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ARTICLE I - RECOGNITION

The School Board of Sarasota County, Florida, recognizes the Sarasota Classified/Teachers Association, hereinafter
referred to as the Union, as the exclusive bargaining representative of the employees in the. bargaining unit described
herein:

A.

Inclusions

The bargaining unit shall include employees of the Board whose position requires certification including but
not limited to Department Chairpersons, Grade Level Chairpersons, Guidance Counselors, Social Workers,
Classroom Teachers, Visiting Teachers, Homebound Teachers, Librarians, Media Specialists, Psychologists,
all Instructional Specialists, Summer School Teachers, Itinerant Personnel, Experts-in-Field, and Adult and
Community Education Teachers. Instructional bargaining unit members’ duties must constitute 50% or more of
their time at the school level and/or instructional functions other than in administrative or supervisory positions
as outlined in Florida Statutes.

Exclusions

The bargaining unit shall not include Board Members, Superintendent, Assistant Superintendents, Administra-
tors, Principals, Executive Directors, Directors, Coordinators, Assistant Directors, Assistant Principals, Project
Directors, Supervisors, Program Directors (Vocational Technical), Managers, Managerial Employees, Confi-
dential Employees, Classified Employees, Non-Instructional Staff, members of other bargaining units of the
Board, all other employees whose position does not require certification, and any other employee paid on the
Administrative/Supervisory Salary Schedule or Principal Salary Schedule and directly included in the adminis-
trative unit.

ARTICLE II - DEFINITIONS

ADDRESS The address of a teacher provided by him/her to the Board.

ADMINISTRATOR An employee of the Board who is excluded from the bargain-
ing units and who is paid on an Administrative Salary Sched-
ule.

BOARD/EMPLOYER The School Board of Sarasota County, Florida, or its designee.

CAFETERIA PLAN A Board approved negotiated benefit plan that includes multi-

ple options for the teacher.

CONTINUOUS SERVICE Non-interrupted service to the Sarasota County School System

from the first day of service to any implementation of this pol-
icy. Absence from service by an approved School Board leave
shall not be deemed an interruption in continuous service. A
teacher who transfers to the classified bargaining unit and then
returns to an instructional bargaining unit position will have
his/her former time in the instructional bargaining unit apply
for seniority purposes providing there was no break in service
to the School Board of Sarasota County.

COST CENTER Each individual work site for which the Sarasota County

DOE

School Board is responsible.

Florida State Department of Education.

INSTRUCTIONAL ]



—
(=T = - I =ATLV  -N VR I S R

i vl et i il ol aied S dra e s ettt S G e A S Ll Bl el il el e

EMPLOYEE

NORTH COUNTY

PARTIES

POSITION SUPPLEMENT

PDC

PRINCIPAL/DIRECTOR

REGULAR WORK WEEK

SCHOOL CALENDAR

SENIOR REPRESENTATIVE
SOUTH COUNTY

SUPERINTENDENT

TEACHER

UNION

WORKDAY

WORK YEAR

INSTRUCTIONAL

A member of the instructional bargaining unit who is ap-
pointed by the Board to work at a .6 FTE or greater capacity.

Any school or work site located north of North Creek.

Includes both the School Board of Sarasota County, Florida
and Union (the Sarasota Classified/Teachers Association,
SC/TA).

The following supplements that appear in Appendix A, Sec-
tion 5 of this Agreement: Schocl Psychologist, School Social
Worker, Program Specialist, Teacher Trainer, or Consultant.

Professional Development Center of Sarasota County.

The chief administrator of a school/ccst center or his/her des-
ignee.

The regular work week shall be Monday through Friday unless
otherwise indicated in the Agreement. Any change in the regu-
lar work week shall require that both parties mutually agree to
such change(s) and provide at least 30 calendar days of notifi-
cation.

The School Calendar as adopted by the Board will incorporate
six paid and nine unpzid koelidays into the calendar that will be
part of the 196 day contract. Before adopting the calendar, the

Board wil! consider the raquests of the Union. When an aca-

demic school year has a totzi of 105 weekend days, the unpaid
holidays will reflect eight days.

The representatii'e 25 designated by the Union.
Any school or work site located south of North Creek.

The Superintendent of Schools or his/her designee.

A member of thz bargaining unit as defined in Article I unless
otherwise indicated.

The Sarasota Classified/Teachers Association (SC/TA).

A duty day of the teacher umless ctherwise indicated in the
Agreement.

The regular work year for teachers covered under this contract
shall normally be 196 duty days. Specialist’s work year shall
consist of 220 duty days.

If the Schocl Board decides to increase the work year beyond
196 days, the Board will negotiate the proposed change and
the compensation for such extension with the Union. There is
no guarantee of extra duty days on the part of the Board. Such
days are to be considered annually and be subject to the ap-
proval of the Superintendent of Schools.
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Teachers who work in excess of 196 days shall continue to
receive one vacation day for every 24 additional duty days
(not including the Summer School program).

In the case of those teachers whose current contract is in ex-
cess of the 196 days, said teachers will not have their contract
year reduced except as outlined in Article XIV, Reduction in
Force.

ARTICLE IiI - SCOPE OF BARGAINING

A. Scope

The subject of collective bargaining between the Board and the Union shall be wages, hours, terms, and condi-
tions of employment of the teachers.

B. Procedures

The Superintendent and the Unicn shall meet at reasonable times to negotiate in good faith and to execute a
written contract with respect to agreemnents reached concerning the terms and conditions of the employment of
the teachers.

C. Agreement

1.

4,

Lh

Upon complenon of collective bargaining between the Superintendent and the Union, the collective bar-
gaining agreement ‘shall become binding only after it has been ratified by the bargaining unit and ap-
proved'iby ‘the Board at'a'régularly scheduled meeting.

Pob TG IRT b et
This Agreement’ ¢onstitites the full and complete commitments between both parties and may be altered,
changed, added to, deleted from, or modified only through the voluntary mutual consent of the parties in
wﬁnﬁn'aﬁd 'Sign‘éd amendme‘nt to this Agreement.

Should any provision of this Agreement be declared illegal by a court of competent jurisdiction or as a re-
sult'of ‘staté or federal legistation, said provision shall be automatically modified by mutual agreement of
the parties to the extent that it violates the law; but the remaining provisions shall remain in full force and
effect for the duration' of ﬁns Agreement, if not affected by the modified provision.

This Agreement shall supersede any rules, regulations, or practices of the Board which shall be contrary
to or‘inéonsistent‘with the terms of this Agreement.

An individual ‘contract which is executed during the term of this Agreement between the Board and a
teacher shall be made expressly subject to the terms of this Agreement. An individual contract which is
executed during an interim period between this and subsequent agreements between the Board and a
““feacher shall contain a clause providing that after execution of this Agreement, said individual contract
" shitl be brought into confdrmity with the terms of that Agreement.

Each party shall bear the full cost of its participation in collective bargaining sessions and grievance and

~arbitration hearings. Time'spent by teachers during work hours, on behalf of themselves or the Union,
‘shall be without loss of salary and fringe benefits providing that they or the Union shall reimburse the

School System for substitute costs when necessary. Both parties agree to schedule such activities to inter-

fere as little as possible with instruction of students.

INSTRUCTIONAL 3
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D. Resolution of Impasse

1.

Mediation

In the event that an impasse is reached by the parties during the course of neggtiations, either party may
direct a request to the Federal Mediation and Conciliation Services (FMCS) setting forth the date the im-
passe was reached and a statement as to the nature of the item or items at impasse. Both parties agree to
meet with the mediator selected according to the rules of the FMCS and to attempt to reach agreement by
good faith negotiations as rapidly as possible. Should the FMCS decline to assert jurisdiction over a dis-
pute, either party may request a mediator from PERC. The mediation stage may not be waived except by
consent of both the Board and the Union.

In the event that mediation fails to resolve the impasse or a collective bargaining agreement is not
reached, the impasse shall go to a Special Master.

Special Master
Use of a Special Master shall be in accordance with applicable law.
Authorized Committee

If the Union or the School Board rejects in whole or in part the recommended decision of the Special
Master, the Chairman of the School Board in conjunction with the, Union shall select and appoint a duly
authorized committee of three neutral parties to hear the parties’ positions and resolve the disputed issues.
The three neutral parties shall be selected from a list supplied by and consistent with the procedures of the
FMCS. Any financial matters under review by the “Authorized Committee” shall be returned to the
Board and the Union for final ratification.

ARTICLE IV - UNION RIGHTS, PRIVILEGES, AND OBLIGATIONS

A. Employer Information

1.

2.

The Board agrees to furnish to the Union, in response to reasonable request, all zvailable information
concerning the financial resources of the district, including but not limited to annual financial reports and
audits, register of certified personnel, tentative budgetary regnirements and allocations (including county
allocations, Board budgets), agendas and minutes of all Board meetings, treasurer’s reports, census and
membership data, names and addresses of all teachers, salaries paid thereto and educational background,
and such other information as will assist the Union in developing and proposing intelligent, accurate, in-
formed, and constructive programs on behalf of the teachers and their students together with information
which may be necessary for the Union to process any grievance or complaint. If production of copies is
required to provide such information, the Union will bear all reasonable expenses.

All rules adopted by the Board shall be distributed to the Union within 30 days of adoption.

B. Payroll Deduction

I,

A member of the bargaining unit, and only such a member, may present written authorization to the
Board to deduct Union dues and TIGER deduction from his/her salary. Each authorization shall be effec-
tive until the earlier of the two occurrences:

a.  Loss of certification by the Union as the bargaining agent for the teachers cavered by this contract.

b. 30 days after written notice of revocation of said authorization by the teacher to the Board and the
Union.

INSTRUCTIONAL 4
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The Union shall pay to the Board a fee of $250.00 per year for payroll deduction for Union members. The
Board shall transmit to the Union any and all deductions within 15 days, except in the case of reasonable

delays.

The Board’s obligations with respect to said funds are the collection and transmittal of the funds within
15 days whenever possible, the provision for half-time deduction at the earliest opportunity, and the pro-
vision to take TIGER deductions. The Union, its officers, agents, and members will hold the Board and
its agcnts ‘harmless for the cost and results of any action which may be brought by any of its members,
groups of members; or agencies of law with respect to the use of disposition of said funds after they have
been transmitted to the Union.

The Board is prohibited from any involvement in the collection of fines, penalties, or special assessments
levied or attempted-to be levied upon its teachers by the Union, its officers, agents, or members.

C. Union Meetings and Activities

1.

Whenever possible, the Senior Representative or designee shall not be assigned non-teaching duties so as
to carry out those responsibilities associated with enforcing ¢his Agreement.

The Union’s Negotiating Committee, not to exceed ten persons at any given time, shall be granted release
time not to exceed five days with pay for contract negotiations.

Upon ratification of the Agteement, the Union shall have the authority and the Board shall approve re-
lease time for all bargaining unit members to be provided a contract briefing while they are in a duty
status. This will normally be accomplished during the first week of school when students are not in atten-
dance or at another mutually agreeable date and time schedule. -

The Union reserves the right to hold meetings at School Board facilities/work locations upon 24 hour no-
tification (except in cases of emergency) to the principal/supervisor by the Union representative.

The Senior Representative or designee shall be allowed to present the views of the organization at any
faculty meeting as a last agenda item. The Administration shall make every-effort to forward to the Senior
Representative any and all agenda items relative to said faculty meeting. Un]ess an emergency exists no
faoult)) meetmg shall be held wlthout 48 hours notice.

D. Union Acﬁvi‘rltés at Work‘Lacaﬁons

1.

14."-

Whehéver p0551b]e the Umon representative shall be allowed to conduct Union business throughout the
Workday othel' than durmg mstructlbnal time or teacher pla:nmng time unless otherwise agreed to by the

parhes

Union represcntatives shall have -access to any cost center for-the purpose of enforcing this agreement
consxstent w1th appllcable statutes

The Union shall have access to mtemal mall chstnbutlon within buildings as provided by the principal or
director of the respective cost center. Public address systems and other means of communication which
are available within the cost center may be utilized by the Union for purposes of announcements provided

that all announcements are first reviewed by the appropriate administrator.
LR 18 ¥ S 5o .

E. Inter-School Mail

Within' the guidelines of the U.S. Postal Service and related quasi-judicial rulings, the Union shall have the
right to use the inter-school mail facilities and school mailboxes, so long as such does not include boxes,
oooks, or other bulky material: The Union will compensate the Board at a rate of $500 per year for the cost of
providing this service.

INSTRUCTIONAL 5
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Time for Union Representatives

1. Whenever possible, the Senior Representative or designee will be relieved from homeroom duties. The
building administrator shall have the right to assign an alterrate teacher or. paraprofessional to the home-
room duty without recourse to the grievance procedure. SR

2. The SC/TA will be allocated a total of 100 days per semester of Board-paid released time for either in-
structional or classified bargaining units. The SC/TA may allocate those days at their discretion.

Should the SC/TA exceed the 100 days, they will reimburse the Roard for all additional days at the ap-
propriate substitute’s rate of pay. These days may be used at the SC/TA’s discretion.

Management shall not deny the use of these days except for good cause.

BBS and Computer Access

1. The Employer shall provide access to the Beard’s BBS to the Union as a means of communications with
the employees.

2. The Employer agrees to provide access to a computer and the BBS for the senior Union representative at
each work site.

Bulletin Boards

The Employer shall provide bulletin boards specifically for the Union in all lounges, planning areas, and
teacher cafeterias for the purpose of posting Union information.

New Teacher Orientation -
The Union and the Board shall conduct new teacher orientation pzograms at mutually agrcér.;_.blc times.
Information from the Board

1.  The Board shall provide on a regular basis to the Union, lists ¢f vacancies and additicns from the bargain-
ing unit including Board minutes. :

2.  The Board shall provide the Union with a complete set.of School Board miles a1d changes thereof.

Parking

Employee parking shall take precedence over student parking and shall be in an area as close to the school en-
trance as possible.

Right to Representation

1. No disciplinary action may result from a meeting between a teacher and his/her supervisor and/or other
management official unless the teacher is advised that such a meeting is for the purpose of discussing dis-
cipline or potential dlsuplme, and the teacher is allowed Union representation if s’he so desires. If a re-
quest for representation is made, it shall be honored. :

2.  The Union has the right to be present at any meeting of the Employer and teacher if that meeting is for the
purpose of discussing teacher competency.

3. The Union retains the right to represent all teachers of the bargaining unit consistent with 'applicable stat-
utes.

INSTRUCTIONAL | 6
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4. The Board agrees to notify the Union of any meeting relative to 1 and 2 above at least 24 hours in ad-
vance of said meeting except in cases of emergency, and no meeting shall be held unless the time and
date are mutually agreeable to the parties. An emergency is defined as any condition that constitutes a
real and immediate danger to ihe district and any serious charge as outlined in Florida Statutes, Chapter
231. In cases that are described as “emergency” in nature, the meeting shall take place no later than 24
hours after the knowledge of the parties of such incident.

M. Committee Appointments

When the Board cr Admiaistration establishes district-wide committees requiring the participation of instruc-
tional bargaining uni: members, such members shall be chosen by the Union. Textbook committees are ex-
empted from this provision.

Exclusivity Clause

Only the exclusive bargaining agent, SC/TA, shall have the right to enforce this Agreement, hold Union meet-
ings, digiribute Union literatvre, and have access to the public address system, school grounds, and buildings

for Union purposes.

Subcontracting

Work normally performed by bargaining unit members will not be subcontracted if the contracting out of such
work jeopardizes, eliminates, or reduces the work force of the bargaining unit.

ARTICLE V - TEACHER RIGHTS

A.

Consistent with Florida Statutes, Chapter 447, each teacher of the bargaining unit has the right, freely and
without fear of penalty or reprisal, to form, join, and assist the Union or to refrain from any such activity; and
each teacher shall be rruiected u tho exercise of this right. The Employer agrees that the right to assist the Un-
ion extends to participation in the management of the Union and acting for the Union in the capacity of Union
representative, including presentation of its view to officials of the Governor, the Legislature, or other appro-
priate authority. The Employer shall take the action required to assure that teachers in the bargaining unit are
apprised ofitheir mights under State Statutes and that no interference, restraint, ccercion, or discrimination is
practiced by the Employer to encourage or discourage membership in the Union.

Consistent'with applicabic siatuvtes, 4 teacher’s off-the-job conduct shall not result in disciplinary action, unless
such conduct impairs his/her effectiveness as a teacher. Moreover, the Employer recognizes the right of a duly
recognized Union representative to express the views of the Union provided they are identified as Union views.

The persor:al life of a teache: is 1.0rny lly not an appropriatz concern of the Board. However, in certain circum-
stances, his/her personal conduct may be deemed to affect the proper performance of his/her assigned functions
during the work day.

No teacher shall have disciplinary action taken against him/her because of debt complaint, and the Employer
shall not zscist the creditor in coilecting the debt, unless required by applicable state and/or federal statutes.

Teacher participation in charitat:le drives azd activities is voluntary. Solicitations may be made, but no pres-
sure shall be brought to bear to require such participation.

Al School Board Rules and policies shall be unifermly administered throughout the bargaining unit.

Teachers shall not be subjected to personnel practices which are prohibited or in conflict with School Board
Pules or policies. :

INSTRUCTIONAL 7
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G. Annual Contract teachers will be granted a Professional Service Contract after three years of satisfactory per-
formance. Consistent with applicable statutes Annual Contract status can be extended to a fourth year.

1.  Teachers shall not be required to attend any meetings after the normal workday other than normally
scheduled faculty meetings, parent-teacher conference meetings, and open house.

2.  Teachers shall not be required to participate in any activities beyond the normal workday other than on a
voluntary basis.

I.  Teachers shall not transport students except in accordance with School Board Rules.

J. Except in emergency circumstances, administrators shall not discipline teachers in the presence of students,
parents, other faculty, or staff members.

4

1. The placement of written reprimands in the official Personnel File shall be in accordance with Florida
Statutes, Chapter 231.291. Any teacher who is recommended for suspension or termination during the pe-
riod of contract shall be afforded due process in accordance with State Statutes.

2. If a suspension or termination is deemed necessary because of threat of harm or for the teacher’s own
safety or the safety of others, or for other good reason, s/he shall be suspended with pay until the griev-
ance and arbitration process has been completed and a final decision has been rendered. The Board re-
serves the right to temporarily reassign teachers from their current work assignment during the pendency
of the grievance and arbitration process. '

L. Teachers hereby retain and reserve all rights, duties, authority and responsibility conferred upon and vested in
them by the Laws, Constitution of the State of Fiorida. and DOE Reg_ulations. :

M. All teachers who participate at their own cost, and primarily on their own time in the production of tapes, pub-
lications, or other produced educational material shall retain residual rights should they be copyrighted or sold
by the Board.

N. Any teacher holding a Continuing Contract will be allowed to exchange his/her Continuing Contract for a Pro-
fessional Service Contract upon his/her request to the Personnel Office. : '

0. Teachers with elementary school-aged children will be considered to be in a hardship position and will there-
fore be eligible for an automatic supervision hardship reassignment of their children to their parent’s elemen-
tary school work site.

P. The Board agrees to require the fingerprinting of existing employees only as required by state statute or law

enforcement officials. In such cases, the Board will bear the cost of all such testing. This does not include the
fingerprinting of new employees.

ARTICLE VI - MANAGEMENT RIGHTS

A. Nothing in this Agreement shall be construed to limit or impair the right of the Board to exercise its sole dis-
cretion, providing such exercise is consistent with the express terms of this Agreement and in keeping with
Federal and State Laws on all of the following matters:

1. to manage the school system and to exercise sole, exclusive control and discretion over the organization
of the Board and of the Sarasota County School System and the operations thersof.

INSTRUCTIONAL . 8



=l = R S e S

2. to determine the purpose and functions of the Board and its constituent agencies, divisions and depart-
ments.

3. to perform those duties and exercise those responsibilities which are assigned to it by law or by regula-
tions of the State Board of Education and by State Law.

4.  to determine and adopt such policies and programs, standards, rules and regulations as are deemed neces-
sary for the efficient operation and general improvement of the Board’s school system and to subcontract
such operations and services to the extent deemed practical and feasible to the Board.

5. to set methods, means of operations, and standards of services to be offered throughout the Sarasota
County School System and to subcontract such operations and services to the extent deemed practical and
feasible to the Board.

6. to decide curriculum and to supplement minimum course of study prescribed by the State Board of Edu-
cation for all schools.

7.  to determine and rg-determine job content.

8. to decide the number Iocatlon destgn, and mamtenance of its schools, departments and facilities, sup-
plies and equipment.

9. to determme the quahﬁcat:ons of all teachers of the Board, to select, hire, lay off, assign, transfer, pro-
mote, demote and dlrect all teachers of the Board cons:stent w1th thls Agreement.

10. to discharge and suspend any teachers of the Board and to take other disciplinary action against such
teachers for cause and to relieve such teachers from duty because of lack of work or for other legitimate
reasons. . : b e 1 g ;

IS, St bt atneriug ' & el :

11. to make, issue, publish and enforce policies, procedurés, rules ‘and régulations not in conflict with the ex-
press prowsmns of this Agreement or appllcable law, as it may from time to time deem best for the pur-
pose of mamtammg effective operatlon and order and safety in the schools. Notice thereof shall be given
the Union and the teachers. Compha.nce therewith by the teacher shall thereafter be required unless and
until rescinded or amended by the Board.

12. 10 exercise othek'rights to ma.nage the school systém ané[ the educatlonal processes which are not recited
in or expressly limited by this' Agréémenit. it

Any of ihe nghts powers ‘or authomy the Board previous]y possessed or enjoyed prior to this Agreement are

retained and may be exercised Without prior notice to or consultation with the Union except as expressly
abridged, limited, or modified by the written terms of this Agreement.

The Board has the sole, excluswe right to direct the managerial supervisory, administrative personnel, and any
other person not covered by this Agreement to perform any task in connection with the operation of the school
system, whether or not performed by the teachers within the bargaining unit.

The Board hereby retains and reserves all rights, powers, duties, authority and responsibility conferred upon
and vested in it by Laws and Constitution of the State of Florida. -

When the Supermtendent is presented wlth an emergency situation which in his/her opinion presents real or
potential danger to an éntire school cénter, he' may so notlfy the Union and permit the Union to meet with the
Administration to discuss the problem.

Physical and Psychlatné Examinations: The Board may at any time and for sufficient reasons require any
teacher to submit to a phys;cal or psychramc examination or test to determine that teacher’s fitness for em-
ployment. The cost of such examination or test required by the Board shall be paid by the Board. The teacher

INSTRUCTIONAL 9
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reserves the right to select the physician, psychiatrist, or psychologist from a group of three selected by the
Board to conduct such tests. The teacher may also submit writter results of other examinations or tests admin-
istered by a physician, psychologist, or psychiatrist of the teacher’s choice, performed at the teacher’s expense
within 21 days after receiving notice from the Board that such exam or testing is required. The results of such
examinations or tests shall be considered along with the results of required examinations or tests. A determina-
tion resulting from any such examination or test that the teacher is not fit to perform all of the material duties
of his/her position shall be considered one of the grounds constituting just cause for the termination of that
teacher’s employment. If the Board requires any teacher to submit to any such examination or testing, the re-
quirement must be presented to the teacher in writing, and the written requirements shall state the reason that
the examination or test is being required. The failure or refusal of any teacher to submit to justifiable Board re-
quests for testing may be considered one of the grounds constituting just cause for the termination of employ-
ment. Any and all examinations conducted as a result of this Section F shall be confidential in nature and shall
not be released except on those occasions as required by Florida Statutes.

ARTICLE VII - CHANGES IN PAST PRACTICES/TERMS/CONDITIONS OF EMPLOYMENT

A.

The parties shall continue past practices, terms, and conditions of employment unless said practices, terms, and
conditions of employment have been altered or changed within the confines of this Agreement.

The principal shall consult with the building Senior Representative prior to implementation of any change by
the principal in past practices at a school.

ARTICLE VIII - FAIR PRACTICES

A.

A.

There shall be no discrimination against teachers because of race, creed, color, age, sex, handicap, marital
status, nationai origin, religicus and political belief or activity, or religicus.activities aut.ﬂde the school day and
school premises. ,

The Board shall not discriminate against teachers because of mermbership in:the Union..

Teachers covered by this Agreement shall have the protection of all the rights to which they are entitled by the
Constitution of tiie United States, Federai Statutes, the Florida State Constltuuon, Fiorlda atate Statutes, and

DOE policies and regulations.

Sarasota County School Board shaii compiy with State Statutes on Veteran’: preference and Federal Statutes
on non-discrimination on the basis of religion, race, national origin, color, sex, or handicap.

ARTICLE IX - TEACHER DUTY DAY

General Guidelines

A teacher’s duty day shall be the equivalent of instructional and non-instructional minutes per day in a particu-
lar school. Each school or work site may establish its own teacher duty day schedule consisteat with the terms
of this Article. Should any school desire to change the length of its teacher duty day or to incorporate a provi-
sion which is not consistent with this Article, it may do so by following the procedures outlined in Article
XXIV, Section E of this Agreement.

A teacher’s duty day shall be the equivalent of instructional and non-instructional minutes per day in a particu-
lar school.

1.  All full time teachers shall have a duty free lunch period of not less than 30 minutes.

INSTRUCTIONAL 10
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Teachers agree to meet the reqaests for assistance or conferences initiated by students or parents that re-
quire time outside the regularly prescribed duty day. Such meetings shall be arranged by the teacher at the
earliest convenience of the parties involved.

The regular duty day can be extended for as long as needed in emergencies which threaten the health or
safety of students.

Attendance at faculty meetings may be required by the Principal provided:

a. two days advarce notice is given,

b. th.ere is a prepared agenda,

c. the meeting is directed to substantially all faculty members present, and

d. the subicc(s) of the rieeting could rot be effectively and readily presented through bulletins or
memoranda.

Al teachers shall be provided planning time as outlined in Sections C, D, E, and F of this article.

B. Part Time Teachers

1 5

All teaching units will be either full time or .6 FTE. Other than in the case of Adult and Community Edu-
cation teachers, no fractional units other than .6 FTE will be permitted.

.6 FTE teachers will work a normal work day of three periods of instruction.

Each one period of instruction will be the equivalent of one clock hour which will be equated to .2 FTE
per hour.

Teachers instructing for twe periods of a block schedule (e.g., high schools) will be considered to be .6
FTE employees.

For teackers in the Adu't end Community Education program only, .6 FTE teachers will work 18 hours
per normal work week.

Al! .6 FTE “eachers will receive benefits in a manner consistent with other appointed instructional em-
ployees.

C. Elementary Schools

1.

The normal elementary instructional assignment (teaching that requires preparation, instruction, and
evaluation) will be 300 minutes, but in no event will it exceed 330 minutes per day. Reasonable efforts
shall be made to build elementary schedules to accommodate 300 minutes of instructional assignments.

In making instructional assignments which exceed 300 minutes per day, the Principal shall consider the
follow’ng criteria:

a.  instructional assignments that exceed 300 minutes will be corrected at the first reasonable opportu-
nity that does not unnecessarily disrupt student schedules.

b.  when instructional assignments that exceed 300 minutes per day must be carried into a succeeding
year, such instructional assignments will be rotated to different teachers where possible.

The combination of instructional and non-instructional duties shall not exceed 330 minutes per day.

INSTRUCTIONAL 11
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4. Teachers may use the time during which their students are undar the direction efispecial area personnel
for planning and/or conference. Notwithstanding the foregoing, teachers shall have a minimum of 225
minutes per week of uninterrupted planning time. Teachers who have more than 225 minutes per week of
planning time may be assigned additional, reasonably related duties. To the greatest extent possible
within existing resources, this planning time will be scheduled during the student day.

1

D. Middle Schools

1.  The normal middle school instructional assignment (teaching that requires prep:iration, instruction, and
evaluation) will be no less than 250 minutes, but in no event will it exceed 300 minutes per day.

2. The normal middle school day (block schedulz) will allow teachers a duty free lunch of not less than 30
minutes and a planning/conference of 70 to 95 minutes per day on the average. Reasonable efforts will be
made to build middle school schedules to accommodate the stated lunch and planning/conference times.
In making a middle school block schedule which is less than stated above, the principal will meet with the
Faculty Council to discuss and receive recommendations about appropriate changes.

3. Instructional and planning time will range from 320 minutes to 395 minutes per day. The remaining time
will be assigned at the discretion of the principal. TJnder no circumstances shall the duty day exceed 420
minutes per day.

E. High Schools

1. The normal secondary instructional assignment (teaching that requires preparation, instruction, and
evaluation) will be 250 minutes, but in no event will it exceed 300 minutes per day, Reasonable effort
will be made to build master schedules designed to accommeodate 250 minutes of instructional assign-
ments with no more than three course preparations.

2. The high school teacher shal! be provided a mirimum of one uninferrupted planning period per day. In
the event planning time is scheduled at the end of the student day, the staff at ar_ly_.,\'ﬂ')r_k site may choose
to allow high school teachers to do their daily planning elsewhere, in lieu of a within school uninterrupted
planning period following the procedures 2s outlined in Article XXIV, Section E, Participatory Manage-
ment. (This does not preclude the staff from seeking other waivers pursuant to Article XXIV, Section E.)

3.  In making instructional assignments which exceed 250 minutes per gay, the principal shall consider the
following criteria:

a. voluntary requests to carry an additional instructional assignrnent, '

b. established course offerings cannot be provided to enrclled students without such extra instructional
assignment,

c.  required extra instructional assignments will be corrected at first semester break,

d. required extra instructional assignments that cannot be corrected at semester breaks will be rotated
where possible to different teachers.

4.  The combination of instructional and non-instructional duty shall not exceed 300 minutes per day. In ad-
dition, teachers may be assigned a homeroom period not to exceed ten minutes.

F. Vocational School
The schedule of vocational teachers shall adhere to the high school standards except where federal require-

ments, state requirements, licensing requirements, and/or special student need prohibit compliance. In such ar-
eas, the instructional assignments shall not exceed a weekly average of 330 minutes per day.

INSTRUCTIONAL R 12
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ARTICLE X - PROFESSIONAL DEVELOFMENT CENTER

A.

Function/Purpose

1.

A Professional Developmeai Center, which is establisked by the Board, shall operate in accordance with
Florida Statutes. The purpose of the Professional Development System is to promote the professional
growth of instructional personnel by linking and aligning in-service activities with student and instruc-
tional personnel needs as determined by school improvement plans, annual school reports, student
achievernent data; performancs appraisal data of teachers, and teacher input.

The School Board shall require each instructional employee to establish and maintain an individual profes-
sional de velopment plan The plan shall include the following components:

I

2.

3.

be re]ated to spemﬂc perfo:mar.ce data for the students to whom the teacher is assigned,

define the in-service objectives and specific measurable improvements expected in student performance
as a result of the in-service activity, and

include an evaluation component that determines the effectiveness of the professional development plan.

Professional Development Activities

Professional development activities shall be in accordance with the following procedures:

1:

Voluntary in-service training shall be based upon and developed from needs as determined by school im-
provement plans, annual school reports smdent achievement data, performance appraisal data of teach-
ers, and teacher input.

When the Board &' ad:ﬁuﬁstratlém detenmnes that involuntary in-service trammg is necessary, the follow-
ing mtena shall be empioyed ;

a A training component mcludmg the purposes, type of participants, length of training, type and na-
ture of credit (if any) being-offered, specific objectives; and evaluation procedures which shall in-
clude pre- and post-assessments shall be developed for in-service education. Participants meeting

““triteria for mastery on the pre-assessment shall be excused from the mandated training.

b. When possnble at least one altematwe lrammg tune may be made available for participants.

c. Mandated in-service training will occur only durmg the normal teacher duty day unless the activity
was stipulated as a specific condition of employment prior to the teacher’s annual contract.

d. In-service professional improvement activities may be scheduled on professional duty days; how-
ever, the principal and administration shall reserve one-half day for records keeping by teachers on
those professional duty days scheduled at the end of grade reporting periods. Other activities may be
scheduled for those teachers who indicate they do not need the one-half day for records keeping.

Substitutes may be provided, as available, for classroom teachers attending approved professional devel-
opment activities during days in which school is in session.

Teachers will receive expenses and per diem reimbursement for all required out-of-county approved pro-
fessional development activities. Teachers attending approved but not required out-of-county professional
improvement activities, will also receive expenses and per diem unless otherwise agreed to by the
teacher, in advance.
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5. In-service peints may be translated into credit on the salary schedule under guidelines recommended by
the Superintendent and approved by the Board in accordance with the law. If credit is so approved, the
type and nature of credit offered shall be determined in advance.

6. In-service activities will focus on, but not be limited to, subject content and teaching methods, including
technology, as related to the Sunshine State Standards, assessment and data analysis, classroom manage-
ment and school safety. In-service activities will also be based upon staff input.

7.  Teachers who have teen evaluated as less than satisfactory may be required to participate in specific pro-
fessional development programs as part of a Performance Improvement Plan.

D. Supervision of Student Teachers and Interns:

Supervision by a teacher of a student teacher or an intern shal! be voluntary. A cooperating teacher shall not be
given additional assignments outside of his/her regular responsibilities during the period s/he is supervising a
student teacher or intern, nor shall regular evaluation of a ccoperating teacher’s competency occur during the
period of class responsibility and control by the student teacher or the intern. A student teacher or intern may
be used as a substitate teacher during emergencies. In addition, a student teacher or an intern may substitute for
the cooperating teacher when appropriate in the judgment of the building administrator and the cooperating
teacher.

The following contract language will be subject to re-openers and review within one year from its full implementa-
tion upon reguest by either party.

A. Sarasota County Induction Program (SCIP)
1.  All first year annual contract teachers or teachers possessing a tempo-rat_wf,- énc.—yezﬁ contract who have not
completed the Sarasota County Induction Program (SCIP) will be considered to be enrolled in the SCIP
of the TPAS: .

2.  Any teacher experiencing difficulty in successfully completing the regnirements of the SCIP will be pro-
vided with assistance to achieve those requirements. .

3.  The length of SCIP shall be one year for new teachers with less than three years of teaching experience.
The length shall be 100 days for experienced teachers who have three or more years of successful teach-
ing experience, have received a satisfactory rating on their first evaluation, and have completed all SCIP
requirements. Experienced teachers who do not receive a satisfactory evaluation on their first evaluation
or who do not complete all SCIP requirements withir 100 days will have their program extended to one
full year.

B. Teacher Performance Appraisal System (TPAS)

All teachers will be evaluated with the Teacher Performance Appraisal System (TPAS). described herein. All
the appropriate forms appear in Appendix D of this Agreement.

C. Level 1 Teachers
1.  First Year, Level 1 Teachers

a. All annuai contract teachers or teachers possessing a ternporary, one year contract will be consid-
ered to be on Level 1 of the TPAS.

INSTRUCTIONAL 14



R=0--IE e RE S

b. The approved evaluation form for Level 1 teachers will be the Annual Appraisal Form (Appendix
‘D). ;

c.  Prior to the first formal observation, the teacher shall be fa.mﬂlanzed wnth the FPMS appraisal in-
struments, forms and procedures. :

d.  The first 97 days of the first year contract is a probationary period. During the probationary period,
the employee may be dismissed without cause or may resign from the contractual position without
breach of contract. If in the opinicn of the principal, performance concerns exist that could cause a
teacher to be dismissed during the 97 day period, informal assistance will be provided to that teacher
prior to such a determination.

e.  With the exception of those teachers dismissed during the 97 day probationary period, all first year
annual contract teachers will receive two yearly evaluations. A first year teacher who receives two
unsatisfactory overall evaluations on the TPAS 'may be non-renewed, informal assistance will be
provided to that teacher prior to such a determination.

f.  Otner than for procedura! error, the evaluation or non-renewal of a Level 1 teacher for competency
is not subject to the grievance and arbitration process.

2. Second Year, Level 1 Teachers

a. Second year, Lev2l 1 teachers wiil be evaluated at least twice yearly with the TPAS Annual Ap-
praisal Form instrument.

b. Teachers who have been evaluated as less than satisfactory may be required to participate in specific
professional development programs as part of a Performance Improvement Plan.
U Vi i |
c. Should a second year, Level 1 teacher not successfully complete a Dimension area(s) or receive an
“Unsatisfactory” rating on the TPAS, the teacher will be notified in writing of this fact and be as-
signed @ Pérformance Improvement Plan (PIP).: This plan will be-written by the staff of the Depart-
ment of Curriculum Services, based upon input from the teacher and building principal.

d. By mutual agreement (at any time during the school year), the teacher and principal may agree to
develop a PIP prior to the teacher réceiving an “Unsatisfactory” or “Needs Improvement” rating on
the Annual Appraisal Form. ‘

e. A téacher’s performance on‘the PIP will be reviewed by & person selected by the Superintendent of

' Schools and the President of thé:SC/TA. That persor will determine a teacher’s overall success or
failure on a PIP. If the PIP is Successfully completed, non-renewal may not be undertaken for com-
petency reasons. A second year Level 1 teacher who receives two unsatisfactory evaluations on the
TPAS and who has received or refused assistance through a PIP in his or her first year may be non-
renewed without a PIP review.

f.  Other than for procedural error, the evaluation or non-renewal of a Level 1 teacher for competency
is not subject to the grievance and arbitration process.

3.  Third and Fourth Year, Level 1 Teachers

a.  Third and fourth year, Level 1 teachers will be evaluated at least twice yearly with the TPAS Annual
Appraisal Form instrument.

b.  'With the exception of a teacher on a fourth year annual contract, no teacher will spend more than

three consecutive years on Level 1. Teachers on fourth year annual contract will be permitted to
spend a fourth year on Level 1 of the TPAS.

INSTRUCTIONAL 15
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The period of service (to receive a PSC) provided herein may be extenced to 4 years when pre-
scribed by the school board and agreed to in writing by the teacher at the time of reappointment.

A teacher successfully completing the service requirements outlined in Florida Statute, who holds
professional certificate, and who successfully completes all of the requirements of the Level 1 Pro-
gram described above will be recommended by the superintendent for a professional service con-
tract (PSC). :

Teachers who have been evaluated as less than satisfactory may be required to participate in specific
professional development programs as part of a Performance Improvement Plan.

All Level 1 teachers will be expected to have demonstrated satisfactory performance in all Compe-
tencies within all the Dimension areas outlined in Appendix D, prior to the recommendation for a
Professional Services Contract (PSC). Upon successful demonstraticn of 21! the required Competen-
cies, the Annual Contract teacher will be recommendsd for PSC as soon as his/her service require-
ments have been met

Should a third or fourth year annual contract Level 1 teacher reczive an “Ilnsatisfactory” rating in a
Dimension Area from his/her building level administrator on the Fall annual TPAS evaluation, the
teacher will have the right to obtain an independent second opinion. That opinion will be rendered
following observations made by an independent evaluator. That evaluator will be mutually agreed
upon by the parties and selected from a listing of independent evaluators previcusly agreed to by the
parties. Should the principal and independent evaluator agree, the principal’s rating will be sus-
tained. Should they not agree, a second independent evaluator will be chosen in a Jike fashion. The
second independent evaluator will make observation(s) of the teacher. Following the final observa-
tion, a decision on whether or not the unsatisfactory rating will be sustained or reversed will be
made based upon the majority opinion of the three evaluators.

Any independent evaluator should be free from any inflnence £oom either party to this Agreement
and as such should engage in no ex parte communications with any of the parties prior to rendering
his/her decisicn. : o i

I

Should a third or fourth year, Level 1 teacher receive an overall rating of “Unsatisfactory” on the
Fall annual TPAS evaluation, the teacher wil! be notified that s/ie will be placed on performance
probation for 90 calendar days following receipt of the notice of unsatisfactory performance. An
Educator Support Panel (ESP) will be convened (as described in paragraph E[2] below). After con-
sidering input from both the teacher and the building level administrator, the ESP will develop
through consensus, a Performance Improvement Plan (P1P) for that teacher. The teacher will have
90 calendar days following the receipt of the notice of unsatisfactory performance. The teacher will
be evaluated within 14 days after the close of the 0 calendar days by three evaluators consisting of
the principal and two independent evaluators. The decision of a “Satisfactory” cr “Unsatisfactory”
rating shall be based on the majority opinion of the three evaluators. . -

By mutual agreement (at any time during the school year), the teacher and principal may agree to
develop a PIP prior to the teacher receiving an “Unsatisfactory” or “Needs Improvement” rating on
the Annual Appraisal Form. .

A teacher’s performance on the PIP will be reviewed by a person selected by the Superintendent of
Schools and the President of the SC/TA. A teacher’s cverall success or failure on a PIP will be de-
termined by that person.

Other than for procedural error, the evaluation or nen-renewal of a Level 1 teacher for competency
is not subject to the grievance and arbitration process.
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D. Level 2 Teachers

1.

10.

11.

Any Continuing Contract (CC) or Professional Service Contract (PSC) teacher will be considered to be a
Level 2:teacher.

Any Level 2 teacher will be considered to possess all competencies required of Level 1 teachers unless
they receive an overall rating of unsatisfactory by the building level administrator as documented by us-
ing the appropriate Level 1 forms and procedures. Such forms will document the areas of alleged defi-
ciency.

Any teacher who holds a continuing contract may, but is not required to, exchange such continuing con-
tact for a professnonal service contract in the same district.

Pnor to the fust formal observation of the teacher, s/he shall be familiarized with the FPMS appraisal in-
struments, forms and procedures.

Should a Level 2 teacher receive an unsatisfactory rating in a Dimension Area from his/her building level
administrator, the teacher will have the right to obtzin an independent second opinion. That opinion will

- be rendered following observations made by an independent evaluator. That evaluator will be mutually

agreed upon:by the parties and selected from a listing of independent evaluators previously agreed to by
the parties. Should the principal and independent evaluator agree, the principal’s rating will be sustained.
Should they not agree, a second independent evaluator will be chosen in a like fashion. The second inde-
pendent evaluator will make an observation(s) of the teacher. If the second evaluator does not agree with
the decision of the first, a third evaluator will be selected in a like fashion. Following the final observa-
tion, a decision on whether or not the unsatisfactory rating will be sustained or reversed will be made
based upon the majority opinion of the three evaluators.

Any independent evaluator should be free from any influence from either party to this Agreement and
should engage in no‘ex. parte communications with any of the parties prior to rendering his/her decision.
PN CHG O .

Following a sustained rating of unsatisfactory, the teacher will be placed back into Level 1 of the TPAS.

An‘employee ‘notified of unsatisfactory performance may request an opportunity to be considered for a
transfer to another appropnale posmon with a different supervising administrator, for the subsequent
yearofemployment .

SRS S [ i Sl L
Shoaid the mdependent evalualor uphold the building administrator’s recommendation of an unsatisfac-
toryratimg,-an Educator Support Panel (ESP) will be convened (as described in paragraph E[2] below).
After considering input from both the teacher and building-administrator, the Educator Support Panel will
develop through consensus, a Performance Improvement Plan (PIP) for that teacher. That PIP will serve
as the improvement plan required under the statutory NEAT/Performance Probation process. Only those
competency areas in which the teacher was noted to be perfonning in an unsatisfactory manner (and con-
curred on by the independent evaluator) w111 be reflected in that teacher’s PIP or NEAT/Performance
Probation process TN - :

sgin!

Teachers who have been evaluated as less than satlsfactory may be required to participate in specific pro-
fessronal development programs as part of a Performance Improvement Plan.

-Any proposed NEAT process for a Continuing Contract (CC) teacher must be finalized no later than

April 1 prior to the close of the school year prior to its implementation. A NEAT process will have a du-
ration of no less than one full school year. The ESP will have the final say in resolving any disputes on
the PIP as described within this section. The NEAT process will be evaluated by the principal and two in-
dependent evaluators. The success or failure of a NEAT process will be determined by a majority deci-
sion of the three evaluators.
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12.

13.

14.

15.

Any proposed Performance Probation process for a Professional Services Contract, (RSC) teacher must be
finalized no later than six weeks prior to the close of the school year. The teacher will be notified in writ-
ing that he/she will be placed on performance probation for 90 calendar days following the receipt of the
notice of unsatisfactory performance. The PSC teacher will be placed back on Leve! I and assigned a Per-
formance Improvement Plan written and approved by an Educator Support Panel (ESP). The teacher will
be evaluated within 14 days after the close of the 90 calendar days by three evaluators consisting of the
principal and two independent evaluators. The decision of a satisfactory or unsatisfactory rating shall be
based on the majority opinion of the three evaluators.

Any PIP or NEAT process will be evaluated by the principal and two independent evaluators (as selected
by the President of the SC/TA and the Superintendent of Schools). The success or failure of a PIP or
NEAT process will be determined by a majority decision of the three evaluators.

Unsuccessful completion of the NEAT/Performance Probation process within the prescribed timelines
may constitute grounds for termination for a CC or PSC teacher. .

Any proposed termination due to failure to successfully complete a NEAT/Performance Probation proc-
ess will be subject to the grievance and arbitration process as defined in Article XXIII of this Agreement
or a hearing held by the Department of Administrative Hearings (DOAH).

Other than for procedural error, the initial evaluation of a Level 2 teacher is not subject to the grievance
and arbitration process. All other procedures outlined in this Sectiya are subject to the grievance and arbi-
tration process, as described elsewhere in this Agreement.

E. Educator Assistance Process

1.

This process applies to Level 2 teachers who have received an unsatisfactory rating on their respective
evaluation forms and/or have failed 10 master a given dimensinn. ¥
- ' - e

A panel, hereafter referred to as an Educator Support Panel, will be formed which will consist of one
teacher, one building level administr.tor and one independent cducator Each panel will be selected from
a pool of specially trained instructional personnel. Th's pool of employees will be selected by consensus,
by the Superintendent and President of the Union. Each panel (constituted as described above) will also
be chosen by consensus by the Superintendent and Union President. The members of the respective Edu-
cator Support Panel will then select resource person: to. assist them in developing and administering the
PIP process. No teacher or administrator will serve on a panel for a staff member fron their building.

F. Temporary, One Year Contracts - TR

1.

Those teachers who have yet to complete all the required academic course work for certification and en-
dorsement (where required by the State) in the subject area(s) they are currently assigned will be issued a
temporary, one year contract. All positions held by temporary one year contract teachers will be consid-
ered vacant at the close of the school year.

All certified or certifiable teachers (those teachers having completed the required academic course work
for certification in the subject area[s] they are currently assigned) will be issued the approprlate Profes-
sional Services or Annual Contract.

G. NEAT/Performance Probation Process

Any Continuing Contract or Professional Service Contract teacher alleged not to be performing his/her duties
in a satisfactory manner, as defined as the unsuccessful completion of those procedures outlined in Florida
Statutes, Section 231.29, will be afforded a NEAT/Performance Probation process as detailed in Florida Stat-
utes, Section 231.36 3(e), prior to any determination of just cause. ;
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Evaluation Responsibilities

The principal may assign responsibility of evaluating selected Continuing Contract and Professional Service
Contract teachers to his/her assistant principal(s).

Copies of the Evaluation Report

If the teacher declines to sign a completed evaluation form, s/he shall, within ten days, provide a signed state-
ment either stating his/her intent to seek an independent evaluation as described above or a rebuttal to be at-
tached fo the evaluatici. A teacher shall not be requested nor required to sign a blank or incomplete evaluation
form. ;

Meetings

Whenever a teacher is required to appear before the principal, Superintendent or Board for the express purpose
of discussing matters that question the teacher’s professional or instructional competency, the teacher and the
SC/TA shall be given no less tiiaa 24 hours written notice of the purpose of such meeting or interview and
skall be ertitled to have 2 representaiive of kis/her choice present to represent him/her during such meeting or
interview.

ARTICLE XII - TEACHER CONTRACTS

A.

Annual Contracts (AC)

1. All non-certifiable teachers (those teachers who have yet to complete all the required academic course
work for certification anc encorserent [where required by the State] in the subject area[s] they are cur-
rently assigned) will be issued a temporary, ene vear contract. All positions held by temporary one year
contract teachers will be considered vacant at the close of the school year.

2. Allcertified =r ceriifiable teach:rs (thoss teachers having completed the required academic course work
for ‘certification in ths subjezt areals] tiey are currently assigned) will be issued a regular Annual Con-
tract (AC).

3. An ‘Annuzl Contrast may be extended to a fourth year when agreed to in writing by the Board and the
teacher.

4. Other than for procedural error, the evaluation or non-renewal of a teacher on the Sarasota County Induc-
tion Program (SCIP) is not subject to the grievance and arbitration process.

5. Other than for proczdural error, the evaluation or non-renzwal of a Level 1 teacher for competency is not
subject to the grievance and arbiiration process.

6. If the Professional Improvement Plan (PIP) is successfully completed, non-renewal may not be under-
taken for competency reasons.

Continuing Contract (CC)

1.  Any teacher who has Continuing Contract status prior to July 1, 1984, shall be entitled to retain such con-
tract and all rights arising therefrom, unless the teacher voluntarily relinquishes his/her Continuing Con-
tract.

2. Any teacker holding a Continuing Contract will be allowed to exchange his/her Continuing Contract for a
Professional Service Contract upcn his/her request to the Human Resources Office.
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C. Professional Service Contract (PSC)

L.

Annual Contract teachers will be granted a Professional Service Contract (PSC) zfter three years of satis-
factory performance. Consistent with applicable statutes, Annual Contract statis can be extended to a

fourth year.

Any Continuing Contract or Professional Service Centract teacher alleged nct to be performing his/her
duties in a satisfactory manner, as defined as the unsucczssfu! completion of thoss procedures outlined in
Florida Statutes, Section 231.29, will be afforded a NEAT process as detailed in Article XI, Section C,
prior to any determination of just cause.

Expert-in-Field

An individual who is a Board appointed employee and who, pursuant to Florida Statutes, is approved by the
Beard under the category of “Expert-in-Field” will be compensated using the Bachelors lane on the
Teacher’s Salary Schedule.

ARTICLE XIII - SELECTION/LATERAL TRANSFERS/PROMOTIGN

A. Voluntary Lateral Transfers

1.

Lateral transfers of instructional staff will not be allowed within two weeks prior to the first day of school
attendance for students, unless mutually agreed to by the parties. All position vacancies will be publicly
posted at the Personnel Cffice and at each work site county wide. In addition, a!! position vacancies will
be listed on the Job Hotline (927-4010). The positicns filled 2fer that tirue shall be filled on a temporary
basis and will be filled in accordance with those procedures outlined in A2 below, if the position is still
required. . )

All positions created or vacancies filled during the school year and which will be in existence in the com-
ing school year will be posted for currently employed teachers requesting recall or transfer. Wherever
possible, these positions will be filled with existing teachers before the conclusicn of the prior school year
using those procedures outlined in Sections B and C, below. Those teachers presently holding the position
in question who held an annual contract will be considered surplussed at the conclusion of the school
year. Any such position not filled with voluntary transfer applicants at this point will be posted county
wide and fiiled as described below.

Position vacancies, other than those described in A2 above, will be posted county wide and filled in a
manner consistent with that specified elsewhere in this Article.

Any teacher desiring a transfer may apply provided s/he has the gualifications and certification required
for the position. All transfer applicants who possess the qualifications and certification for the position in
question will receive an interview.

The parties agree that circumstances may exist in the resolution of a problera where a staff member is to
be placed in a vacant position at any time, through mutual agreement of the parties and the prior knowl-
edge of the cost center management team. In such case, the procedures ir: Sections B and C herein will

not apply.

All vacant or newly created positions (except as specified above) will be publicly posted for a period of
no less than five working days, prior to the closing date for applications, unless mutually agreed to by the
parties. All positions will be publicly posted for five working days throughout the school district in all
staff lounges, on the Internet, and on the School Board’s automated telephone job hotline. In the period
from ten days prior to the first day of school, all postings will be of three days duration.
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B. Procedures for Cost Centers Utilizing an Approved Shared Decision Making Model of Governance: The par-
ties agree that recommendations regarding the selection and lateral transfer of staff are best made when they
are arrived at through a process which involves the staff with whom the individual so recommended will be
working. The working relationships within cost centers are vital to meeting the educational goals of the Dis-
trict; therefore, broad participation by staff in developing such recommendations should be achieved whenever
possible. In Cost Centers which have had an approved shared decision making model of governance, the fol-
lowing procedures for selection and lateral transfer of staff will apply unless a waiver of this Section has been
granted by the parties to this Agreement.

1. Personnel Functions of the Cost Center Management Team or Its Designee: The Cost Center Manage-
ment Team will (a) recommend a set of minimum qualifications, including certification, to be utilized in
any posting of a staff vacancy in the cost center; (b) establish a procedure for screening applications for
each such vacancy, with such procedure to provide for the participation of staff from the cost center ad-
ministration, grade level, department, or team of the vacancy; (c) establish an interview procedure for
each such vacancy, with such procedure to provide for the participation of staff from the cost center ad-
ministration, grade lével, department, or team of the vacancy; and (d) based upon the recommendations of
the interviewers, recommend to the Superintendent the most qualified candidate for each such posted va-

cancy.

2. Interview Committee: An interview committee will be established for each position vacancy. That com-
mittee will include a member of school administration, selected by the building principal, and will mini-
mally include two classrcom teachers, at, least one of whom is a member of the team or department in
which the vacancy exists. The teacher members of the interview committee will be selected by the Cost
Center Management Team. The Cost Center Management Team may also elect to add parent, community,
or student representatwes to the Interwew Connmt‘tee Those members will also be selected by the Cost
(.,enter Managcment Team. ' -

3. Scmonty to"Govern''in Flllmg Vacancless, When SAlL Other Quahﬁcatlons Are Substantially Equal: The
Committée shall recomménd the candidate with the best qualifications for the vacancy. When the qualifi-
cations 6f two or'moré tandidatds are substantially equal, then the candidaté with the greater seniority of
employment with the Sarasota County School Board shall be recommended for the vacancy.

B Pmcedufes' foj‘ Cf)Si Cémers Not‘Utiliiij’l‘g an"Appro‘ved' Shared Decision Making Model of Governance:

1. Filling ' of Posted Vacancies® For each such vacancy available for lateral transfer as identified under Sec-
tion A above, the Fhimart Résources Office will prepare a list of staff desiring transfer to such a position.
Thé llSt wﬂl be arranged iri deSt:bndmg order of points 'at:Cordmg to the following scale:

l{“|

Factor ‘... Maximum Point Value
Years of sérvice as a teacher in 10 points per year
the Sarasota County Schools (1 per month)
. Experience in the field.of the 4 points per year
vacancy. in the Sarasota County (.4 per month)
Schools
‘‘Recency.of experience in the Past 5 years=3 per year
:Sarasota County Schools in the Prior 6-10 years=2 per year
.field in which the:vacancy exists Before that, 1 point per year
Degree Status Masters=10 points
Ao = Sy Specialist=20 points

Doctorate=30 points
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Said vacancy will be offered for lateral transfer to each staff member, in turn, with the highest number of
points until the vacancy is filled.

Ties will be broken by the procedures outlined in Article XIV, Reduction in Force, Section C, Date of
Hire.

2. Appeal of Voluntary Transfer Determination: If, in the judgment of the Cost Center Head, the staff mem-
ber selected under this process for lateral transfer is not qualified for the position, s/he shall provide a
written justification to the Superintendent of Schools. The Superintendent shall refer the justification to
the SC/TA President for his/her concurrence. If the Superintendent and President do not agree, the matter
will be presented for final determination to a neutral third party, mutually selected by the Superintendent
and President.

Involuntary Reassignments Within a School

The principal may make reassignments within a school or center in accordance with Florida Statutes. Princi-
pals will survey their staff by March 1 of a given school year to determine their subject area/grade level prefer-
ences for the following school year. When a teacher is reassigned, s/he may request that the reason for such re-
assignment be provided in writing by the principal. The teacher so reassigned shall have the opportunity to
meet with the appropriate Director of Elementary or Secondary Education and a representative of his/her
choice to discuss the need and desirability of such a reassignment. If this meeting does not lead to a resolution
in a manner acceptable to the teacher, s/he shall have the opportunity to meet with the Superintendent. No
teacher will be involuntarily reassigned within the building by the administration into a subject area assignment
for which s/he is not certified.

Surplussing Betwzen Schools

1.  Surplussing from a school or center necessitzted by such factors as budget requirements, changes in stu-
dent population, or changes in programs, shall be specifically recommended by the principal. Such trans-
fer shall be subject to the approval of the Superintendent. The transfer shall be.in inverse order of senior-
ity, except where such application of seniority would be injurious to the instructional program.

2.  Whenever a relative in the same cost center as another is promoted or :ransfés_%ed to an administrative po-
sition, a conflict shall be seen as existing and shall be resolved by transferring one of the related teachers
to another position. The teacher will be considered to be surplussed and, as such, will be placed in a man-
ner described in Article XV of the Agreement. Specifically, no two relatives shall be allowed to remain in
the same Cost Center if one of the individuals is an admiristrator. All conditions existing as of October
24, 1988, shall be grandfathered. ' o '

a.  The transfer shall be at the next semester change or at the conclusion of that school year, based upon
the recommendation of the building administrator or Cost Center head. The Superintendent will ap-
prove or modify any and all such recommendations.

b.  Preference for one year regarding placement will be afforded to the teacher to be transferred.
3.  Voluntary transfers, appropriate to the circumstances, will be made before surplusses.

4. Teachers surplussed from one work site to another will be identified and placed in accordance with those
procedures specified in Article XIV, Reduction in Force.

5.  When a program or school is closed or a class or group of classes moved intact from one work site to an-
other, the teachers in that program or class will be afforded the opportunity to (a) move with their former
class or program, (b) voluntarily surplus themselves, or (c) remain at their original work site if there ex-
ists a less senior teacher in one of their areas of certification.
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In the event that not encugh positions are moved to the receiving school to accommodate all teachers
from the former work site, teachers will be offered transfers to the receiving schocl on a seniority basis.
The most senior teacher in the certification area will be offered transfer first and so on until the moved
positions are exhausted. All remaining teachers at the former work site will be surplussed in accordance
with those procedures outlined in Articles XIV and XV of this Agreement.

F. Opening New Schools

When a new school is opened, the following procedures will be followed in staffing that building:

1.

Initial Pesting J

The school(s) that will be losing staff to the new school will be identified. The staff of those schools will
be the only staff allowed to apply for the initial posting. The initial posting will consist of a pool of posi-
tions which constitutes no less than 20% of the total number of expected positions in the new school. Ap-

plicaats for the pocitions listed in the initial posting will be filled in accordance with those procedures
outlined in Section C, above.

County Wide Posiing

The position vacancies remaining afier the initial posting will be posted countywide and filled in the fol-
lowing manuer:

a.  Shared Decision Making
Should the teachers selected following those procedures outlined ir. Section ! above elect to become
a shared decision making work site, the remaining positions at the new school will be posted and
filled in accordance with those procedures outiinec in Section B, above.

b.”  Non-Sharea Decision Making

Should the selected teachers elect not to become a shared decision making work site, the remaining
positions will be chosen as outlined in Section C, above.

Surplus Staif

Any surpius staff remaining at the school(s) iosing staff to the new school, will be identified and placed in
accord with those procedures outlined in Article XIV of this Agreement.

G. Vacancies

Other than filling in for a teacher on approved leave and in the absence of a hiring freeze, long term substitutes
shall not be used in lieu of full time appointed teachers. Vacancies of 60 working days or more in bargaining
unit positions shall be posted and filled in accordance with this Agreement.

H. Promotions

1.

Any teacher possessing the appropriate qualifications for promotion may apply for an administrative va-
cancy.

The Board shall utilize to the maximum extent possible the skills, talents, and qualifications of its teach-
ers and shall fill position vacancies by promoting from within in accordance with School Board Rule
4.104. -

Vacancies which come under the District’s state approved HRMD Plan shall be filled in accordance with
the requirements of that Plan. All other vacancies shall be filled on the basis of qualifications for the posi-
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tion; however, when two or more qualified candidates receive substantially equal ballots, the candidate
with the greatest amount of seniority shall be given preference.

ARTICLE XIV - REDUCTION IN FORCE
A. School Board Rights

The School Board has a sole and exclusive right to determine the number, nature, and location of positions in
the school system and to reduce or increase staff accordingly. In so exu'c:jsmg ‘this right, the Board will confer
with and receive recommendations from the Union.

B. Definition

A Reduction In Force (RIF) will be said to exist when the number of personnel within any given job or salary
classification has been decreased in number or when the number of teac"aer.: exceeds the number of positions in
the instructional bargaining unit.

C. Procedures
1. Retention - Instructional staff shall be certified and/or quzlified for the position held.

2. Qualifications - Instructional staff will be deemed qualified for any position for which they hold the ap-
propriate certification and endorsement (where required by the State) unless as specified below. They will
also be considered to be qualified for any position presently held by an uncertified teacher and for all po-
sitions that do not require specific certification.

3.  Seniority - Instructional staff will be subjzct to layoff baszd en the least amount of continuous service in
the Sarasota Couniy Schooi Systemn. Seniority for layoffs will cover all cos: centers in system wide fash-
jon. Senicrity will be defined as time since effective date of hire in the instructional bargaining unit. A
teacher who had previous employment in the classified bargaining unit and who did not break service
with the School Board of Sarasota County, will retain his/her seniority-in the: classified bargaining unit in
case s/he has been laid off from his/her instructional position. Such time, however, will not count towards
seniority in the instructional bargaining unit. A teacher who transferred to-the classified bargaining unit
and then returned to the instructional bargaining unit wil} retain all pricy instructional bargaining unit
time(s) for seniority purposes, pro wvided that no break in service to the school dmn*t occurred.

4. Date of Hire - The eﬂ‘ectwe starting date as demgnated by Schuol Bom‘ dCtlUIl in appointing a given
teacher will be considered to be his/her official date of hire. In cases of ties with regard to Board ap-
pointment, the ‘'date and time of receipt of the application shal! apply. In cases where no time stamp exists,
the date of the application will be the deciding factor. Should a tie still exist, it will be broken by a coin
toss.

5. Administrators Returning to Bargaining Unit - Any administrator who returns to a bargaining unit posi-
tion with the appropriate reduction in salary and a sarrencdering of his/her administrative status will begin
to eamn seniority placement within the unit at that time. Any administrator who had previous status within
the bargaining unit and has not had a break in service shall retain those previous years in the bargaining
unit toward his/her sendority status. All administrators returairg to the bargau}mg unit will be placed into
vacancies following those procedures described below. Lo,

6. Preferences - Each teacher will:compiete a preference form that may be updated as dé;cribed below. The

form will include a listing of the teacher’s schoci site preferences and whether or not sfhe would desire a
voluntary transfer to a particular school site(s). v,
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7. Placement

a. Each cost center will compile a list of all positions to be eliminated for the following school year. At
that time the cost center head will also identify the least senior teacher at that cost center currently
working within the certification area in which the position(s) is/are being eliminated. Pursuant to the
procedures outlined in subparagraph (b) below, the cost center head, prior to May 20 of any given
school year, will transmit to the Human Resources Office a listing of all positions eliminated, teach-
ers surplussed, and vacancies anticipated.

b. The teacher(s) to be surplussed at each cost center will be the least senior at that cost center cur-
rently working within the area of certification of the position(s) to be eliminated; provided however,
that a teacher who has had his/her position eliminated may elect to remain at that cost center should
s’he possess more seniority than a teacher at that cost center in an alternate area of the first teacher’s
certification. In such a case the teacher possessing the least seniority in the alternative certification
area at that cost center will be surplussed. A teacher whose position has been eliminated must be
given the opportunity to elect to remain at his/her cost center in an alternative area of certification,
and must exercise his/her election, prior to surplus lists being transmitted from the cost center to the
Human Resources Office.

c. Upon receipt of surplus lists from all cost centers, the Human Resources Office will compile a list-
ing, in seniority order, of all teachers who have been surplussed. That listing, as well as a listing of
all vacancies county wide (excluding Board approved charter schools), will be posted for a period of
five working days. Teachers may update their preference lists through the conclusion of this five
day period. - s,

d. ~ All teachers will be placed into vacant assignments on a seniority basis based upon their expressed
preferences (excluding Board-approved charter schools). The most senior surplussed teacher will be
considered first and ‘placement will continue cn a seniority basis. Each teacher must be certified and
-endorsed (wheéreirequired by the State) for the assignment selected. During the placement process, if

' no-vacancy remains for which a teacher is certified, the teacher will replace the least senior teacher
in either the orth or south county region (as selected by the teacher) in his/her area of certification.
The teacher may elect to switch his/her region selection and pick from vacancies in the other loca-
tion. This process will continue until there remains nc teacher on the surplus list who has more sen-
iority than any teacher in the district holding a positicn in that area of certification. Those teachers
who are junior to all others in the district within their areas of certification will thus be identified.

~Those junior_teachers, for whom there are no positions available within their areas of certification,
will be laid off. Those laid off teachers will have recall rights within the parameters set forth else-
where in this Agreement.

e.  During the placement process, should a teacher not be reassigned due to his/her failing to be as-
signed to one of the work sites stated on his/her preference form or because a Preference Form was
not filed, management will attempt to contact said teacher to explain to him/her those positions re-
maining available at that time. Should management not be able to contact said teacher, the teacher
wil! be reassigned to a work site and position most similar to that which s/he was last assigned or
those expressed on his/her preference form:

8. Return to Former Placement - Any teacher displaced from an instructional position due to the implemen-
tation of those procedures described above will be able to return to an instructional position vacancy at
his/her last former work site for which s/he is certified, should such a position become available within a
period of five years. Such return will be automatically granted upon receipt of the teacher’s request. In
such cases, the iransfer will become effective upon the employee’s request and s/he will be considered a
member of his/her former school’s staff for placement purposes, but the employee will not occupy that
position until the beginning of the next school year. It will be the teacher’s responsibility to monitor such
opportunities.
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9. Notification - The Board agrees to provide notice of the layoffc to the affected teachers and the Union at
least ten work days before any action is taken. Notification of layoff shall be sent by certified mail to the
affected teacher. It is the teacher’s responsibility to keep the Human Resources Cffice informed of his/her
current address.

10. Any teacher laid off will be offered job placement assistance and counseling services by the Board to as-
sist him/her in securing other employment.

ARTICLE XV - RECALL

A.

Recall Order

Teachers will be recalled in order of seniority within their area(s) of certification cr qualification.

New Teachers

No new teachers shall be hired until all certified laid off teachers in their.area of certification have been re-
called or have refused or failed to accept recall. Laid off teachers will be placed into vacancies prior to hiring
any uncertified teachers.

Recall Process

A laid off teacher will be given by registered mail ten working days notice of recall. S/he shall inform the
Board of his/her acceptance or rejection of re-employment withir: ten working days of receipt of the registered
letter. In the event the teacher does not respond, the Board is released from recall obligations, and the teacher
will be deemed to have voluntarily resigned from employment by the Board. It is the teacher’s responsibility to
keep the Board informed of his/her current address. Teachers will be recalled or placed into vacant positions in
the following order: . S ;

1. Teachers returning to their former school from which- they were surplussed. Teachers retain this
right for a period of five years following their surplus.

2.  Teachers returning to a North or South county lccaticn following an irvo'untary move to the other
location due to lack of available positions. Teachers retain this right for a period of five years fol-
lowing their surplus.

3. Laid off teachers returning to duty (Teachers retain this right for a period of two years following
their layoff.) : : .

4.  Teachers returning to in-field status from an involuntary move to out-of-field status. Teachers retain
this right for a period of two years following their involuntary out-of-field placement.

5. Voluntary transfer of teachers.
Positions will be filled on a seniority basis within each of the above-mentioned groupings. Numbers 1 through
4 will be undertaken on a central level and will be filled in accordance with those procedures outlined in Arti-

cle XIV. Number 5 will be undertaken at the school level and will be governed by Article XIII.

Layoff Period

Teachers will be eligible for recall for a period not to exceed two years from date of layoff or until recalled or
recall is declined, whichever is sooner.

Leaves

Teachers on layoff shall be given unpaid leave of absence during the period of the layoff.
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ARTICLE XVF="NON-TEACHING DUTIES
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A. Teachers shall not be assigned or required to perform the following non-teaching duties:

1.

2.

4.

5.

Lunchroom supervision during the duty free lunch period.

Chaperoning or attendance at after school activities shall not be required or assigned to any teacher who
does not receive a supplement for such activity in accord with his/her normal salary schedule. Acceptance
of any such duties shall be voluntary except for those occasions which require a ieacher’s attendance for a
specific purpose. These purposes shall not exceed three times per year. This does not preclude voluntary
participation on the part of the teacher.

Teachers shall not be required to move or clean heavy equipment, machinery, or furniture.

Teachers shall not collect lunch monies.

Except for emergencies, teachers chall not be required to hand score County or State standardized tests.

B. Teachers assigned to temporary administrative positions of 30 consecutive calendar days or more shall be paid
at a rate commensurate with that position or at their normal pay rate, whichever is higher.

C. Teachers may tutor for pay provided the following conditions exist:

k.

2.

3.

The teacher is not in a duty status.
The tutoring does no: take place on school property.

The teacher shall refrain from tutoring students enrolled in his/her instructional class.

D. Exira duties shall be assigned on a rotating basis, wherevzr possible.

ARTICLE XVII - PERSCMNEL RiuCORD

A. Maintenance

1.

There shali be oniy two personnel files as defined in Florida Statutes. Cne shall be maintained at the Of-
fice of Human Resources of the Sarasota County School Board and the other at the office of the teacher’s
work site. No other file or imemo shall be maintained on any teacher unless otherwise mandated by Stat-
ute. No copies of the official Personnel File shall be made except that which is photocopied by request of
the teacher or required by Florida Statute.

A teacher may request through his/her immediate supervisor access to his/her site file. Requests to review
the personnel file shall be made to the Human Resources Office in person. Where time parameters or
lengthy distances to the Humanu Resources Office are a concern, cost center heads will assist teachers
wihiere possible.

Except for material pertaining directly to the work performance or such other matters that may be cause
for discipline under Florida Statute, no material derogatory to a teacher’s conduct, service, character, or
personality shall be placed in any official personnel file of such teacher. Material relating to work per-
formance, discipline, suspension, or dismissal must be reduced to writing within 45 days, and may be
maintained only if it is signed by a person competent to know the facts or make the judgment, and only if
the teacher has been given the opportunity to read the material following its receipt or formulation. The
teacher shall be sent a copy of such material by certified mail to his/her address of record or shall be
given an actual copy of the material to be filed. If the teacher receives said copy, s/he may indicate that
such material has been read by affixing his/her signature on the actual copy to be filed with the under-
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standing that such signature merely signifies that the material to be filed has been read and does not nec-
essarily indicate agreement with its content. However, an incident which has not been reduced to writing
within 45 days of its occurrence may not be added to the file. No matters pertaining to a grievance shall
be included in the file unless so requested by the teacher. -

4.  The teacher shall have the right to answer in writing any material now on file as well as any material filed
hereafter, and the answer shall be attached to the file copy. No anonymous letter or materials shall be
placed in the teacher’s file nor used in any proceeding or given any credibility anywhere by the employer.

5.  Upen request, the teacher, a Union representative, or any other person designated in writing by the
teacher shall be permitted to examine the file. It shall be indicated in writing that said file has been exam-
ined. The Board reserves the right to assess a cost per copy, no greater than five cents per page.

6. The personnel file of each teacher shall be open to inspection only by those persons specified by Florida
Statutes. If a teacher’s file is inspected by a member of the administrative staff of the Sarasota County
Public School System, it shall be recorded in a central register maintained in the Office of Human Re-
sources.

7.  The official personnel record for Sarasota County Public School teachers shall be housed in the Office of
Human Resources of the Sarasota County Public Schoo!s and maintained in a manner consistent with the
State Public Documents Statutes.

8. Notification: Any teacher whose personnel file has been inspected by anyone cutside the scope of author-
ity as defined in Florida Statutes without the teacher’s knowledge or permission shall be notified in writ-
ing within 48 hours as to who requested and observed the file and the purpose of such request.

Complaints

When a written complaint concerning a teacher’s. conduct and/or performance is made bv the parent of a stu-
dent or any other member of the public, the supervising administrator shall attempt to resolve the complaint
with the complaining party and consult with the teacher involved. No complaint shall be placed in the official
personnel file until such time as the complaint has been sustained through an impartial hearing procedure (out-
lined in this contract or consistent with applicable statutes), or the parties involved have murually agreed to the
disposition of the complaint. : S T

ARTICLE XVIII - MAINTENANCE CF CLASSROOM DISCIPLINE

A.

General Responsibility

While on duty, a teacher has a general responsibility and the right to control student behavior and a major re-
sponsibility for controlling the classroom environment of those students under his/her direct supervision. A
teacher may at any time request the assistance of the principal.

Within the framework of the State’s and the Board’s codes of student conduct, teachers and other instructional
personne] shall have the authority to undertake any of the following actions in managing student behawor and
ensuring the safety of all students in their classes and school:

1.  Establish classroom rules of conduct.

2. Establish and implement consequences designed to change behavior, for infractions of classroom rules.

3. Have violent, abusive, uncontrollable, or disruptive students temporarily remcved from the classroom for
behavior management intervention.
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9.

Assist in ‘enforcing school rules on school property, on school-sponsored transportation, and during
schoohﬂponsored activities.

Request and receive information as to the disposition of any referral to the administration for violation of
classroom or school rules.

Request and receive immediate assistance in classroom management if a student becomes uncontrollable
or iii case of emergency.

Request and receive training and other assistance to improve skills in classroom management, violence
prevention; conflict resolution, and related areas.

Press charges if a crime has been committed against the teacher or other instructional personnel on school
property, on school-sponsored transportation, or during school-sponsored activities.

Use reasonable force t¢ protect himself, herself, or others from injury.

B. School Center Dlsmplmary Procedures

1.

Approved Schooi DlSClplmary Pohcy

A written student disciplinary procedure, which shall be consistent with the terms of this Agreement,
Board Rules, and Administrative regulations, shall be developed in each school center. Such procedure
shall be formulated. in conjunction with the Shared Decision Making Team or Alternative Governance
Management Team in the manner provided in Article XXIV (Participatory Management).

Right of Teacher to Refer Students

A teacher may send a student to the principal or his/her designee’s office to maintain effective discipline
in the clﬁssfoom “The’ pnn¢1paj ‘shall respond by employing appropriate discipline management tech-
mques conmétent wlth the’ gtate the Board’s and thal school‘s codes of student conduct.

8345 T ' i ! .

Right of Appeal

Should a ma_]onty of the school’s behawor committee, SDM or AGS team feel that the building level ad-
ministration is not consistently following the school’s written disciplinary procedures, that team will have
the right to appeal those concerns directly to the Superintendent of Schools or his/her designee. Any al-
leged violations of the schoolis, written disciplinary procedures will be subject to the Grievance and Arbi-
tration procedures outlined elsewhere in this Agreement.

C. Disruptive Students

1.

General Gui&elﬁles R‘e.gard‘-ﬁlg PHysical Force
Consistent with Federal and State and School Board Rules, a teacher shall have the authority, while on
duty, to come into physwal contact with a student or students to the degree necessary for the express pur-

pose of establishing or mamtammg control of students. Such physical contact shall not be construed to be
corporal punishment.

Discipline Referral Form

The adopted standardized student discipline referral form (Appendix G) shall provide space for the refer-
ring party to note observations and to request specific action on the part of the Administrator. All disci-
pline referral forms will be returned to the referring teacher within the next two school days following
submission to’the principal stating -the status of the pending or final action taken by the principal or
his/her designee. The teacher will be provided with written notification of the final disposition of the case
within two school days of the final disposition.
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Removal of Student From Class
A teacher may remove from class a student:

a. who has been documented by the teacher to repeatedly interfere with the teacher’s ability to com-
municate effectively with the students in the class or with the ability of the student’s classmates to
learn; or

b. whose behavior the teacher determines is so unruly, disruptive, or abusive that it seriously interferes
with the teacher’s ability to communicate effectively with the students in the class or with the ability
of the student’s classmates to learn.

Student Placement Review Committee

a.  Each school shall establish a commitiee to determine placement of a student when a teacher with-
holds consent to the return of a student to the teacher’s class. Committee membership will include:

(1). Three teacher members of the school’s faculty selected by a secret bzilot vote (but may not in-
clude the referring teacher). Two such members serve as regular committee members and the
third will serve as an-alternate. The two teachers with the two highest vote totals will serve as
the regular committee members and the teacher with the third highest vote total will serve as
the alternate. .

(2). One member of the school’s staff who is selected by the principal.
Alternative Class Placement

If a teacher removes a student from class as described above, the principal may place the student in an-
other appropriate classroom; in in-school suspension, or # an altsrnative edacaiios: program; or the prin-
cipal may recommend the student for out-of-school suspension or expulsion, as appropriate. The student
may be proaibited from attending or - participating in school-sponsored or school-related activities. The
principal may not return the student to that teacher’s class without the teacher’s consent unless the place-
ment committee determines that such placement is the best or only available alternative. The teacher and
the placement review commitiee raust render their decisions within five days of the remaoval of the stu-
dent from the classroom. During that five day period, the studesit will not bz refurned to the teacher’s
classroom without the teacher’s prior consent.

Professional Development Classes Mandated

Any teacher who removes 25 percent of his or her total class enrollment shall be required to complete
professional development to improve classroom management skills.

Battery and/or Assault Upon a Teacher

a. If a student commits an act of battery upon a teacher, that student shall not return to that class with-
out that teacher’s prior consent.

(1). The principal shall report as soon as possible, but within 24 hours, to the Superintendent that
an assault or battery upon a teacher has been reported to him/her. The principal shall investi-
gate and file a complete report as soon as possible to the Superintendent. The full report shall
be signed by the teacher to acknowledge that s’he has seen the report, and s/he may append a
statement to the report.

(2). The principal shall assist the teacher in notifying the proper law enforcement officials.
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b. A teacher upon whom an act of battery or assault has been committed, who presses charges against
his/her assailant, shall have his/her days of court appearance designated as non-attendance days with

pay.

c.  Any student found to have committed an act of battery upon a teacher or other instructional em-
ployee shall be recommended for expulsion to the full extent permitted by law. Upon being charged
with the offense, the student shall be removed from the classroom immediately, pending final dispo-
sition.

Teacher/Staff Notification

1. Teachers and classified employees (where appropriate) will be informed as to any prior arrests and/or
convictions of which the Board has knowledge of students assigned to his/her classroom.

2. Teachers and classified employees (where appropriate) will be informed when any student has been
moved into his/her classroom dug "o those procedures outlined above.

False Accusations Against Teackerr

A reccmmendation for expulsicr: wil! be made for any student known to have intentionally made false accusa-
tions that jeopardizes the employment <tatus or professional certification of a teacher. It will be the teacher’s
responsibility to develop such evidence. Nothing in this section should be construed to limit the teacher’s right
to pursue civil remedies for such conduct.

ARTICLE XIX - EVALUATION COF STUDENTS

A.

Teachers shall maintain- the responcibility *o determine grades and other evaluations of students within the
terms of the grading reg.lations of th2 Sar2soa County School system.

LG : : !
No grade-or eveluation shall be chznged except where an obvious mathematical or clerical error has been
made, and the teacher canno” be ontacted through normal communication efforts.

In the event a teacher’s grade or avaluztion is challenged, the following i)rocedure shall be followed. The
teacher’s'principal shall investigate thc challenge, and:

1.  the grade or evaluation stands, or
2. the grade or evaluation goes to review.
Review Panel
1. Review shall be by a panel consisting of:
z. . one member, with expertise in the area under challenge, selected by the teacher;
b. one member, with expertise in the area under challenge, selected by the Superintendent; and
i c; : .one member, with expertise in the area under challenge, selected by the other two members.

2. The Review Panel shal! investigate the challenge and render a binding judgment.
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ARTICLE XX - TEACHER ASSIGNMENT AND TRAVEL

A.

All teachers shall be notified in writing of their salary status and their buiiding, subject and class assignments
for the following school year. Such notice shall be given to all presently employed teachers no later than the
last teacher duty day of the current school year.

If changes are made in items specified in the preceding paragraph prior to the teachei”s return to duty, the Hu-
man Resources Office shall, as soon as possible, notify the teacher in writing addressed to the teacher’s latest
recorded address. It is the teacher’s responsibility to keep the Board informed of his/aer current address.

The Board shall make every effort to arrange the schedules of teachers who are assigned to more than one
school so as to limit the amount of inter-school travel to a minimum. As socn as practicable, such teachers
shall be notified of any changes in their schedules.

Prior approval of the Superintendent is required in all cases in which the Beard is to assume any part of the

expenses for authorized travel by instructional staff or for an expense account for such travel. Each person,
upon completion of a trip, shall file an expense account upon special forins provided by the Human Resources

Office.

Any teacher who travels under Board authorization shall have prior approval of the Superintendent or his/her
designee and be subject to Florida Statutes and Rules of the Board. Each such teacher will be reimbursed at the
prevailing rate established by the State of Florida.

Out of county travel expenses for trips directly related to instruction 'in credit earning courses or workshops
shall be borne by the Board when the Board requires such attendance.

Teachers shall not be required to transport students on officiai schoo! dusiness.

Teachers shall not drive school buses. Exclusions to this restriction aie the following:

1. overnight field trips are excluded and may be driven by the specific participating teacher/coach. How-
ever, should that participating teacher/coach choose not to drive, a Transportation driver shall be pro-
vided. Meals and accommodations fer the driver wiil be providzd by the school at the applicable per diem
rate. With respect to this exclusion, it does not pertain to ESE field trips (2.e., Handicapped Olympics);

2.  Environmental bus; :

3. Alternate Education buses;

4, Carefree Learner bus supporting Sarasota High School;

5. Marine Biology bus assigned to Pine View; and

6. Sailor Circus.

Teachers driving buses consistent with this Agreement shall be compensated at a rate egual to the average bus
driver’s hourly rate.

Alternative Education

The parties agree that all teachers of alternative education clesses will hold the appropriate certification for the
subject area taught. Any teacher not possessing the appropriate subject area certification for his/her majority
assignment will be listed as out-of-field and will be treated in a manner consistent with other out-of-field
teachers (i.e., they must take six semester hours per year towards cbtaining the appropriate certification).
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K. Substitute Teachers

1.

The administration will make 21l reasonable effort to secure a substitute teacher for an absent classroom
teacher.. ' .

Should the administration be unable to secure a substitute teacher, the administration will seek volunteers
among the.remaining teachers to teach the absent teacher’s class during his or her planning period. That
teacher will receive an equal number of hours of compensatory time, rounded up to the nearest hour for
the lost planning time, to be used when students are not in attendance.

Cther than in emergency situations, there will be no dispersal of students from an absent teacher’s class to
other-classrooms..,

ARTICLE XXI - PAID LEAVES OF ABSENCE

L Categories of Paid Leaves- .

A. Sick Leave

1.

k.

Sicknesses of Deéth

a.  Each full time teacher is entitled to four days of sick leave as of the first day of employment of each
current year, and thereafter.is credited with one additional day of sick leave at the end of each month
of employment. However,-no teacher may earn, during a fiscal year, more than a total of one day of
sick leave for each month of employment. The unused portion of sick leave shall accumulate from
year to year to the limit permitted by statute. “Sick Leave” shall be defined as personal illness or
disability of the teacher, or illness or death of a member of his/her immediate family. “Immediate
Family” shall. be defined ags a spousg, parent, child, brother, sister, grandparent, parent-in-law, sister-
in-law, brother-in-law, other close relative, or member of his/her own household.

TR ST ot i % WENE Vgt snatl .
A:teacher may authorize the transfer of some or all of his or her accumulated sick leave to his or
her spouse, -child,, parent or sibling who is also an employee.of the School Board of Sarasota
County. This transfer of sick leave:is voluntary on the part of the donating employee. Sick leave
may only be transferred to those family members specified above and may not be transferred be-
tween non-related employees. Sick leave may only be transferred when the receiving employee
has fully exhausted his or her existing sick leave accrual (excluding sick leave bank days) and
must be utilized at the time of transfer. Sick leave may only be transferred while the family mem-

ber is on approved sick leave status. This transfer may occur across bargaining units.
c. A sick leave bank is set forth in Appendix C which is attached hereto and made a part hereof.

d.  Other than as described in Section B above, sick leave credit may not be transferred or loaned to an-
other teacher or employee.

Persohal Days -
Each teacher shall be provided six days to be used for the teacher’s personal business or emergencies. A

personal leave day may be used for any purpose at the discretion of the teacher, except as outlined below.
A teacher planning to use a personal leave day or days shall notify his/her principal at least 48 hours in

-advance, except in case' of emergency. Such personal leave shall be charged to sick leave and not be cu-
"mulative: Leave forms shall be available at the school offices, and they are to be filled out upon the

teacher’s return' from such leave. “Personal Leave” shall be adequate explanation for such leave. The
teacher upon féturn'to duty: shall filk out the standard leave form explaining the emergency in those cases
where less than 48 hours notice has been given.
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3. Days Immediately Preceding or Following a School Holiday

A teacher requesting a personal day for a work day immediately preceding or following the days listed
below must receive prior approval at least one week in advance from the cost center head. The cost center
head may deny a personal day request during this time period, due to a lack of availability of substitutes.
The cost center head will make all reasonable efforts to ensure the approval of such requests are fairly
distributed among the teacher requests. Any teacher requesting a sick day for a period of time continuous
with one of the aforementioned days may be asked to provide medical documentation for the day in ques-
tion. Failure to provide such documentation will lead to a forfeiture of the teacher’s pay for the day in
question (i.e., unpaid leave).

Thanksgiving Recess President’s Day
Winter Recess Spring Recess
Martin Luther King Day The last day of student attendance

Memorial Day
I1lness-In-The-Line-Of-Duty Leave

Each teacher shall be entitled to illness-in-the-line-of-duty leave with net pay when absent because of a per-
sonal injury (including assault) received in the discharge of duty or because of illness from any contagious or
infectious childhood diseases contracted in school work, other than common cold or flu. The above circum-
stances are subject to Administrative review and consultation with the local board of health if deemed appro-
priate.

As a prerequisite for any leave granted pursuant to this Article, a teacher shall obtain a certificate of illness or
injury from a licensed physician. :

1.  Such leave due to the aforementioned illnesses shall be authorized for the length of time which is gener-
ally accepted by the medical profession as necessary for recovery or for the specified time allotted for re-
covery by the individual teacher’s physician, whichever is shorter.

2. Leaves due fo the aforementioned injuries cr illness shall be authorized for a period for which a physician
certifies the teacher’s inability to work or for the maximum number of days as specified by the then cur-
rent applicable Florida Statute following the injury or illness, whichever is shorter. After that time the
teacher will receive wage loss payments as specified by Florida Statute.

3. The Board’s liability pursuant to this Article shall end if the teacher bﬁcg)mcs eligible for state and/or so-
cial security disability benefits. -

4. The teacher may use his/her own accumulated sick days upon expiration of benefits under Sectmns 1 and
2 above.

5. The teacher shall be provided, upon request, unpaid personal leave for medical reasons upon expiration of
the in the line of duty leave and accumulated sick leave.

Leave for Union Officers
Upon request, leaves of absence, limited to three persons per year, shall be granted to Union officers. This
leave will be extended yearly to include the officer’s full term of office. The SC/TA will relmburse the Board

for all expenses associated with these leaves.

Sabbatical Leave

If there are a sufficient number of qualified applicants, not more than one-half of one percent of the teachers
may be granted sabbatical leaves during any one school year. The procedures governing the granting of sab-
batical leave are set forth in Appendix B attached hereto.
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Temporary Duty Days

Temporary duty days with pay may be granted to teachers for purposes stated below. The Superintendent shall
make the finai cetermination as to approval or disapproval of an application.

1. Attending and/or participating in professional meetings relating to educational workshops, seminars, or
conferences sponsored by professional educational organizations, colleges, universities, or government or
private agencies concerned with public school matters.

2.  Visitation for the purpose of observing instructional techniques or programs.
Civic Duties

Any teacher may be granted, upon written request and with the Superintendent’s approval, up to three days
leave with pay to perform civic duties at the local, state, or national level.

Leave for Legal Commitments and Transactions

1. A teacher who is absent because of a mandatory (subpoena) court appearance shall incur no reduction in
pay by reason of such appearance. A copy of the subpoena must be filed with the absence report.

2. A teacher may serve on temporary assignment on jury duty without loss of pay if s/he so desires.

3. A teacher released from his/her subpoena or jury duty with sufficient time remaining to return to his/her
school center to complete at least one-haif day of his/her duty day shall return to his/her school center
unless released by the principal.

Vacation

1.  Effective with the 1985/86 school year, those teachers already teaching 240 days shall be considered 12
month personnel as defined by the school calendar and will qualify to earn additional vacation days in
concert with ali other 12 rionth personnel. Specifically, they may earn in the range of one to six addi-
tional days beyond the 12 already granted by the calendar. These additional days may be accumulated but
are not to exceed 30 days.

2. Effective with the 1985/86 school year, all new teachers shall have their work year designated as a 196
work'day year, witn additicnal duty days assigned by the administration on an annual basis. Teachers
who work in excess of 196 days shall continue to receive omue vacation day for every 24 additional duty
days (not including the summer school program). Any additional duty days requested by the administra-
tion shail be voluntary and shall not be a condition of ¢rapioyment.

Procedures

Requests

All requests for a leave of absence for Union officers or for sabbatical leave or for a return to duty following
one of these leaves of absence will be submitted to the Department of Human Resources. Requests for sick
leave, iilness-in-the-line-of-duty, temporary duty days, civic duties, legal transactions, and vacation will be
submiticd to the cost center head. Under normal circumstances the deadline for applying for an extended (i.e., a
leave that will extend into the next school year) paid leave of absence shall be March 1st of each year. Teach-
ers on extended paid leave shall notify the Department of Human Resources on or before March 1 of their in-
tent for the coming year.

Experience Credit

A teacher will be granted one year’s experience credit for service of one day more than one-half of the regular
contract year when on an approved paid leave of absence.
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C. Insurance Continuation

Any teacher granted a leave of absence as provided in this Articie shall continue to receive all benefits and
privileges of an active School Board teacher.

D. Retirement Credit

A teacher granted a leave of absence may receive limited leave of absence credit in his/her respective retire-
ment system to the extent and in the manner provided by statute. It shall be the sole responsibility of the
teacher to make arrangements to obtain such credit.

E. Return to Duty

Upon return to duty from a paid leave of absence, the teacher will return to his/her former position.

F. Transferring in of Sick Leave

The transferring in of sick leave is not allowed.

G. Sick Leave Payoff Cap

The sick leave payoff cap is 180 days. Teachers possessing more than 180 days in sick leave accumulation
prior to July 1, 1983, will be grandfathered at the level they possessed at that time. Teachers may accumulate
days in excess of the 180 day cap but are limited to 180 days for payoff purposes.

H. Verification of Reasons for Leave

Upon return from leave as described in paragraphs A and B, the building principal shall provide the teacher
with necessary forms for verification of the reasons for absence. Such completed forms shall be submitted to
the building principal within five working days following the ieacher"$ return from leave.

I.  Funds for Expenses

The Board shall provide funds for expenses, as set forth in Section E of this article; for temporary assignment.
Normally only one member of a department may be granted permission to attend one such meeting at Board
expense. The Superintendent may approve of exceptions. Teachers shall give adequate notification on the
proper forms and shall report-the nature of the professional meeting ‘o b2 attended. Forins may be obtained
from the principai. ' i v :

ARTICLE XXII - UNPAID LEAVES OF ABSENCE
I.  Categories of Unpaid Leaves
A. Study/Professional Improvement Leave

A leave of absence without salary for professional improvement may be authorized by the Board for any Con-
tinuing Contract or Professional Services Centract teacher. If the purpose of the leave involves a two year pro-
gram, a second year shall be approved upon request. Other leaves shall not exceed onz year. However, at the
end of a leave, a teacher may request another leave of absence, the granting of which shall be at the sole discre-
tion of the Board. Application for such leave shall be submitted to the Superintendent not later than 60 days
prior to the start of the semester in which leave is to commence. Experience credit on the salary schedule in the
amount authorized in the leave shall be granted upon the teacher’s return from leave if s’he has engaged in re-
lated studies at an accredited university or s/he has served in a capacity similar to one s/he occupies in the
Sarasota County School System. Noiwithstanding the foregoing, no experience credit will be granted for any
year in which the teacher does not work or participate in the leave as approved one day more than one-half of
the regular contract year.
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Such leave may be authorized for

—

engaging in study at an accredited university;
2. full time participation in a federally sponsored Peace Corps;

3.  full time teaching in foreign or military programs;

4,  culiural travel or work program related to his/her professional responsibilities;

5. participating in exchange teaching programs in other school districts, states, territories or countries; or
6. serving as a full time, paid officer of an education association.

Medical Leave

A teacher may take an unpaid leave of absence due to either personal illness or due to the illness of a member
of his or her immediate family. Prior to taking an unpaid medical leave, the teacher must have exhausted his or
her sick day accrual and have completed his or her Family and Medical Leave Act (FMLA) leave if applicable.
A teacher requesting medical leave must provide medical documentation of the illzess in question.

Workei’s Compensation

A teacher receiving worker compensation payments will be deemed to be on an unpaid worker’s compensation
leave during that time period.

Political Leave

A leave of absence w1thout pay, for up to one year may be granted by the Board to a teacher, upon application
to campaign for or to serve in public office. If elected to serve in a public office, leave shall extend through the
first term of office.

Family and Medlcal Lea\re Act (FMLA) Leave

Teachers quahfymg u.nder Federal Statutes for FMLA leave will be granted up to 12 weeks of unpaid leave
with continuation cf health benefits. In the case of teachers on worker’s compensation leave, FMLA leave will
commence only after the teacher has exhausted all of his or her worker’s compensation leave.

Maternity Leave

1. A maternity leave without pay shall upon written request be granted to a teacher any time between the
commencement and termination of her pregnancy. The commencement of such leave shall be at the dis-
cretion of the teacher and her physician. Except in case of emergency, the teacher shall give written no-
tice to the Superintendent at least 30 calendar days prior-to the date on which her leave is to begin. The
request for leave shall include a physician’s statement certifying the pregnancy, the anticipated date of
birth,'and the length of time the teacher should be able to work. All or any portion of a leave taken by a
teacher because of a medical disability connected with pregnancy may, at the teacher’s eption, be charged
to 'her available sick leave

M

The teacher shall, in her wntten request for leave notify the Superintendent that she will return to work
enher g

a. . as-soon aﬁer the bu'th of her Chl]d as her physnclan certifies in writing that she is able to return, at

= " which time the teacher shall be returned to her.former positicn; or

b:-von the first day of the next school year following the termination of pregnancy, at which time the
teacher shall be returned to her former position.
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G.

H.

IL

Child Care Leave

1. A child care leave without pay for caring for a child less than six years of age, not to exceed one year,
shall be granted a teacher upon written request to the Superintendent. A teacher may request in writing an
additional year of child care leave. Such request shall be submitted not less than 30 calendar days prior to
the conclusion of any year already granted. Child care leave may be extended on a yearly basis for a
maximum of five school years.

Personal Leave

A teacher will be granted a personal leave of absence for any reason, for a period of one school year or for the
remainder of a given school year. A teacher will be granted only one personal leave of absence in any three year
period. During the time the teacher is on an unpaid personal leave of absence the teacher may not enter similar
or related employment during his/her leave without express written permission of the Board. Violation of this
provision will constitute grounds for termination of employment.

Military Leave

Leaves of absence for the performance of duty with the United States Armed Forces or with a reserve compo-
nent thereof or with the National Guard shal' be granted in accordance with applicable law.

Procedures

Requests

All requests for a leave of absence or for a return to duty following a leave of absence will be submitted to the
Department of Human Resources. Under normal circumstances the deadline for applying for an unpaid leave
of absence shall be March 1 of each year., Teachers on extended unpau?[ leave shall not:fy the Department of
Human Resources on or before March 1 of their intent for the commg year.

Duration of Leave

Other than in the case of personal leaves of absence, the Board will not refuse subsequent leave requests with-
out sufficient reason. Under normal circumstances, such leaves shall not exceed five years. A teacher’s leave
will be extended in cases where no position exists for the teacher to return in one of his/her areas of certifica-
tion. A leave will not exceed one year’s duration, but may be renewed as specified herein.

Experience Credit

No experience credit for salary purposes will be granted for any year in which a teacher does not teach for one
day more than one-half of the regular contract year. A teacher may be granted one year’s experience credit for
service of one day more than one-half of the regular contract year when on an approved study/professional,
worker’s compensation, military, or political leave of absence.

Insurance Continuation

Any teacher granted a leave of absence as provided in this Article shall be given the opportunity to continue in-
surance in the existing school programs during the leave provided that the premiums for such insurance pro-
grams shall be paid by the teacher on a monthly basis in advance of the month due.

Retirement Credit

A teacher granted a leave of absence may receive limited leave of absence credit in his/her respective retire-

ment system to the extent and in the manner provided by statute. It shall be the sole responsibility of the
teacher to make arrangements to obtain such credit.
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Return to Duty

1.

Normal Return to Duty During a School Year

a.

Leaves of 12 Weeks or Less Duration

A teacher who desires to return to duty at the end of his or her approved leave will be placed into the
same or a substantially similar position at his or her former work site. Should no vacancy exist for
which the teacher is qualified, a surplus situation will be said to exist at that work site which will be
handled in a manner specified elsewhere in this Agreement.

Leaves Exceeding 12 Weeks
A tedcher returning to duty from an approved leave of absence of greater than 12 weeks duration

(regardless of whether or not his/her return is premature) will be placed in a manner described in
number 3, below.

Normal Return to Duty at the End of School Year

Upon return from an approved leave, the teacher shail be returned to his/her former position, if available,
or to a substantially similar position at his or her former work site, for which the teacher is fully qualified
and certificated. In cases in which a staffing surplus is said to exist, such placement must be in accord
with those procedures outlined in Articles XIV and XV, where applicable.

Premature Return to Duty

a.

A teacher returning to duty prematurely from an approved, unpaid leave of absence will be placed
into the next avaiiable opening for which s/ne is qualified (except in the case of FMLA leave) on his
or her former pay scale. A teacher’s placement at a work site will be made at the discretion of the
Board, within the north and south county boundary preference expressed by the teacher. This
placement will continue only until the end of that current school year.

A teacher currently on a NEAT/performance assistance process will not be eligible for premature re-
turn to duty. Unless agreed to by the parties, employees on a NEAT process or performance assis-
tance will be returnea to their former work site at the conclusion of their approved leave of absence.

At the end of the school year in which the teacher requested premature return to duty, that teacher
will be returned to his or her former work site, for the following school year. Should no vacancy ex-
ist for which the teacher is qualified, a surplus situation will be said to exist at that work site which
will be handled in a manner specified elsewhere in this Agreement.

Return From FMLA Leave

A teacher on an approved Family and Medical Leave Act (FMLA) leave will return to his or her former
position upon return from the FMLA leave. Should a teacher not return to duty during or immediately fol-
lowing the conclusion of his or her FMLA leave and is approved for further leave, s/he will be placed into
a position following those procedures outlined above.
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ARTICLE XXIII- GRIEVANCE AND ARBITRATION

A. Definitions

1

2.

The “grievant” is a teacher, a group of teachers, or the Union filing a grievance.

The Union retains the right to file a grievance on any misapplication of this Agreement or practices and
policies affecting the terms or conditions of employment.

A “grievance” is an allegation by the grievant that s/he has been treated in an unfair and/or inequitable
manner or the grievant or Union has been affected by an action or proposed Board action item, that if im-
plemented, would constitute a misinterpretation or misapplication of the specific written terms of this
Agreement, or on the regulations and rules of the School Board, DCE, or State Statute. Any grievance of
a proposed Board action would not inhibit the Board from taking the proposed action while the matter is
pending resolution. A grievance may be processed through Section B of this Article.

B. Procedures

I

Informal: This level of the grievance process is to be used to seiile grievances and disputes at the local
level. It is the intention of the parties that to the greatest extent possible, only iccal building staff will be
used to process Informal level grievances. No later than 20 working days after the grievance first oc-
curred or knowledge should have been reasonably had thersof by the grievant, the grievant, and/or the
grievant and his/her cost center Union representative shall request a meeting to verbally discuss a poten-
tial grievance with the cost center head, or his/her designee, allegedly causing the potential grievance.
The cost center head, or his/her designee, will respond no later than ten working days after the informal
meeting has been held. If the grievant is not satisfied with the disposition of the potential grievance, the
potential grievance may be taken to Step One of the Formal Procedure.

Formal Step One: If the grievant is not satisfied with the disposition of the grievance at the informal level,
no later than ten working days following the admrinistrator’s denial at the Infermal Step, the grievant
and/or his/her Union representative shall schedule a raceting 13 submit the grievance on the adopted form
to the cost center head or his/her designee allegedly causing the grievance. The cost cenier head or his/her
designee will respond in writing, no later than ten working days after the meeting has been held. If the
grievant is not satisfied with the disposition of the grievance, the grievance may be taken to Step Two of
the Formal Procedure. :

Formal Step Two: If the grievant is not satisfied with ihe disposition of the grievarice at the Step One
level, s’/he may schedule a meeting to submit the grievance on tre adopied for: 1o the appropriate Assis-
tant Superintendent or his/her designee no later than ten working days after the response was received at
the Step One level. The Assistant Superintendent or his/her designee shall submit his/her written response
to the Step Two grievance no later than ten working days following the Step Two meeting.

Formal Step Three: If the grievant is not satisfied with the disposition of the grievance in Step Two, s/he
may schedule a meeting to submit it on the adopted form to the Superintendent or his/her designee no
later than ten working days after the written response was received in Step Two. The Superintendent or
his/her designee shall submit a written response no later than ten working days afier the Step Three meet-
ing. Should the response be a rejection of the grievance, the Superintendent or his’her designee will
summarize his/her reasons for so ruling.

Step Four (optional): Should the parties mutually agree, the next step in the processing of a grievance will
be through the inclusion of an impartial mediator. The decision to undertake this option must be made by
the grievant within 15 working days from receipt of the Step Thiee written decision. The mediator will be
chosen through mutual agreement of the parties. There will not be a binding decision on the parties ex-
cept by mutual agreement. Alternate solutions which are recommended at this level may not be utilized at
an arbitration proceeding by either party.
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Step Five: If the grievant is not satisfied with the dispositicn of the grievanze in Step Three or Four, s/he
may submit it to the American Arbitration Association (AAA) pursuant to the Voluntary Labor Arbitra-
tion Rules for a binding decision. Any submission hereunder shall be made no later than 15 working days
after the receipt of the decision in Step Three or Four,

C. Rules

1.

10.

A party to a grievance proceeding shal! have the right to representation of his/her choice at any step of the
informal and formal proceedings. The grievant shall not be required to discuss any grievance if the griev-
aat’s representative is not pressnt. A teacher may avail him/herself of the grievance procedure in person
or by counsel.and have such grievance adjusted without intervention of the Union provided that:

a. the'adjustment is rot inconsistent with the terms of this Agreement, and

b. th.e Union has been given reasonable opportunity to be present at any meeting called for in the reso-
lution of such grievance.

At any step of the grievance procedure, the time limits may be extended by mutual agreement of the par-
ties to the grievance. Absences from duty, not to 2xceed ten working days, for legally prescribed reasons
shall automatically extend: the time limits equal to the number of days of such absence.

Except in cases that constitute dangerous and hazardous conditions, directives from administrators shall
be complied with pending resolution of any dispute.

If a dispute exists conc;emin_g the arbitrability of an issue referred to arbitration, the issue of arbitrability
shall be the first issue before the arbitrator and no other matter will be considered by the arbitrator until
s/he has issued his/her findings on the question of arbitrability.

The:arbitrator-shall:have no power, to ‘add to, subtract from, modify. or alter the terms of this Agreement,
nor: shall the arbitrator-have the powerito arbitrate any matter excluded from arbitration expressly or by
implication.: The:arbitrator is not to proceed in contravention of the limitations upon his/her powers as ex-
pressed in Section,C-4 hereof. . . . - N
" gl EoIEE L R

Nei:her lthe. Bo.ard nor the Union -.will-be permitted to assert before the arbitrator any grounds or evidence
which has not previously been disclosed to the other party except where a party was unable to produce
said grounds or evidence prior to Step Five. Such grounds and evidence shall be disclosed to the other

party. between: S.tep Three and the arbitration hearing. The admissibility of such evidence shall be decided
by the arbltrato‘r prior to proceeding with the gnevance hearmg
Any. dlsoussxons or. propesals whlch occurred elther between the pa.rtles or one or both of the parties and
the mediator; at’Step Four (if elected) are not to be considered relevant or to be heard by the arbitrator
should the gnevance procced to Step Five.

Any rehef granted pnor to Step Three requlrmg the expendlmre of Board funds which is not in accor-
dance with Florida, Statutes, DOE regulations, or Board Rules shall be void at that level but may be car-
ried:to-Step Four or Step Five.if appropriate. Any relief granted prior to Step Three shall not be deemed to
establish past practice, :.custom, precedent, or usage as to any other circumstances or occurrences without
the express approval of the Superintendent.

The partles shall share the costs of transcripts if so desired by the parties.

-The Informal Step and Steps One and Two of the gnevance procedure may be bypassed by mutual
agreement of the grievant and the-Superintendent. The grievance shall then be brought directly to Step

Three.
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11.

12.

14.

15.

16.

17

18.

The parties will cooperate in the investigation of any gricvance and will, except as limited in Article
XVII, Section A (Personnel Records), furnish each other suck requested information for the processing of
any grievance provided the information is not legally restricted or work product related to the grievance
or contract negotiations as contained in Article IV, Section A (Union Rights, Privileges and Obligations,
Employer Information).

No reprisals or recriminations of any kind shall be taken by the Board, Administration or Union against
any teacher because of his/her participation or non-participaticn in the procedures set forth in this Article.

Each party shall bear the full cost for its representation in the arbitration. The cost of the arbitrator and the
American Arbitration Association (AAA) will be divided equally between the parties.

Election of Forum (Non-Duplication of Remedies): The commencing: ¢f legal proceedings against the
Board in a court of law or equity or before the Public Employee Relations Commission or any other ad-
ministrative agency by a teacher, teachers, or the Union fer an alleged violation or violations of the ex-
pressed terms of this Agreement shall be deemed a waiver by said teacher, teachers, or the Union of
its/their right to resort to the grievance and arbitration precedure contzined in this Agreement for resolu-
tion of the alleged violation or violations of the express terms of this Agreemeri.

Grievances and answers thereto subinitted pursuant to tl'lia grievance procedure shall not be placed in a
teacher’s permanent personnel files.

Grievances that are resoived by remedies not outlined on the grievance form must be put in the form of a
Memorandum of Understanding and must be signed by the grievant or his/her representative and the Su-
perintendent or his/her designee.

Should manageraant fail te respond tc a grievance at any step in the process in a timely fashion, the
grievance will be considered to be actomatically advanced to the next step of the grievance and arbitra-
tion process as described hereir. Should the Union or grisvant fail to advence a grievance in a timely
fashion, the grievance will be denied. (Such denial will ot establish past practice on the matter at hand.)

The Union will be considered to be a party with standing in any grievance.

ARTICLE XXIV - PARTICIPATORY MANAGEMENT

A. Organizational Structures

8

School Site Management

a.  Each school cost center shall determine the organization and structure of its decision making team,
consistent with the requirements of Statute and the provisions of this Agreement. Schools which, as
of the date of implementation of this Agreement were organized and approved as Shared Decision
Making/School Based Management sites will continue in that status unless modified under the pro-
visions for annual review confained herein. Schoois not approved for Shared Decision Mak-
ing/School Based Management as of the unplementauon date of this Agreement will proceed as fol-
lows:

(1). The principal and Union chief building representative will provide an opportunity for staff,
parents and students (high school level) to understand the provisions for governance in a
Shared Decision Making/School Based Management school. Thereafter, the principal and Un-
ion chief building representative will cause an election to be held in which the school commu-
nity members can choose to utilize a Shared Decision Making/Schoel Based Management
form of governance or an alternative form of governance to be determined. A two-thirds or
more vote of the eligible voters (administrators, instructors, classified staff, elected parent
leadership [i.e., PTO/PTA] and student leadership at the high school level) at the applicable
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centers is' necessary for a school to begin developing a proposed Shared Decision Mak-

' 'ing/School Based Management plan of governance. Such a plan must also be approved by a

).

3).

two-thirds or more majority vote of the same constituents in order to be presented to the Re-
structuring Advisory Council (C this article) for approval.

If the vote in (1) above fails to indicate a preference by a two-thirds vote or higher for Shared
Decision Making/School Based Management, the principal and Union chief building represen-

tive will convene a committee representative of the constituency of that school to design an
alternate structure for Site Based Governance. Such a plan for Site Based Governance will in-
clude but not be limited to (a) the scope of the governance and decision making of the alternate
structure, (b) the process for staff, parents, students, and community to provide input to the
work of the alternate structure, (c) the process for selecting the leadership of the alternate
structure and the length of term for said leadership, (d) the components for goal setting, ongo-
ing training and evaluation, (e) the procedures for amending the alternate governance plan, (f)

- provision for an annual review and self-evaluation of the effectiveness of the structure, and (g)

provision that representatives of administration, certified and classified staff, parents, and stu-

" dents (high school) semng in such an alternate structure will be elected by peers by secret bal-

lot.

The-Alternate-Governance Structure developed under (2) above shall be implemented only af-
ter a two-thirds or higher majority vote of the constituency identified in (1) above.

b.  Under the provisions of either Shared Decision Making/School Based Management or an Alterna-
tive Governance Structure, the following shall apply:

1.

Q).

(3).

Each site organizational plan shall include the: (a) scope of planning and decision making, (b)

‘process: for ‘providing input to the SDMT/Alternate Governance Structure, (c) process for se-

lecting chairperson(s) by the representative group, length of term, and the role of chairperson
onee the organizational plan has been.accepted by the Restructuring Advisory Council (RAC),
{dy-coraponents for:goal ‘setting, ongoing training -and evaluation, (e) procedures for amending
the plan ) annual review and evaluauon

All site meetmgs shall be armounced 48 hours (two working days) in advance and shall be
open to members of the school’s/site’s community. The minutes of all school/site council
meetings shall be posted and distributed in a timely fashion. Emergency meetings, as verified
by a majority vote of the membership of the team or governance structure, may be called with-
out 48 hours notice, as needed.

Consensus shall be the process for decision making at the SDM sites, and may be used in the
alternate governance structure. In the absence of such a provision for the use of consensus at
nor-8DM sites, Robert’s Rules of Order shall prevail.

B. Scope of Resp0n51b111t1es

1. Non—SchooI/Sne ResponSIblhtles. (Not subject to participatory manabement at the sites.)

collective bargammg (e.g. leacher evaluation, teacher discipline, layoff and recall, compensation, invol-

untary transfers, grievance procedures, teacher insurance, etc.)

Employee Assistance Program.
‘local, state, and federal law
recruitment
state testing
" scheduling the student day
all other items not specifically listed in 2 or 3 below
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Central Responsibilities (available for an advisory role through participatory management at the sites.)

Board policy

capital improvement

central budget

central purchasing

comprehensive district wide planning
district wide curriculum (e.g. AIDS ed.)
data processing

ESE program definition

facilities

food services

maintenance

personnel selection for district employment
assignment of site administrators
research and evaluation

district staff development

state adopted materials

transportation

utilities

School/Site Responsibilities (Decision making role available through participatory management at the
sites.)

curriculum/content

educational supplies and materials

ESE education implementation

extracurricular activities

instruction

site budget

staff development _ )

site personnel selection (input on the assignment of district personnel to site, except where specified
elsewhere in this agreement)

strategic planning

C. Restructuring Advisory Council (RAC)

1.

The RAC will serve in the advisory role in the school district on policy matters ‘that come before the
Board and the SC/TA regarding Participatory Management. 5 Elven g

The RAC will be comprised 'of the following: the chairpersons of each site team and appointed SAC and
parent representatives (designated by the SC/TA president and the Superintendent of schools).

The Restructuring Advisory Council (RAC) shall review each school’s/site’s decision making process for
the purpose of formative feedback and guidance. This process will include:

a. an annual review of each school’s/site’s organizational plan,

b. an annual survey of district staff and community involved in the process to determine the effective-
ness of Participatory Management,

c. visitation to Participatory Management meetings at the various schools/sites,

d. annual survey of schools/sites to gather data for measuring the long term effects of Participatory
Management in Sarasota County,
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€.

forming a line of comraunication to each of the sites to offer assistance and support.

4. The RAC is charged with the responsibility of the county wide implementation of the decision making
principles reflected in this section of the agreement. In doing so, the RAC shall

a.

b.

J-

set and publish a schedule and location of its meetings,
arrive at all decisions utilizing a consensus approach,

reach binding decisions only when a quorum is present (50% + one individual will constitute a quo-
rum),

disseminate minutes county wide,

assist in forming and facilitating effective planning at the school site level,

formulate a yearly improvement plan with clear duties, tangible goals and assessment for the RAC,
publish agenda at least two working days prior to RAC meetings,

review Participatory Management plans for compliance with Board Rules and State Statute,
enable the RAC to provide for the following tasks:

(1). communicate Participatory Management issues and concerns to the district administration and
the SC/TA, '

(2). be aresource housing materials and literature on Participatory Management,

(3). be a contact for Participatory Management consultants and resource persons, inside and out-
side the district, and

(4). produce a newsletter on Participatory Management for the district; and

resolve problems or concerns regarding Shared Decision Making.

D. SDM Support Systems

1. Responsibilities of the School Board

a.

Frovide technical assistance and suppoit to site teams, by providing workshops, institutes, and other
forms of education, training and support to individual site teams. Each school team will be offered
training each year following the initial year of operation.

Implement appropriate activities that facilitate Participatory Management while maintaining consis-
tency with this Agreement, School Board Rules, and State and Federal law.

Provide site teams access to information necessary for good school management in the areas of per-
sonnel, budget, managernent information systems, purchasing, and accounting.

Support the timely processing of requests for funding and other resources which are germane to the
operation of the schools.

Provide for training of the site teams in team building, consensus decision making, school/site
budgeting and personnel selection procedures. It is expected that this level of training constitutes the
minimum required for effective site based decisions.
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f.  Provide for facilitating a working relationship between site teams, the Snnerintendent, and central
office staff, in order to advance the work of Participatory Management and help teams focus on is-
sues that benefit students.

g¢.  Expressly share designated decision making authority with the site teams as outlined in Section B of
this Article.

Responsibilities of the SC/TA

a.  Provide technical assistance and support to Decision Making Teams.

b.  Encourage Participatory Management through its leadership, training activities, and publications.

c. Provide for facilitating a positive working relationship between site teams, the Superintendent, and

the central office staff, in order to advance the work of the teams and help them focus on issues that
benefit students.

E. Waiver Process

1.

5.

6.

Waivers must be educationally driven and have a discernible impact on the educational program/process
at the work site. Waivers will not be granted on mandatory subjects of bargaining. Waivers will not be
precedent setting on the parties and may not be used by either party as an example of establishing a past
labor practice. In addition, waivers will be binding enly at the work site for which they were approved.

Waivers may be requested in the following manner:

Waivers of County School Board Rules must be approved by the School Board,' waivers of State Statutes
and Rules must be approved by both the School Board and the Commissioner of Education and waivers
of the contract must be approved by the SC/TA and the School Board.

Waivers must be submitted for review and routinig to the Restructuring Advisory Council, the Division of
Instructional Services, and in the case of contract waivers, to the staff of the SC/TA. (At this point it may
be necessary for either of these groups to ask for clarification, or render some technical assistance to the
requesting site team before the waiver is sent on for approval.) Upon completion of the review process,
the waiver request will be forwarded to the School Board and, as apprapriate, the SC/TA for approval.

Waivers must be accepted by a three-fourths majcrity vote of the faculty, staff, elected parent leadership
and student leadership where appropriate (high school). The vote shall be by secret ballot through a proc-
ess approved by the SDMT, or in nen-SDM schocls the alternative governance structure. The vote must
be certified by the principal and the SDMT Chairpersen, or in non-SDM schools the principal and alter-
native governance structure chairperson. -

Waivers must be submitted on the forms provided herein.

Waivers will be responded to and routed to the approving agency within ten working days.

F. Re-openers

1.

This article is subject to annual review.
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ARTICLE XXV'“DISCIPLINARY ACTIONS

A.

1. This article covers actions involving oral or written warnings, written reprimands, suspensions, demo-
tions, dismissals, or reductions in grade or pay with prejudice.

2. Disciplinary action may not be taken against a teacher except for just cause, and this must be substanti-
ated by sufficient evidence which supports the recommended disciplinary action.

3.  All facts pertaining to a disciplinary action shall be developed as promptly as possible. Actions under this
Article shall be promptly initiated after all the facts have been made known to the official responsible for
taking the actlons

Disciplinary‘action shall be governed by applicable sta:utes.

A teacher against whom disciplinary action is to be taken may appeal the proposed action through the griev-
ance procedure.

A teacher against whom action'is to be taken under this Article shall have the right to review all of the informa-
tion relied upon to Support the proposed action and shall be given a copy upon request.

The Union shall be’ prov:ded with a’copy of aII ‘correspondence that is related to the action of the teacher the
Union is representing.

The teacher and his/her representative shall be afforded a reasonable amount of time to prepare and present
appropriate'respdns'és to the proposed-actions under this Article, through Step One of the Grievance Process.
This amount of time {sto’ be m’utlhally agrecd upon by the partles

Ladl TN

Administrative 1nvoluntary reassignments to other schools retraining, recertification, and remedial training
shall not be conéldered dlsbtplmary actlohs and: shall not be used as'a substitute thereof.

Previous charges or achons that have been brought forth by the administration may be cited against the teacher
if these previous Acts are réasonably related to the exlstmg charge All previous charges or actions must have
been shared with'the teacher >~ ¢ 11 f

1. Tﬁe’-'&i‘s‘bfpﬁh‘e‘ di‘s’iﬁ‘isshl-'-deihotiéori ‘and suspension of any teacher shalI be for just cause.

2.  Where just-cause warrants such action(s) a teacher may be demoted, suspended or dismissed upon rec-
ommendation of the immediate supervisor to the Superintendent of Schools. Except in cases that consti-
tute a real immediate danger to the district or other flagrant violation, progressive discipline shall be ad-
ministered as follows:

a.  Verbal reprimand. (Written notation placed in site file.)
b.  Written reprimand filed in Personnel and site files.
c.  Suspension with or without pay.

d. Dismissal.

Notations for the record of verbal or oral reprimands at the school site level may be removed and/or destroyed
after a period of two years.

Letters of reprimand may be removed with Board approval from a teacher’s official personnel file after a pe-
riod of two years.
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During the pendency of an investigation into an allegation of wrongdoing on the part of a teacher, the teacher
may be temporarily reassigned only if the charges, if proven to be true, could lead to the teacher’s termination
or suspension or if the teacher’s conduct poses a threat to any individual’s safety.

A teacher who fails to return to duty for each of the first three work days of new school year and who fails to
notify his or her principal of his or her intentions will be considered to have abandoned his or her job and may
be terminated.

ARTICLE XXVI - TERMINAL PAY FOR ACCUMULATED SICK LEAVE

A.

The Board will provide terminal pay to a teacher at early or normal retirement or to his/her beneficiary if ser-
vice is terminated by death. Such terminal pay shall be an amount determined by the caily rate of pay of the
teacher at retirement or death multiplied by those percentages as outlined in Florida Statutes, and up to 100%
of the teacher’s accumulated leave days (as specified elsewhere in this Agreement). The teacher must leave the
employment of the school board directly into the Florida Retirement system in either early or normal retire-
ment status.

ARTICLE XXVII - LOCAL RELATIONSHIPS

A.

Upon request of either party at the local level, representatives of the Union and the Employer shall meet at a
mutually agreeable time and discuss, exchange views, and attempt to arrive at a joint resolution of problems
regarding personnel policies and practices and other matters affecting working conditions of a purely local na-
ture which are not covered by this Agreement. However, no changes to personnel policies and procedures af-
fecting working conditions shall be unilaterally implemented unless negotiated accordingly.

Disputes between the parties at the school level may be refeired for resolution to the local level of the Union
and of the Employer. : it - . A e

2ty

ARTICLE XXVIII - SALARIES

A.

Salary Schedule .

The salary of each teacher covered by this Agreement is set forth in Appendix A, whick is attached hereto and
made a part hereof.

The 2003-2004 school year saiary agreement is as follows:
1. Effective July 1, 2003, all teachers will receive an across-the-board increase of 4.25% (four and one quar-
ter per cent) for the 2003-2004 school year. This increase will be added to the respective salary schedules.

This increase will not apply to eamings from the 2003 summer school program.

2. New salary and longevity schedules are included as part of this Agreement and appear in Appendix A,
contained herein.

3. If a millage referendum is not passed by the voters of Sarasota County on or before June 29, 2006, all sal-
ary schedules will be automatically reduced by 4.25% as of the close of business on June 30, 2006.
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Longevitv Schedules

The longevity schedules contained herein will appear on the salary schedules. These payments will apply to-
ward retirement credit with the Florida Retirement System.

Method of Payment

This language is subject to re-negotiation should the school calendar change and the first teacher work date oc-
cur after August 7" of any given year.

1.

Number of Payments

Each teacher will be paid in 24 installments.

2. PayDays
196-day and 220-day teachers:  Pay days shall be the fifteenth and last working day of each month.
12-month teachers will be paid semi-monthly.

3. Exceptions
When a payday falls on or during a school holiday, regularly scheduled vacation or weekend, teachers
shall receive their paychecks on the last previous working day.

4. Final Pay
Each 196 day teach2r will rezeive his/her twentie‘h, twenty-first, and twenty-second installments on the
last working day of the school year. Should the last teacher workday occur before May 31 in a any given
year, teachers will receive their twenty-first and twenty-second installments on May 31%. The twenty-
third and twenty-fourth installments shall be mailed to his/her summer address no later than June 15™
Each 220-day teacher will receive his/her twenty-first and twenty-second checks by June 15" and
twenty-third and twenty-fourth by June 30"

5.  Withhcldirg cf Pzv
Payment of salaries for work days completed shall not be withheld for punitive reasons. The principal or
other authorized person may withhold the final check if the teacher has missed workdays represented in
that check and subsequent to the preparation and delivery of the check to the principal. A corrected check
shall Le delivered to the teacher as provided in section 6 below. Withholding of checks for failure to sub-
mit hezalth examiraticns, chast x-ray or tuberculin patch test, or to provide the Office of Human Re-
sources with the date of appointment for examination is not considered punitive.

6.  Payroll Errors
Neceséary corrections of payroll checks shall be made within five days of notification.

Supplements

1. All supplements will be paid in accordance with the Supplement Salary Schedule (Appendix A) of this
Agreement.

2.  Any new supplement must be approved by the Board prior to any payment.

INSTRUCTIONAL 49



48

50
51
52
53
54
55
56

ARTICLE XXIX - EMPLOYEE ASSISTANCE PROGRAM

A.

The Union and School Board shall develop an Employee Assistance Program which shall guarantee the ano-
nymity of the teacher. The provisions of this program will also apply to all School Board retirees.

This program shall include but not be limited to counseling for the following:
1. Drug Abuse

2. Alcohol Abuse

3. Family Counseling

4.  Financial Counseling

5.  Psychological Difficulties

6. Stopping the use of tobacco products.

ARTICLE XXX - EFFECT OF AGREEMENT

A.

A.

Any provision of this Agreement shall be determined = valid exczption to and shall supersede any existing
Sarasota School Board rules, regulations, orders, or practices which are contrary to or inconsistent with the
terms of this Agreement.

An individual contract which is executed during the term of this Agreement between the Board and a teacher
shall be made expressly subject to the terms of this Agreeraent. An individuz] eortract which is executed dur-
ing an interim period between this znd subsequent agreements between the Poard and » teacher shall contain a
ciause providing that after execution of this Agrzement, said indiv'dual contract shzl' ke brought into confor-
mity with the terms of that Agreement.

The terms and conditions of this Agreement will remain in full force and effect uatil such time as a successor
Agreement is ratified by the parties.

The parties reserve the right to enier into Memoranda of Understanding for the pruposes of clarifying and/or
interpreting any contract language costained herein, to resclve gricvarces, or to est:bl’sh any other term or
condition of employment not expressly coversd by this Agreement. Any Mamorandura of Understanding en-
tered into by the parties during the terrn of this Agreement clarifying and/or interpreting contract language or
resolving a grievance will continue in fuil force and effect unless aliered in a subsequent collective bargaining
agreement, or unless a sunset date is agreed to as part of the original Memorandum ~f Understanding. Con-
versely, any Memorandum of Understanding establishing any term or condition of employment not covered by
this Agreement will be considered nuil and void at the end of the contract unless expressiy extended by the par-
ties. Such Memoranda of Understanding for these purposes will not require ratificaticn by the parties unless
those terms are incorporated into a subsequent Agreement.

ARTICLE XXXI - BENEFITS

Health Insurance

1.  Preferred Provider Plan - The School Board will provide a Preferred Provider health insurance plan to
each teacher at no cost with the following minimum specifications:

a. Lifetime Maximum of $5,000,000

INSTRUCTIONAL 50



E\DOOQG‘\U‘J-‘-UJM.—-

u-uuu\u-u-u-h-h-a-4:AﬁhhnhmwmwwwmwuwMwwwmmmmmw.—-.—.—.—_._._.—._
NP~ OO0 AT N EWLUN SOOI NE RN —~OORTRANEWLDN—~O OGN B W —

b. Deductible - Individual $200

In-Networl: Coinsurance at no less than 90%

©

d. In-Network coinsurance will apply to all expenses incurred (not just those determined to be usual
and customary).

e.  Out-of-Pocket Maximum - $1000 per individual plus deductible
f.  Yearly Physical Examination (subject to $250 yearly limit)

HMO Plan - The School Board will provide an HMO health insurance plan as an option to teachers who
do not wish to participate in the PPO plan. The lifetime maximum coverage for the HMO plan will be
unlimited. The HMO will be offered to all teachers at no cost with the following minimum specifications:

a.  Lifetime Maximum - Unlimited
b. Primary Care/Specialist Office Visit - $10

c.  Inpatient Hospital - $100/Admission
d. Emergency Room Visit - $50

e.  Out of Pocket Maximum — $1,500 per individual
f.  Yearly Physical Examination (subject to $10 co-payment)

The School Board will provide spouse, dependent, and family health insurance options for both the PPO
plarx and the HMO plan at-the teacher’s expense, The Board will offer an alternative family health insur-
ance ‘option at'thé teacher’siexpenss;.that will provide for lower benefits and premium levels. Should a
teachef elect this:option for his or her family, he or she must elect this option for his or her coverage.

Teachers who have elected to waive their right to medlcal insurance by signing a School Board affidavit
of insurance coverage form prior to: September 1, 2000, will be allowed to maintain that election. New
teachers hired between September 1, 2000, and October 17, 2000, will be afforded the opportunity to de-
cline insurance coverage. If such an election has been made, the School Board will contribute the sum of
$254.06 per month to the teacher’s existing 401(k) account until such time as the teacher voluntarily re-
scinds~thie ‘waiver of insurance or:leaves the:employ: of. the School Board. Once a teacher’s election to
waive his:or her right to medical insurance has-been rescinded for any reason, that teacher may not elect
to waive medical insurance pursuant to this. paragraph again in the future. All teachers other than those
who have elected to waive their right to medical insurance prior to Septcmber 1, 2000, will be enrolled in
the School Board health insurance pla.n and not be allowed to elect a waiver of hea]th insurance.

[ A gt ¢ Tooit

B. Worker’s Compensatlon The School Board will prov1de Worker s Compensation insurance for all teachers as
outlined in’State: Statutes. ; :

C. Cafeteria Plan - The School Board will provide to each teacher at no cost the following benefits:

2.

Life Insurance - $50,000 for each teacher
Disability Insurance - 60% of salary after a 90 day elimination period, maximum of $4,000 per month
Dental Plan - Panel plan for teacher

Vision Plan - for teacher
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Optional Cafeteria Plan - The School Board will provide the following cafeteria options which each teacher
may pay for if they choose any individual option:

1. Dental Plan - Panel plan for dependents, and indemnity plan for teacher and dependents.
2.  Vision Plan - dependents

3. 401 (k) Plan

4.  Medical Reimbursement Account - teacher and family

Reopeners

Either party may reopen negotiations if costs exceed present School Board contributions for supplemental core
benefits (Section C, above).
. ’ .

Retirement
The Employer shall provide a retirement plan or plans as established by Florida Statutes.
Sick Leave

Sick leave shall be cumulative -and subject to Florida Statutes. A teacher shall upon retirement be reimbursed
for any unused sick leave as outlined in Article XXVI.

Medicare/Medicaid Supplements
The Scheol Board will provide a group Medicare/Medicaid Supplemental plan for all retirees. Participation in

this plan will be voluntary on the retiree’s part. Retirees will pay all premium costs of the plan directly to the
insurer. : L

401A Plan

The School Board will provide the 401A plan described in Appendix I of this Agreement to enable employees
to shelter accumulated sick and/or vacation days in a pre-tax fashion upon retirement. All retiring employees
with at least $2,500 value of accumulated sick and/cr vacation time will participate in this plan.

ARTICLE XXXII - KIDS UNDER THE WEATHER

A.

The School Board shall provide the services of the “Kids Under The Weather” program currently in existence
at Sarasota Memorial Hospital and the “Sniffles and Such” program currently in existence at Venice Hospital
or another program mutually agreeable to the parties.

This service to teachers is only in effect during workdays of the teacher. Weekends, kolidays, winter recess,
absences, or summer vacation periods are not covered unless the teacher is in a work statas during these peri-
ods. ey :

The Board shall only provide this service for the period from one hour before to one hour after the teacher’s
duty day. The teacher must bear the costs associated with picking up his/her child later than five o’clock PM.

Teachers shall only utilize this service on days in which they report to duty.

Failure to comply with Sections C or D twice during a semester (1/2 year) will result in loss of this benefit for
the following semester (1/2 year).
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ARTICLE XXXIII - TOBACCO POLICY

A.

The use of tobacco products is prohibited in school buses and in any portion of any building owned by, or
leased to, the School Board.

Each cost center head shall establish an area on the cost center’s campus to be the designated area of the use of
tobacco products. This designated area may not be contained within any building owned by, or leased to, the
School Board and may not be located in any area which is normally in view of students or the public.

C. Notwithstanding Paragraph B of this Article, a cost center may declare their grounds as tobacco free in accor-

dance with those procedures outlined in Article XXIV, Section E, of this Agreement.

ARTICLE XXXIV - DURATION OF AGREEMENT

A. This Agreement shall be effective as of July 1, 2003, and shall continue in effect until June 30, 2006. This
Agreement may be extended only in writing.

B. This Agreement may not be assigned by either party.

C. This Agreemcnt is subject to salary and benefit reoperers for the 2004-2005 and 2005-2006 school years.

D. Contract language can only be reopened for negotiation if mutually agreed to by the parties.

E. IN CONSIDERATIOM OF THE MUTUAL COVENANTS THIS AGREEMENT IS MADE AND ENTERED
INTO THIS TA4IRC DAY COF JUNE 2003, BY AND BETWEEN THE SARASOTA CLASSI-
FIED/TEACHERS ASSOCIATION AND THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA.

c"-\ M

Pat Gardner Frank Kovach

President, Sarasota Classified/ Chairperson of the School Board

Teachers Association, Inc. of Sarasota County, Florida

% {/Z‘ Y liria. K (zw«.x.;’_z"' ™

Barry J. Dubin Wilma Hamilton
Executive Director, Sarasota Superintendent of Schools
Classified/Teachers Association, Inc.
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ARTICLE XXXV - DEFERRED RETIREMENT OPTION PROGRAM {DRGP)

A.

Optional Participation
A teacher’s participation in the DROP is optional on the teacher’s part.

Employment Status

Teachers who have elected to participate in DROP will be considered active teachers of the Board while await-
ing separation. They will accrue all salaries and benefits consistent with other active teachers.

Separation Date

An eligible teacher may select a retirement date as provided by state law. A retirement date, once established,
may be changed in accordance with state law, but in no circumstances may a teacher withdraw from the DROP
program once an initial retirement date is set.

Vacation Day Accruals

Any accrued vacation days (up to the cap of 60 days) will be paid at the time the Board approves the teacher’s
DROP application. Hours in excess of the 60 day cap will remain in the teacher’s accrual. There will be no
second payoff of vacation days when the teacher subsequently separates from service with the Board. S/he may
use any such accrued days for vacation purposes.

Sick Leave Accruals

An employee participating in DROP will have a percentage of his/her accumulated sick leave pay balance de-
posited into their account each year of DROP:.

Year 1 20% of balance of terminal sick ieave
Year 2 25% of balance of terminal sick leave
Year 3 33% of balance of terminal sick ieave
Year 4 50% of balance of terminal sick leave
Year 5 100% of balance of terminal sick leave

Employees terminating prior to the fifth year of DROF will have 100% of their ren'ammg el!glb[e swk leave balance
paid into the Plan, subject to contribution limits. Any excess amount will be paid to the participant, subject to all
applicable taxes.
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Instructional Longevity

YEARS OF SARASOTA COUNTY
SCHOOL BOARD SERVICE

PERCENTAGE OF BASE

10 TO 12 YEARS

3%

13 TO 15 YEARS

6%

16 TO 18 YEARS

9%

19 TO 21 YEARS

12%

22 TO 24 YEARS

15%

- 25 TO 27 YEARS

18%

28+ YEARS

21%

Longevity is computed by multiplying that percentage shown above by the Step 1 amount in any

given salary lane.
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IMPLEMENTATION:

1

Credit for experience will be granted as follows:

a. For newly hired teachers (i.e., those not previously employed by the Board at any time prior to June 30,
2003), one step will be granted for each full year of full time teaching experience in any public school for
which he or she received a satisfactory performance evaluation. The employee’s initial step placement
will then be one step above that determined herein. Teachers designated as “experts-in-field” will be
placed on Step One of the Bachelor’s lane.

b. If a teacher is empioyed by the Board at any time prior to June 30, 2003, separates from service with the
Board and is subsequently is re-employed by the Board, he or she will return to the step from which he or
she left the 30-step schedule or, for those who separated from service while still on the 15-step salary
schedule, the siep on the 30-step salary schedule to which the teacher would have been converted had he
or she been employed on June 30, 2003. Additionally, the teacher will receive credit for any full time
public school teaching experience for which he or she received a satisfactory performance evaluation that
he or she might have accrued in the period between when hz or she left service of the Sarasota District
Schools and his or her rehire. Prior service time will apply to the determining of the appropriate longev-
ity bonus.

c.  Full time service for one day more than one-half of the contractual period may be counted as a year of
service. Part years may not be combined to achieve a full year. Any teacher who works one-half time or
more and who works for more than one day more than half a year will receive salary credit for the respec-
tive year of service. Time spent as a graduate assistant or intern may not be considered for salary pur-
poses.

Credit also will be granted for:
a.  Credit hours necessary to meet requirements of a planned program leading toward an advanced degree.
b.  Additional courses which will increase the teacher’s professional effectiveness.

Credit for teaching experience will be granted for military service during a national emergency providing that
military service was an interruption of teaching duties. Teaching experience in military service will be consid-
ered in the same way as other teaching experience outside Sarasota County.

Salary credit may be granted to newly hired ROTC teachers over and above the Step 3 cap specified in Number
1, above. Such advanced credit may be granted only as is necessary to bring the ROTC teacher to the federally
mandated minimum salary level.

The increase for a teacher may be withheld above step six by official action of the School Board of Sarasota
County in a regular meeting or a special meeting, based upon the recommendation of the Superintendent that
the teacher’s service has been less than satisfactory for the previous year. Such a recommendation shall be
based upon the criteria and procedures defined in the official Board rules on the evaluation of instruction.

The following job classifications or job titles will receive a supplement of 14.3% above the appropriate
teacher’s daily rate of pay due to a lengthened normal duty day and an increased responsibility level. The dura-
tion of work year figures shown below represents the normal work year for each position (except those em-
ployees covered by a prior contractual obligation).

School Psychologist (11 month position)
School Social Worker (11 month position)
Program Specialist (11 month position)

The following job classifications or job titles will receive a supplement of 7.1% above the appropriate teacher’s
daily rate of pay due to a lengthened normal duty day and an increased responsibility level. The duration of
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waork year figures shown below represents the normal work year for each position.

Teacher Trainer (11 month position)
Elementary or Middle School Lead Teacher (10 month position)
Consultant (10 month position)

All of the above supplemented activities with the exception of the school psychologist and school social
worker job classifications and those program specialists appointed to their positions prior to June 30, 1995, will
be considered temporary in nature. Any position vacancies in an above listed supplemented activity (with the
exception of Lead Teachers) must be posted county wide, in a manner consistent with other position vacancies
(as specified in Article XIII). All qualified applicants will be interviewed for the position vacancies. The sup-
plements for each of these positions will be for one year’s duration and be renewable thereafter. The employee
will be told of his/her status for the coming school year, no less than four weeks prior to the last work day of
the prior school year. Teachers must have completed at least three years of service with the Board to be quali-
fied for a lead teacher position. An employee (other than a school psychologist or school social worker) will
accrue no property right to, or expectation of, continued employment in the supplemental activity. During the
period in which the teacher is serving in this supplemental activity, s/he will continue to be considered a mem-
ber of the staff of his/her former work site assigned to temporary duty elsewhere for placement purposes.

To determine a teacher or former specialist’s salary level for receiving one of the aforementioned responsibility
supplements, each teacher or specialist’s former daily rate of pay will be computed. His/her daily rate of pay
will then be converted to a new step on the Teacher’s Salary Schedule by using a Conversion Scale. This Con-
version Scale will consist of the regular Teacher’s Salary Schedule with the appropriate 14.3% or 7.1% sup-
plements added to each lane and step. Each teacher or specialist’s former daily rate of pay will be placed on the
next highest rate of pay in the appropriate salary lane on the Conversion Scale. The teacher will then be moved
one additional step above that rate of pay on the Conversion Scale. That will become the teacher’s new salary
step on the regular Teacher’s Salary Schedule. Te compute his/her new salary, 2dd the appropriate 14.3% or
7.1% supplement to the teacher’s newly determined step on the Teacher’s Salary Schedule. Any teacher who
fails to receive that supplement in a future year, will be replaced cn the Teacher’s Salary Schedule in such a
fashion as if s/he had remained in continuous employment in his/her former position. No existing teacher or
specialist’s base salary will be decreased due to the implementation of these procedures.

Longevity Iinplementation

a. Longevity payments will be based upon total time of employment as an appoinied employee (except as
modified below) with the School Board of Sarasota County as a member of ejther the instructional or
classified bargaining units. It will be the employee’s responsibility to apply for the recapture of prior ser-
vice time in cases where service has been broken.

b.  For purposes of determining the length of continuous service for longevity purposes, an employee must
have worked in an active duty capacity, one day more than cne half of a normal work year. Multiple par-
tial years of service may not be combined. Active service is defined to include time on duty plus any time
the employee is on any form of paid leave or worker’s compensation leave.

c. Longevity payments are calculated by multiplying the appropriate multiplier (found in Appendix A of the
respective agreements) by the Step 1 amount of the employee’s present salary lane, including any appro-
priate position supplement. (This does not include lead teacher supplements.)

d. Each employee must have entered the appropriate longevity salary grouping by October 1 of any given
school year in order to qualify for that grouping’s bonus payment. For example, for an employee to qual-
ify for the 19 to 21 year grouping, s’he must have started his/her nineteenth year of service prior to Octo-
ber 1.

e. Less than full time employees during the year of the payment will receive the aporopriate 0.6 longevity
payment proration.
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1 f.  Longevity payments will be considered as salary for purposes of the Florida Retirement System.
2
3 g. Longevity payments will be made in December of each year.
4 .
5 h. Longevity payments will be taxed at the normal lump sum distribution level as required by the present
6 IRS Code. Should the IRS rules change in the future, the Board agrees to tax thlS distribution in a fashion
7 most favorable to the majority of bargaining unit employees.
8
9 i.  Longevity payments will be based upon a normal work year (e.g., teachers and consultants, 196 days;
10 psychologists, social workers, and teacher trainers, 220 days; grandfathered 240 day employees, 240
11 days, etc.). Summer school teaching service and extra duty days will not apply in that calculation.
12 w2 :
13 j.  Any employee must be in an active duty status (i.e., not on unpaid leave) as of December 1 of any given
14 school year to be eligible to receive his/her longevity payment. Employees who separate from service
15 from the Board prior to December 1 of any given school year, will not be eligible to receive that year’s
16 1ongev1ty payment -
17 ;
18
19 SUPPLEMENT SALARY SCHEDULE 2000 2003
20

21 Implementacion: Activity and athletnc supplements will be paid in accordance w1th the following procedures:.

22
23 A. Formula

24

25 1.  Athletic/VPA Supplement Index Formula

27 The supplemeénts that appear below were determined by applying a formula that was developed by a
28 eommrttée and ‘was de&gned to’ ut1hze ob_lectwe elements assoc1ated w1th all athletic and VPA supple-
29 ments The elément.s were

30 e . -

31 a. The number of weeks the supplement ar:tl\m‘yl lasts

32

33 b.  The percentage of students served in the supplement activity. This county-wide percentage (not per
34 school) has a maxunum of ﬁve per cent and a minimum of one and one-half per cent.

35 IR - - (A

36 “f TI"he?u.u'nber of games mhtches or perfonﬁances durmg the supplement activity.

37 ety e 11 I U i R TP ar TN A odl ¥

38 2, Followmg a consideration of the above noted factors, the followmg supplements were jointly agreed upon
39 and remam m effecl untll spemﬁcally altered and ratified by r.he parties.

40

41 B. Head Coaehes ancl VPA Dlrectors Supplement Index

42

43 1. Athletic Supplements

44

45 Athletic Dlr SR ST KTk RS S (e WOR e e T e 1 8 )

46 Tramersiboclalawamennena e Lelinnasusnunsasssanas 0131%

47 Football 0.133

48 Baskethalls.ccvvnmnmsnimmmmmars e isniasmnnnniseasivanmmaenss 0114

49 Base/SORDANL .....cuuvmiinerieicisssnsssenssssnsasnmssansissssrsssammssnsionsssssosassspssanssansonsssassenss 0: 108

51 Fenflls o dinmmsmrnnsmsnaninmeiennsrsainEarssss e GUVS

52 e | T e T el Lt L7

53 BRI, cvvoisovvis o st i M- DI

54 WEBSHHRE it st e s D 3 X

55 Welghthifting nmnumnnnnisamaausismnsmmnmsmaninasrs 00 57F

56 Cross COUDEY it i sy mss i v i ssaiorsisie 10 66 ¥
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C. Assistant Coaches / VPA Production Assistants Supplement Index

D.

1.

Volleyball....
Soccer...
Cheerleadmg FaIl

Cheerleading - WAnr/ SPHg. ..o

VPA Supplements

MUSICAL PEETE cicisinsnssisnicmassinivins fusss i st vasvwatsressinastes s asanin s i Sanais
PLay DEETD :cucuuiucesiiinisintonss st tin st okt sabia oo 00 o e S G S
DIANCE PIRETE iocivcvisiiiismmminesisiiisessisin iisissis i aeiaes s s s i b

oo 0.08C
v 0.084%
...0.059

0.101.

0.086
0.071
0.074

*This is the new supplement level. Teachers currently receiving this supplement wiil be grandfathered at
the existing supplement level as long as they continuously receive that supplement.

Assistant Coaches (Athletics)

BN 11 = T 1 TSP
S s L
L s e B e e e e s e e e
Base/SOMtDall ......cccceeeeiree e s e s eaa e s ss s e s nnra s s srna e e e rarnsesranes
04 Sy s i o i R e e s e e e e s s
b T e e e e e e e e e
Weightliﬁing
e 0,056
.o 0.268% .
... 0.046;

Volleyball...
SOCCET . Trerrmasios
Cheerleadmg Fall Season

Cheerleading - Winter/ Spring SEaSon ... b

VPA Musical Assistants

BYZG s |16 0715 2101 7o) RO A Bt oA e gl S N SR
Musical DIFeCtor: ..o it fisssissiomnstormesentiiii sl S AT Rt s eeschins
ACcomPanist . i N A i e s S s R B
G OShIMET st mns s s RS nre s e e R e
Choreographer:......iiicimminiiinniaiisas bbb bun s isstos

VPA Play Assistants

COShIIE i A e i aaais st immsia Saiaw

VPA Dance Assistants

Assistant Choreographer
S DRI ..0.052

Costumer ..

2 LR

0.104
0.005
0.090
0.085
0.067*
0.055*
0.058*
Q.044*

C:079.,.

AL

L & P

" A2

0.060
0.060(’“11

.. 006059 =,

0.060
0.060 ;::

6.050

0.052

*This is the new supplement level. Teachers currently receiving this supplement will be grandfathered at
the existing supplement level as long as they continuously receive that supplement.

Full Year Supplements

1 5

All full year supplements were factored using the following objective elements:

a. Percentage of students involved in a supplement activity.
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b.  The weekly hours required to fulfill a supplement.
c.  The number of publications, performances, events, etc.

All partial year supplements will be factored on a pro-rated basis.

2. Dramatics is the only partial year supplement that has assistants. Dramatics also has two degrees of diffi-
culty in the types of productions produced, the musical and the play. The index factors are as follows:

MISICAL: s R e s ssrnnmnanmed0:050
Play .. e T S R R e s ez (5040
Musmal A551stant S TR T e 0040
Play Assr‘tant..................._. R RRRsRRRRseansaeeas 00030

3. High School Full Year Supplements

Activity' CoOrdIDAtOr. ;. i i 0080
Dramatics

PRV cncansinaanisnmmienanisssmnitrphnas aiaainana 05040
FOTENSICE coicosisiiarsiinnisiismiamiadsmisfiv e s s sratvismssnsisismisuna 0080
NEWSPADET s sttt e U0 60
Concert 86 JaZZ .. ciinivniivaimiiniaimaians s we s 004 0¥ %
B T 1 R PP | 11 .11
Stage Band .. e e S S e R e R e s e s D040
Acadentic Olymplcs S I PP O SRR | £ 1) (1
Special Olympics.... SRR e Bsssnsaes 01040
Equipment Manager SRR R e e 0080
Band Aux. (Pom PomfFlags) e A s et 01080
Business Manager (Athletics) ST U e s D D)
Other... SRR e e s s s essenes S0 B0

*This is the new supplement level. Teachers currently receiving this supplement will be grandfathered at
the exizting supplement level as long as they continuously receive that supplement.

**This supplement will bé paid retroactive to July 1, 2000 for any person who was in that position as of
that date and who has remained in that position as of the date of ratification of this Agreement.

4. Department Chair Index is based on the existing formula with step increments added (.006 per teacher in
his/her department, grade level, or team including him/herself).

E. Pre-Season Coaching Supplements

Head coaches and assistant coaches will be compensated on a daily basis for coaching days prior to the begin-
ning of the regular school year. Head coaches will be paid $100.00 per day and assistant coaches will be paid
$75.00 for each day of practice prior to the first regularly scheduled teacher duty day.

F. Middle School Head Coaches

ATHIEHC PITEOIOT i ciucsininssncsiimansnssssisnivsisovsaisivis inamnss savsvsassirmasintsiinmmnminsssssarss UL O
[]0) | S R e RS ULV STV I TPE R TU ST SR SR | 1 { - |
[ 11 1)1 T AL N R ST NSRRI | ¥ | 1.
BasEetball ... i a0 00 88

INSTRUCTIONAL 61



SO d LA W —

Wthbhbhbhh b B B BB B L P T S T UC T S T P I PSR U P I U U T 6 N O 6 T —
c\mhmm—-c\cch\mﬁuM-—ac\owqc\mhwm—O\omqa\mgaﬁﬁg\‘s;:a;zwﬁ:

Nollevball i annimisuaninaseinsirssiasdsnan iyt

G. Middle School Assistant Coaches

Basketball..ivic st man D051

H. Full Year Supplements

ARMIA) s s e B e G TR e ae DLO8D

NEWSPAPET . iiiisiivmmmmam s seiams s m sttt it siainis 0.080
{6 1o 4 LI e e e e R e e T e e e et 8400
Orchestla sssnisunneeinserraaannnnrmnraasaaanaianaag:0.060

*This is the new supplement level. Teachers currently receiving this supplement will be grandfathered at
the existing supplement level as long as they continuously receive that supplement.

I.  Elementary School Full Year Supplements

Safety Patrol ... T R D080
Three addltmnal ﬂexxble Supplements per school
determined by SDM .. s e s e DO R

The team leader’s index is based on the existing formula (.006 per teacher in his/her department, grade
level, or team including him/herself) with step increments added. All appointed teachers at a given work
site will be assigned to a team.

A. General Guidelines:

To be eligible for a supplement, faculty members, except for department chairpersons, must be scheduled
for a regular class load. To find the amount of supplement, multiply the index of the supplement by the
Bachelors column salary according to the number of years experience in a particular position or activity.
Verification of experience will be required for anyone initially appointed after July 1, 1977. In coaching,
an assistant coach moving to a head coaching position in another sport will start on Step One. A head
coach who moves to an assistant coaching position in another sport will begin on Step One. An assistant
coach moving to a head coaching position in the same sport will advance one step and will receive the
head coaching index times the base of that step in the Bachelors column. For purposes of determining
salary step, the athletic director’s position shall be considered in the same manner as the head coach. S/he
will receive an increment one step above that which s/he received as a coach. Coaches will receive pay
for all sports coached, but will receive only one head coaching salary.

Post-Season Contest Supplements: Any post season contests in which schools are eligible to participate at
the district level shall be counted as part of the season’s schedule when determining the amount of sup-
plement. If a season is extended beyond district competition, each coach will be paid ten percent of
his/her regular supplement for each week the team advances beyond the district competition.

Department Chairpersons in high schools (in teams of three or more teacher units) shall be paid .006 of
the Bachelors schedule for each teacher unit in his/her department, grade level, or team. The chairperson
will count himself/herself as a teacher unit and anyone else who does most of his/her teaching in the de-
partment, grade level, or team. Team leaders must be designated as such by the principal. The number of
teacher units in a department, grade level, or team will be determined as of September 15 and will remain
the same throughout the year even though the number of teacher units may change. Department Heads for
School Psychologists and Social Workers will be paid in accordance with the above guidelines except the
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index shall be multiplied times Step One of the Teacher’s salary schedule with the appropriate supple-
ment added.

4. Peer teachers will receive a supplement of .02 for each beginning teacher on the 180 day program to
whom they are assigned. Peer teachers will receive a supplement of .01 for each 90 day program begin-
ning teacher to whom they are assigned.

5. Any exception to the supplement salary schedule, the allocation of coaching units, or implementation of
such exceptions must be approved by the appropriate director and must comply with those terms and
conditions specified herein. .

6. Supplernents will be rounded to the nearest dollar. All salaries paid by the Board are in full compensation

for all duties assigned to teachers by the Superintendent unless additional compensation is expressly pro-
vided by the Board.
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APPENDIX B - RULES FOR SABBATICAL LEAVE

10.

12.°

Any teacher who has satisfactorily completed six years of full time teaching and/or administrative service in
the Sarascta County School District may apply for sabbatical leave.

A sabbatical leave may be granted to permit a teacher to engage in study, travel study, and/or research.

A teacher who requests a sabbatical leave for study will be required to emo!l ac & finll time student (full time
student as determined by the institution attended) carrying a full load of academic work at an institution of
higher education approved by the appropriate accrediting agency.

The application for sabbatical leave, including a plan for study and/or travel study, must be submitted to the
Superintendent prior to February 1% for leaves beginning the following September and by October 1* for leaves
beginning the second seriester.

Applications for sabbatical leave will be screened by a committee cf three members appointed by the Superin-
tendent and three members appointed by the President of the Union. Criteria to be considered by the screening
committee in reviewing applications for sabbatical leaves will include reed. area, and plan of study and/or
travel, seniority and past contributions to the school district. A teacher making application for his/her first sab-
batical leave shall have preference over one who has previously had sabbatical leave. Upon the termination of
sabbatical leave, a teacher shall not be entitled to consideration for another sabbatical until s/he has completed
an additional six full years of service in the school district.

If more than the designated percentage apply (Article XXI, Section D), a list of alternates will be established.
The alternates will be ranked according to their precedence previously established by the committee. Should
any of the original choices decline his/her sabbaticzl leave, the first alternate shali be notified and considered.
If necessary, this process shall contitue through the list of alternate designates until a1l zpproved applications
for that sabbatical period have been utilized.

From the entire group of applicants, the screening committee will make its recommendstions to the Superin-
tendent for presentation to the Board. If the Superintendent does not concur with a recommendation of the
committee, the committee’s recommendations shall accempany the Superinterdent’s recommendation to the
Board. The committee shall have the right to present its views in person ‘o the Board.

The final decision to grant any and ali sabbatical leaves is to be made by the Beard.

Applicants will be notified within 30 calendar days after the deadline as to the disposition of their applications.
A teacher receiving permission to take sabbatical leave shall inform the Superintendent in writing of his/her in-
tention to either accept or decline such leave. Such notification shall be given not late- than 15 days after the
applicant has been notified of approval of his/her request for lzave.

The teacher who takes a sabbatical leave shall agree in writing to teach two vears in the Sarasota County
School District after returning from sabbatical leave, one year in the event of a ha!f vear leave. If s/he accepts
another position or retires from teaching before this period has elapsed, s/he shall repay the Sarasota County
School District, on a proportionate basis, the salary paid himv/her while on leave. In the evert of extenuating
circumstances, the Board may, by special action, waive any cbligation to refund compensation.

During the absence of a teacher on sabbatical leave, such teacher shall receive one-half his/her basic salary. In
addition thereto, the Board shall pay the contribution to the appropriate teacher’s retirement system required of
the person on leave computed on the basic salary of such person for the year on leave. The teacher’s insurance
benefits provided by the Board will be paid by the Board while the teacher is on sabbatical leave.

Full time employment during the sabbatical leave by the recipient of the leave shall be prohibited. This does
not, however, preclude the recipients’ accepting grants, fellowships or remuneration for part time work of any
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sort which does not interfere with the outlined sabbatical plan.

In those instances when a guarantee cannot be made that the current position will be available, the Superinten-
dent shall communicate in writing the reasons prior to the beginning of the leave. The teacher upon returning
will be returned to his/her former position, if available, or, upon request by the teacher, to a mutually agreed
upon position. Such teacher shall be advanced to the appropriate position on the salary schedule as if s/he had
been in actual service in the Sarasota County School District during the period of sabbatical leave.

APPENDIX C - CONDITIONS AND PROCEDURES FOR SICK LEAVE BANK

A.

Membership

A teacher, having been’employed by the Board for at least one year and having at least ten days accrued sick
leave as of"daté'of application for membership, may enroll in the sick leave bank by voluntarily contributing a
newly earned (eleventh) sick leave day to the bank prior to October 31, of any given school year. Each teacher
may not contribute more than one sick leave day except as hereafter provided. Sick leave days donated to the
bank by teachers w&ll nOt bereturned to teachers cxcept as hereaﬁer provided.

R W

Duration and Replemshment

1. When the number of unused swk leavc days in the bank is reduced to 30% of the number of members of
the bank, the bank will be replenished in the following manner:

a. During the two month period following the date when the bank reaches the 30% point, each member
wili have one day deducted from his/her personal su:k leave account and deposited to the bank.

b. A member who chooses to nb longer participate in the bank shall notify the committee in writing of
his/her withdrawal'and will-not be able to withdraw any sick leave a].ready contributed to the bank.

c. A member who chooses to continue partlclpatmg in the bank will contrlbute one day of accrued sick
i -'leave 10 the bank. CTC ) _

d. ” A member drawmg from the bank or in the 20 day waltmg period, as hereafter provided, at the time
the bahk teaches the 30% point, may choose to continue participating in the bank by contributing
the next one day of accrued sick leave to the bank, regardless of whether or not it is earned within
the two month period set forth in subsection B 1(a)above.

Admmlstration
1. The: 51ck lea\-'e bank wnll be admmlstered by the Human Resources Off‘ ice. Forms may be obtained by
participating teachers from the Human Resources Office.

An overview committee will be formed to review the administration of the bank and determine eligibility
as set forth in subsectlon D2

S

3. The COmmmee w1ll be comp()sed of two voting representatlves appointed by the Superintendent, two vot-
ing represérntatives appointed by the Union, and one ex officio representative appointed by the Superin-
tendent. This person shall act as chairperson of the committee.

Benefits -~ - ¢ - -:
1. In the event a mémber-of the bank suffers a catastrophic illness, accident, or injury (i.e., one causing the
member to be unable to work for a prolonged period of time for which they are not receiving Worker’s

Compensation benefits), the member shall receive paid leave from the bank in the following manner:

a.  All accumulated sick leave of the member must first be expended.
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Before the first benefits for a member can be drawn from the bank, the merber must undergo an
unpaid leave of 20 continuous work days. [However, the member may choose to use accrued vaca-
tion days as pari of the 2G day period.

Each time a member wishes to draw benefits from the bank, an application must be made to the
bank, submitting medical certification and justification for the protracted leave.

A maximum of 90 paid work days may be received from the bank by a member. Should a member
of the Sick Bank exceed his/her 90 days of benefits, sthe will be removed from the Bank for a pe-
riod of not less than three years. After that time period, s’he may Lhouse to re-enroll in the Bank as
detailed elsewhere in this Appendix.

2.  Each application for Sick Leave Bank benefits will be rev:ewed by the overview committee, which may
challenge an application in the following manner:

a.

b.

Two or more voting representatives may challenge the medical certification of the applicant.

Upon challenge, the committee chairman will randorily choose a docior from a standing panel ap-
pointed by the Board.

The panel doctor will examine the challenged applicant and review pertinent files and records.

If the panel doctor concurs with the medical certification of the applicant, the certification will stand
and the applicant will receive the sick leave bank benefits.

If the panel doctor disagrees with the medical. certification of the applicant, the two doctors will
choose a third doctor of their choice. o

The third doctor will examine the challenged applicart and review pzrtinent files and records.

If the third doctor concurs with the medical certificaticn of the applicant, the cert'f' cation will stand
and the applicant will receive the sick leave bank benefits.

If the third doctor disagrees with the medical certification of the iy pllc‘.nt the application will be
denied and the applicant will not receive the sick leave busik benefize.

Other than as set forth in this subsection (2.b), ne challenges or grievances may be raised concern-
ing the original medical certification and the dec151on s/opinions of the panel doctor and third doctor.

The cost of the medical certification will be borne by the member. The cost of the panel doctor and
the third doctor will be borne by the Board. If at any time the costs of the pdnel and third doctors are
becoming, in the opinion of the Board, too burdensome, the pamcs shall reopen the Agreement to
negotiate this Section.

INSTRUCTIONAL SN S 66



APPENDIX D - PERFORMANCE EVALUATION FORMS
SARASOTA COUNTY INDUCTION PROGRAM (SCIP) GUIDELINES

Induction: First Year of Employment in Sarasota County

Tearher Name : Alternative Certification Teacher YES ™NO icircle ane)
School - Hire Date
Mentor Name 97" Day

The purpose of the Sarasota County Induction Program is to provide professional growth through
mentorship. Conversations and interactions related to the following requirements are based on the new

hire’s level of need and experience. * Indicates mandatory requirements, regardless of years of experience,

REQUIREMENTS DATE SIGN OFF

* Campus Tour and Staff Introduction

+* Essentials List

* Weekly Meeting Journal (document formal or informal meetings)

* Access and Explore SCIP Portal

Procedures and Routines

7 Things Students Want to Know

5 Assignments for Success

0 0O00ooOoOo0o

= Confere.ncﬁ: Adnljnisuatnr, Mentor and Teacher
(Include Alternative Certification Liaison [ACT], if appropriate)

e Fall Conference

e End of Year Conference

* Review TPAS Level 1: Lesson Plan Form

* Sarasota County Cuwiculum Review

Using Data to Drive Instruction

* Collaborative Lesson
* Video Lesson (Review tapes togetker uad discuss instractional

D000 O

practices)
¢ Mentor's Classroom

e Teacher’s Classroom

* Review Summative Form (Discuss meaning of indicators)
Practice Summative

ou

e Pre-Conference

- e Observation ;1o

s Feedback:Guide: -

* TPAS Products (see TPAS Preducts
Checklist & Review Form)

* Accomplished Practices Checklist

Teacker I0bscrvcs Mentbr's Classroom

Mertor Observes Teacher’s Classroom as Requested

OopoD O D

Teacher and Mentor Visit Other Classrooms Together
(substitutes paid for by Professional Development)

ALTERNATIVE CERTIFICATION TEACHER
REQUIREMENTS (ACT ONLY)

D

« Performance Assessment

Action Plan

L]
+ Support Team Meetings
e Survival Saturdays

Mentor Job Requirements Fulfilled Teacher Induction Requirements Fulfilled

Administrator Signature Date

Send form to Lori Verier or Cyd Quinn, Professional Development Department (Retain a copy for your records)



TPAS Level I and II - Professional Development Plan
The School Board of Sarasota County
~ Teacher Performance Appraisal Svstem

[ Name:

l

O rLevell
O Levelll

School: School Year:

Date for Follow-up Meeting to Review Progress:

School or Area
Improvement Goal:
Please specify.

Professional Growth
Objective:

Must include clearly
defined professional
development objectves.

Expected Student
Qutcomes:

Musz include specific and
measurable improvements in

to result from the professional
development acovity(ies)

Professional Development

classroom visits, self-study, activities related to the
S County C lum, subject or
e exhods. technology, st
data analy L 12 school safety
or other.

Evaluation of Professional

Development Plan: Describe the sudent
Performance data t be used 10 demonstrate
objective accomplishment. Must measure the extemt
0 which each professional develop vty

lished srudert perfc i 1]

it i the trait achviGHi), g

Use of Parent Input to Assess
Attainment of Objective: Describe how
parent input will be used w assess amainment of
objective.

Assistance and/or
Resources Required:

Collaborating
Personnel:

Teacher's Signature:

Date:

Peer Teacher's Signamre: Date:

Appraiser’s Signature:

Date:

Other Educatorior ISS Staff Mentor’s Signature:  Date:

Distribution: White-Administrator ~ Yellow-Teacher

“The School Board of Sarasota County complies with State Statutes on Veteran's Preference and Federal Statutes on

RET: """'_‘ é’s‘: R non-discrimination on the basis of race. color. sex religion. national origin. age. handicap. disabilities. or marital status. 12997 PER-HMI
Rev. 11 080
Ef.07010
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School Board of Sarasota County
TP AS _ Teacher Performance Appraisal System

Level I: Lesson Plan

Name: School:

Grade/Subject: Date:

This form should be completed by the Teacher prior to the interview w:th the Admlmstratur. The Lesson Plan does
not have to be for a lesson that is to be observed.

1. State the Sarasota County or state Performance Standard(s) that will be taught in this lesson.

2. Briefly describe the unit this lesson supports.

3. Which unit objective(s) are taught during this iesson?

4. What prerequisite learning is required of students prior to this lesson?

5. How have you determined that students are ready for this objective(s)?

Version 2.3. 792
RET: 25 Y aftterm Page 1o0f2
Dupl - 1 Y aft term 099-92-PER-HMR
’ Eff 10/25 00

Distribution:  Original - Administrator Copy - Teacher/Portfolio (1* year) Copy - Human Resources (1* year)
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TPAS "Level I: Lesson Plan

6. List the activities that you and your students will engage in during the lessor and indicate their sequence by
numbering the activities in the order in which they will occur in the lesson.

% Describe how you will determiine students’ uniderstanding.

8. Describe the homework/practice assignment and the amount of time most students will spend completing the
assignment. .

9. List the teacher materials that you will use during the lesson (e.g. overhead, fiim, tnodels. laborztery equipment, etc.)

4

10. Describe the modifications that will be made in the lesson for the exceptional students in ym",-: class. (i.e.
modifications during delivery, for assignments, and assessment of mastery) ; e

You may attach additional sheets as needed.

Distribution:  Original - Administrator Copy - Teacher/Portfolio (1* year) Copy - Human Resources (1 year)

Appraiser’s Signature Date Teacher’s Signature = Date
I
-
Version 2.0 Page 2 of 2
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TPAS
Level I:

Post Observation Conference Record

School Board of Sarasota County
Teacher Performance Appraisal System

Distribution:  Original - Administrator

Name: Grade/Subject:

School: Observer:

Date of i Date of T

Observation: Pre Conference

Information discussed:

Recommendations and Agreements:

Comments by the Appraiser: e o

Comments by the Teacher: (Optional)

Appraiser’s Signature Date Teacher’s Signature Date

RET: 25 Y aft term 102-92-PER-HMR
Dupl - 1 Y aft term Rev 10/25:00

Copy - Teacher/Portfolio Copy - Human Resources
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TP AS . The School Board of Sarasota County, Florida
Teacher Performance Appraisal System

Informal Observation Foerm

Name: Grade/Subject:

School: Observer:

Effective Incffective

. The teacher used appropriate classroom management and disciplinary techniques.

~ Not
Obsecrved

2

The written information on the overhead, chalkboard, and/or handouts was legible.

The students responded to teacher questions more often with correct responses than
no response or incorrect TESPONSES.

The teacher provided for guided practice before assigning independent practice.

The lesson was engaging and interactive

The activities provided would help develop critical thinking skills.

The materials/resources matched the objective of the iesson and level of the students.

The needs of ESE, ESOL, and 504 students were met.

The teacher used multi-sensory materials.

0.

The teacher integrated iccin0logy sutv ine iesson where appropriate.

Ii1.

The teacher provided enrichment or remedial activities.

12.

The teacher used effective lesson development and presentation techniques.

13.

The teacher established a climate of respect and courtesy.

14.

The teacher communicated high expectations for all students.

15.

The students exhibited on task behaviors.

Appraiser’s Signature Date Teacher’s Signature

Date

Teacher: Please return this form to the Principal within three (3) working days.

] If you want a conference check here.

Distribution: Original — Administrator Copy - Teacher/Portfolio Copy - Human Resources

RET:MASYER VM Tum An Equal Opportunity / Affirmative Action Agency

Dupl. - | ¥ All Tenn

128-97-PER-HAR
Rev. w2501
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TPAS Level I - Annual Contract Teacher Evaluation Form
The Schoo! Board of Sarasota County, Florida
Teacher Performance Appraisal System e Annual Appraisal Form

Name: Position: School Year:
SS#: School: Principal:
Pre-Conference Date(s): Formal Observation Date(s):
Key for C,NL, U C = Competent NI = Needs Improvement U = Unsatisfacto
Performance .
Dimension Competencies '
Areas ' ! C|NI|U|C|NI| U
Class «  Established, explains, and exhibits classroom rules and procedures

Manageineni e Corrects student misconduct using appropriate techniguss.

and Discipline |, ()¢ class time effectively.

e Demonsirates command of subject matter adequate for the present assignment.

e Corsirusts 2nd s=quences r=lated short-ranae objectives in enhject arealc) ageimnad
Knowledgeof |, Selects/develops and sequences reiated leaming activiiies appropriate for the

Subject Area instructional objectives and student leaming nezds.
and Hllll.i!lg ®  Assesses the entry level knowledge of students and pmgﬂ:i, ‘or: of siudent
for Instruction performance
e Identifies and plans for the m-m-.cuona! nseds of ::'..:-puanal BSOL- =-rd 504
students. =2
e Presents subject matter accurately.
i * Communicates effectively.
Delivery e  Stimulates and directs student thinking and checks comprehension through the use of
) - = questioning techniques.
Instruction |,  (jses effective lesson development and presentation to meet instructional objectives
Including and student needs.
Use of e Uses a variety of teaching techniques to meet instructional objectives.
Technology ¢ - Uses a vasicly of instructicnal ressureas to met instructiona! objectivis and student
in the needs, including iechnological systems. g Iskisg W B

classroom ¢ Uses prompt and frequent reinforcemant to encourage students 1o camplese tasks.
¢  Established rapport with students in the clasSicon by using verbal znd/or vishal

mothations) wechmigues e
e  Uses aditional and authentic mss:mt techiniques to meet curvicular reguirements I
Evaluition and the individual needs of students, T
of s  Sets performance standards for students based on Sarascic Ccunty ud.aplul
Instruction** curriculun,
. Ev:lualﬁ student progress and providss agpropriate faedback to students and }_:sm AL
» __ Participates in professional devzlop inent activities. = N e i W
= » __Identifies appropriate ir.crvmtios and referal sumggu.'t for studmt;
RProfesm;;l o Handles contacts with stnden:s, parenis, and o6 ity iv: 2 professic
“F::d y T Relates to colleagues, | and district personnel in 3 _pmﬁxmo'.al mannﬁ 0
Characteristice* - Upholds ﬂ:honl rules, administrative regulations, znd Schiool Board ?nlmcs.
s Works to achieve school goals and the Scheol Improvement Plan., g
*  Demonstrates proficiency in the use of Standard English.
Check Overall Rating:
[Fall Comments: ) Spring Comments:
eacher’s Signature Date [Teacher’s Signature Date
|A||pr|,iur‘| Signature Date: r\ppnisrr’l Signature Pste
mmdsmw&w:mmm»hmsm Du ions are i in the Evaluation of | ion and the Professi
Responsibility and Ch
Teacher's signature is required and only acknowledges an opp ity 1o review i ion. [t does not ilv indicate agr
Attach sdditional comme=ts and 2ny Perfermance Imp Pians 3 apolizzble.
Distribution: White - Perscanel Cemary -- Employes Pink - Evaluaor
Ret: Master, 25Y Term ~The School Board of Sarasoia Conty complies with Siaic Stanues cis Yeizrun s Projeresce and Federal Staowses on 105-92-PER-HMR
Dupl.. O5A mon-discriminciion on the basis of race, color, sex religion, nasioual origis, age, bandiczp, disabilities. or aurizal sicne. ™ Rev. 11/0800

EfE. 07/01/01
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TPAS

Level I — Annual Contract Support Staff Evaluation Form

The School Board of Sarasota County, Florida

Support Staff Performance Appraisal System o Annual Appraisal Form

Name: CEMHT Position:.
0O Behavior Specialist
SS#: O ESE Liaison
0 Home School Liaison
ool/Departmeat: 0 Instructional Technology Facilitator
O Media Specialist
chool Year: O School Counselor
O School Psychologist
|Performance Planning Date: o O School Social Worker
LY 0 O Specialist/Consultant/Therapist
Key for C,NL U C = Competent NI = Needs Improvement U = Unsatisfactory
Performance Tk - S— .
Dimension : . Competencies
Areas
Managemen. of |+  Maintains calendar and effectively prioritizes workload.
Services and eiins A i < s ; ’ .
Organizational |* Maintains and completés réquired paperwork iri a professional and timely manner.
Skills e Uses time effectively.
Knowledge of |e Demonstrates command of professional area for the present assignment.
Professional Area |« . Provides support for instructional needs of students. - :
and Planning s Communicates information:accurately. - .
for Dellvery of |o (Uses t best practices in planning the dc!wcnr of services.
Services e Identifies appropriate intérvention and referral strategies for students.
= Provides appropriate and effective services using current best pm:t:cﬁ in the area(s)
Delivery of specialty.
of e  Provides professional development activities as appropriate.
Services *  Maintains constructive working relationship with school and district oollcaguﬁ for
Including the benefit of students.
Use of e  Communicates effectively, -~
Technology s Assists in ensuring compliance with district, state, and fed:ral guidelines.
e  Uses technology to access data and communicate.
Evaluates student progress and uses student data to provide appropriate feedback and
Evaluation _ |Supporttb school staff and parents. |
of | [Usesappropriate m and mfotmal a,sscssmmt wchruqtﬁ to identify individual
fJ e  Setsandlor mmumcazg student performance standards based on the Sarasota
County Curriculum and/or Sunshine State Standards for Special Dipl
» _Participates in professional development activities. . _
: .| =__Participates in school/district/state committees and professiohal organizations.
Professional _ . | ®. . Handles contacts with students, parents, and community in a professional manner.
Responsibility | ® _ Relates to colleagues, school and district personnel in a professional manner.
and . |e  Upholds school rules. administrative regulations, and School Board Policies.
Ch:raclensm'.s ®  Works to achicve school goals and the School Improvement Plan. . -
« D mmfmm:ym!heuwoﬁSundrdEng;hsh G
L e  Adheres to professional code of ethics. - . «. : : :
Collaboration with .| » * Initiates parent/guardian or appropriate ofher contact when problems are identified. ’
Students’ Families [ s receptive and 3yailable for conferenges requested by parent/guardian qr appropriate|
to Increase Studeni ey
AR e I$ professional in collaborating with staff, parents, students, and community.
Check Overall Rating: Fall | et
|Fall Comments: [Spring Comments:
pport Staff Signature Date ** ' [Support Staff Signature Date
Appraiser’s Sugnur; - B - ~ ) D'".:. ] ) AppmurTScEnmre Date
**The Performance of Smdents™ Du is embedded in the E of Services Di
Support stff person’s signature is required and only ledges an t review information. It does not ily indicate agr
Anach additional comments and any Performance Impr Plans if applicabl
Ret: Master. 25 Y Term Distribution:  White — Personnel _ Canary - Employee  Pink - Evaluator 18ERIPER-HMR
“The School Board of Sarasola Cownty complies with Siate Statuies on Feteran s Preference and Federal Siamutes on EfT. 07-01-02

Dupl.. OSA

mon-discrimination on the basis of race, color. sex religion, sational origin. age. handicap, disabilities, or marital sians. =
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The School Board of Sarasota County, Florida

TP AS Personnel Services =9

Teacher Performance Appraisal System _
Ongoing Review Form e Levels I and I1

Name: I':l Lavell School: _ School Year:

. [ ] Levetur

Collaborating Personnel: . ' .

Interim Review 7. 3.4 Final Review
Date of Interim Review: Date of Final Review: '

Interim Comments on Objective Achievement: 1| Summative Comments on Objective Achievement:
{Evaluation of professional zrowth objective: Must measure the extent 1o which the
professional development activiry(ies) accomplished student performance gains
expected to result from the naining activities: must include student performance data)

. Teacher Used, Technology in the Delivery of
[nstruction in the Classroom. Involvement
Demonstrated. . , .

Teacher Uses Technology in the Delivery of
Instruction in the Classroom.

Teacher Used Parent Input 1o Assess
Attainment of Objective.

Teacher Uses Parent Input to Assess Attainment
of Objective.

" Teacher Used Student Assessment Data to
Assess Attainment of Objective.

Teacher Collaborates with Students’ Families to
Increase Student Achievement.

Teacher’s Signature Date Teacher’s Signature Date
Appraiser’s Signature Date Appraiser’s Signature Date
Distribution: White — Administrator Yellow — Teacher
RET: Master. 35YR TR “The Slch?af fﬂoard q}'Sara.lwta_ County complies w:".rhISmfe S{amfﬁ on _Vercmn s Pr_e_ferem.je m_mf .I"edera! Sm_.rmes on 110-93-PER-HMR
Dupl. - 0SA non-discrimination on the basis of race. color, sex. religion. national origin. age. handicap. disabilities. or marital status. Rev. 11-08 00
EFF070101
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TPAS

The School Board of Sarasota County, Florida
Teacher Performance Appraisal System

Level 1: Product Checkiist and Review Form

Name:

School:

Grade/Subject:

Date Submitted:

i

" Teacher
Check-off

List of appropriate classroom rules

Requiréd Products (Examples)

F.nlanation of gra”’r = precedures

Date Reviewed:

Documentation of participation on school or district committees

Inservice record and/or college transcript

Documentation of teacher participation in learned societies, professional organizations,
and/or local, state, national committees.

individual students.

Summary of consultation with appropriate staff members regarding special needs of

the classroom.

Summary of parent/guardian or adult student contact when problems were identified in

Examples of up-to-date records of parent/guardian or adult student contacts.

Record of participation on school committees or student enrichment activities.

Examples of conventions of edited standard English in written work, particularly that
which appears before students, parents and the community.

Confirmation of conference or letter about student retention.

Letter(s) to parent or guardian explaining student progress

Communication to student(s)/parent(s) on course requirements

A classroom test or other assessment instrument used to evaluate student progress

A lesson plan

A uni;c.plan ,

Teacher’s Sigaature Date - Appraiser’s Signature Date
RET: MASTER 25Y Aft Term 100-92-PER-HMR
Dupl. - 1Y Aft Term ; ) 5 ) _ Rev. 1108 00
Distribution: White — Administrator Yellow — Portfolio Pink — Teacher Eff. 0701 01

“The School Board of Sarasota County complies with State Statutes on Veteran's Preference and Federal Statutes on
non-discrimination on the basis of race, color, sex, religion, national origin, age. handicap, disabilities. or marital status. "
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Accomplished Practices Checklist
For Level I Portfolio

Competency Observation Interview Portfolio

1. Write in a logical and understandable style with appropriate
grammar and Sentence structure.

2. Read, comprehend, and interpret professional and other
written materials.

3. Comprehend and work with fundamental mathematical
concepts.

4. Recognize signs of severe emotional distress in students
and apply techniques of crisis intervention with an
emphasis on suicide prevention and positive emotional
development.

5. Recognize signs of alcohol and drug abuse in students and
apply counseling techniques with emphasis on intervention
and prevention of future abuse.

6. Recognize the physical and behavioral indicators of child
abuse and neglect, know rights and responsibilities
regarding reporting, know how to care for a child’s needs
after a report is made, and know recognition, intervention
and prevention strategies pertaining to child abuse and
neglect which can be related to children in a classroom
setting in a nonthreatening, positive manner.

7. Comprehend patterns of physical, social, and academic _
development in students, including exceptional students in >
the regular classroom, and counsel these same students '
concerning their needs in this area.

8. Recognize and be aware of the instructional needs of
exceptional student.

9. Comprehend patterns of normal development in students .
and employ appropriate intervention strategies for e
disorders of development. ; .

10. Identify and comprehend the codes and standards of
professional ethics, performance, and practices, the
grounds for disciplinary action, and the procedures for
resolving complaints filed. including appeal processes.

11. Recognize and demonstrate awareness of the educational
needs of students who have limited proficiency in English
and employ appropriate teaching strategies.

12. Use appropriate technology in teaching and learning

processes., .
13. Use assessment strategies to assist the continuous '
development of the learner.

14. Use teaching and learning strategies that include
considering each student’s culture, learning styles, special
needs and socioeconomic background.

15. Demonstrate knowledge and understanding of the subject
matter that is aligned with the subject knowledge and skills
specified in the student performance standards approved by
the state board.

Teacher Performance Appraisal System
Version 7.0. 398

Administrator’s Signature

Distribution:  Original - Administrator Copy - Teacher/Portfolio Copy - Human Resources



‘TPAS

Level 7 -,14 II -- Professional Development Plan

The 3chool Board of Sarasota County
Teacher Performance Appraisal System

Name:

O Levell
[ ieveill

School:

School Year:

Date for Follow-up Meetne to Review Progress:

School or Area
Improvement Goz!:
Please specify.

4

Professional Growth
Objective:
Must include clearty

defined
development objecuves.

Expected Student
mes: |

Must include specific and

mﬂ:anhle_’w in .

to result from the professiosal

development acavity(ies)

Professional Development
Activity(ies): May include workshops, study
classroom visits, self-stady, activries related to the
Sanesota County Curriculum, subjsct content or
teaching methods, technology, 25 ssme ¢ and
dats analysis, ck gen nt, scicol safery
or other,

Evaluation of Froressional

Development Plan: Describe thz stdent

Performance data to be used 10 de nonstrate
bjects plish Must the extem

Use of Parent Input to Assess
Afttainment of Objective: Describe how
parent input will be usad to asscss atainment of

S

i
Assistance aad/or
Resources Required:

Collaborating
Personnel:

Tmhcr'; si‘gnalwé:

Peer Teacher's Signarure:

Date:

Appraiser’s Signature:

Other Educator/or [SS Staff Mentor’s Signature:

Date:

Distribution: White-Administrator

“The School Board of Sarasota County complies with State Statutes on Veteran's Preference and Federal Statutes on
non-discrimination on the basis of race, color, sex religion. national origin. age. handicap. disabilities. or marital status. ™

KEV: Malter. 23 TR
Duipl. - G

Yellow-Teacher

129-97-FPER-HM
Rev. 11,08
Ef. 0701
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TPAS

'The School Board of Sarasota County, Florida
' Personnel Services
Teacher Performance Appraisal System

Ongoing Review Form e Levels I and I1

Name:

School: School Year:

Collaborating Personnel:

"Interim Review

Date of Interim Review:

Interim Comments on Objective Achievement:

Teacher Uses Technology in the Delivery of
Instruction in the Classroom.

Summative Comments on Objective Achievemnent:
(Evaluation of zicfessional growth objective: Must measure the extent to which the
professional development activity(ies) accomplished studert performance gains
expecied « resuli from the training activities: must include student performance data)

Teacher Used Technology in the Delivery of
| Insiruction in the Classroom. Involvement
Demonsirated.

Teacher Uses Parent Input to Assess Attainment
of Objective.

Teacher Used Parent Input to Assess
Attainment of Objective.

Teacher Collaborates with Students’ Families to
Increase Student Achievement.

_| Teacher Used Studeni Assessment Data to
Assess Attainment of Objective.

Teacher’s Signature Date Teacher’s Signature Datie
Appraiser’s Signature Date Appraiser’s Signature Date
Distribution: White — Administrator Yellow — Teacher
RET: Master. 25YR TR “The School Board of Sarasota County complies with State Statutes on Veteran's Preference and Federal Statutes on . 3 110-93.PER-HMR

Dupl. - OSA

non-discrimination on the basis of race. color. sex. religion. national ovigin, age. handicap. disabilities. or mariial status.

Rev. 11:08:00
Eff. 0701-01
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TPAS

Level IT - Annual Appraisal Form
*‘The'School Board of Sarasota County, Florida

Teacher Performance Appraisal System

Name:

Position:

School Year:

SS#:

School:

Principal:

Annual Appraisal
Rating by Area

Performance Planning Date:

Interim Review Date:

Performance
Dimension Areas

Significant Accomplishments by the Teachers:

Competent
. Perfonnance
Needs hnpmvement’ et I oy
. v 19 i ot s Ss'k TR
Unsansfactory v Students
Competent. - it B i .
- Classroom
Needs Improvement . Management and
Unsatisfactory Discipline
Competent Delivery of Instruction
Needs Improvement Including U.S ROD Overall Comments by the Administrator:
Technology in the
Unsatisfactory Classroom
Competent Knowledge of
Subject Area and
t
Needs Improvemen Pliising for
Unsatisfactory Instruction
Competent
Needs Improvement Evaluathn of
Instruction _
Unsatisfactory Overall Comments by the Teacher (optional):
Competent’ e
= : Professional .
Needs Impr Ovcm"v_'? | - Responsibility and .
Unsatisfactory. ., . - Charactenstlcs
Competent ~ "Collaboration with':
————=——===1" ‘Students” Families to
Needs Im T e I i i
s - . Iricrease Student
Unsatisfactory ~Achievement;
Check Overall Rating: | () Competent (') Needs Improvement () Unsatisfactory
Appraiser’s Signature: Date:. Teacher’s Signature: Date:
Attach G anid iy P Teacher's signature is required and only acknowledges an opportunity to
review information. It does not necessarily indicate agreement.

RET: Master, 25Y TR
Dupl., OSA

- Improvement Plans if applicable. ~

“The School Board of Sarasota County complies with State Statutes on Veteran's Preference and Federal Statutes on
nor-discrimination on the basis of race, color, sex religion, national origin, age, handicap, disabilities, or marital statrs. "

112-93-PER-HMR
Rev. 11/08/00
Eff. 07/01/01
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TPAS Level II — Annual Appraisal Form
The School Board of Sarasota County, Florida
Support Staff Performance Appraisal System

Name: Position: 0  Maedia Specialist
SS#: [ Behavior Specialist (d  School Counselor
School/Department: Q) ESE Liaison [  School Psychologist
School Year: [ Home School Liaison J  School Social Worker
] 2 Instructional Technology -1 ;
Administrator: O roiticanor ] Sp§c1aitstonsultantf‘l‘heraplst
Performance Planning Date:’ Interim Review Date:
Annual Appraisal Performance Significant Accomplishments by the Support Staff:
Rating by Arca Dimension Areas
Competent Performance
Needs Improvement of
: Students
Unsatisfactory
Competent Management of
Needs Improvement Services and
. Organizational Skills
Unsatisfactory g ki
Competent Delivery of Services _
Needs Improvement Including Use of Overall Comments by the Administrator:
. Tec! i
Unsatisfactory hnology
Competent Knowledge of
Professional Area and
Needs Improvement - Planning for
Unsatisfactory Delivery of Services
Competent Bt .
valuation o
Needs Improvement I -
Unsatisfactory Overall Comments by the Support Staff (optional):
Competent Professional
Needs Improvement Responsibility and
: Characteristics
Unsatisfactory
Competent Collaboration with
N Students’ Families to
eeds mprovement Increase Student
Unsatisfactory Achievement
Check Overall Rating: | ( ) Competent () Needs Improvement ( ) Unsatisfactory
Appraiser’s Signature: Date: Support Staff Signature: i Date:
1
Attach Comments and any Performance Improvement Plans. if applicable. 82

Teacher's signature is required and only acknowledges an opportunity to review information. It does not necessarily indicatc agreement.
Distribution:  White — Personnel  Canarv — Emolovee  Pink - Evaluator

RET: Master. 25Y TR “The School Board of Sarasota County complies with State Statutes on Veteran's Preference and Federal Statutes on 147-02-PER-HMR
Di.lpL. OSA non-discrimination on the basis of race, color, sex religion, national origin, age, handicap, disabilities, or marital status.” Eff. 07-01-02
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ADMINISTRATOR RESPONSIBILITIES AND TIMELINE

Teacher Alternative Certification Teacher YES, ,NO (circle one)
School HireDate ' ___~ A
Mentor 97" Day

TPAS
Q Orientation Meeting | DATE SIGN OFF .

O Meet with teacher to approve Professional Development Plan 5
I

FIRST SUMMATIVE
QO Pre-Conference (TPAS Level 1: Lesson Plan Form)
‘0 Summative Observation
O Post Conference
(“NI" or “U" call Professional Development Department for
assistance)

NOTE: One summative observation may be unaxrnounced

INFORMAL VISIT
O Fifteen to twenty minute walk through

FALL CONFERENCE (Induction Year Only)
O Fall conference:
¢ Review progress of SCIP Guidelines
e Conference to be called by Administrator and include
Mentor and Teacher. Include Alternative Certification Liaison,
[ACT] if appropriate

MID-YEAR EVALUATION
O TPAS Annual Contract Teacher Evaluation Form [ T |

TPAS ON-GOING REVIEW FORM T
O Interim Review I i l ‘ |

SECOND SUMMATIVE
O Pre-Conference (one observation is announced)
O Summative Observation
O Post Conference

END OF YEAR CONFERENCE (Induction Year Only)
O End of the Year conference to:

e Review SCIP Guidelines

« Sign Guidelines Form to verify program completion

s Submit End of Activity Salary Supplement Recommendation
Form to Human Resources ;

« Conference to be called by Adminisirator and include Mentor iy
and Teacher. Include Alternative Certification Liaison, [ACT]
if appropriate

Note: Sign and date SCIP Guidelines Form when requirements
are fulfilled by the Mentor and New Hire

FINAL EVALUATION
O TPAS Annual Contract Evaluation Form [ [ ]

TPAS ON-GOING REVIEW FORM
Q Final Review I_ I ]

TPAS PRODUCTS CHECKLIST
O TPAS Level 1: Product Checklist & Review Form
O Educator Accomplished Practices Checklist
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APPENDIX E - GRIEVANCE RLFERRAL FORM

Name of Grievant:
Date of Grievance:
Article(s) 5

Section(s),

And other applicable Statutes, DOE Rules and/or School Board Rules
To Whom Submitted:

Work Site:
Description of Grievance:

Corrective Action Requested By Grievant:

Date Filed
Informal
Step 1
Step 11
Step 111
Step IV
Step V

Resolution .

Informal
Step |
Step II
Step 111
Step IV
Step V

Step I
Signature of Administrator
Signature of Grievant

Step 11
Signatire of Administrator
Signature of Grievant

Step III
Signature of Administrator
Signature of CGrievant.

Step IV
Signature of Administrator
Signature of Grievant

Step V

Signature of Administrator
Signature of Grievant

INSTRUCTIONAL

Hearing Date
Informal
Step I

Step II

Step III

Step IV

Step V

Administration
Sustained/Denied

Response Date
Informal

Step 1

Step II

Step III

Step IV

Step V

Grievant
Accepted/Rejected

Date
Date

Date
Date

Date
Date

Date
Date

Date
Date

85



L= R = R o R S

APPENDIY F - SUMMER SCHOOL

A.

Coordination with Main Collective Bargaining Agreement

This summer school Agreement is adopied by the SC/TA and the Beard as an amendment of the main collec-
tive bargaining Agreement. If there is any conflict or inconsistency between the terms and conditions of the
main Agreement and those of this summer school Agreement (periaining to summer school) the terms and
conditions of this summer school Agreement shall prevail. Certain provisions of the main Agreement have no
relevance to summer school because of operational differences. Such portions of the main Agreement shall not
apply to summer sciiool.

Summer School Benefits

Sick leave will be earned, and may be used or accumulated, in the same manner and degree as during the regu-
lar school year. Other fringe benefits provided during the regular schoo! year will alsc be provided during
summer school, except that there shall be no duplication or overlap of benefits.

All benefits will be prorated according to the number of days of summer scheol. Sumumer school teackers who
work at least half the summer school term, will receive benefits at one-naif the rate or amount received by full
time zummer school teachers.

Selection of Summer Schoo! Teachers

All currently employed instructional staff are eligible for summer school employment. Teachers selected for
summer school should be certified in the subject area to be taught. Except as otherwise agreed, when two or
more teachers are eligitie for a summer schecl positicn, the teacher with the greaiect senioricy shall be se-
lected, provided the teacher has taught in the subject area sometime within the previous five years. Otherwise,
the teacher selected shall be the teacher with the greater length of service in Sarasota County. If no certified
candidate applies for a positicn, such position may be filled at the Superin® adent’s disz. 2¢ion. Eand directors,
coaches, media specialists, counselors, and other positions as agreed to by the parties to have a special need to
teach at the school to which they are normally assigned, may b2 hired without regard to any [imitaiion stated in
this Agreement. The school principal and the Director of Summer School may designate cther positions which

may be filled without regard to senpicrity. Any building principal who selects outside the scope of this condition
must substantiate such reason(s) in writing, consult with the SC/TA and provide a copy to the teacher(s) af-
fected.

Placement
Eligible teachers whe during the preceding regular scheol year were acsigned to 2 school in which summer

school is being held, shall be assigned to that school site during summer school. ii a suificient number of posi-
tions are not available at that school, the teacher with the greater seniority will be selected.

Salary

The summer school salary schedule daily rate will be equivalent to the teacher salary schediie daily rate of the
immediate past year.

Work Day

The parties agree that the implementation of the regular daily rate during summer school will not be construed
to be a precedent with respect to what constitutes the work day in terms of hours during the regular school
year. The parties agree that the length of the non-instruciionai suminer school day can be ircreased by man-
agement if so desired, not to exceed the length of the regular school year day.

INSTRUCTIONAL 86



THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
STUDENT DISCIPLINE REFERRAL REPORT

STUDENT NAME (Last, First, Middle Initial) -ESE (v) CHOOL | DATE OF INCIDENT | INCIDENT NUMBER
(Office Use Only)

INCIDENT CODE (Circle One): 9. Kidnapping . Sexual Harassmeént ." Parking Violation

Alcohol . Larceny/Theft k 'Vandahsm , . Petty Theft

Arson . Motor Vehicle Theft . Weapons Possession - et e . Profanity

Battery . Robbery . Other Major Offenses . Tardiness
Breaking/Entering el . Threat/Intimidation . Bus Misconduct , . Truancy

Disorderly Conduct - _14.. Tobacco/Smoking . D|snbed|entllnsubnrd|nate : .. Other Minor Infractions
Drugs Excluding Alcahol .. ..15. Trespassing . Disruptive : . Off-Campus - Not School
Fighting Sax Offenses . Left Class Without Permission Related

Homicide . ‘Sexual Battery . Non-Controlled Substance

Nm o L8 =

INCIDENT CONTEXT {(Circle One}:

1. During School Hours 2. Non-School Hours 3. Non-School Sponsored Activity 4. Unrelated Event
{School Sponsored Activity) ST

INCIDENT LOCATION: (Circle One): - : : :
1. On-Campus 2. School Sponsored.Event 3. School-Sponsored Transportation 4, Off-Campus - Non-School
(Off-Campus) 1 L B : | . Sponsored Activity

INCIDENT INVOLVEMENT TYPE (Circle Onek:: o, .., . G| A s B e
S. Student ro s N. Non-Student. ., .- B. Both Student and Non-Student. _ U. Unknown

INCIDENT REPORTED TO LAW ENFORCEMENT? Yes No

CIRCLE ALL THAT APPLY TO THE STUDENT WITHIN THE INCIDENT:
Gang Alcohol Drug Hate-Crime Weapons:  Firearms  Knife = QOther Weapons Firearm Component or Attachment
) unknéwn Weapor'\l Explosive, Incendiary or Poison Gas

ACTIONS TAKEN PRIOR TO REFERRAL {Circle AI! That Apply — If Applicable): )

. Behavior Contract o 4, Confeﬂmce With Parent "~ 7. Loss of Privilega 10. Telephoned Parent
2 Changed Student’s Seat - “5." Conferente With S‘tudem -+ ' 8. Referred to Guidance 11. Time-out
3. Checked Studant‘s Ret:bvd s @J- mantaon'* Wy i % . .9, Sent Report Home - 12. Other

REFERRED{HEPOHTED BY: NAME-(Last, hm, Middie Im‘tilaliI
REASON FOR REFERRAL : % i :

DISQWHYJREFEBRAL ACTIDN CODE fClroie all That Apply): . R 447, Saturday. 3chonl
; i 22 8. I.m 10 P.ram :

: '13',; Aeferred to Guidance
M, Mamd to Peer. Matﬁaﬁnﬂ' :

COMMENTS AND FOLLOW-UP:

Student Signature

Title'
DISTRIBUTION: White - Student Record . Yellow - Parent/Guardian . Pink - Person Making Referral
RET: Master, 3FY An Equal Opportunity/Affirmative Action Agency 016-95-DIS
Dupl., OSA Rev. 6/14/96
87
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INCIDENT CODE DEFINITIONS

1 Alcohol - The violation of laws or ordinances prohibiting the manufacture, sale, purchase, transportation, possession or use of intoxicating alcoholic
beverages.

2. Arson (Setting a fire on/in school property) - To intentionally damage, or attamgt tc damage, any ‘eal r personal p/o_erty by fire or incendiary
device. . ik,

3. Battery (Physical attack/harm) - An intentional striking of another person against his/her will or intentionally causing harih to an individual.
4. Breaking/Entering - The unlawful entry into a building or other structure with the intent to commit a crime therain.

5. Disorderly Conduct - Any act which substantially disrupts the orderly conduct of a school function, or behavior which poses a threat to the health,
safety, and/or welfare of students, staff or others.

6. Drugs Excluding Alcohol (Possession, sale, use) - The unlawful use, sale, distribution, purchase or posséssion of any controlled drug or narcotic
substance, and the possession of any equipment or device used for taking drugs or narcotics.

T Fighting (mutual altercation) - Mutual participation in a fight involving physical violence, where there is no one main offender and no major injury.
Does not include verbal confrontations, tussles or minor confrontations.

8. Homicide (murder, manslaughter) - Killing of one human being by another, killing a person through negligence.
9. Kidnapping {abduction) - To unlawfully seize and detain another person against his/her will.

10. Larceny/Theft - The unlawful taking, carrying, leading or riding away of property of another person or school property without threat, violence or bodily
harm.

11. Motor Vehicle Theft (including attempted) - The theft or attempted theft of a motor vehicle.

12. Robbery (using force) - The taking, or attempting to take, anything of value that is owned by another person or organization, under confrontational
circumstances by force or threat of force and/or by putting the victim in fear.

13. Threat/Intimidation - To unlawfully place another person in fear of bodily harm through verbal tﬁrbats without displaying a weapon or subjecting the
person to a physical attack.

14. Tobacco/Smoking - Use or possession of tobacco products.

15. Trespassing - To enter or remain on a public school campus or School Board facility without authorization or invitation and with no lawful purpose for
entry, including students under suspension or expulsion.

16. Sex Offenses (lewd behavior, indecent exposure) - Sexual intercourse, sexual contact, or ather unlawful behavior or conduct intended to resuit in
sexual gratification without force or threat of force and where the victim is capable of giving consent:

17. Sexual Battery (forcible sex offenses, includes attempted) - Any sexual act or attempt directed apainst another person, or attempts forcibly and/or
against person's will; ormforcmtyuagammepemnswﬂwhm&nmmmnmpahleufmvt!gmmtbamofhuﬂmwmhwbmmuf
temporary or permanent mental incapacity.

18. Sexual Harassment - Unwanted, repeated, verbal or physical sexual behavior, offensive and objectionable to recipient, which causes discomfort and
humiliation and interferes with school performance.

19. Vandalism - The willful and/or malicious destruction, damage or defacement of pubhc or pnwrte propartw real or persun:l without the consent of the
owner or the person having custody or control of it. _

20. Weapons Possession - Any instrument or object used to inflict harm on another person, or to intimidate any person.
21. Other Major Offenses - Any major incident resulting in disciplinary action not classified previously.

22. Bus Misconduct - Failure to observe school bus rules.

23. Disobedient/Insubordinate - Not following directions of staff, failure to observe rules, openly challenging authority.
24. Disruptive - Behavior which causes the interruption of a school function.

25. Left Class Without Permission - The leaving of class without the permission of the individual supervising the class.

26. Non-Controlled Substance - The unauthorized possession, distribution, sale, or use of a rm‘-cnntmllad drug or chs!mcal for a purpose other than that
for which it is intended.

27. Parking Violation - Failure to observe school rules regarding the parking of motor vehicles.

28. Petty Theft - The unlawful taking of property of another person or school property without threat, violence, or bodily harm, where the value of the
property is small.

29. Profanity - Swearing or cursing.

30. Tardiness - Late for school or class.

31. Truancy - Unexcused absence from class period(s) or unexcused absence(s) for school day(s).

32. Other Minor Infractions - Any minor incident resulting in disciplinary action not classified previously.
33. Off-Campus - Not School Related - { Example: Felony leading to long-term st:spmswml.

72687
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APPENDIX & - EMPLOYEES CT CiIARTER SCHOOLS

Employment Status
a.  Conversion o{ existing school, instructional bargaining unit:

Board employees who choose to remain in an existing school that becomes a charter school that has
elected within its charter to continue as part of the existing instructional bargaining unit will be bound by
all the terms and conditions of ihe Instructional Bargaining Unit Agreement (including the accrual of sen-
iority) consistent with other members of the instructional bargaining unit.

b. Conversion of existing school or new charter school, differeit or no bargaining unit:

Board employees who elect to work in a charter school with a different or no bargaining unit will be con-
sidered to be on an unpaid charter school leave with the Board. New employees hired by a charter school
(other than those hired in converted Board schools who elect to remain within the instructional bargaining
unit) will not be considered to be members of the Instructional Bargaining Unit of the School Board of
Sarasota County and will have no transfer or seniority rights for bargaining unit positions.

Initial Staffing

Any existing employee at that work site who chooses not to participate in the newly converted chartered school
will be afforded the opportunity to surplus him/herself and will be placed in a manner consistent with those
procedures outlined elsewhere in this Agreement.

Seniority Rights

While on an approved charter school leave of absence the teacher’s seniority time with the Board will be fro-
zen, and s/he will not accrue any additional seniority while on such leave.

~ Rigms of Return to boara rosition

Teachers on an approved charter school leave wishing to return to employment with the Board will be placed
inio vacant pusiiions in a mataer consistent with those procadures specified elsewhere in this Agreement for a
teacher returning to duty from an approved leave of absence. A teacher hired by a charter school who is not on
an approved charter school leave of absence from the Board may apply for a vacant position with the Board
and will be treated in a manner consistent with other non-Board applicants.

Benefits

Teachers on a charter school leave of absence will be able to purchase their benefits pursuant to current CO-
BRA and Instructional Bargaining Unit Agreement guidelines.

Salary Experience Credit

Teachers will not accrue experience credit with the Board for those years for which they serve on an approved
charter school leave of absence. New teachers employed by the charter schools who are subsequently em-
ployed by the Board will be placed on the salary schedule in a manner consistent with those rules specified in
Appendix Al(a) of the Instructional Bargaining Unit Agreement.

Transfers/Surplussing

The existing transfer and surplussing procedures outlined elsewhere in this Agreement will not apply to charter
schools (other than converted Board schools which elect to remain within the instructional bargaining unit).
Specifically, Board employees may not transfer or be surplussed into charter schools. Existing Board employ-
ees may request to be hired by the charter school and such hiring will be governed by whatever rules have been
promulgated by that charter school and approved by the Board.

INSTRUCTIONAL 88
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Appendix I — 401A QUALIFIED RETIREMENT PLAN FOR ACCUMULATED SICK LEAVE PAY AND
ANNUAL LEAVE/VACATION PAY

The BENCOR NATIONAL GOVERNMENT EMPLOYEES RETIREMENT PLANY" (BENCOR SPECIAL PAY
PLANT™) is offered by BENCOR, Inc. to help governmental units and their empioyees save up to 7.65% of Social
Security/Medicare taxes and to defer income taxes on eligible Plan contributions. Provided below is an explanation
of how the Plan works:

Eligibility

e Employees who are retiring or going into DROP and have at least $2500 of éccumulated sick-leave
pay or annual leave/vacation pay will participate in this Plan.

e Accumulated sick-leave pay or annual leave/vacation pay will be placed into the BENCOR NA-
TIONAL PLAN subject to contribution limits and Board Policy.

Contribution Limits

e The maximum Plan contribution cannot exceed 100% of the Plan Year Salary or 540 000; whichever
is less. (Plan year 7/1/2002 — 6/30/2003)

e In the last year of employment, (and in the year before Pnter’ng DROP), if Plan Year Salary is less
than $40,000, the maximum Plan contribution cannot exceed 50% of the Plan Year Compensation or
$40,000; whichever is less. (Plan Year Compensation = salary (July 1-June 30) + sick leave pay +
annual leave/vacation pay + incentive pay (“Special Pay”) that is to be paid in that year.)

e The maximum Plan contribution limit is calculated each year.

e There is a dollar-for-dollar set-off against the $40,000 Special Pay Plan annual contribution limit for
money placed into a 401(k) plan or into the State Investment Plan

e In addition, you can fully fund your eiective deferral 403(b) Plan. Please consul{ your TSA advisor or
your tax advisor regarding your 403 (b) P’lan contnbutlon llm]tS

Investments

e Initially, Special Pay Plan contributions are automaUcally invested in the i-otenna Geuneral Am.ount (1 ¢. guaran-
teed/fixed). Subsequently, the participani can self-direct dmong 29 investmeni choicss

Investment Expenses

e There is no asset-management .fee charged against the Potentia General Account (i.e. guaran-
teed/fixed). An asset-management fee is deducted from variable accounts only. The fee is charged
quarterly and will be indicated on the quarterly statements sent to all Plan participants.

Distributions

¢ Distributions may be taken at termination of employment or because of total disahility or death.
The participant may choose to leave money in the Plan, self-directing future investments and taking
distributions as desired in a tax-deferred manner. Distributions may be taken in a lump sum or as pe-
riodic payments taken monthly, quarterly, semi-annually or annually. (Remember, it may be advan-
tageous under Federal tax laws to delay taking distributions until a later tax year when the individ-
ual’s tax rate may be lower.)
A participant (or surviving spouse) can do a “rollover” into an IRA or into another qualifying plan.
To receive a distribution, the participant must initiate the process by requesting a distribution packet
from BENCOR Administrative Services at 1-888-258-3422.

e Distributions will be processed in a timely manner with minimum waiting.
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There ic no-10% IRS penalty if the empioyee is at least age 55 m the year of separztion from em-
ployment

Employees who have retired and fall within a certain age category (those who were less than age 55
in the vear of separation from employment) and elect to withdraw these funds are subject to a 10%
early-withdrawal penalty by the IRS. The employer will “make whole” those employees who fall
within this category, if they request all of their funds from the Plan Administrator within 30 days of
separation from employment. This would normally require a make-up of 2.35% (10% penalty less
7.65% previous savings on social security taxes). However, individuals who have met their FICA
salary limit before retiring would receive an 8.55% (10% penalty — 1.45% savings) reimbursement for
amounts over the limit.

Please consult your tax advisor for information regarding the taxability of Plan distributions.

Loans — for loan provisions, contact the BENCOR Administrative Services at 1-888-258-3422.

DROP Participants’ Terminal Sick Leave Pay/Annual Leave will be processed as follows:

Annual Leave — Employees participating in DROP receive their annual leave as a lump sum payment at the
time of enrollment in DROP. Annual leave will be paid into the “BENCOR NATIONAL PLAN” subject to
contribution limits. ‘Any annual leave in excess of Plan contribution limits will be paid to the participant subject
to Federal tax and related payroll taxes (Social Security and Medicare). The participant does not have access to
this money until the end of DROP — other than through' foan provisions. This dollar amount will be included in
the employee’s compensation for retirement benefit calculation purposes (FRS).

Terminal Sick Leave Pay — An employee participating in DROP: will have a percentage of his/her accumulated
sick leave pay balance ‘deposited into their account each year of DROP. For example, an employee participat-
ing in DROP for a penod of ﬁve (5) years will have terminal sick leave pay deposited into their account as fol-
lows: :

Year 1 o, 20% of balance of terminal mck leave
Year 2. 25% of balance of terminal sick leave
Year 3 33% of balance of terminal snck leave
Year 4 50% of balance of terminal sick leave
Year 5 100% of balance of terminal sick leave

If the yearly sick pay contribution exceeds the amount of the contribution limit (see Contribution Limits
above) the excess amount will be, ;olled intp the next plan year

Employees terminating prior to the fifth year of DROP will have 100% of their remaining eligible sick leave
balance paid into the Plan, subject to contribution limits. Any excess amount will be paid to the participant, sub-
ject to all'applicable taxes. This method of payment allows employees to take maximum advantage of Federal
tax law.

Existing DROP participants (entered DROP prior to 1/1/2003) will have their special pay balance
paid into the Plan subject to contribution limits at the end of DROP. Any excess amount will be
paid to the participant, subject to all applicable taxes.
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Appendix J - PERFORMANCE PAY ‘

Teacher Performance Pay Plan

The School Board of Sarasota County, Florida
and
The Sarasota Classified/Teachers Association

This plan has been developed to meet the requirements of secticn 1012.22(1)(c) 4, Florida Statutes. A
supplement equal to 5% of the teacher’s base salary for bachelors step one will be paid to any teacher
who has completed an application and has been designated “outstanding.” The district will maintain a
reserve of $300,000 for this purpose. The amount distributed shall not exceed the amount budgeted.

Minimum Application Criteria

In order to apply for Performance Pay, teachers including classroom teachers, media specialists, guidance
counselors, reading coaches and ESE Liaisons must meet the following criteria:

Must have a Continuing or Professional Services Contract in Sarasota County
Must have taught for at least three (3) consecutive years in Sarasota County
Must have taught for a minimum of five (5) years

Must have satisfactory evaluation on previous teacher appraisal

Must not have received performance pay during the past three years

R

Any teacher who meets the criteria listed above may apply for performance pay by submitting the follow-
ing information to the Human Resources Department no later than August 15, 2003.

Applicants must complete the checklist of activities attached arnd provide documentation of partici-
pation during the 2002-03 fiscal year (July 1, 2002 — June 39, 2003) for each item checked. It is the
responsibility of the applicant to provide documentation of every activity checked. There will be no
opportunity to resubmit documentation that is incomplete. All items are of equal weight.

111111

formance pay in descending order until the allocated funds have been expended. T:es will be bro-
ken at the cutoff based on the seniority of the applicant.

Documentation Review Committee

A committee of three people appointed by the SCTA and three people appomted by the Supermtendent
shall be established for the purpose of reviewing all applications, documentation and assessmg the num-
ber of points assigned to each applicant’s submission.

Appeal Process
Appeals will be limited to those who contest the scores assigned based on the provided documentation.
Appeals will be filed in writing on the form provided on or before September 20, 2003. The Documenta-

tion Review Committee will consider the appeal.
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Notification and Payment of Performance Pay

All applicants will be notified of their numerical scores and whether or not they will receive a 5% sup-
plement no later than September 10, 2003. Payment for Performance Pay will be sent out not later than
the last pay period in October.

Checklist of Items for Quzlification/Participation

(Check all that apply. All items are applicable for the fiscal year of July 1, 2002 — June 30,
2003)

meets the required ESOL training requirements
works at a Title I school or Oak Park

works at a school where the towai FCAT learaing gains (reading and mathematics) were 145% or above for
the applicable year ' '

awarded teacher, of the year at a Sarasota County school (for any year)

has National Board Cextification

completes 30 hours or more of professional development (or equivalent college credit)
conducts professional development activity

responsible for one or more non-supplemented club or activity (i.e.. school dance, science fair) at my
school

serves on one or more school committees (other than SAC or SDMT)

cukors at school site without dompensaion ouiside duty hours |

chairs a school 'r;'li@:_r'nmitteé - "

serves onthe.SAC or SDMT with attendance at 80% cr more of the meetings

responsible for documenting .an‘% implementing AIP/IEP interventions for 10 or more students (elemen-
L e (o hor wulais gy

serves as_¢ase manager (including writing and implementing IEP/LEP Plan) for 25 or more ESE or LEP
students

holds membership in one or more professional education organizations

participates in district committee

submiits one or more grant applications

partici;;ates in school fundraising activity after the duty day

serves as a trained Mentor teacher with at least one assigned beginning teacher for the school year
supervises an intern

serves on SCTA Roard of Directors (i.e., Representative Council)
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APPENDIX K - MEMORANDA OF UNDERSTANDING

The following is the proposed Memorandum covering the bonus payments to Advanced Placement classroom teach-

€IS.

November 7, 2000

Memorandum of Understanding

With regard to the incentives provided by statute for those teachers teaching advanced placement (AP) courses, the
undersigned parties hereby agree to the following terms:

L.

Teachers teaching AP classes on the day of the prior year’s testing will be eligible to receive those incen-
tives specified below.

Each AP teacher will receive a cash bonus of $50.00 for each student in his or her class who receives a
score of “3” or higher on the AP exam in the subject area taught by the AP teacher. The total bonus for
each AP teacher will not exceed $2,000 per year.

Teachers will receive the applicable bonus in November of the following school year and must still be
employed by the School Board of Sarasota County based on the AP test results of the prior school year’s
test results.

Should at some point in the future Sarasota County have a “D” or “F” rated high school, this Memoran-
dum will be modified to increase the bonus payments in compliance with those specific mandates.

This Memorandum will remain in full force and effect until such time as one of the following conditions
occurs: it is mutually altered by the parties, the State fails to specifically fund this incentive, or if the spe-
cific funding becomes unencumbered.
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