YEAR ROUND SCHOOL 

 

 

19-1 Calendar 

 

19-1-1 The year round school work year shall include one hundred eighty-

five (185) contract days, as it is in conventional schools. 

 

19-1-2 Holidays will be as listed below: 

 

Winter (Christmas) Vacation 

New Year’s Day 

Martin Luther King Jr. Day 

Presidents’ Day 

Memorial Day 

Independence Day 

Labor Day 

Thanksgiving Holiday 

 

19-2 Track-in and Track-out/Planning Days 

 

19-2-1 Year-round school teachers shall have at least one (1) planning day at 

the beginning of the year.  The remaining planning days may be 

scheduled at the beginning or end of each track/segment. 

 

19-2-2 Planning days at the beginning of each track shall vary based on the 

configuration. 

 

19-2-3 Certified employee may make special arrangements with principals 

for track-in/track-out days. 

 

19-3 Specialists 

 

19-3-1 Every reasonable effort will be made to assign Specialists (e.g. – art, 

music, physical education, speech and hearing therapists, nurses, 

counselors, psychologists, resource teachers and special education 

teachers) to tracks in the same manner as teachers.  Custom contracts 

may be offered to Specialists as needed. 

 

19-4 Salary Dispersment 

 

19-4-1 Certified employee in year-round schools will be paid in twelve (12) 

monthly installments beginning in the first month in which they work 

fifteen (15) contact days, July or August depending on the track.  A 

teacher scheduled on a year-round calendar for a full contract will be 

paid the same salary paid on a conventional calendar. 

 

19-4-2 A certified employee moving from a year-round school to a 

conventional school-year calendar or vice versa, either by transfer or 

by District calendar change, shall be offered the options of dividing 
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their next year’s salary over thirteen (13) payments or forgoing their 

August/July check. 

 

19-4-3 Certified employees entering the District for the first time and 

assigned to a year-round school will have the option to receive their 

first annual salary in thirteen (13) monthly installments provided they 

work at least fifteen (15) contract days in July. 

 

19-5 Track Selection 

 

19-5-1 Principals shall meet with teachers within their buildings to ascertain 

the teachers’ preferences for grade level and track assignments. 

 

19-5-2 Principals shall collaboratively work with teachers to create in-building 

grade assignments that are in the best interest for all parties affected 

by the shift to year-round school.  Teachers must have the proper 

credentials to teach the grade level and track assignment they are 

assigned. 

 

19-5-3 The following shall be among the criteria considered in determining 

which teachers will be recommended for grade level and track 

assignments. 

 

19-5-3-1 Certification endorsement 

19-5-3-2 Quality of employee performance 

19-5-3-3 Length of service in the District 

19-5-3-4 Professional preparation including major fields of study 

and advanced degree 

 

19-6 Exchange Days 

 

19-6-1 Certified employees may voluntarily exchange five (5) or fewer 

consecutive school student contact days or three (3) stand-alone 

school student contact days per year with an off-track teacher working 

within the same school or department, without loss of pay, benefits, 

or temporary leave. 

 

19-6-2 Certified employees shall notify the site administrator/principal at 

least twenty-four (24) hours in advance of who will be replacing the 

teacher, the length of the exchange, and the dates when the teacher 

will pay back the exchange.  An exchange day form will be completed 

and submitted to the office. 

 

19-6-3 Certified employees shall have the responsibility for arranging the 

exchanges with other certified employees working within the same 

school or department. 

 

19-6-4 Payback of the exchange is solely the responsibility of the exchanging 

teachers. 
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19-6-5 Exchange day procedures will be revisited during the negotiations 

process following implementation. 

 

19-7 Intersession 

 

19-7-1 Compensation shall be at the per diem rate of the teacher. 

 

19-7-2 Intersession assignments will use an application process similar to 

conventional calendar summer school. 

 

19-8 Certified Employee - Substitute Teaching 

 

19-8-1 In-district certified employee who are not working shall have an 

opportunity to substitute at District sites.  Substitutes will be called 

from a list constructed of off-track teachers expressing a desire to be 

included. 

 

19-8-2 Certified employees will be compensated at the in-district substitute 

rate of pay. 

 

19-9 Extended Contract 

 

The District may offer extended day contracts up to a maximum of 210 days.  

Extended contracts shall be paid at the per diem rate.  The District shall 

determine the length of each contract offered.  Every certified employee on 

extended contract shall have at least one (1) three-week vacation. 

 

19-10 Extra Classes Taught 

 

Teachers who are scheduled to teach an additional class normally offered during 

the school day for a semester, quarter, track or full year will be paid based on 

the teacher’s hourly rate multiplied by 1.25 in order to enhance the hourly rate.  

The enhanced hourly rate will be multiplied by the additional hours taught. 

 

19-11 Professional Development 

 

High quality professional development is essential to improve the quality of 

teaching.  The district’s goal is to provide well implemented professional 

development in the year round school setting that meets the needs of students 

and school learning communities. 

 

19-12 Room Assignments 

 

During the first year of year round school, individual schools will address 

classroom assignment systems to implement school wide. 

 

19-12-2 The CAT within the building will collect information and experiences 

from teachers on each track regarding classroom assignment systems 

in place within the year round schools. 
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19-12-3 Prior to the next year’s negotiations, contract language concerning 

classroom assignment will be revisited at a meeting where CATs will 

present their findings to the negotiations team. 

 

19-13 Classroom Conditions 

 

Every effort will be made to ensure that all classrooms will be safe, healthy and 

at a comfortable temperature. 

 

19-14 Communication 

 

19-14-1 District postings and policy changes will be available on the district 

website. 

 

19-14-2 School announcements, notes of faculty meetings and daily bulletins 

shall be available in an individual’s email. 
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ARTICLE 20 – DISTRICT CALENDAR 

 

 

20-1 The superintendent shall preview the school year calendar with the BEA 

president by February 1
st

.   
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APPENDIX A-1 

 

27J Schools 

Licensed Salary Schedule 

2023-2024 School Year 

 

 

 

Newly employed licensed teachers will be placed at step 1 through 14. Newly hired certified 

employees participating in an alternative license or authorization program will be placed on step 

A.  

 

New certified employees hired before the beginning of the school year will receive up to four 4 

days of salary for an extended day contract.  Salary amounts are based on 162.5 days. 

 

GR BA B10 B20 B30 B40 MA M10 M20 M30 M40 M50 PHD GR

A 52,002.77 52,868.63 53,919.50 54,443.50 54,981.86 55,521.39 57,124.47 58,734.72 60,330.64 61,336.75 63,011.61 64,685.26 A

1 52,002.77 52,868.63 53,919.50 54,443.50 54,981.86 55,521.39 57,124.47 58,734.72 60,330.64 61,336.75 63,011.61 64,685.26 1

2 53,140.03 53,359.63 55,521.39 56,039.40 56,582.54 57,124.47 58,734.72 60,330.64 61,936.11 62,950.59 64,615.88 66,278.79 2

3 53,781.94 54,966.30 57,124.47 58,207.16 58,731.14 59,252.74 60,854.62 62,458.91 64,094.30 65,072.87 66,741.77 68,408.24 3

4 55,521.39 56,563.40 58,734.72 59,810.23 60,873.77 61,936.11 63,533.22 65,136.29 66,741.77 67,747.87 69,426.31 71,103.56 4

5 57,259.66 58,207.16 60,330.64 61,936.11 63,014.00 64,094.30 65,697.36 67,294.46 68,902.31 69,908.44 71,582.10 73,254.56 5

6 59,003.91 59,810.23 61,936.11 63,533.22 64,876.69 66,216.59 67,824.44 69,426.31 71,024.62 72,039.10 73,715.15 75,391.21 6

7 60,751.74 61,373.85 63,533.22 65,697.36 67,298.04 68,902.31 70,499.41 72,110.88 73,715.15 74,722.47 76,391.34 78,061.41 7

8 61,243.09 61,871.40 65,278.65 67,294.46 69,439.47 71,582.10 73,187.58 74,785.85 76,391.34 77,411.83 79,077.10 80,739.99 8

9 61,243.09 61,871.40 65,815.26 68,902.31 71,568.93 74,235.56 75,832.64 77,366.35 78,594.98 79,912.14 81,729.37 83,544.18 9

10 61,243.09 61,871.40 65,815.26 69,475.16 72,911.22 76,915.33 77,823.35 79,560.40 80,609.58 82,004.52 84,404.34 86,806.57 10

11 61,243.09 61,871.40 65,815.26 69,475.16 73,524.16 77,568.31 79,218.27 81,309.45 82,350.25 83,742.78 86,182.10 88,622.60 11

12 61,243.09 61,871.40 65,815.26 69,475.16 73,524.16 77,568.31 79,894.26 82,006.38 83,057.58 85,874.10 88,336.60 90,799.09 12

13 61,961.41 62,589.73 66,533.58 70,193.48 74,242.48 78,286.63 80,612.58 82,724.70 83,775.90 86,592.43 89,054.91 91,517.41 13

14 62,679.73 63,308.04 67,251.91 70,911.80 74,960.80 79,004.95 81,330.90 83,443.02 84,494.22 87,310.75 89,773.23 92,235.73 14

15 63,873.05 64,501.36 68,445.23 72,105.13 76,154.13 80,198.28 82,524.23 84,636.34 85,687.55 88,504.06 90,966.55 93,429.06 15

16 64,591.36 65,219.68 69,163.55 72,823.45 76,872.45 80,916.60 83,242.55 85,354.67 86,405.87 89,222.38 91,684.87 94,147.38 16

17 65,309.69 65,938.00 69,881.87 73,541.77 77,590.77 81,634.92 83,960.87 86,072.99 87,124.19 89,940.70 92,403.20 94,865.70 17

18 66,028.01 66,656.33 70,600.19 74,260.09 78,309.09 82,353.24 84,679.19 86,791.31 87,842.51 90,659.03 93,121.52 95,584.02 18

19 66,746.33 67,374.65 71,318.52 74,978.42 79,027.41 83,071.57 85,397.52 87,509.63 88,560.83 91,377.35 93,839.84 96,302.34 19

20 67,964.65 68,592.97 72,536.84 76,196.74 80,245.74 84,289.89 86,615.84 88,727.96 89,779.16 92,595.67 95,058.16 97,520.67 20

21 68,682.98 69,311.29 73,255.16 76,915.06 80,964.06 85,008.21 87,334.16 89,446.28 90,497.48 93,313.99 95,776.49 98,238.99 21

22 69,401.30 70,029.62 73,973.48 77,633.38 81,682.38 85,726.53 88,052.48 90,164.59 91,215.80 94,032.31 96,494.81 98,957.31 22

23 70,119.62 70,747.94 74,691.81 78,351.70 82,400.70 86,444.85 88,770.81 90,882.91 91,934.12 94,750.64 97,213.13 99,675.63 23

24 70,837.94 71,466.26 75,410.13 79,070.02 83,119.03 87,163.18 89,489.13 91,601.23 92,652.45 95,468.96 97,931.45 100,393.96 24

25 72,056.26 72,684.58 76,628.45 80,288.34 84,337.35 88,381.49 90,707.45 92,819.56 93,870.77 96,687.28 99,149.77 101,612.28 25

26 73,492.91 74,121.23 78,065.09 81,724.98 85,773.99 89,818.13 92,144.09 94,256.20 95,307.41 98,123.93 100,586.42 103,048.92 26

27 74,929.55 75,557.87 79,501.74 83,161.63 87,210.64 91,254.78 93,580.74 95,692.85 96,744.06 99,560.57 102,023.06 104,485.57 27

28 75,647.88 76,276.19 80,220.06 83,879.95 87,928.95 91,973.10 94,299.06 96,411.17 97,462.37 100,278.89 102,741.39 105,203.89 28

29 76,366.20 76,994.52 80,938.38 84,598.27 88,647.27 92,691.42 95,017.38 97,129.49 98,180.69 100,997.22 103,459.71 105,922.21 29

30 77,084.52 77,712.84 81,656.71 85,316.59 89,365.59 93,409.74 95,735.71 97,847.81 98,899.01 101,715.54 104,178.03 106,640.53 30

Degree plus additional graduate level credits "Lanes"

Steps
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APPENDIX A-2 

 

HIGH SCHOOL DEPARTMENT CHAIRS 

 

 

Number of Dept Staff Stipend Release Days 

1 to 4 $1,967.33 2 

5 to 8 $2,363.37 4 

9 to 12 6 $2,755.56 6 

13 or more $3,145.16 8 

 

 

Minimal expectations for earning stipends are as follows: 

 

High School Department chairs 

Provide leadership to department by monitoring and managing budget and other 

resources; hold and facilitate department meetings; serve as liaison between 

principal and department; support new hires within department; support the 

development and actualization of curricular frames. 

 

 

VOCATIONAL EXPERIENCE  

 

CTE teachers who fulfill the experience requirements will be paid in the following 

manner:  

 

  

Position 

CTE Program Lead 

Teacher 

(At least 50% of 

classes and Lead 

CTSO Sponsor) 

CTE Program 

Assistant 

(At least 50% of 

classes or less than 

50% AND Lead CTSO 

sponsor) 

Part Time 

CTE teacher  

(20%-49% of 

classes) 

Qualified CTE 

Teacher  

(Less than 20% 

of classes or at 

least 1 Class) 

 $5662.40 $4548.10 $1716.90 $844.02 

 

The CTE Program Lead Teacher is a full time teacher whose teaching assignment is at 

least 50% in an approved CTE program, or a CTE teacher whose teaching assignment is 

at least 50% in an approved CTE program who oversees other CTE Teachers in the 

same pathway. The CTE Program Lead is the responsible party for the completion of 

the Program Approval, leads their respective Career and Technical Student 

Organization and guides the overall work on the Advisory Board. This also includes 

follow up requirements and all related work that may arise as a result of the state's 

guidelines for program approval and/or other related data.  

 

The CTE Program Assistant is designed for all pathways who have multiple full time 

CTE teachers (Full time CTE teacher, teaching at least 50% in an approved CTE 
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program), in their pathway. A CTE Program Assistant duties would include assisting the 

CTE Program Lead with the program approvals, operations of the CTSOs and Advisory 

Boards. If a qualified CTE teacher is teaching less than 50% but they serve as the Lead 

CTSO sponsor, they can receive the CTE Program Assistant Stipend.   

 

Part time CTE teachers are teachers who are scheduled to teach fewer courses than a 

full time CTE teacher or who is a full time teacher who teaches both in an approved 

CTE program and other coursework within the school. This includes qualified CTE 

teachers who teach 20% -49% of their teaching load in an approved CTE program. 

 

Qualified CTE teachers are teachers who teach less than 20% of their scheduled 

instructional time in an approved CTE program or teachers teaching 1 CTE class are 

classified as a Qualified CTE Teacher. These teachers would receive a stipend for their 

work supporting a CTE Program. 

 

The CTE stipend is intended to provide compensation for additional duties work 

performed during and outside the normal work day.  

 

The intention of this language is to clarify responsibilities and eliminate unfair 

practices. Any teacher who received a stipend in the 20-21 school year and who 

continues to remain qualified to receive a stipend should not receive a stipend less 

than that which they received in 20-21. 

 

Teachers who already receive compensation for work, may not be compensated twice 

for the same work.  
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APPENDIX A-3 

 

CO-CURRICULAR SCHEDULE 

(Article 9-3-15) 

 

SUPPLEMENTAL LEVELS: 

 

A. HIGH SCHOOL: Freshman Class Sponsor; Sophomore Class Sponsor; 

  Pit Orchestra Director 

 ELEMENTARY SCHOOL: Student Council Sponsor 

 

B. MIDDLE SCHOOL: Newspaper/Media Sponsor; Yearbook; Student Council 

Sponsor; 

HIGH SCHOOL: National Honor Society Sponsor; Senior Class Sponsor; 

Junior Class Sponsor; Junior-Senior Prom Coordinator;  

 

C. HIGH SCHOOL: Assistant Drama (2) (examples include Music Director, 

Choreographer, Set Work, Costume Design, etc.); 

Technical Director*; Director of the Musical* 

 

D. HIGH SCHOOL: Newspaper*; Link Leader 

 

E. HIGH SCHOOL; Yearbook*; Speech*; Student Council* 

 

F. HIGH SCHOOL: Theatre Director* 

 

Stipends are based upon one certified employee assuming responsibility for the group 

activity.  Where duties are shared, the stipend will be prorated between those 

supervising.  Stipends will be paid to directors of separate performing musical groups.  

No stipend will be paid if any area is a class, i.e., taught as part of a teacher’s workday 

unless otherwise noted with *. 

 

Stipend level depends on budget responsibilities, number of students involved, number 

of assistants to supervise, amount of non-contract time, and expectations of grade level. 

(Article 9-3-14) 

 

Minimal expectations for earning stipends are as follows: 

 

Publication related co-curricular 

On-time publishing (according to schedule agreed upon at building level); 

communication with parents and stakeholders as appropriate; completion of 

minimum number of publications (newspaper – 4/per year; yearbook – 1/year); 

manage budget (includes fundraising and ad selling); general responsibilities.  Middle 

school stipend and a High school stipend. 

 

Class/Club Sponsor related co-curricular 

Fundraising supervision; communication with parents and stakeholders as 

appropriate; manage budget; supervision of students; scheduling of activities/ 

meetings; coordinate with other groups as appropriate; and meet 

requirements/guidelines of national/parent organization as appropriate. 



79 

 

Performance/Show related co-curricular 

Budget management; fundraising/gates/admission/advertising; student supervision 

until all are safely gone; after school rehearsals; schedule, conduct, set up, break 

down performances; maintain necessary equipment inventory and maintenance; and 

communicate with parents and stakeholders as appropriate.  Only High School 

performances are eligible for this stipend. 

 

Musical (Pit Orchestra Director, Director of the Musical, Tech Director) 

Musical performed a minimum of three (3) times outside of school day. 

 

Theatre Director 

A theatrical performance, performed at least three (3) times outside of school day, 

and management of the thespian group. 

 

STEP A B C D E F 

1 $647.70 $1,076.91 $1,670.96 $1,957.11 $2,321.20 $2,684.00 

2 $760.12 $1,268.54 $2,079.75 $2,332.69 $2,740.21 $3,186.05 

3 $875.08 $1,461.45 $2,489.83 $2,712.11 $3,160.50 $3,688.12 

4 $990.06 $1,647.98 $2,907.56 $3,087.69 $3,578.26 $4,188.90 

 

 

MUSIC STIPENDS: 

 

Elementary Vocal $1,553.43 

Middle School Vocal $2,589.48 

Middle School Instrumental $2,589.48 

High School Vocal Director $3,971.70 

High School Instrumental Director $3,971.70 

HIGH SCHOOL MARCHING BAND: Director $4,315.38 

High School Marching Band Assistant $2,157.68 

High School Marching Band Flags $1,725.89 

 

 

Music  

Elementary – four (4) performances outside of school day. 

 

Definition:  one (1) performance is one (1) “outside of school day” event which may or 

may not involve multiple groups or single levels.  One (1) “inside of school day” 

performance, which is attended by parents, may be counted as one of the four (4) 

performances required to receive the stipend. 

 

Middle School – four (4) performances outside of school day (for vocal and instrumental) 
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High School – four (4) performances outside of school day (for vocal and instrumental) 

 

Disclaimer:  multiple groups/grade levels appearing on the same night does not 

constitute “multiple performances” 

 

Marching Band 

Includes performances at home High School football games ON FIELD with 

choreographed movements; and competing in at least one (1) marching band 

competition OR performing in at least two (2) parades or similar event outside of school 

day. 
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APPENDIX A-4 

 

COACHING SCHEDULE 

 

 

A. HIGH SCHOOL ASSISTANT: Tennis, Cross Country, Golf 

 

B. HIGH SCHOOL HEAD: Tennis, Cross Country, Golf, Diving, Unified 

Bowling 

 

 HIGH SCHOOL ASSISTANT: Baseball, Swimming, Track, Soccer, Softball, 

Cheerleading, Strength & Conditioning, 

Dance/Poms Team  

 

C. HIGH SCHOOL ASSISTANT: Football, Basketball, Wrestling, Volleyball, 

Trainer 

 

D. HIGH SCHOOL HEAD: Baseball, Swimming, Track, Softball, Soccer, 

Lacrosse 

 

E. HIGH SCHOOL HEAD: Football, Basketball, Wrestling, Volleyball, 

Cheerleading, Dance/Poms Team  

 

Stipend amounts reflect CHSAA expectations that take into account the number of 

participants, number of assistants, and length of season for a given sport. 

    

STEP A B C D E 

1 $1,958.40 $2,224.12 $2,415.73 $2,892.23 $3,547.59 

2 $2,139.80 $2,410.63 $2,629.08 $3,128.58 $3,794.14 

3 $2,319.92 $2,617.58 $2,839.86 $3,357.24 $4,061.15 

4 $2,500.06 $2,821.96 $3,054.49 $3,589.75 $4,288.54 

5 $2,677.63 $3,028.93 $3,267.81 $3,826.10 $4,515.94 

6 $2,855.19 $3,233.32 $3,477.32 $4,056.03 $4,780.36 

7 $3,036.61 $3,441.54 $3,695.78 $4,292.37 $5,032.03 

8 $3,215.45 $3,645.95 $3,906.56 $4,527.42 $5,274.74 

    

APPROVED MIDDLE SCHOOL ATHLETICS: $1999.75 

 

Coaches’ salaries for each sport will be paid for 56 hours at the District hourly 

rate and will be based upon an average of 7 hours per week of contact for an 8-

week season. 

 

MIDDLE SCHOOL ATHLETIC DIRECTOR: $9,998.80 

 

District hourly pay rate times 280 hours annually. 
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APPENDIX A-5 

 

INSURANCE BENEFITS 

 

The District will contribute up to $811.63 on behalf of each full-time employee enrolled 

in the approved District health, dental and vision insurance plans.   

 

The District will contribute for each full-time employee $0.085 per $1,000 of salary per 

month for group life insurance coverage; and $0.015 per $1,000 of salary per month for 

group AD&D insurance coverage.  The employee's life and AD&D coverage is two (2) 

times the employee's annual salary (rounded to the nearest thousand) excluding 

supplemental pay. 
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APPENDIX A-6 

 

SUPPLEMENTAL SALARY 

 

 

The supplemental salary rate will be based on the hourly rate at the BA-1 step on the 

Certified Salary Schedule.  The hourly rate is BA 1 multiplied by .00068667.  

 

Hourly Substitute 

Homebound Teacher 

Saturday Class Teacher 

Before/After School Teacher 

Mandatory Staff Development 

Curriculum Projects 

Summer School Teacher 

 

Substituting for a divided class 

Substitute pay will reflect division of the class among covering teachers.  When a class 

is divided among teachers the rate of pay used to calculate the pay will be based on 

the District’s long term regular substitute rate. 

 

Example: Classroom A has no substitute 

 Classroom Teacher B teaches 50% of A’s students 

 Classroom Teacher C teaches 50% of A’s students 

 Classroom Teachers B and C each receive 50% of the substitute pay 

 

Beginning in the 1998-99 school year and thereafter, the rate will increase each year the 

same percentage as the percentage increase to the base of the Certified Salary Schedule 

if an increase is negotiated. 
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APPENDIX A-7 

 

NOTICE OF NON-DISCRIMINATION 

 

 

 

27J Schools is an equal opportunity educational institution and does not 

discriminate on the basis of race, color, sex, religion, national origin, age, marital 

status, disability, sexual orientation, gender identity or any other protected status 

in any activity, program or practice of the District, as required by Title VI, Title 

IX, Section 504, the ADA, and other applicable laws. Any person having 

inquiries concerning the District’s non-discrimination policies should contact: 

 

For general inquiries: 

Superintendent 

27J Schools   

18551 E. 160th Avenue 

Brighton, Colorado 80601 

(303) 655-2900 

 

For inquiries regarding Discrimination, Title IX, Section 504 and the ADA: 

Chief Human Resource Officer 

27J Schools 

18551 E. 160th Avenue 

Brighton, Colorado 80601 

(303) 655-2900 

  



85 

 

Memorandum of Understanding 

 

Salary Schedule 

 

 

I. PURPOSE 

 

 For the 2023-2024 school year to explore alternatives to the current salary 

schedule. 

 

II. COMMITTEE 

 

a. Membership 

The salary team will consist of one (1) member from Human Resources or 

designee, one (1) member from Finance, one (1) member from the District 

Negotiations Team, one (1) member from the Association Negotiations Team, 

and the Association President. 

 

b. Schedule 

Beginning in August of 2016, the team will meet in order to prepare options 

to be considered at the starting sessions of negotiations 2017 and as 

requested by the negotiations team thereafter.  Continue for 2021-2022. 

 

III. TASKS 

 

Generate options and examples of possible salary schedule alternatives. 

 

IV. EVALUATION 

 

The negotiations team will evaluate the presented options annually at 

negotiations. 
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Loss of Plan Time Due to Staff Shortages 

 

I. Purpose 

 

For the 2022-23 school year a committee will be formed to monitor and 

problem solve issues around teachers covering classes during their plan time or 

splitting classes during the school day. 

 

II. Committee 

 

Membership: The Sub Shortage Committee will consist of the Chief Academic 

Officer and the BEA President.  

 

Schedule: Beginning in August 2022 and throughout the year as needed, the 

committee will meet in order to: 

-Look at the substitute fill rate percentages across the district  

-Examine the number of times teachers are required to cover for an 

unfilled sub position 

-Identify schools that are experiencing a higher than average rate of 

unfilled sub positions 

-Identify schools that are experiencing high teacher absenteeism or 

patterns of abuse of Temp Leave    

-Discuss ways to support schools and teachers who are losing plan time 

or are experiencing an increased workload due to unfilled sub positions 

-Help schools create a transparent/public document that tracks how 

unfilled sub positions are covered within the building 

 

III. Tasks 

 

Identify issues associated with coverage due to unfilled sub positions and assist 

schools with problem solving around those issues.  

 

IV. Evaluation 

 

The Negotiations team will work to solve problems as they present themselves, 

and will present its work at 2023-24 negotiations.  
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MOU Mentor PAY 

Mentor Pay: The mentor stipend shall be based on number of mentees and novice or 

experience level.   The stipend will be paid over 11 months during the school 

year.   Mentor pay may be prorated based on the length of the assignment.     

o Each Novice - $200 Year 1/$100 Year 2 

o Each Experience - $100 Year 1 
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This AGREEMENT accepted and approved this 21
st

 Day of April, 2023. 

 
FOR BRIGHTON 

EDUCATION ASSOCIATION 

  
FOR 27] Schools 

 
By: By: 

  

 
 

 

 

 

 

 

 

 



 

COLORADO TEACHER QUALITY STANDARDS 
QUALITY STANDARD I   Students have the greatest chance to succeed when their teachers receive 
meaningful feedback and are supported in their efforts to continuously improve their craft. 
 Teachers demonstrate mastery of and pedagogical expertise in the content they teach. 
The elementary teacher is an expert in literacy and mathematics and is knowledgeable in all other 
content that he or she teaches (e.g., science, social studies, arts, physical education, or world 
languages). The secondary teacher has knowledge of literacy and mathematics and is an expert in his or 
her content endorsement area(s). 
 
ELEMENT A: Teachers provide instruction that is aligned with the Colorado Academic Standards and 
their district's organized plan of instruction. 
ELEMENT B: Teachers develop and implement lessons that connect to a variety of content 
areas/disciplines and emphasize literacy and mathematics. 
ELEMENT C: Teachers demonstrate knowledge of the content, central concepts, inquiry, appropriate 
evidence-based instructional practices, and specialized characteristics of the disciplines being taught. 
  
QUALITY STANDARD II   Teachers establish a safe, inclusive and respectful learning environment for a 
diverse population of students. 
ELEMENT A: Teachers foster a predictable learning environment characterized by acceptable student 
behavior and efficient use of time in which each student has a positive, nurturing relationship with 
caring adults and peers. 
ELEMENT B: Teachers demonstrate an awareness of, a commitment to, and respect for multiple aspects 
of diversity, while working toward common goals as a community of learners. 
ELEMENT C: Teachers engage students as individuals, including those with diverse needs and interests, 
across a range of ability levels by adapting their teaching for the benefit of all students. 
ELEMENT D: Teachers work collaboratively with the families and/or significant adults for the benefit of 
students. 
 
QUALITY STANDARD III   Teachers plan and deliver effective instruction and create an environment that 
facilitates learning for their students. 
ELEMENT A: Teachers demonstrate knowledge about the ways in which learning takes place, including 
the levels of intellectual, physical, social, and emotional development of their students. 
ELEMENT B: Teachers use formal and informal methods to assess student learning, provide feedback, 
and use results to inform planning and instruction. 
ELEMENT C: Teachers integrate and utilize appropriate available technology to engage students in 
authentic learning experiences. 
ELEMENT D: Teachers establish and communicate high expectations and use processes to support the 
development of critical-thinking and problem-solving skills. 
ELEMENT E: Teachers provide students with opportunities to work in teams and develop leadership. 
ELEMENT F: Teachers model and promote effective communication. 
 
QUALITY STANDARD IV   Teachers demonstrate professionalism through ethical conduct, reflection, and 
leadership. 
ELEMENT A: Teachers demonstrate high standards for professional conduct. 
ELEMENT B: Teachers link professional growth to their professional goals. 
ELEMENT C: Teachers are able to respond to a complex, dynamic environment.  
ELEMENT D: Teachers demonstrate leadership in the school, the community, and the teaching 
profession. 



 

27J Certified Evaluation 

Summary of Evaluation Process 

Name of Teacher:   Click here to enter text. 

 
Job Title:   Click here to enter text. 

 
Name of Evaluator:   Click here to enter text. 

 
Name of Evaluator’s Supervisor:   Click here to enter text. 

 
Work Site:   Click here to enter text. 

 
School Year:   Click here to enter text. 

 

Teacher learning goal(s) 
 
Click here to enter text. 

 
Teacher Quality Standards which align with goals  

● Teacher demonstrates mastery of and pedagogical expertise in the 
content they teach.   

 

● Teacher establishes a safe, inclusive and respectful learning 
environment for a diverse population of students.   

 
● Teacher plans and delivers effective instruction and creates an 

environment that facilitates learning for his/her students.   
 

● Teacher reflects on his/her practice.   
 

● Teacher demonstrates leadership.   
 

Professional Growth/Learning Log1 

 

Date:          Event:                         Comments:  

 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 

                                                 
1 



 

 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 
 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 

 

Date:          Event:                         Comments: 
 

Certification of the Process 
 

I certify that the evaluation process documented above occurred as 
represented; that the teacher has participated in this evaluation in good 

faith; and that the teacher has made growth in meeting the components of 

teacher quality. 
 

I recommend that the teacher continue on the growth track next year. 
 

 
Evaluator Signature Date    

 



 

I certify that the evaluation process documented above occurred as 
represented and that the supervisor has participated in this evaluation in 

good faith.  I provide this feedback on the process: 
 

 
Certified Employee Signature  Date    

 
I certify that I have read this summary document and that it meets the 

expectations for the process as laid out in the 27J Agreement between 27J 
and BEA. 

 
 

Evaluator’s Supervisor Signature Date  
  



 

GLOSSARY 

 

Split Assignments 

Employees who have split assignments will be evaluated on the same sequence as 

outlined for their employee status (probationary, non-probationary).  The principal of the 

building where the employee is assigned the largest percentage of time will be 

responsible for the evaluation.  In situations where percentages are equal or other 

arrangements need to be made, the principals involved will work with the Chief Human 

Resources Officer or his/her designee to determine the designated evaluator.  The 

designated evaluator will collaborate with the other principals with whom the employee 

works when facilitating the evaluation. 

 

Master Agreement: 

The agreed upon contract negotiated by the Brighton Education Association and the 

school district. 

 

 

 

Appendix 

 

● For additional information please consult Superintendent policy GCOA, Evaluation of 

Professional Staff and GCQF, Suspension and Dismissal of Professional Staff Members. 

● In addition, Article 9 of the Certificate Personnel Performance Evaluation Act and 

Guidelines (H.B. 1338) contains state requirements for the evaluation process. 

● The fourth source of reference is the Licensure for Teachers, Special Services Providers, 

and Administrators under the Colorado Educator Licensing Act of 1991. 

 

 

If information is needed from these resources, please consult your principal for copies of these 

documents. 
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MASTER AGREEMENT SUPPLEMENT 

 

 

Safe Schools 

 

The Superintendent and Brighton Education Association agree that safe schools are 

important to the welfare of all staff and students.  We agree to work together to identify 

and address concerns on safety issues. 

 

The following are some of the Superintendent policies established to address safety 

issues: 

 

(Policies can be found on the district website.   

Go to About Us, Our Superintendent to view the policies) 

 

 

AC – Nondiscrimination 

 

AC-E-1 Nondiscrimination Equal Opportunity 

 

ACE-E1 Notice of Nondiscrimination 

 

CCB, Line and Staff Relations 

 

EBBA, Prevention of Disease/Infection Transmission 

 

EBBA-R, Employee Protection 

 

GBAA (also JBB*), Sexual Harassment 

 

GBAA-R (also JBB*-R), Sexual Harassment Grievance Procedures 

 

GBEA, Staff Conflicts of Interest and Ethics 

 

GBEB, Staff Conduct 

 

GBGB and GBGB-E, Reporting/Form 

 

GCC, Employee Leaves and Absences 

 

JIH-R, Interrogations and Searches 

 

JKAA, Use of Restraint 

 

JKBA and JKBA-R, Classroom Removal of Disruptive Students By A Teacher 

 

JLF and JLF-R, Reporting Child Abuse 
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