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THE ATPE VISION
The Association of Texas Professional Educators (ATPE) supports the state’s largest 
community of educators who are dedicated to elevating public education in Texas.

THE ATPE MISSION
ATPE advocates for educators and delivers affordable, high-quality products and 
services that give members the peace of mind needed to inspire student success.

About ATPE
The Association of Texas Professional Educators (ATPE) is the state's 
largest community of educators and the largest independent educator 
association in the nation. Our members, from teachers and paraeducators 
to bus drivers and superintendents, are all dedicated to elevating public 
education in Texas. 

How to Use This Guide
This guide was designed to provide our members with a quick reference to 
some of the most common issues educators face every day. ATPE has 10 staff 
attorneys and a statewide network of attorneys from which members may 
choose. Every year, we find that many educators have common questions, 
so we wanted to include basic information to help you understand some 
of your most important rights. Every situation is unique, so if you are an 
eligible ATPE member with specific questions about an issue, your best bet 
is to contact the ATPE Member Legal Services Department. 

In the second half of this guide, we showcase ATPE’s comprehensive menu 
of benefits so you can make the most of your membership investment. Find 
out how to stay up to date on public education advocacy news, learn how 
to use your professional development benefits (and connect with other 
ATPE members), and gain access to other great resources that will help 
keep you at the top of your game in the classroom! And you won’t want to 
miss out on our wide array of discounts!
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Contracts

T eaching is an unusual job—mostly because it’s so 
important and rewarding. But on a practical level,  
it is unusual because almost all teachers are em-

ployed under employment contracts, which are rare in the 
working world. Employment under a contract is significant 
because:

•  It creates legally enforceable rights and obligations on 
both employee and employer. 

•  The contract defines many of those rights and obliga-
tions. The contract can govern what you will do, when 
you will work, what compensation you will receive, and 
what job protections you will enjoy.

Under the Texas Education Code, you are legally entitled 
to a contract if you are employed as a:

• Classroom teacher.
• Counselor.
• Principal.
• Librarian.
• Nurse.
•  Full-time professional employee required by the state 

or school district to hold a certificate from the State 
Board for Educator Certification (SBEC).

All other employees are entitled to contracts only at the 
discretion of local districts.

The Texas Education Code defines three different types 

of contracts: probationary, term, and continuing. Begin-
ning teachers will always be under a probationary contract. 

Probationary Contracts
•  Must be given during the first year of employment in 

public education.
•  May be given in the first year of employment by a 

school district, unless the person is returning to a 
district after having been previously employed by that 
district for two consecutive years.

•  May not extend beyond one year for a person who has 
been employed as a teacher in public education for 
at least five of the eight years immediately preceding 
employment with the district. Otherwise, the proba-
tionary period may last up to three years or, in some 
circumstances, four years.

•  Can be terminated at the end of the contract period 
by giving the teacher proper notice of termination. No 
reasons or hearing are required for termination at the 
end of probationary contracts.

•  Practically give teachers all of the same rights and 
responsibilities as term and continuing contracts, with 
the exception of due process at the end of the contract 
period.

Charter schools or Districts of Innovation may choose 
not to provide contracts, though most do. The contracts, 
though, can vary greatly and may not promise all of the 

ANSWERS TO COMMON LEGAL QUESTIONS
Many of the legal rights and benefits described in this guide are based on the Texas 
Education Code. Charter schools, Districts of Innovation, and public-private 1882 
partnerships may not be required to comply with these legal requirements, and the legal 
rights described within this guide may not be guaranteed for teachers working in such 
nontraditional settings. Readers in nontraditional settings must check their local policies. 
You’ll find more information about nontraditional public schools on page 5.

The legal information provided in this publication is for general purposes only. It is accurate as of the date of 
publication. It is not intended as a substitute for individual legal advice or the provision of legal services. Accessing 
this information does not create an attorney-client relationship. Individual legal situations vary greatly, and readers 
should consult directly with an attorney.
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rights and protections provided in a probationary contract, 
particularly in terms of due process.   

Contract FAQs
Can I be required to work after hours or on 
non-workdays? Can I be required to perform  
a task I don’t want to do or cannot do?

Most contracts do not state specific workdays or work 
hours but rather say generally you will work days and hours 
as set by the district. As explained in the Assignments 
section on page 6, most contracts also allow the district 
to assign extra duties. This means the administration can 
often require work outside of normal work hours and on 
normal days off. But there are limits, and a lot depends on 
the specific language used in the contract.  

How do I know how much I will make?
Very few contracts state a specific salary in the contract 

itself. Most contracts reference the district’s local salary 
schedule and by doing so incorporate that schedule into the 
contract, just as if the full schedule were written into the 
contract itself. This means the educator has a legal right 
through the contract to whatever the local salary schedule 
provides. Teachers should recognize that promises made by 
a principal or human resources personnel are not binding 
on the district.  

Can my salary be reduced?
State law provides that a classroom teacher, full-time 

librarian, full-time nurse, or full-time counselor certified 
by the State Board for Educator Certification must make at 
least the state-mandated minimum monthly salary. Most 
districts choose to pay more than the minimum salary, 
though, and because the district has voluntarily agreed to 
pay additional compensation, it can, in many circumstances, 
reduce that added compensation—but timing is everything.

Districts are generally prohibited from lowering com-
pensation tied to the contract. Practically, this means a dis-
trict cannot generally reduce compensation during a school 
year. However, a district can usually reduce an educator’s 
compensation for an upcoming school year if an educator is 
given individual and specific notice of the reduction at least 
45 calendar days before the first instructional day of the 
school year. 

However, when a district mistakenly pays a teacher more 
than it was supposed to under district policy, a district can 
usually not only lower the educator’s compensation to the 

correct amount but also can often force the educator to 
pay back the overpaid amount—even if the teacher had no 
reason to know of the mistake. It is therefore in teachers’ 
best interest to investigate immediately if they have reason 
to think they are being overpaid. The greater the amount 
becomes, the more difficult it will be to pay back.

Can my work hours or days be changed?
Most contracts do not state specific work dates or hours, 

instead referring to and incorporating the local board- 
adopted calendar and district policy. Most contracts 
also have language providing that days and hours can be 
changed. However, even if a contract says changes can be 
made, not all changes are allowable. There is no bright line 
as to when a change in working conditions is “too big” to 
make. It is unlikely the district could add 20 additional 
workdays to the calendar. It is also unlikely the district 
could add an hour to the daily work schedule. But whether 
the district can add three Saturday mornings of tutoring or 
a weekly after-hours department meeting is a more difficult 
question to answer.

Will my contract be the same each year?
The district can legally change many of your contract’s 

terms each time you are required to sign a new one, but 
some terms cannot be changed without your agreement. 
Because terms can change, always read your new 
contract rather than assuming it’s the same as your 
last one. The most important parts to review are the 
employment position listed on the contract and the type 
of contract—whether it is a probationary, term, or con-
tinuing contract, though you should be familiar with all 
of your contract’s terms because you are agreeing to be 
legally bound by them. You should also read it immediately 
because educators can waive legal rights if they do not act 
quickly in most situations.

Can I resign if I get a better job offer or decide 
that I don’t like my job? 

Your contract creates legal obligations for you as well as 
legal protections for you. Whether you can resign without 
penalty depends on both the timing and reason for the 
resignation. 

Resignations effective during the school year: Be-
cause the contract is a legally enforceable promise by the 
educator to work for the entire school year, an educator 
cannot resign during the school year without the district’s 
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agreement to release the educator from their remaining 
contract obligation. Resigning without this acceptance and 
release can lead to a complaint the educator “abandoned” 
the contract and could lead to certification sanctions.

Teachers should be sure the person telling them that 
they can go has the authority to do so. Most districts have 
authorized the superintendent to accept resignations, and 
many have authorized the human resources director. How-
ever, few, if any, have authorized the district’s principals to 
accept resignations, so it is not safe to rely on the principal.

Although a school district cannot force educators to 
continue to work by refusing to release them from their 
contracts, the district can file a complaint with the Texas 
Education Agency stating that an educator abandoned 
their contract without good cause and requesting that  
the State Board for Educator Certification (SBEC) sanction 
the educator’s certificate. Whether an educator is actually 
sanctioned will depend on the reason the educator left and 
what actions the educator took to minimize the disruption 
to the district and students.

Resignations effective at the end of the school year: 
An educator is always free to resign effective the end of the 
school year. It does not matter what the reason is, and the 
district cannot refuse to accept the resignation. 

Resignations effective before the beginning of the 
next school year: Educators often get job offers after 
accepting a contract for the upcoming school year and may 
wonder whether they can accept a new offer because they 
have already signed a contract. The Texas Education Code 
provides that an educator can freely resign employment 
if the resignation is submitted at least 45 calendar days 
before the first instructional day at the district. The code 
states that the resignation should be addressed to the board 
of trustees or the board’s designee (often the superinten-
dent) and should be mailed via certified mail, return receipt 
requested, so the educator has proof the resignation was 
submitted and received and when.

Contract abandonment and “good cause”: A district 
cannot force a teacher to remain working for the district, 
but the district can submit a complaint requesting that 
SBEC sanction an educator for “abandoning” their con-
tract if the teacher left without a release at a time that a 
release is necessary.

If a district does file a complaint, TEA staff will investi-
gate to determine whether the educator had good cause 
to leave. If they determine that good cause did not exist, 

they can pursue sanctions through the SBEC disciplinary 
process. 

What constitutes “good cause” is an evolving topic, so a 
teacher should get individual advice at the time to deter-
mine how likely it would be that their circumstances would 
be considered good cause.  

Charters, DOIs, and 
Partnerships: New 
Alternative Education 
Environments

O nce, teachers had two choices of where to work—
the public school system or a private school. In re-
cent times, though, the choices have expanded to 

include  public charter schools, Districts of Innovation, and 
public-private partnerships. Significantly, the differences 
between these entities are not always immediately appar-
ent. For this reason, it is important teachers know what 
to look for and what questions to ask when they apply for 
such positions so they will know what to expect regarding 
important rights, working conditions, and benefits.  

Charter Schools
The oldest alternative to traditional public schools, 

public charter schools may be run by private entities or 
in conjunction with a public school district. Even though 
charter schools are treated as governmental entities in 
most respects and receive state funding, charter schools 
often have the “feel” of a private school. Parents apply for 
their children’s admission to the school. Most important-
ly, though, many of the rules and regulations of the Texas 
Education Code and Administrative Code—the collection 
of statutes and rules that govern public school administra-
tion in Texas—do not apply to charters, giving them more 
flexibility. 

The significant difference for the teacher is that charter 
schools are exempt from most requirements of the Tex-
as Education Code. As an employer, charter schools are 
required to follow the laws required by employers general-
ly, such as the Family and Medical Leave Act (FMLA) and 
prohibitions on illegal discrimination. A charter school 
is not required to provide most of the teacher-specific 
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rights and benefits included in the Texas Education Code, 
however, such as planning time, duty-free lunch, class-size 
limits, and due process protections. And, though most if 
not all charter schools employ teachers under contract, it 
is usually far easier for a charter school to terminate those 
contracts.

Districts of Innovation
Starting in 2015, the Texas Education Code allowed 

public school districts rated acceptable or higher the option 
to become “Districts of Innovation” (DOIs), thus allowing 
a district to exempt itself from many sections of the Texas 
Education Code. DOI proponents believe DOIs can use 
this flexibility to make the best decisions for their unique 
circumstances. There are also concerns, however, that 
districts becoming DOIs can eliminate teachers’ rights, 
even rights generally taken for granted. Another concern: 
Because a DOI looks no different than a non-DOI without 
careful study, teachers might not know when accepting em-
ployment that their rights and employment circumstances 
can be very different.  

A DOI may opt out of legal provisions including duty-free 
lunch periods, maximum class sizes, educator certification 
requirements, teacher contracts, and length of the school 
year. The ability to opt out of education code provisions 
is not unlimited, however. Among other provisions, DOIs 
may not opt out of curriculum requirements, state testing, 
and district governance. 

Qualifying districts must go through several steps before 
officially becoming DOIs, including creating and posting 
an innovation plan, holding public hearings, obtaining the 
approval of the elected board of trustees, and notifying the 
Commissioner of Education. Districts that complete the 
DOI process normally retain their DOI status for five years. 

Each district’s innovation plan can be different as each 
district chooses its own exceptions, so it is important for 
educators to ask or look online to see if the district they are 
considering has become a DOI, and if so, what education 
code provisions it has exempted itself from. 

Public-Private 1882 Partnerships
Only recently going into effect, Senate Bill 1882 as passed 

by the Texas Legislature in 2017 created a framework and 
incentives for school districts to partner with outside 
entities. The legislative purpose was to provide a means for 
schools, especially schools experiencing low student suc-
cess, to try flexible options and stave off possible regulatory 

consequences for lower-performing schools.  
Under an 1882 partnership agreement, a district pairs 

with a selected partner, often a nonprofit entity, with expe-
rience in public education. The partner operates a school 
or schools in the district on a day-to-day basis. The partner 
has responsibility and authority regarding staffing issues 
such as hiring, evaluations, and who gets to remain at the 
partner school. The partner is also responsible for the 
curriculum and calendar. The district remains responsible 
over finances and ultimate academic performance. 

The partnership structure creates an unusual tension 
for the teachers at the partnership school. The teachers 
remain officially employed by the district, but the law re-
quires that the teachers’ supervisor be an employee of the 
partner and, as mentioned, the partner has the legal right 
to notify the district administration a particular teacher 
is no longer wanted at the partnership school. The dis-
trict may find the teacher another assignment at another 
district campus, but it is also possible the district could, 
if consistent with its policies, pursue a termination of the 
teacher’s employment.   

Again, like charters and DOIs, partnership schools are 
exempt from many requirements of the Texas Education 
Code, including day-to-day rights and benefits such as 
planning time and duty-free lunch.    

Teacher Duties, Assignments, 
and Reassignment

Y our preparatory program has taught you a lot 
about your duties as a teacher: lesson planning,  
instruction, classroom management, and more. 

But the scope of your teaching job will certainly go beyond 
your classroom and even your own students and parents. 
Teachers wear many hats today—some are related to  
instruction, some less so. Here, you’ll learn some of  
what you can expect regarding these other responsibilities. 
Also, know that assignments can change (sometimes  
dramatically). We’ll explain how. 

Can you refuse an additional duty? The answer is a 
definite “maybe.” Your contract gives the district the right 
to assign additional duties, so reasonable additional duties 
cannot simply be refused. However, supplemental duties 
are usually not covered by the contract and can be refused. 
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A lot depends on the classification of a particular assign-
ment. How can you tell when you can say no?

To start off, you need to know two common terms in 
public education: additional duties and supplemental 
duties. These terms appear in virtually every teacher con-
tract and govern what you have agreed to do by signing the 
contract. Additional duties are those extra tasks you as a 
teacher can be required to do—even if these tasks are more 
work or require you to work beyond normal work hours. 
Supplemental duties are extra duties you agree to do and 
for which you are paid extra.    

Additional Duties
Teachers have always been expected to work outside of 

regular work hours. Everyone can picture the teacher grad-
ing papers in front of the TV or preparing lessons at the 
dinner table. Assignments at the campus outside of regular 
classroom responsibilities are also regularly required. 

 

FOR EXAMPLE, a teacher might be required to act 
as an afternoon bus monitor or attend a grade-level 
meeting after regular work hours.

You might wonder whether there is a limit on when a 
teacher can be required to perform these extra duties and 
whether they should receive extra pay. Neither answer is 
simple.

Again, the contract is key. First, most teacher contracts 
contain a specific clause stating that additional duties 
can be assigned at the district's discretion. Second, most 
teacher contracts do not state specific duty hours and 
include language allowing the hours to be changed. These 
two factors mean that generally a district can require work 
time beyond the ordinary workday. 

The most important question is whether the duty 
is something the teacher knew or should have known 
might be required when they accepted the job. There 
is no “black-and-white” test. The focus is first on what is 
commonly expected of teachers in general (such as grading 
homework or meeting with parents after hours) and, sec-
ond, what has been described about the job. The question 
is: Should the educator have known this was or could 
be expected when the contract was signed?

Sudden changes raise more questions—changes such 
as a mid-year 30-minute extension of the workday or being 
told you must provide medical services to a new student. 
It might be less clear a teacher should have known they 
were “signing on” for this duty when they agreed to their 
contract.

Most educator contracts also state that the educa-
tor’s normal salary compensates the educator for all 
additional duties performed. So, if an assignment would 
be considered a reasonable additional duty, the district 
does not provide additional compensation. Generally, when 
an educator receives extra compensation for performing a 
duty, that duty is called a supplemental duty rather than an 
additional duty.

Supplemental Duties
Supplemental duties, like additional duties, are as-

signments that are separate from an educator’s primary 
duty. But there are two important distinctions between a 
supplemental duty and an additional duty:

1.  A supplemental duty has a stipend attached to it 
under district policy. The district realizes the duty 
is time-consuming enough to warrant additional com-
pensation. Coaching is a good example. But because it’s 
up to each district to determine what positions have 
stipends, one district might treat a position as a sup-
plemental duty with a stipend while another district 
might consider the same position an additional duty 
with no stipend.   

2.  A supplemental duty is often considered to be 
outside the contract, while an additional duty is 
part of the contract, and, as such, an educator can 
be directed to perform the additional duty. This 
means in many cases an educator can decide to “quit” 
the supplemental duty without any effect on their 
contract. By the same token, the district can often ter-
minate a supplemental duty without having to provide 
the due process required for contract termination. 
Educators should be aware there are many nuances 
related to supplemental duties, when they can be 
terminated, and when that termination can result in 
losing the stipend attached to the supplemental duty. 

Reassignment
You likely interviewed for a specific position, so it might 

be an unwelcome shock to find your job assignment can be 
changed. Again, the key document is the contract. School 
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districts have a great deal of discretion—but not unlimited 
discretion—regarding room, grade level, and even campus 
assignments. Again, your contract is key. 

A district can usually reassign a teacher to any posi-
tion that fits within the contract’s professional capacity. 
Most if not all contracts also contain an assignment and 
reassignment clause stating the district may reassign 
the employee. This clause allows the district to change the 
educator’s specific assignment to another specific assign-
ment that also fits under the contract’s description of the 
professional capacity.

 

FOR EXAMPLE: If the contract states a professional 
capacity of “certified classroom teacher,” the 
district can reassign the educator to any classroom 
teaching position for which the educator is properly 
certified. If the educator’s contract states “fifth 
grade classroom teacher,” then the district can 
only reassign the educator to another fifth grade 
position.

Again, there can be reasons that a reassignment cannot 
be made. A negative reassignment, such as a demotion 
motivated by factors such as retaliation or discrimination, 
might be illegal. There might also be reasons specific to 
a particular employee, possibly related to a disability or 
health condition, that limit a district’s ability to reassign 
the employee to a particular position, even if the reassign-
ment was valid under the employee’s contract.

Student Discipline
Essential Knowledge for Classroom 
Management

S erious student discipline problems in Texas schools 
are subject to a detailed statutory process designed 
to maintain the safety and order of campuses and 

classrooms. In addition, the law requires each district to 
develop a local student code of conduct that establishes, 
consistent with the statutory disciplinary requirements, 
both what student conduct is subject to discipline and what 

the specific consequence or range of possible consequences 
will be.

The most common questions are answered below. Also, 
read your school’s student code of conduct for local rules. 
The complete text of the Safe Schools Act (Chapter 37 of 
the Texas Education Code), available at https://statutes.
capitol.texas.gov/Docs/ED/htm/ED.37.htm, might also be 
of interest.

Also, for information related to discipline and special 
education students, please read Special Education and 
Section 504 on page 11.

Student Codes of Conduct
Local school boards must adopt student codes of conduct 

that specify the circumstances under which students can 
be removed to disciplinary alternative education programs 
(DAEPs), suspended, or expelled. The code of conduct 
cannot violate the disciplinary provisions in the Texas Edu-
cation Code but can establish rules where the code itself is 
either silent or allows for local discretion.

Each school district’s code of conduct must be posted and 
prominently displayed on every campus within a district or 
be made available for review at the principal’s office.

The Texas Education Code requires that the code of 
conduct:

•  Specify when students may be removed from class or 
campus, consistent with legal requirements.

•  Specify when a student can or must be removed to a 
disciplinary alternative education program.

• Outline when a student may be suspended or expelled.
•  Specify whether consideration will be given to wheth-

er the action was self-defense, or the student’s intent, 
prior disciplinary history, or disability.

•  Provide guidelines as to the length of the student’s 
removal, suspension, or expulsion.

•  Provide appropriate options for managing student 
behavior.

Removal for Classroom Disruption
The Texas Education Code provides that at any time a 

teacher can temporarily remove a student to the principal’s 
office to maintain effective classroom discipline. The Texas 
Education Code now requires that each campus designate 
a “campus behavior coordinator” (CBC) who is “primarily 
responsible for maintaining student discipline.” The CBC 
will likely be the principal or the administrator who has 
had this responsibility in the past. When a teacher “sends a 

https://statutes.capitol.texas.gov/Docs/ED/htm/ED.37.htm
https://statutes.capitol.texas.gov/Docs/ED/htm/ED.37.htm
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student to the office,” the CBC must “respond by employing 
appropriate discipline management techniques consistent 
with the student code of conduct … that can reasonably be 
expected to improve the student’s behavior before return-
ing the student to the classroom.” If the student’s behavior 
does not improve, the CBC “shall employ alternative disci-
plinary management techniques, including progressive in-
terventions designated as the responsibility of the campus 
behavior coordinator in the student code of conduct.”

The code also provides that a teacher can remove a 
student from class and initially refuse to consent to the 
student’s return if the teacher can establish that the stu-
dent has repeatedly or seriously interfered with either the 
teacher’s ability to communicate or the other students’ 
ability to learn. The interference can potentially be a pat-
tern of incidents or one very serious incident—the key is 
showing that the student’s actions have interfered with the 
educational process.

The education code removal provisions apply to disrup-
tion caused by a student. The law does not create a right for 
a teacher to remove a student because the teacher finds the 
student’s parent or parents to be disruptive.

Student Removal for Other Misconduct
Separate from the Texas Education Code’s provision for 

removal due to classroom disruption and requirement for a 
student code of conduct, the code provides a list of student 
misconduct that either allows or requires the student to be 
removed from the student’s normal educational placement 
and placement in a disciplinary alternative educational 
placement (DAEP).

DAEP Defined
DAEPs are disciplinary alternative education set-

tings that may be either on or off the regular campus 
but must provide supervision, counseling, and in-
struction in core curricula. By law, school districts must 
provide these settings for students who violate student 
codes of conduct.

Students in DAEPs must be separated from regular ed-
ucation students, and they must be given the opportunity 
to complete coursework necessary for graduation require-
ments before the beginning of the next school year through 
any method available, including correspondence courses, 
distance learning, or summer school.

Student Removal to a DAEP
A student must be removed from class and placed in a 

DAEP for felony acts occurring on campus, within 300 feet 
of the school’s property, or at a school-sponsored event, or 
for many violent felonies occurring off-campus. Certain 
other offenses specified in law also trigger mandatory  
removal. Students also may be removed at the discretion  
of school districts for nonviolent felonies occurring off 
campus. The length of the removal is determined by the 
student code of conduct.

Mandatory DAEP Placement
Conduct on or within 300 feet of school property or at 

school-sponsored event
• Conduct punishable as a felony
• Assault resulting in bodily injury
•  Use, possession, sale, or delivery of illegal drugs or 

alcohol
• Abuse of glue, aerosol paint, or chemicals
• Public lewdness or indecent exposure 
On- or off-campus conduct
• Retaliation against school employees
•  Conduct punishable as a terroristic threat, false alarm  

or report of bomb threat, fire, or other similar emergency
•  Making an obscene (as defined by the law) comment, 

request or suggestion
•  Threatening to inflict bodily injury against the teacher 

or a family member
• Sending harrassing electronic messages
Off-campus conduct
•  The student receives deferred prosecution or is  

adjudged delinquent for conduct punishable as a  
violent felony; or

•  The superintendent has a reasonable belief that the 
student has engaged in conduct punishable as a violent 
felony.            

Discretionary DAEP Placement
Off-campus conduct
•  The superintendent has a reasonable belief that the 

student has engaged in conduct punishable as a non- 
violent felony or behavior containing elements of  
deadly conduct.

•  Any conduct occurring within 300 feet of school prop-
erty that would have required mandatory expulsion if it 
had occurred on school property.
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• The safety of other students or teachers is threatened.
•  The student’s presence will be detrimental to the  

educational process.
•  Any other felony conduct for which the student has 

been adjudicated or received deferred prosecution.
•  The local student code of conduct provides for removal 

to a DAEP. 

Suspension and Expulsion
Students may be suspended for no more than three 

school days at a time as an alternative to DAEP placement. 
Students must be expelled for a certain set of serious 
offenses (see list below). Additionally, students may be 
expelled for an alternate set of offenses occurring at any 
campus or at any school-sponsored event in the state. 
These offenses include sale of illegal substances, false 
alarm, persistent serious misbehavior while assigned to a 
DAEP, or terroristic threat.

Students may be expelled for the following offenses 
committed against other students whether the offenses oc-
curred on or off campus: aggravated assault, sexual assault, 
aggravated sexual assault, aggravated robbery, murder, or 
criminal intent to commit murder. Local guidelines deter-
mine the length of the expulsion.

Students also may be expelled for assault resulting in 
bodily injury against a school district employee or a vol-
unteer; use, possession, sale, or delivery of illegal drugs or 
alcohol; deadly conduct; or possession of a firearm if the 
activity occurred within 300 feet of school property.

When a student expelled from a previous district enrolls 
in a new district, the new district may continue the expul-
sion, place the student in a DAEP, or allow the student to 
attend regular classes.

Students who present a serious threat can be removed 
immediately to a DAEP or be expelled.

Offenses that Require Mandatory Expulsion
On-campus conduct
• Firearm and weapons offenses
•  Aggravated assault, sexual assault, arson, murder,  

attempted murder, indecency with a child, or  
aggravated kidnapping

• Felony offenses involving illegal drugs or alcohol
• Aggravated robbery
• Manslaughter
• Criminally negligent homicide

•  Any of the above committed in retaliation against a 
school employee, on or off campus            

On- or off-campus conduct
•  Certain criminal activity in retaliation against a school 

employee or volunteer 

Returning a Removed Student to Class
In most cases, a student can be returned to a teacher’s 

class, even if the teacher has not consented to the return. 
There are exceptions to this general rule, however:

•  If a teacher made a mandatory removal to a DAEP due 
to an aggravated assault, sexual assault, or aggravated 
sexual assault occurring on campus or at a school- 
sponsored event, the student may not be returned to 
the teacher’s class without that teacher’s consent.

•  If a student is removed for assaulting the teacher 
resulting in bodily injury, the student may not be 
returned to the teacher’s class without the teacher’s 
consent.

•  If a student is in the juvenile justice system for an act 
that occurred in class, the student may not be ordered 
back to the teacher’s class in which the offense occurred 
without that teacher’s consent.

•  If a teacher removes a student for seriously or per-
sistently disruptive behavior, and the teacher refuses 
consent for the student to return to class, the student 
may be returned to that teacher’s class only if a place-
ment review committee overrides the teacher’s lack of 
consent, determining that the prior placement is the 
best or only available alternative.

Discipline of Younger Students
All of the discipline laws apply to all students regardless 

of age, with two exceptions:
•  Students younger than 10 years old cannot be expelled 

from school except for carrying a firearm to school. For 
other expellable offenses, students younger than 10 
must be removed to a DAEP but should not be mixed 
with non-elementary students.

•  DAEP placements must be available for elementary 
school students. However, students younger than 6 
years old cannot be removed to an off-campus DAEP 
but must receive on-campus consequences, except in 
cases of carrying a firearm to school. Even in this case, 
the student may not be expelled. 
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Reports of Student Misconduct
Law Enforcement Reports to School Districts

Law enforcement officials must notify a school district 
when:

•  A student is arrested or detained for most felony  
criminal offenses;

•  When a student is convicted or judged delinquent in 
the juvenile justice system for those same offenses; or

•  When a student receives a deferred prosecution or 
deferred adjudication order.

When a student under the jurisdiction of a parole or 
probation office enrolls in a new district, the new district 
must be notified.

Principals’ Reports to Law Enforcement Officials
Any principal who has reasonable grounds to believe  

that a serious crime (as specified in Chapter 37 of the  
Texas Education Code) has occurred on campus or at a 
school-sponsored event—or has knowledge of any other 
criminal conduct for which a student may be expelled—
must report that information to the district police depart-
ment, if available, and to local law enforcement officials.

School Officials’ Reports to Employees
•  School districts must inform teachers if they are to 

have regular contact through classroom assignments 
with students who have engaged in expellable offens-
es or have engaged in conduct constituting unlawful 
restraint, indecent exposure, assault, deadly conduct, 
terroristic threat, or organized criminal activity.

•  Superintendents who receive required notification 
from law enforcement authorities must promptly noti-
fy all instructional and support personnel who super-
vise the student(s) named in the report.

•  Principals who make required notifications to law 
enforcement authorities must promptly notify all 
instructional and support personnel who supervise the 
student(s) named in the report.

•  School districts must notify any educator responsible 
for providing instruction to a student when the student 
is placed in a DAEP for misconduct.

•  School districts must notify any educator responsible 
for providing instruction to a transfer student if the 
student was placed in the former school district’s DAEP 
at the time of the transfer.

•  The notified educators must keep the information 
confidential. 

 

WHAT DOES TEXAS LAW SAY ABOUT CORPORAL 
PUNISHMENT?

The Texas Education Code provides that each 
school district shall have the discretion to determine 
whether to adopt a local policy allowing corporal 
punishment. The law provides that a local district 
deciding to allow corporal punishment must allow 
a parent or legal guardian to “opt out” of the 
policy by providing a written and signed statement 
prohibiting the use of corporal punishment on their 
child. The parent can be required to submit a new 
statement each year.

It is important for all educators to know and follow their 
local district’s corporal punishment policy. In addition to 
negative employment consequences that can result from 
a violation of the policy, corporal punishment is an area 
in which educators can find themselves sued without the 
protections normally provided. Educators can be legally 
and financially liable for their acts if they have violated 
their local corporal punishment policy as the law creates an 
exception to educators’ usual immunity protections. 

Special Education and 
Section 504

The Law Pertaining to Students with 
Disabilities

Even if you are not planning to specialize in special edu-
cation or become certified in special education, special ed-
ucation and Section 504 will be important to you as many 
students with disabilities are placed in regular education 
classrooms. 

FAQs
What is “special education,” and what makes it 
different?

The term “special education” is generally used to refer 
to a federal law called the Individuals with Disabilities 
Education Act (IDEA). IDEA requires that all students who 
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have a disability specified in IDEA receive a free and appro-
priate public education (FAPE). Practically, this means the 
disability is taken into account in modifying the student’s 
placement, instruction, or grading. IDEA includes very for-
mal processes to identify a student, determine the proper 
educational program, and monitor the student’s success. 
The law also has very specific requirements guaranteeing 
parental involvement in decision making and outlining 
complaint procedures.  

Section 504 is part of the federal Rehabilitation Act of 
1973, which prohibits discrimination based solely upon 
disability in any program receiving federal financial assis-
tance. Students who have a disability that meets the gen-
eral definition of a disability but that does not fall into one 
of the IDEA categories might be eligible for services under 
Section 504. Although Section 504, like IDEA, is designed 
to modify a student’s placement, instruction, or grading, 
it does not—unlike IDEA—describe a precise procedure. 
School districts set their own policies, but most use a pro-
cess similar to that used for special education students. 

A student is eligible for services under either IDEA or 
Section 504 if:

• The student has a disability; and
•  The student is unable to benefit from the regular  

educational program without modifications.

What if you think a student might need  
special services?

Teachers are expected to communicate if they observe 
that a student is struggling and the teacher suspects that 
a disability might be the cause. Concerns can also be 
expressed by a parent or other educator. If a disability is 
suspected, the student must be assessed to determine if 
special instruction or related services are necessary. The 
assessment must be done by trained personnel.

How are placement and services determined?
•  An admission, review, and dismissal (ARD) committee 

makes all decisions concerning whether a student is eli-
gible for services, the placement or setting in which the 
student will receive those services, at what point the 
child no longer needs special education, and, at least 
initially, what specific services the student needs.

•  An ARD committee is composed, at a minimum, of a 
student’s parents, an administrator, a representative 
from special education, and, if the student will be edu-
cated in the regular setting, a regular education teacher. 

In some circumstances, there may be additional mem-
bers. Other nonvoting participants may be included if 
they are needed to provide helpful input.

•  An ARD committee develops an individualized educa-
tion program (IEP) for each student. An IEP sets out 
goals for a particular student and specifies how those 
goals will be met. It may also include instructions for 
special therapy services, adaptive technology, modified 
class work, or a special behavioral intervention plan 
(BIP). If a student’s class work needs to be modi-
fied, those modifications must be initially developed 
through the ARD process and placed in the IEP.

Where should students with disabilities  
be educated?

•  IDEA and 504 presume that students with disabilities 
will be educated with their peers without disabilities in 
the least restrictive environment (LRE) that is appro-
priate. (This is where the concept of inclusion comes 
from and why regular education teachers need to know 
about special education.)

•  When a student is placed in a more restrictive set-
ting, the district must be able to show that the regular 
setting was not appropriate for implementation of that 
student’s IEP.

•  If the education of the other students in a class would 
be significantly impaired by the presence of a particular 
student with a disability, then that class might not be 
an appropriate placement for that student. However, 
because of the requirement for the LRE, administrators 
tend to be very hesitant to move a special education 
student out of a regular education classroom. Teach-
ers can experience frustration when other students’ 
education is affected by the needs of a special education 
student; however, the law makes removing the student 
difficult.  

What is an IEP?
•  An IEP is an official document developed by an ARD 

committee that records all aspects of a student’s educa-
tional program.

•  An IEP should include, at a minimum, annual goals, 
short-term instructional objectives, and all special  
education and related services to be provided to a  
particular student.

•  Districts are responsible for seeing that all aspects of 
IEPs are properly implemented.
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•  Teachers are required to follow the modifications set 
forth in IEPs—whether they agree with the modifica-
tions or not.

Each teacher of a student with disabilities should be 
given relevant sections of that student’s IEP.

How does special education affect student 
discipline?

IDEA is the primary law that governs the delivery of 
special education services to students. However, Texas has 
laws and regulations that further define what districts must 
and must not do regarding special education students. 
These rules require interpretation, which has led to a great 
deal of controversy regarding how individual cases should 
be handled. But in general, special education law creates 
the presumption that it isn’t fair to punish a student for 
actions the student couldn’t control due to a disability. The 
law requires students’ disabilities be taken into account in 
the discipline decision-making process.

When a student is found to have a disability that man-
ifests itself as an inability to control behavior, the ARD 
committee will usually create a Behavior Intervention Plan 
(BIP) that is practically an IEP for discipline—describing 
what techniques should be used to address the student’s 
behavior. 

Removing the Student from  
the Classroom

•  Only a special education student’s ARD committee can 
make a permanent change in that student’s placement 
in a school.

•  There is no absolute limit as to how many days a special 
education student may be removed from the student’s 
regular placement. However, no later than 10 days after 
the child’s cumulative removals first exceed 10 days, the 
ARD committee must meet to: (1) conduct a functional 
behavior assessment if one has not been done already, 
and (2) create or review the behavior intervention plan 
(BIP) for modifications to address the behavior. 

•  The procedural protections of IDEA kick in when the 
removal would be considered a “change in placement.” 
There is significant gray area as to when a change is 
significant enough to be a “change in placement.” 
Moving from one room to another but receiving the 
same instruction from the same personnel would likely 
not be. Receiving the same instruction from different 
personnel might be. Changing the instruction and the 

personnel almost certainly would be. 
•  When an ARD committee considers a student’s remov-

al, it must consider whether the behavior was caused 
by or had a direct and substantial relationship to the 
student’s disability or whether it was caused by the dis-
trict’s failure to follow the student’s IEP. This is called 
a "Manifestation Determination." If the committee 
determines the behavior was not caused by one of the 
factors, the district can remove the student so long as 
similar behavior by a regular education student would 
also result in that student’s removal. However, if the 
committee determines the behavior was caused by or 
had a direct and substantial relationship to the stu-
dent’s disability or was caused by the district’s failure 
to follow the student’s IEP, it must review the student’s 
BIP if one exists or create one if appropriate. The ARD 
committee can also determine that a different place-
ment would be appropriate.

•  Districts can place special education students in 
disciplinary alternative education programs (DAEPs) 
only for conduct that would require regular education 
students to be expelled or placed in a DAEP.

•  A special education student must continue to receive 
appropriate services in the new placement, including  
a DAEP.

Emergency Situations
A district can remove a special education student from 

current placement for up to 45 school days if it has clear 
and convincing evidence that the student:

• Possessed a weapon, as defined by law, at school.
• Possessed illegal drugs at school.
•  Inflicted serious bodily injury at school or at a 

school-related function.

Discipline Other Than a Change  
in Placement

•  If there is a BIP, the BIP governs the discipline tech-
niques or consequences that can be used with that 
student.

•  Special education students whose behavior doesn’t rise 
to the level of removal may be disciplined according to 
the regular code of conduct unless the behavior was a 
manifestation of the student’s disability.

•  Prior to disciplining the student, the ARD committee 
should meet to conduct a manifestation determination 
to determine whether the misconduct was caused by 
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the student’s disability or the district’s failure to imple-
ment the IEP. If the committee determined it was not, 
the student may be disciplined for that conduct. 

Tips for Working with Parents  
and Students

Special education law is designed to protect students; 
therefore, the parents of special education students can be 
educators’ greatest allies or most difficult foes. Parents can 
have preconceptions that can lead to distrust of educators’ 
motives, so it’s especially important for educators to have 
the best relationships possible with students’ parents.

•  Keep parents well informed of their child’s 
progress. A parent who hasn’t been informed about 
problems as they arise might feel a teacher simply 
isn’t being patient if the first notice of a problem isn’t 
until a change is being proposed. Teachers should keep 
parents informed of what is being tried, as well as the 
techniques’ effectiveness.

•  Share positive comments about the student with 
the student’s parents. This shows parents that the 
educator is being fair and will make parents less likely 
to become defensive when confronted with a problem.

•  Read each student’s IEP and BIP. These documents 
are “the law” as far as that student is concerned and 
must be followed, even if an educator disagrees with 
the services or modifications. Every teacher dealing 
with a special education student is entitled to relevant 
portions of that student’s IEP or BIP.

•  Document students’ progress and problems. Doc-
umentation shows the extent of problems and how an 
educator has tried to solve them. Good documentation 
is essential: When a change in a student’s placement is 
needed, the district must be able to prove the change is 
necessary.

Good documentation includes:
1. Description of the behavior.
2. Any triggering influences.
3. Steps taken to correct the behavior.
4. The student’s reaction to the correction.
5.  Amount of time taken to handle the behavior and 

the frequency with which it occurs.
6. Effect on the student’s learning.

•  Request an ARD committee meeting when a 
change is needed. Only a student’s ARD commit-
tee can change the student’s placement, services, or 
discipline management plan. A teacher has the right to 

request an ARD committee meeting but can’t force the 
committee to convene. This is another reason docu-
mentation is important: to convince the administration 
and parents that an ARD committee meeting is needed. 

Conference Time and  
Duty-Free Lunch

Conference Time: Planning and Prep

T he Texas Education Code provides that all class-
room teachers are entitled to 450 minutes within 
each two-week period for planning and prepara-

tion, including parent-teacher conferences, evaluating 
students’ work, and planning. A planning and preparation 
period under this section may not be less than 45 minutes 
and must be scheduled within the instructional day. During 
a planning and preparation period, a classroom teacher 
may not be required to participate in any other activity.

Duty-Free Lunch
Each classroom teacher is entitled to at least a 30-minute 

lunch period free from all duties and responsibilities con-
nected with the instruction and supervision of students. 

However, if necessary because of a personnel shortage, 
extreme economic conditions, or an unavoidable or unfore-
seen circumstance, a school district may require a class-
room teacher to supervise students during lunch, though 
no more than one day in any school week. The commission-
er of education has developed specific rules as to when this 
can occur.  

Communicating with 
Supervisors, Colleagues,  
and Parents

A teacher is always communicating in some way to 
someone. Sometimes this communication is not 
entirely pleasant or voluntary. Volumes have been 

written on how to communicate effectively, but you should 
also know what legal requirements and prohibitions apply 
to your communication with others. Following is a brief 
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and general overview of some of these legal guidelines and 
how they apply in situations common to educators. 

Communication with Supervisors
Under Texas law, a supervisor, as an “authorized agent” 

of an employer, can generally require an employee to do 
anything that is not illegal. This rule holds true for com-
munications. These are a few common communication 
situations between an educator and supervisor:

•  Meetings: If your administrator requests that you 
attend a meeting, you must generally attend. No law 
specifically states you must meet on demand, but many 
cases have upheld disciplinary consequences for refus-
al. A teacher has no legal right to be accompanied by a 
representative at an administrative meeting outside 
of the formal grievance process, and the supervisor is 
not required to give prior notice of the meeting or the 
subject matter unless these requirements are written 
into local policy. You must generally cooperate in the 
meeting, including answering questions. However, if 
your answer would incriminate you in illegal activity, 
or if questions involve your personal life rather than 
work-related subjects, you might have a right to refuse 
to answer. In either of these cases, you should get legal 
advice as soon as possible.

•  Requests for a written statement: A supervisor 
can generally require an educator to draft a statement 
regarding a work-related matter. The general rules 
and limitations just described for meetings would also 
apply to these statements.

•  Being asked or directed to apologize to a parent: 
When a parent has lodged a complaint, it is not uncom-
mon for a supervisor to ask an educator to apologize 
to the parent in hope of resolving the matter quickly. 
Although this might be a legitimate strategy in some 
cases, doing so can have serious consequences for the 
educator in others. In some cases, an apology can be in-
terpreted as an admission of wrongdoing that can have 
serious implications for an educator’s job and career. 
If you are asked to apologize to a parent, you should 
obtain legal advice before doing so—especially when a 
student has been injured.

•  Reporting criminal offenses: Most local board 
policies require that district employees report certain 
arrests or convictions to designated administrators 
within a specified and usually very short period of time. 
It is important to know your district’s policy; failure to 

make a required report can itself result in serious con-
sequences. Again, you should try to obtain legal advice 
before describing your actions beyond the fact of the 
arrest or conviction.

•  Supervisor’s communications: A supervisor typically 
is not legally obligated to respond to inquiries, explain 
decisions, or justify actions. There are specific excep-
tions where a response might be required, such as in 
the formal grievance process or when a request for an 
accommodation to a disability has been made. 

Communication with Colleagues
Your non-supervisory peers cannot generally require 

any kind of communication from you other than what 
is ultimately required by a supervisor, such as sharing 
lesson plans or cooperating in department meetings. Your 
relationship with your peers is, by definition, one of equals. 
However, there are laws that regulate communication 
among equals. You may not harass a coworker based on 
race, nationality, age, gender, religion, or disability. “It was 
a joke” is not considered a defense. You also should be very 
careful with comments that could be taken as sexually 
suggestive as they might be considered sexual harassment. 
Finally, you should be cautious in talking about a co-work-
er’s personal life and business. The Texas Educators’ Code 
of Ethics specifically prohibits many types of inappropriate 
communications to or about peers.

Of course, your peers have the same responsibilities to 
communicate to you professionally. If they fail to do so, the 
matter can be addressed with a supervisor. It is common 
advice that it is best to try talking to the peer first, and 
this is, as a general rule, good advice. Of course, this is not 
always possible, and in some situations, such as illegal 
harassment, cannot be required.   

Communication with Parents
As described in the section on Parents’ Rights (see page 

18), parents have legal rights to access education records, 
teaching materials, and state assessments regarding their 
child and also a right to information about their child’s 
academic progress. Therefore, an educator has a general 
obligation to share that information. There are exceptions 
as to what teaching material, such as tests, must be shared, 
so check with your supervisor if you have questions. An ed-
ucator is conversely prohibited from sharing information 
about a student who is not the parents’ child by the Family 
Educational Rights and Privacy Act (FERPA), the federal 
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law that protects a student’s confidential information.
Separate from these specific parents’ legal rights, in most 

cases a supervisor can require that an educator communi-
cate with parents about an issue, such as disciplinary mat-
ters, if the supervisor believes it to be appropriate—even if 
the parents themselves might not be able to legally require 
it. Teachers should keep this in mind when making any 
comments about a student in writing. The parent might 
very well see what you have written later.    

Evaluations 

T he Texas Education Code requires that all class-
room teachers be evaluated annually, using either 
the TEA-developed Texas Teacher Evaluation and 

Support System (T-TESS) or a locally developed system. 
Some requirements apply to either system:

•  Teachers must be appraised at least once each year, 
unless the teacher was rated as at least proficient or the 
equivalent on the most recent appraisal.

•  The teacher may be given advanced notice of the date and/ 
or time of an administrator observation, but such notice 
is not required unless it is required under local policy.

•  The appraisal’s performance criteria must be based on 
observable, job-related behavior, including the teach-
er’s implementation of discipline management proce-
dures and the performance of the teacher’s students.

•  The appraisal process must include a teacher/appraiser 
conference. 

•  A written copy of the teacher’s appraisal must be made 
available to the teacher and maintained in the teacher’s 
personnel file.

T-TESS
The T-TESS is based on four domains and a total of 16 di-

mensions falling under the four domains. The T-TESS has 
three main components: teacher and appraiser collabora-
tion on the establishment of a goal-setting and professional 
development plan; the evaluation cycle that consists of a 
preconference, observation(s), and a post-conference; and 
one or more of the four student growth measure options. 

Goal Setting and Professional Development 
Plan (GSPDP)

For teachers new to the district or T-TESS, a GSPDP  

conference with the appraiser must occur before the  
teacher develops the GSPDP. The GSPDP must be:

•  Submitted to the appraiser within the first six weeks 
of the date of a teacher’s T-TESS orientation or, for 
teachers after their first year under the T-TESS, drafted 
in conjunction with the teacher’s end-of-year confer-
ence from the previous year, revised as needed, and 
submitted to the appraiser within the first six weeks of 
instruction.

•  Maintained by the teacher throughout the school year 
to track progress toward goals and participation in 
professional development

•  Shared with the appraiser before the end-of-year 
conference and used to determine the ratings for the 
goal-setting and professional development dimensions 
of the T-TESS rubric.

Observation Preconference
An observation preconference between teacher and 

appraiser is required but only for announced observations. 
The T-TESS allows but does not require announced obser-
vations, so whether a preconference is required is going 
to depend on whether observations are announced under 
local policy or practice. 

The pre-conference allows the educator an opportunity 
to show the depth of planning and consideration in class 
preparations and provides time to alert the appraiser to 
ongoing issues or concerns about the lesson.

Observations
The T-TESS requires a 45-minute observation, which can 

be broken down into shorter periods by agreement. The 
appraiser can also perform additional formal or informal 
observations, commonly referred to as “walk-throughs,” 
at the appraiser’s discretion. The observations can be an-
nounced or unannounced. An observation cannot occur for 
two weeks after a teacher’s orientation, and the observa-
tion calendar must end at least 15 working days before the 
last day of student instruction. Decisions on other “black-
out” days are now made locally.

Post-Observation Conference
A post-observation conference is required after the 

formal 45-minute observation but is not required for other 
observations. The conference must be:

•  Conducted within 10 working days of the observation.
• Diagnostic and prescriptive in nature.
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•  Include a written observation report for each dimen-
sion observed that is only presented to the teacher after 
a discussion of the “areas of refinement or reinforce-
ment” and can, “at the discretion of the appraiser,” 
allow for a revision to an “area of refinement or  
reinforcement.”

End-of-Year Conference
An end-of-year conference with the appraiser is  

required. It:
•  Must be held no later than 15 working days before the 

last student instructional day.
•  Must focus on data and evidence gathered throughout 

the appraisal year, the teacher’s efforts related to  
Domain IV, the performance of the teacher’s students, 
and potential goals and professional development plans 
for the next school year. Domain IV will not be scored 
until this conference.

Summative Evaluation
The T-TESS includes a final performance review docu-

ment, named a summative report, that must be shared with 
the teacher no more than 10 working days following the 
end-of-year conference and no later than 15 working days 
before the last day of student instruction.

Appraisal Documentation
The T-TESS includes two required written documents: 

the observation report, based on the 45-minute observa-
tion, and the summative annual report, based on the obser-
vation report and any other data from the school year.

In addition, the appraiser is required to document infor-
mal “walk-through” observations if the information could 
affect the appraisal. The appraiser must share this docu-
mentation with the teacher within 10 working days.

The appraiser can also consider any other verified 
“cumulative data” documentation, such as reprimands, 
write-ups, reminders, or other documents that touch on 
performance. 

Teacher Response Options
A Written Response

Teachers may submit a written response or rebuttal to 
document their disagreement with the scores, descriptions, 
or comments contained in any document relating to their 
performance within 10 working days of:

•  Receiving a written observation report or any written 

documentation relating to Domains I, II, or III.
•  Receiving a written summative annual appraisal report 

that contains information relating to Domain IV or the 
performance of the teacher’s students.

But a teacher may not submit a written response or re-
buttal to a written summative report if the ratings or infor-
mation are the same as that provided to the teacher earlier 
in an observation report or other documentation and the 
teacher did not submit a response or rebuttal at that time.

A Request for a Second Appraisal
A teacher may submit a written request for a second  

appraisal by a different certified appraiser within 10  
working days of:

•  Receiving a written observation report relating to  
Domains I, II or III.

•  Receiving a written summative annual appraisal report 
that contains information relating to Domain IV or the 
performance of the teacher’s students.

However, a teacher may not submit a request for a sec-
ond appraisal after receiving a written summative annual 
appraisal report if the ratings or information are the same 
as that provided to the teacher earlier in an observation re-
port and the teacher did not submit a request for a second 
appraisal by a different appraiser at that time.

Each district is required to adopt written policies and 
procedures locally determining how second appraisers are 
selected. The second appraiser must make observations 
and walk-throughs as necessary to evaluate the dimensions 
in Domains I-III. The rules do not specifically state that a 
second 45-minute observation is required. The second ap-
praiser must also review the Goal-Setting and Professional 
Development Plan and may also review any other relevant 
cumulative data in completing the second appraisal.

The T-TESS rules do not define how the first and second 
appraisals relate to one another—for instance, whether 
they are treated equally, one is weighted differently, or if 
they are combined.

A Grievance
A teacher may file a grievance regarding an unsatisfacto-

ry appraisal result under the local grievance policy. 

Locally Developed Evaluation Systems
Some districts use locally approved evaluations instead 

of T-TESS. 
Local appraisal systems must:
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•  Be developed by district- and campus-level committees.
•  Contain criteria related to discipline management and 

student performance.
• Provide for a teacher/appraiser conference.
• Be adopted by the local school board.
The locally developed system must provide the teacher 

with the following options upon receipt of a written copy of 
an appraisal with which she disagrees:

1.  The right to request a second appraisal by a different 
appraiser

2.  The right to submit a written response/rebuttal for 
attachment to the appraisal

3.  The right to file a grievance over the appraisal
Specific rules and timelines for a local appraisal process 

will be found in the district’s local appraisal policy. Proce-
dures and timelines for filing a grievance will be found in 
the district’s local grievance policy. 

Evaluation Confidentiality
Teacher evaluations are confidential and can only  

be shared without the teacher’s permission in certain 
situations: 

1.  Personnel at the teacher’s current school district with 
proper authority and a legitimate professional purpose 
may view the evaluation.

2.  A teacher’s current school district may provide a copy 
of the evaluation and any rebuttal document to anoth-
er school district at which the teacher has applied for 
employment, upon request of that district. 

3.  A teacher’s current district may provide a copy of the 
evaluation and any rebuttal document to TEA or the 
State Board for Educator Certification if either entity 
is investigating alleged improper actions by the teacher.  

Parents’ Rights
What to Keep in Mind When Working 
with Parents

S uccessful education requires collaboration between 
educators and parents. Unfortunately, these rela-
tionships are not always as positive as one would 

wish. Educators need to know what a parent can demand to 
avoid creating unnecessary conflict. Some parent rights are 
based on decisions by the courts, and others are based on 
specific provisions of the Texas Education Code. 

FAQs 
Can a parent demand to observe your  
classroom?

Parents have strong but limited rights to participate in 
their children’s education. They have no right to disrupt 
their child’s school or monopolize a teacher’s time. Parents 
do not have a legal right to observe a classroom, but they can 
be allowed to do so by the teacher or district administration. 
If the administration agrees to a parent visit, the teacher must 
abide by the decision. Although parents don’t have an abso-
lute right to access classrooms, most schools allow them to 
visit classrooms for limited periods of time. Generally, par-
ents are only bound by reasonable rules of visitation, such 
as scheduling appointments ahead of time, not visiting 
during testing, or not staying longer than a specified time. 

Can parents demand their child be moved to 
another class?

Parents can request that their child be assigned to—or 
away from—a particular teacher or class. A school cannot 
unreasonably deny such a request, but it doesn’t have 
to honor the request if it would affect another student’s 
assignment. Although many administrators have a policy of 
requiring or encouraging a meeting with the teacher prior 
to a reassignment, such a meeting is not legally required.

Can parents demand to see their  
child’s records?

Both state and federal law give parents strong rights to 
view their own child’s records. Generally, schools must give 
parents access to any school records pertaining to their 
child. This includes instructional material, lesson plans, 
tests (after the test has been administered), and subjective 
evaluations of students made as part of entry into  
co-curricular activities. You should keep this in mind  
when you are writing about a student—remember, the  
parent may see whatever you write.  

Can parents demand updates regarding  
their child?

Parents have a right to full information regarding their 
child’s school activities, so communication from the school, 
particularly the child’s classroom teacher, is essential. 
(Classroom newsletters are a good tool for this.) Teachers 
should also answer parents’ specific questions in a reason-
able manner via personal conferences, phone calls, or notes 
sent home with the child.
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Can a parent or student demand to be  
exempted from instruction?

Parents have the right to temporarily remove their 
child from instruction or another school activity when it 
conflicts with the parents’ religious or moral beliefs. The 
parent must provide a written statement authorizing the 
removal to the district. The parent is not entitled to remove 
the child in order to avoid a test or to remove a child for an 
entire semester.

Can I record a student’s misbehavior so I can 
prove it to the parents?

In many cases, prior parental permission is required 
before an educator videotapes or audiotapes a student. The 
law provides potentially broad exceptions to this require-
ment. The exceptions are for recordings made for:

•  The purpose of safety, including the maintenance of 
order and discipline in common areas of the school or 
on a school bus.

•  A purpose related to a co-curricular or extracurricular 
activity.

• A purpose related to regular classroom instruction.
• Media coverage of the school.
Because these exceptions are broad and vaguely worded 

and subject to interpretation, teachers should always seek 
guidance from the campus administration before recording 
a student. It is also possible a local policy could have more 
restrictive rules than that required by the education code, 
so an educator should know the local policy.

What do parents have to do if they have  
complaints?

Parents have a right to complain regarding any aspect of 
their child’s educational experience. The complaint may be 
pursued informally through a meeting with the educator 
or administration. It may also be pursued more formally 
through the district’s parental grievance process. Com-
plaints relating to special education services also have a 
special, more formal process.

Although it is certainly a “best practice” for parents to 
first address concerns with the teacher, or for the adminis-
tration to direct parents back to the teacher if they have not 
yet tried to resolve the issue that way, there is no actual re-
quirement that this occur unless it is just a local expectation.

It is difficult for a teacher to take negative action against 
a parent who brings a complaint the teacher feels is false. A 
teacher’s due process rights apply when the district threat-

ens or takes negative action, but those rights are related 
to the district’s actions. Although it might be difficult for a 
teacher, just like anyone, to be comfortable with negative 
and untrue information remaining accessible to the public, 
a legal action is difficult to pursue unless the teacher has 
actually suffered some type of financial injury. A threat of 
legal action also simply intensifies the negativity by adding 
another chapter to the parent’s book of complaint.

Reporting Child Abuse

C hild abuse is treated very seriously by the State of 
Texas. It is one of the very few crimes for which 
failure to report is also a crime. In addition, state 

law requires that anyone holding a state license—including 
certified teachers, counselors, administrators, paraprofes-
sionals, diagnosticians, and therapists—make a report with-
in 48 hours of the time they come to reasonably suspect 
that child abuse might be occurring.

What are the definitions of abuse?
•  Abuse can be mental, emotional, physical, or sexual. 

People may be guilty of abuse if they personally inflict 
the abuse or if they cause or permit a child to be in a 
situation that results in the abuse.

•  A mental or emotional injury is one that “results in 
an observable and material impairment in the child’s 
growth, development, or psychological functioning.”

•  A physical injury is one that results in substantial harm 
or the genuine threat of substantial harm to the child.

•  Sexual abuse is any sexual conduct that is harmful to a 
child’s mental, emotional, or physical welfare.

•  Prohibited conduct includes allowing a child to be 
depicted in obscene or pornographic material.

•  The failure to make a reasonable effort to prevent  
another person from committing physical or sexual 
abuse also constitutes abuse. 

If I suspect child abuse, what do I do?
•  Make a report to the proper authorities—a school 

administrator or counselor is not a proper reporting 
authority. (See below for who is considered a proper 
reporting authority.)

•  Make that report within 48 hours of the time you first suspect 
that the child has been or may be abused or neglected.
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•  Remain calm, and do not make promises to the child. 
You should not try to conduct your own “investigation.” 
Leave that to the proper authorities. As soon as possible 
but out of the presence of the child, make notes about 
what the child said and how the child acted so that you 
can accurately answer questions if there is an ensuing 
investigation.

Who exactly is a “proper authority”?
• Any local or state law enforcement agency
•  The Texas Department of Family and Protective Ser-

vices (TDFPS), if the suspected abuse involves a person 
responsible for the care, custody, or welfare of a child 
(such as a child’s parent or guardian, personnel at a res-
idential facility, or school personnel). You can make  
a report to the TDFPS by calling the Child Abuse  
Hotline at (800) 252-5400.

•  The state agency that operates, licenses, certifies, or 
registers the facility in which the alleged abuse or 
neglect occurred 

Is another school district employee a 
"proper authority"?

No. Even if a school policy requires educators to report 
suspected child abuse to a designated person within the 
school district, you still must make a report to one of the 
previously listed authorities. Although it is important to 
follow school policy, state law still requires that you make 
the report directly to the proper authorities and prohibits 
policies that require a report to school personnel first.

What if I am not sure that abuse is or 
may be occurring?

•  The child abuse reporting law requires you to make 
a report if you have any reason to believe that abuse 
might have occurred. Therefore, you must make a 
report even if you have no way of confirming your 
suspicions.

•  Talk with a trained professional at the Child Abuse 
Hotline at (800) 252-5400 if you observe behavior in 
a child that gives you cause for concern but would like 
more information about whether the behavior is indic-
ative of abuse or neglect.

What if my suspicions are wrong?
•  You are immune from civil or criminal liability for any 

report of child abuse as long as the report is made in 

good faith.
•  A person who reports his or her own conduct or who 

acts in bad faith or with malice in reporting alleged 
abuse is not immune from civil or criminal liability.

What happens if I suspect child abuse 
but I don’t make a report?

•  An educator who fails to make a required child abuse 
report may be subject to criminal prosecution or civil 
liability.

•  Failure to report is a Class B misdemeanor offense. A 
Class B misdemeanor is punishable by a fine of up to 
$2,000 and/or imprisonment for up to 180 days.

•  Failure to report could subject you to considerable 
monetary liability in a civil rights lawsuit.

•  Failure to report could result in sanctions to your  
professional certificate, if you have one.

What if someone makes a false report 
about me?

Any person who knowingly or intentionally makes a 
false report commits a Class A misdemeanor. A Class A 
misdemeanor is punishable by a fine of up to $4,000 and/or 
imprisonment for up to one year.

What is the school district’s responsi-
bility in handling child abuse?

•  Section 38.004 of the Texas Education Code requires 
the Texas Education Agency (TEA) to develop a policy 
governing child abuse reports and requires each school 
district to adopt the policy.

•  Each school district must provide child abuse anti- 
victimization programs in elementary and secondary 
schools.

•  If the alleged abuse occurs in a public school, the 
TDFPS will investigate the allegation and will send a 
report of their investigation to TEA and to the local 
school board for appropriate action.

What should I do if the child made me 
promise not to tell anyone?

Many students report child abuse to teachers, adminis-
trators, paraprofessionals, and particularly counselors with 
the expectation the information will remain in confidence. 
Many educators are worried about betraying a student’s 
trust by making an official report. In such cases, you might 
want to explain to the student that you are required by law 
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to make the report and that you could suffer criminal pen-
alties if you do not. In any case, you must make the report 
or risk criminal penalties and possible negative conse-
quences to your job and career.

Educators and Social Media

S ocial media is universal. Whether your platform of 
choice is Facebook, Instagram, Snapchat, or some-
thing else, you likely use some form of social media 

to communicate with others. You don’t need to stop using 
social media once you become a teacher—but you do need 
to be aware you are now in a much more public position, 
and posts, especially controversial posts, can affect both 
your new job and your new career, even if the post relates 
to your personal life or personal beliefs. 

What About Free Speech?
The First Amendment to the U.S. Constitution is the 

primary law that protects speech by prohibiting negative 
action by the government (and a public school district is 
a governmental entity). There are other laws, such as the 
Texas Whistleblower Act, that provide protection in very 
narrow circumstances, but it is usually the First Amend-
ment that provides protection if there is any protection. 

Any controversy over whether teachers kept their free 
speech rights under the First Amendment was settled 
by the U.S. Supreme Court in the 1970s when they ruled 
teachers do not lose their rights “at the schoolhouse door.” 
But free speech is not absolute. Everyone has heard you 
can’t yell “Fire!” in a crowded theater—and there are other 
situations in which the right to free speech does not apply, 
as well as situations in which it applies but negative conse-
quences can still result from communication. 

Communications About Your Job 
Most communications teachers make regarding their 

jobs, duties, and supervisors is not protected. The U.S. Su-
preme Court ruled in 2006 that free speech was intended 
to protect comments made by an individual as a citizen, not 
comments made as a governmental employee—thus, the 
First Amendment does not protect communications made 
in the context of the job. A posting such as “My principal 
is an idiot, and my kids are losers!” would not be protected 
and could result in negative consequences. 

Communications as a Citizen
Even when communications are made as a citizen and 

free speech protections do apply, a school district is not 
always prohibited from taking action. In 1968, the U.S. 
Supreme Court established a balancing test that allowed 
negative consequences for speech protected by the First 
Amendment if the comments have too much of a negative 
effect on the legitimate government interest in efficient 
operation. This test is best illustrated with an example. The 
post “The President is an idiot, and everyone who voted 
for him is a loser!” would almost certainly be protected by 
the First Amendment. But, if posted by a teacher and, as 
a result, parents started demanding that their children be 
removed from the teacher’s class, or the students’ instruc-
tion was disrupted because students constantly demanded 
to talk about it, a district might be able to take negative 
action against the teacher. The term “might” is signifi-
cant because, again, it is a balancing test—balancing how 
“protected” that individual speech should be vs. how much 
disruption actually resulted.

Because the reaction to the communication is so import-
ant to the balancing test, it is important for teachers to be 
sensitive to their communities. A post that would not cause 
any controversy in one district might cause a problem in 
another, just because of the makeup of the community. 

Educators should also be aware laws exist to restrict 
them from "electioneering"—advocating for or against a 
political party, candidate, or ballot measure—using school 
district resources, including email accounts. Any elec-
tion-related communications in a school setting or using 
district resources should be strictly nonpartisan. 

Posts Relating to Your Personal Life
Teachers also need to recognize and account for com-

munity standards when they communicate regarding 
their personal lives.  Again, the balancing test described 
above will often come into play, even when there are legal 
protections, so community reaction might lead to negative 
consequences. There can be individual exceptions to this 
general rule that might provide protections in individual 
circumstances, but teachers should be cautious. 

Be Careful Whom You Share With
Teachers also need to know that even if they post to a 

closed group, if someone from that group then shares the 
information more widely and a problem develops, the fact 
that the teacher did not intend the communication to be 
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seen by others is not a defense. The balancing test is still 
going to apply. So, if you are going to post something  
controversial, make sure your friends understand the prob-
lems that could ensue if they share it.  

Teacher/Student 
Communications and 
Relationships

N o area in public education is more sensitive today 
than that of teacher/student relationships and 
communications. News stories documenting 

incidents of improper teacher/student relationships have 
led to legislation as well as multiple administrative rules 
designed to prevent and preempt such situations. Teachers 
who engage in improper relationships are removed from the 
profession—and so too are those teachers who engage in 
behavior, particularly communications, that appears to show 
an inappropriate relationship could occur in the future.

The Stats
According to State Board for Educator Certification 

(SBEC) data, between January 2010 and December 2016:
•  686 teachers lost their licenses due to allegations of 

improper conduct with a student.
•  About 50% were charged with a crime.
•  About 57% were men.
• About 80% were younger than 40.
The public perception of these statistics is that teachers 

who engage in inappropriate relationships lose their licens-
es but are not prosecuted. As a teacher, you need to know 
this is not accurate. The reality is that much of the improp-
er conduct did not involve an actual sexual relationship but 
rather just communications or, as will be described later, 
“solicitation of a romantic relationship.”  

Any Sexual Behavior with a Student  
Is a Crime

A public school teacher who has sexual contact with a 
student is guilty of a second-degree felony. The age of the 
student does not matter. If the student is 18, it does 
not matter. The consent of the student does not mat-
ter, either. If the student initiated the relationship, it 
does not matter.  

Teachers also need to understand the law's definition of 
“sexual contact” is broad, covering almost any behavior at 
or beyond the proverbial “second base.” 

You Can Lose Your Teaching License 
Even If You Don’t Have a Relationship

As noted above, half the teachers who lost their licenses 
were not prosecuted for engaging in a sexual relationship, 
though there was evidence of some action that cost them 
their licenses. Teachers need to know the Legislature and 
SBEC have reacted to continued examples of teacher/stu-
dent relationships in two ways. First, they have required 
permanent revocation of a teacher’s license if the teacher 
did engage in a sexual relationship. Second, they have 
required the teacher’s license to be revoked if the teacher 
“solicited a romantic relationship” with a student:

The SBEC shall permanently revoke the teaching certif-
icate of any educator or permanently deny the application 
of any applicant if, after a contested case hearing, it is 
determined that the educator or applicant:

• engaged in any sexual contact or romantic relation-
ship with a student or minor; or

• solicited any sexual contact or romantic relationship 
with a student or minor.

19 TAC §249.17(d)
Because retaining their license depends on it, all teachers 

need to know what it means to “solicit a romantic relation-
ship.” To “solicit” means “to ask for.” That is easy. But what 
is a “romantic relationship”? Can you define “romance”? It 
is hard. SBEC tried, but it is not clear that the definition is 
very helpful:

  Romantic Relationship: “A romantic relationship is 
often characterized by a strong emotional or sexual 
attachment and/or by patterns of exclusivity but does 
not include appropriate educator-student relationships 
that arise out of legitimate contexts such as familial con-
nections or longtime acquaintance.”

19 TAC 249.3 (50)

What Is Evidence of a Romantic  
Relationship?

Because the definition itself is not very helpful in telling 
teachers how they need to exercise caution, it is important 
for teachers to know what SBEC views as suspicious—that 
is, what evidence they believe shows a teacher is soliciting a 
romantic relationship. SBEC rules clearly break down what 
investigators consider signs of trouble: 
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Verbal comments to a student:
•  Comments about a student’s appearance. Comments 

that a student is “pretty,” “beautiful,” “has a good body,” 
“looks good in that outfit,” etc., should be avoided. 

•  Sexual history of student or teacher. Comments 
about the student’s activities or the teacher’s past ac-
tivities can raise concerns. If a student’s sexual activity 
becomes an issue, a teacher should always let the ap-
propriate campus person (likely the counselor) know. 
Teachers should not discuss their own histories.   

•  Future plans. Teachers need to be careful about com-
ments such as, “I’d like to see you after you graduate.” 
Such comments can be considered “grooming” and 
the solicitation of a romantic relationship and lead to 
license revocation—even if there is no pregraduation 
relationship.  

Physical contact:
•  Inappropriate hugging, kissing, or excessive 

touching. Teachers need to be careful regarding physi-
cal contact. They need to know local policies and expec-
tations and, when possible, use high-fives, fist bumps or 
other non-body contact expressions. It is important for 
teachers to be age- and gender-conscious as well.  

The kitchen sink:
•  Any other acts tending to show that the educa-

tor solicited a romantic relationship. SBEC rules 
include a provision allowing them to act on anything 
investigators believe looks like the teacher is flirting or 
communicating attraction to a student.  

Electronic Communications
Electronic communications, texts, chats, and posts are 

probably the single most dangerous form of communica-
tion as it’s far easier for a teacher to slide into questionable 
communications in a form that appears private. Teachers 
need to know that because such communications are often 
deleted, SBEC rules consider many different characteris-
tics to be evidence the electronic communications were 
intended to solicit a romantic relationship: 

•  The nature of the communication: If the content is 
available, does it raise questions like the verbal com-
ments described above? 

•  The timing of the communication: A text at 1:00 in 
the afternoon looks more legitimate than a text at 11:30 
at night. 

•  The extent of the communications: Texting has 
become more common in the school setting and can be 
done for legitimate reasons, but it’s likely there will be 
relatively few texts between a teacher and an individ-
ual student and a generally equivalent number with 
other students. Five hundred texts to one student looks 
suspicious. 

•  A violation of district policy or a directive not to 
engage in electronic communications: If a teacher is 
violating either a policy or a directive, it appears there 
is more chance something other than school business is 
going on.

•  Concealment: A teacher telling a student not to tell 
anyone about communications is basically the teacher 
admitting they are engaging in something inappropriate. 

District Electronic Communications 
Policy

Since 2017, districts have been required to adopt local 
policy that must:

• Prohibit improper communications;
•  Describe how an educator reports improper student 

communications; and
•  Allow an educator to refuse to provide a personal phone 

number and email to students.
Because violating local policy can itself be evidence of 

improper communication, it is important that teachers 
know and follow their local policy. 

How to Stay Out of Trouble
The public perception is that the teacher who engages in 

an improper teacher/student relationship is a simple pred-
ator. New teachers who know they are not predators can 
be lulled into a false sense of security, thinking this “could 
never happen” to them. Unfortunately, the perception is 
not the reality in a large number of cases. 

Teachers become teachers because they care about 
kids. This can lead teachers—in some circumstances—to 
become emotionally involved with students, and that can 
lead them, as human beings, to do things they would not 
have considered doing. Teachers cannot help but become 
emotionally involved. It is a part of teaching. But teachers 
must be careful not to  let their involvement go too far. The 
best way for a teacher to do this is to communicate with 
another educator—often the counselor—about the student. 
This keeps the communications from becoming too private 
and also makes the situation look far less suspicious.
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MAKE THE 
MOST OF 
YOUR ATPE 
MEMBERSHIP
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1 Resources
 

ATPE provides a number of ways for 
Texas educators to stay informed.

•  Follow ATPE on social media.  
For the most up-to-date informa-
tion, follow ATPE on Facebook, 
Twitter, and Instagram  
@OfficialATPE. 

•  Read ATPE News. ATPE’s 
award-winning quarterly magazine 
addresses the most important issues 
affecting Texas public schools. To view 
and share articles online, see our 
digital archive at atpe.org/magazine.

•  Sign up for ATPE’s Texas Education 
Headlines newsletter. ATPE’s week-
ly email newsletter brings sub-
scribers the latest education news 
from across the state, the country, 
and the world. Sign up at atpe.org/
education-headlines.

•  Read the ATPE Blog. ATPE’s blog 
posts, published multiple times 
a week, bring you the latest news 
on ATPE events and activities, as 
well as tips and tricks to help you 
succeed in the classroom. Keep up 
to date at atpe.org/news/atpe-blog.

•  Check your email. ATPE sends emails 
to keep you informed about import-
ant events and news in your area. 
We also send a twice-monthly email 
newsletter just for ATPE members. 
Our newsletter is where you’ll find 
all the info you need to know about 
your ATPE membership. You’ll 
also find important insights and re-
sources to help you in your career. 

2 Advocacy
 

While you’re in the classroom with 
your students, ATPE is fighting hard 
for you at the Capitol. Here’s how you 
can get involved. For more info, see 
page 26.

•  Read our advocacy blog. For 
in-depth coverage of the Texas 
Legislature, read our advocacy blog 
at teachthevote.org/news.

•  Follow us on Twitter. For breaking 
news and advocacy insights, keep 
up with our lobby team on Twitter 
@teachthevote.

•  Contact your legislators about im-
portant issues. Use ATPE’s member 
advocacy tool, Advocacy Central, 
to interact with your legislators by 
email, phone, or social media. See 
atpe.org/advocacy-central for more 
information. 

•  Know your candidates. Information 
is power! Visit teachthevote.org 
to learn how your candidates and 
officeholders feel about education 
issues.

3 Discounts
 

Members can more than recoup 
the cost of their annual dues by using 
ATPE’s services and discount pro-
grams. Find out how you can save at 
atpe.org/discounts. For more info, see 
pages 38–39.

4 Professional
Learning

 

ATPE’s Professional Learning Portal 
helps you earn and track the continu-
ing professional education credits you 
need to keep up your certification. See 
what we offer at atpe.org/cpe. For more 
info, see page 35.

5 Leadership
 

ATPE offers leadership opportuni-
ties for members who want to boost 
their career and help shape the future 
of public education in Texas. Enter 
your district in the map at atpe.org to 
get in touch with your local and region 
leaders about volunteer opportunities. 
Your regional membership specialist 
(see page 41) can also help guide you. 
See page 36 for more information  
on ATPE leadership and volunteer  
opportunities.

6 Legal Support
 

Eligible ATPE members who have 
employment-related legal questions 
can contact the ATPE Member Legal 
Services Department at (800) 777-2873 
or via our online form at atpe.org/ 
protection/MLSIS/Access.

A TPE provides a wealth of resources to keep you in the know about important 
education trends, advocacy/legislative info, and legal updates. We also offer 
exclusive member discounts and free professional development. Keep this guide 

handy for whenever you need a quick glimpse into everything ATPE has to offer.

https://www.atpe.org/en/magazine?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Education-Headlines?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Education-Headlines?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/News/ATPE-Blog?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.teachthevote.org/news/?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/advocacy-central?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://twitter.com/teachthevote
https://www.teachthevote.org/?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/discounts?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://atpe.org/cpe?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Protection/MLSIS/Access
https://www.atpe.org/en/Protection/MLSIS/Access
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ATPE IS YOUR 
VOICE AT THE 
CAPITOL
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T exas public schools serve more than five million students and deserve our full 
support. That’s why ATPE works hard to ensure that public education funds remain 
in public schools and that our school finance system offers every child access to an 

exemplary public education. We know that students, educators, and schools are more than 
a test score or a letter grade. That's why ATPE fights for fairness, high professional and 
ethical standards, and laws and policies that will help Texas recruit, reward, and retain the 
best possible public education workforce. 

ATPE relies on the knowledge and experience of a dozen professional lobbyists who work 
on our members' behalf in Austin and in Washington, D.C. We're a recognized leader in 
shaping education laws and policies, working year-round with state and federal lawmakers, 
plus state agencies and boards such as the Teacher Retirement System and the State 
Board of Education. Our advocacy activities are driven by the ATPE Legislative Program 
(see page 28), which is written and approved by ATPE members each year.

Vote
It’s critical for members of the education community to 

exercise their voting rights in all elections. Use our election 
resources at TeachtheVote.org to be an informed, pro-public 
education voter. 

Donate to ATPE-PAC
Our political action committee helps us influence elec-

tions in a bipartisan way that protects public education. 
Voluntary donations from ATPE members make it possible 
for us to aid pro-public education candidates and officehold-
ers who can make a real difference for Texas public schools 
and students.

Stay Informed
ATPE members have access to tools that keep them  

informed about critical issues and help them get involved 
and stay connected with legislators. 

Advocacy Central. Advocacy Central allows you to easily contact 
your elected officials and make your voice heard on education 
issues. See atpe.org/advocacy-central for more information.

Teach the Vote. View profiles of candidates and officehold-
ers, subscribe to our weekly newsletter, and follow our blog 
at TeachtheVote.org for news updates about state and federal 
legislative issues. 

Twitter. Get up-to-the-minute advocacy updates by  
following our lobby team on Twitter @teachthevote.

We fight hard to: 
• Protect educators’ retirement benefits 
• Ensure competitive pay and benefits for educators 
• Fund educators’ healthcare needs 

• Reduce the emphasis on high-stakes testing 
• Improve Texas’ school finance system 
• Stop the privatization of public schools

How Can You Help?

ATPE Takes a Stand for Your Career Every Day 

https://www.teachthevote.org/?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/advocacy-central?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.teachthevote.org/?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://twitter.com/teachthevote
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The 2019-20 ATPE  
Legislative Program

(1) Educator recruitment and retention
ATPE supports mandatory state-funded and research- 

based mentoring programs for beginning educators. ATPE 
recommends that the state compensate mentors and give 
them sufficient training and resources to be successful. 
ATPE supports efforts to match beginning educators with 
the most suitable mentors for their unique needs. ATPE 
recommends that the state fund programs to reduce the 
financial burden on educators pursuing certification and to 
recruit and retain educators in shortage areas.

ATPE recommends that the state provide full health 
insurance benefits for active educators after 15 years of 
service as an incentive to retain experienced educators.

ATPE supports a state-funded buyback or reimburse-
ment plan for accumulated state personal leave.

ATPE supports providing an increase in the Teacher 
Retirement System (TRS) multiplier for educators who 
remain in the profession beyond their eligibility for full 
retirement.

ATPE supports improving educator compensation as a 
tool for recruitment and retention.

(2) Collaborative working environment
ATPE supports a governance structure for schools that 

encourages a collaborative working environment between 
educators and local school board members.

ATPE recommends that districts/the state:
a.  Establish ethics standards for all local school board 

members.
b.  Require full public notification when a local district 

considers or requests waivers.
c.  Strengthen the site-based decision-making (SBDM) 

process to ensure that state SBDM laws are effectively 
implemented.

Such measures should:
1.  Hold all participants accountable for their roles and re-

sponsibilities, including timely release of school board 
communications.

2.  Support majority representation by certified teachers 
on SBDM committees.

3. Establish an appeals process to the local school board.

(3) Collective bargaining
ATPE supports Texas’s remaining a right-to-work state.
ATPE opposes collective bargaining and the exclusive 

representation of employees being granted to only one 
employee organization in a school district.

ATPE supports the adoption of inclusive consultation 
policies by local school districts.

(4) Certification and assignment
ATPE supports a state certification process that ensures 

educators are appropriately trained and certified exclusively 
by the state.

ATPE supports a requirement for a review allowing for 
an appeal of any decision that would deny an educator 
certification to a qualified individual if such a process does 
not already exist.

ATPE recommends that the state:
a.  Standardize teacher preparation programs to include 

policies and practices designed to ensure that new 
teachers receive adequate mentoring and support and 
increase the standards for entrance into the profession.

b.  Require comprehensive pedagogical training, includ-
ing classroom and discipline management, child and 
adolescent psychology, and methods courses.

c.  Require coursework in the areas of reading, special 
education, gifted/talented, ESL, and computer literacy.

d.  Require districts to assign all certified educators in 
their certification area(s).

e.  Require administrators to have at least five years of 
relevant classroom teaching experience.

f.  Require initial administrator certification and assign-
ments to correlate with teaching experience.

(5) State Board for Educator 
Certification (SBEC)

ATPE supports the maintenance of a separate, indepen-
dent state board that allows educators to govern their own 
profession and enforce the Educator Code of Ethics.

ATPE recommends that a majority of the board’s voting 
members be public educators elected by the profession.

ATPE recommends public school employees not be held 
responsible for the cost of criminal background checks and 
that appropriate safeguards be maintained to protect the 
confidentiality of results.
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(6) State Board of Education (SBOE)
ATPE opposes any legislation that would make the entire 

board subject to appointment by the governor.
ATPE supports legislation to allow board members to 

elect their own chairman and to require that the chairman 
have a background in public education, preferably as a 
certified educator.

ATPE recommends that all board members have public 
education experience.

(7) Safe schools
ATPE supports measures to ensure all educational 

settings are safe and secure environments where students, 
school employees, and volunteers can be productive.

ATPE recommends that school districts/the state:
a.  Make personnel standards and curriculum for all disci-

plinary alternative education programs commensurate 
with K–12 public education requirements.

b.  Immediately remove any student who threatens or 
physically assaults a school employee, a volunteer,  
or another student to an alternate placement as  
determined by district policy. The student’s parent  
or guardian should be notified immediately.

c.  Utilize resources to deter or recover students from 
gang involvement and/or substance abuse.

d.  Require accurate coding and reporting of incidents at 
schools.

e.  Require comprehensive training in Chapter 37  
(relating to student discipline) as well as annual  
notification of and/or updates on campus-level  
procedures regarding compliance with Chapter 37.

f.  Require suicide prevention training and coping  
assistance for all school personnel.

(8) Class size
ATPE supports reduced class sizes and caseload limita-

tions that are mandated and enforced by the state for all 
grade levels and instructional settings to allow for optimal 
learning environments.

ATPE recommends that the state limit class-size waivers 
and require full public disclosure of requests for class-size 
waivers.

(9) Curriculum
ATPE supports comprehensive instruction in all grade 

levels that prepares Texas students for success throughout 

their public school years as well as in post-secondary and 
career opportunities.

ATPE recommends that school districts/the state:
a.  Ensure that state curriculum standards are develop-

mentally appropriate for all grade levels and content 
areas.

b.  Allow teachers and administrators to determine the 
appropriate content and/or methodology of curric-
ulum and education programs, including e-learning 
programs.

c.  Require one year of mandatory attendance in an  
accredited kindergarten program in order for students 
to be eligible to enter first grade.

d.  Require that children entering kindergarten should be 
5 years old on or before July 1.

e.  Expand and fund career and technology programs.
f.  Provide all students with adequately trained personnel 

and the most appropriate placement to meet their 
needs.

g.  Recommend that any changes to graduation require-
ments be made with full consideration of the need for  
a well-rounded curriculum and student choice.

h.  Ensure that the State Board of Education incorporates 
educator input whenever the Texas Essential Knowledge 
and Skills or graduation requirements are revised.

i.  Make curriculum for all alternative education pro-
grams commensurate with K–12 public education 
requirements.

j.  Provide current instructional materials in sufficient 
quantities to teachers and students.

k.  Ensure that teachers have access to training in the use 
of new instructional materials.

l.  Ensure that state curriculum standards support the 
social, emotional, personal, and academic growth of 
students.

(10) Grading policies
ATPE supports school district policies that give defer-

ence to an educator’s professional discretion in assessing 
the progress of his or her students.

(11) Testing
ATPE supports a testing and accountability system 

developed with educator input that maximizes student 
learning and helps educators meet the individual needs of 
students.
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ATPE opposes the use of high-stakes tests as the sole 
measure of student achievement.

ATPE recommends that the state:
a.  Provide all manipulative instruments and necessities 

mandatory for the completion of statewide assess-
ments at the beginning of each school year.

b.  Allow appropriate modifications and/or accommoda-
tions on statewide assessments for English Language 
Learners (ELLs), special education students, and 
students served by Section 504.

c.  Support state and locally developed alternative assess-
ment instruments provided that teachers are afforded 
additional and adequate resources to undertake assess-
ment development.

d.  Ensure that any online testing for state assessments is 
fully funded by the state, is tested and operational for 
each school district, and allows appropriate modifica-
tions and/or accommodations for students.

e.  Support a set schedule for releasing all implemented 
state-required assessments.

f.  Allow for flexibility in determining when ELLs are 
required to be assessed in English.

g.  Not require state-developed end-of-course exams to be 
included in a course grade.

h.  Reduce the amount of mandated tests at all school levels.

(12) Accountability
ATPE recommends that curriculum remain in local  

control and opposes a standardized national curriculum 
and test being mandated.

ATPE recommends that all federal mandates be fully 
funded by the federal government.

ATPE recommends that accountability laws be designed 
to allow for educators to meet the needs of individual 
students.

ATPE recommends that the state’s accountability and 
data systems, including any growth models, be based on 
statistically valid principles.

ATPE supports measures to ensure that persons involved 
in any way in the implementation and administration of 
ESEA make full disclosure of conflicts of interest and that 
all financial transactions related to the implementation 
and administration of ESEA be transparent.

(13) Professional development
ATPE supports quality professional development pro-

grams for all school district personnel. Programs should 

meet the standards in the Professional Development 
Imperative (PDI), be offered at no cost, and be made easily 
accessible.

ATPE recommends that school districts/the state:
a.  Require site-based decision-making (SBDM) commit-

tees to determine how staff development days are used 
in accordance with campus needs.

b.  Offer comprehensive staff development in areas 
including but not limited to special education, school 
law, technology, gifted/talented education, crisis 
management, discipline, school safety, and cultural 
awareness.

c.  Accept and approve all State Board for Educator  
Certification (SBEC)-approved professional develop-
ment for credit by all school districts.

d.  Foster the development of interactive professional 
development learning communities.

(14) Home schooling and private 
schooling

ATPE opposes any program or initiative, tuition tax 
credit, or voucher system that would direct public funds to 
private, home, or for-profit virtual schools.

ATPE opposes the selective participation of home-school 
and private school students in public school activities and 
classes, except through the Virtual School Network.

(15) University Interscholastic League
ATPE opposes any legislation that would abolish the 

UIL or require it to open its membership to all private and 
home schools.

ATPE opposes any legislation that would eliminate the 
athletic period from the school day or abolish “No Pass, No 
Play” standards.

ATPE opposes legislation that would permit schools to 
employ coaches who are not full-time employees of the 
district.

ATPE opposes legislation that would allow parents to 
perform eligibility checks.

(16) Charter schools
ATPE recommends that the state adhere to a rigorous 

authorization process when granting charters.
ATPE recommends that the state require charter schools 

to meet appropriate financial accountability and academic 
performance standards before allowing them to continue 
or expand.
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ATPE supports employees of charter schools having 
applicable certification requirements, standards, rights, 
and benefits commensurate with employees of traditional 
public schools.

ATPE recommends that charter governing board mem-
bers receive training commensurate with training required 
for public school board members.

ATPE recommends that the UIL, Legislature, commis-
sioner of education, and State Board of Education prevent 
unfair recruitment by charter schools.

ATPE recommends that the Texas Education Agency 
prohibit charter schools from creating exclusionary expul-
sion or enrollment policies. 

(17) Windham School District and  
Texas Juvenile Justice Department

ATPE supports the goals established for the Windham 
School District and the Texas Juvenile Justice Department.

Educators employed by those entities should have 
certification requirements, standards, rights, and benefits 
commensurate with other public school district educators.

(18) Parental, business, and community 
involvement

ATPE supports programs that encourage parental,  
business, and community involvement in the education of 
all students.

ATPE recommends that the state encourage employers, in-
cluding school districts, to provide release time for parents 
to participate in school/parental involvement activities.

ATPE recommends that all Texas legislators, especially 
those serving on committees dealing with educational is-
sues, spend time each year in classrooms in school districts 
of varying sizes and socioeconomic backgrounds through-
out the state in order to gain firsthand knowledge of the 
inner workings of Texas public schools.

(19) Texas public education system
ATPE supports a public education funding system that is 

equitable and adequate to provide every student an equal 
opportunity to receive an exemplary public education. 
ATPE also supports any form of state revenue enhance-
ment and tax restructuring that accomplishes this goal.

(20) Permanent School Fund
ATPE supports a management strategy that maintains 

the security and growth of the Permanent School Fund 

while maintaining the integrity of the distribution method 
applied to the Available School Fund.

(21) Contracts and due process
ATPE supports vigorous enforcement of equitable edu-

cator contract laws and due process laws regarding teacher 
assignment, transfer, hiring, and dismissal, including 
requirements for independent hearing examiners.

(22) Paraprofessionals
ATPE supports a state minimum salary schedule for all 

paraprofessionals employed by the school district as well 
as duty-free lunches, due process, basic notification, and 
reasons for employment termination considerations.

(23) Compensation and benefits package
ATPE supports a career compensation and benefits 

package for all certified, licensed, and contracted public 
school employees that mandates competitive salaries that 
are equal to or greater than the national average and com-
petitive with private industry. The state program should in-
clude a minimum salary schedule that provides for annual 
increases to recognize longevity in the profession.

ATPE supports full state funding for compensation and 
benefit increases that districts are required to pass on to 
individual educators in the exact amount funded without 
any loss of local supplement.

ATPE recommends that the state prohibit districts from 
substantially reducing an employee’s effective rate of pay 
through the imposition of additional duties outside the 
classroom or extension of the school day, week, or year.

The state should prohibit school districts from making 
changes to local policy after the deadline for resignation  
if those changes would reduce educators’ compensation  
or benefits.

(24) Differentiated pay
In addition to minimum salaries, ATPE supports differ-

entiated pay in the form of step increases or stipends for 
public educators who undertake advanced certification/
training, advanced coursework or degrees, or other pro-
fessional duties that they are required to perform outside 
normal instructional activities.

(25) Performance-based decisions
ATPE opposes the use of student performance, including 

test scores, as the primary measure of a teacher’s effective-
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ness, as the determining factor for a teacher’s compensa-
tion or as the primary rationale for an adverse employment 
action.

ATPE believes students’ state-level standardized test 
scores should not be a component of teacher evaluations 
until such time as they can be validated through a con-
sensus of independent research and peer review for that 
purpose.

ATPE opposes the use of value-added measurement at 
the individual teacher level for teacher evaluation purposes 
or decisions about continued employment of teachers.

ATPE supports incorporating measures of student 
growth at the campus level or higher into evaluations of 
educators as long as the measures are developed with edu-
cator input, piloted, and deemed statistically reliable.

ATPE opposes incentive or performance pay programs 
unless they are designed in an equitable and fair manner as 
determined by educators on a campus basis.

ATPE supports the creation of a statewide set of evaluation 
standards for campus administrators that includes a survey 
of campus classroom educators and staff regarding the pro-
fessional performance of the campus administrators.

(26) Leave policies
ATPE supports state standards that establish fair and 

equitable leave policies. ATPE recommends that the state:
a.  Grant full employment benefits to employees who are 

physically injured by students until such time as the 
employees return to work or, if necessary, throughout 
their retirement.

b.  Increase the number of state personal days to 10  
per year.

c.  Grant full daily pay to employees who have been sub-
poenaed.

d.  Require that district policies cannot set a maximum 
number of consecutive days taken at less than five 
days. 

e.  Discourage districts from taking adverse actions 
against an educator on the basis of reasonable use of 
accrued leave. 

(27) Health insurance
ATPE supports providing public school employees with 

high-quality, competitive health insurance benefits that are 
fully funded by the state at a level equal to or greater than 
the benefits provided to state employees.

(28) Teacher Retirement System
ATPE supports the dedication of all available revenue to 

maintain the actuarial soundness of the pension fund in 
order to improve benefits for all active and retired Teacher 
Retirement System (TRS) members.

In addition, ATPE supports an increased state contribu-
tion rate, an increase of the retirement formula multiplier, 
the establishment of TRS benefits comparable to state 
employee retirement benefits, and continued control of 
TRS funds at the state level.

ATPE recommends that the state:
a.  Provide for one year of state-paid retirement credit for 

every 50 days of unused, accumulated state leave.
b.  Require that a majority of TRS board members be 

educators.
c.  Maintain the Rule of 80 formula for retirement eligi-

bility without penalties for early-age retirement.
d.  Provide an annual cost-of-living increase for retired 

educators.
e.  Maintain the current defined benefit pension plan for 

all TRS members.
f.  Give TRS contributions the same weight as Social Secu-

rity contributions for the purpose of calculating child 
support payments.

(29) Social Security
ATPE supports the amendment of federal law/rules to 

eliminate provisions that reduce retirement benefits of 
educators.

ATPE opposes mandatory participation in Social Security 
for employees of public school districts in Texas.

(30) Tax credits
ATPE supports permanent tax credits and equitable 

reimbursement programs for materials and items  
purchased by educators for use in classrooms or other  
education-job-related purposes.

(31) Payroll deduction
ATPE supports state standards that establish fair and 

equitable payroll deduction policies.

(32) Paperwork reduction
ATPE supports meaningful efforts to monitor and 

control the paperwork burdens on educators, including 
paraprofessionals.
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(33) Regulatory exemptions, including 
Districts of Innovation

ATPE generally opposes the state granting waivers or 
exempting districts and campuses from provisions of the 
Education Code and believes that any exemptions granted 
should be as narrow and time-limited as possible.

ATPE believes districts should not be allowed to use 
exemptions in a manner that is inconsistent with the  
district’s written and adopted DOI plan.

ATPE recommends full public disclosure of requests  
for waivers or exemptions. 

ATPE recommends oversight be established and  
maintained for any waivers or exemptions. 

(34) Consolidation
ATPE opposes forced consolidation of school districts 

or district services but supports state incentive aid for 
districts to consolidate or divide if either would be advanta-
geous to an equitable and efficient education for students.

(35) Commissioner of Education
ATPE recommends that the Texas Commissioner of  

Education be required to have at least five years of class-
room teaching experience in a pre-K through 12th-grade 
public school setting.

(36) Bus driving
ATPE opposes requiring school district employees to 

obtain a bus driver’s license as a condition of their employ-
ment contract, unless the employee’s primary assignment 
is that of bus driver.

ATPE recommends that school district policies regard-
ing school bus operators’ hours adhere to acceptable safety 
standards.

(37) Prekindergarten
ATPE supports a fully funded, optional prekindergarten 

program for all.

(38) Educator speech and political  
involvement

ATPE opposes undue restrictions that would limit the 
ability of educators to express their political views.
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PROFESSIONAL 
DEVELOPMENT 
TO KEEP YOU 
AT THE TOP OF 
YOUR GAME
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A TPE membership includes access to more than 80 hours of continuing professional 
education, as well as networking opportunities with members from across the 
state and valuable resources to help advance your career.

The ATPE Professional Learning Portal is a learning management system that provides 
you with access to a variety of engaging courses you can take or view to earn continuing 
professional education (CPE) credit.

The Professional Learning Portal also provides a tracking system that allows you to 
maintain a comprehensive history of CPE hours and certificates.

ATPE member instructions 
1.  Log in to your atpe.org web account at atpe.org/ 

my-account. If you haven’t already created a web  
account, you can do so via this link. 

2. Visit atpe.org/cpe.
3.  Click on the option for members to continue to the 

Professional Learning Portal. Members must access the 
Professional Learning Portal through atpe.org, not a 
bookmarked or favorite link in your browser.

4.  If you’ve never visited the Professional Learning Portal 
before, you will need to accept the user agreement and 
complete your profile before moving on (you can cus-
tomize your profile to your needs).

Not an ATPE member? 
1.  Access the Professional Learning Portal at atpe.org/cpe. 
2. Click on “Not a member? Continue for guest access.”
3. Click on “Create your Account.”
4.  Follow the instructions in order to create your account 

(you can customize your profile to your needs) on the 
Professional Learning Portal (make sure you select 
“save changes” at the bottom of the page in order to 
move on). 

Members and nonmembers, after you have logged in to the website or while you are 
logged in, follow these steps to get your certificate: 

1.  Visit the “Education Tracker” on the left side of the screen. Scroll to the bottom to view the chart where all of 
your completed courses, sessions, and live events will be listed. 

2.  To print the certificate for your records, click on the corresponding course/program/live event and select  
“view certificate.” 

For more information, contact ATPE’s professional learning staff at prof_dev@atpe.org or (800) 777-2873.

Access the Professional Learning Portal 

Access and Print Your CPE Certificate

https://www.atpe.org/en/My-Account?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/My-Account?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://atpe.org/cpe?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://atpe.org/cpe?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
mailto:prof_dev@atpe.org
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More than 3,000 members across Texas 
take an active role in leading the orga-
nization. You can become involved with 
ATPE by serving as a:

•  Campus representative, who shares 
ATPE membership benefit information 
with colleagues.

•  State committee member, who meets 
in Austin to help determine ATPE’s 
priorities on topics ranging from  
membership benefits and bylaws to 
ATPE’s political agenda and public 
information.

•  Local unit officer, who is elected by 
local members and helps guide local 
policies.

•  Region officer, who is elected by re-
gion members and collaborates with 
fellow leaders to address common 
issues and goals.

•  Region director, who is elected by re-
gion members and serves on the ATPE 
Board of Directors.

•  State officer, who leads quarterly 
board meetings and collaborates with 
ATPE staff to establish ATPE budgets, 
programs, and priorities.

Leadership ATPE is designed as a  
biennial program to identify and cultivate 
emerging ATPE leaders. ATPE selects up 
to 20 emerging leaders from within our 
membership. This academy draws upon 
the innate leadership qualities of its par-
ticipants and equips them with the addi-
tional knowledge, skills, and experiences 
needed to elevate their service to our 
association, their local schools, and their 
communities.

Ideal candidates have three to five years 
of experience as a professional or associ-
ate member of ATPE and are dedicated 
to advocating for ATPE and the educa-
tion profession; possess a keen interest in 
serving as an elected officer of ATPE at 
the local, region, or state levels; and want 
to learn more about leadership, effective 
communication, best practices for associ-
ations, and board governance.

Learn more at atpe.org/leadership-atpe.

LEADERSHIP OPPORTUNITIES TO 
BOOST YOUR CAREER

Leadership Roles Leadership ATPE

https://www.atpe.org/en/Leadership-ATPE?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
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The ATPE Summit is our annual event. 
Held every summer at locations across 
the state, the summit is where members 
receive professional development, partici-
pate in the House of Delegates meeting, 
elect state officers, and network with 
their peers from around the state.

Learn more at atpesummit.org.

ATPE at the Capitol is ATPE’s popular 
political involvement training and advo-
cacy event. Held every other year (during 
the Texas legislative session), this two-
day event provides members with in-
depth training from ATPE Governmental 
Relations. Attendees then take that train-
ing to the Capitol to advocate on behalf 
of public education! 

Learn more at atpe.org/advocacy.

ATPE EVENTS PROVIDE  
OPPORTUNITIES TO CONNECT

ATPE Summit ATPE at the Capitol

Connect with fellow educators from across the state at ATPE events.

https://atpesummit.org/
https://www.atpe.org/en/Advocacy?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
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Y our hard-earned money goes further with ATPE. Nobody knows how to stretch a 
dollar like an educator. Whether you’re a teacher, an administrator, a paraeducator, or 
a student teacher, you’re forever being asked to do more with less. And the amazing 

part is, you make it work!
Save big (more than the cost of your dues!) on member discounts such as classroom supplies, 

prescriptions, life insurance, automotive maintenance, and more. Take advantage of your 
discounts by logging in to your account at atpe.org and clicking on “Services and Discounts.” 
You’ll find more than 20 tabs with special codes and exclusive offers just for ATPE members. 

ATPE MEMBERS HAVE ACCESS  
TO EXCLUSIVE DISCOUNTS

https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
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Degree programs 
Looking to further your career? ATPE members save 20 percent on tuition 
with Grand Canyon University (GCU). GCU, which was originally estab-
lished as a teacher’s college more than 60 years ago, offers bachelor’s, 
master’s, and doctoral degrees for teachers and administrators.  

Health and lifestyle
Save an average of 42% on prescriptions with ATPE’s pharmacy discount 
program. Plus, check out our health and lifestyle benefits packages! Save 
on Teladoc services, as well as lab testing, vitamins, vision and hearing 
exams, and more. 

School supplies
Buying supplies for your classroom? ATPE can help with that!  Our Office 
Depot and OfficeMax discounts are one of our most popular discount cat-
egories. Get up to 80% off! 

Shopping
If you enjoy shopping, you won’t want to miss our online marketplace 
deals! Earn cash back when you do your online shopping using the ATPE/
Azigo Online Mall, which features popular retailers ranging from Best Buy 
to Bloomingdale's, and with the discounts and rewards marketplace by 
BenefitHub. Check out our Costco membership discount, too!

Travel
ATPE’s discounts on lodging and auto rental will help you plan the vaca-
tion you deserve without breaking the bank. Plus, check out our vacation 
packages—we’ve got discounts on theme parks, cruises, zoos, and more! 
And, if you’re traveling by car, you won’t want to miss out on our AAA 
membership discount!

FIND OUT MORE ABOUT HOW YOU COULD SAVE WITH ATPE AT ATPE.ORG/DISCOUNTS.

https://www.atpe.org/en/discounts?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key


40 THE ANSWER KEY  WHAT EVERY EDUCATOR SHOULD KNOW

DARE TO COMPARE.  
ATPE WINS HANDS DOWN.

The information above was based on the latest verifiable information available to ATPE as of the printing date. For the most recent updates, visit atpe.org. *ATPE is a 501(c)(6) nonprofit organization.**Eligibility, terms, conditions, and exclusions apply. 
For more information, please visit atpe.org. ***Staff attorney assistance is offered through a program separate from the insured benefits.
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Largest educator organization in Texas 
Strength in numbers with approximately 100,000 
members (including 75,000+ teachers).

Inclusive membership philosophy 
Membership open to all public school employees 
who support Texas schoolchildren.

Professional liability insurance**
The most generous professional liability insurance. 
Compare policies. ATPE's complete policy details 
are published online. Visit atpe.org/protection. 

Win or lose guarantee** 
Up to $20,000—win or lose per insured, 
guaranteed by insurance contract—in aggregate 
employment rights protection for dismissal, 
contract nonrenewal, and more.

More staff attorneys than any other  
educator association*** 
Plus a network of experienced private-practice 
attorneys throughout Texas. 

Local leaders in 400 school districts 
across Texas 
Volunteers serve in leadership roles.

Professional Learning Portal 
Track all your continuing professional education 
(CPE) hours in one place and get access to an 
extensive library of online CPE courses.

Exclusive savings
Exclusive money-saving benefits from Liberty 
Mutual, MetLife, and Randolph Brooks Federal 
Credit Union, among many others!

https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Protection?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
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DARE TO COMPARE.  
ATPE WINS HANDS DOWN.

DIANE  
POKLUDA

Regions 9 & 11 
dpokluda@atpe.org

MARY JANE 
WAITS

Regions 12, 14, & 15 
mjwaits@atpe.org

JEFF 
VEGA

Regions 16–19 
jvega@atpe.org

VACANT

Regions 13 & 20 
Please email 
kgreer@atpe.org
in the interim.

ROGER 
GUTIERREZ

Regions 1 & 2 
rgutierrez@atpe.org

CYNTHIA 
VILLALOVOS

Regions 3 & 4 
cvillalovos@atpe.org

GINGER  
FRANKS

Regions 5–7 
gfranks@atpe.org

CHARLES 
GLOVER

Regions 8 & 10 
cglover@atpe.org

ATPE’s eight dedicated regional 
membership specialists support 
ATPE's recruitment and retention 
efforts in their communities across 
the state. Not sure what region 
you're in? Enter your ISD in the 
map at atpe.org to find out.

MEET ATPE’S REGIONAL 
MEMBERSHIP SPECIALISTS
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mailto:rgutierrez@atpe.org
mailto:cvillalovos@atpe.org
mailto:gfranks@atpe.org
mailto:cglover@atpe.org
mailto:dpokluda@atpe.org
mailto:mjwaits@atpe.org
mailto:jvega@atpe.org
mailto:kgreer@atpe.org
https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key


What Do You Get for Your Membership Dues?

ATPE IS TEXAS’S LARGEST AND MOST 
TRUSTED EDUCATOR GROUPTEACHING IS HARDER THAN EVER. 
YOU DESERVE PEACE OF MIND.

OUTSTANDING 
BENEFITS AND 
RESOURCES
Leadership opportunities, 
exclusive member 
discounts, FREE online 
continuing education,  
and much more

ACCESS TO OUR 
TOP-NOTCH  
LEGAL TEAM
Experienced education 
attorneys are on  
your side

INSURANCE
Liability insurance and 
employment rights  
defense coverage to 
protect your career

UNMATCHED 
INFLUENCE AT  
THE CAPITOL
Experienced lobbyists 
fight for educators’ rights

Enjoy ATPE's Exclusive Benefits at Affordable Rates

ATPE.ORG | (800) 777-2873

�Eligibility, terms, limits, and exclusions apply. Staff attorney services are provided through a program separate from 
insured benefits. Visit atpe.org/protection for more information.

https://www.atpe.org/en/Home?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/My-Account/Join?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key
https://www.atpe.org/en/Protection?utm_source=atpe.org&utm_medium=PDF&utm_campaign=20-21_mc&utm_content=Answer%20Key



