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ARTICLE | - 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 employeesin 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, Class-
room Teachers, Visiting Teachers, Homebound Teachers, Librarians, Media Specialists, Psychologists, al In-
structional Specialists, Summer School Teachers, Itinerant Personnel, Experts-in-Field, and Adult and Commu-
nity 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
oulined in Florida Statutes.

B. 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, Manageria employees, Confiden-
tial employees, Classified employees, Non-Instructional Staff, members of other bargaining units of the Board,
al other employees whaose position does not require certification, and any other employee paid on the Adminis-
trative/Supervisory Salary Schedule or Principal Salary Schedule and directly included in the administrative
unit.
ARTICLE |l - DEFINITIONS
ADDRESS The address of ateacher 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.
COLLABORATIVE PLANNING Collaborative planning activities (with a focus on small

groups, departments, or grade levels) are teacher-driven and
occur during the school day, and involve grade level teams,
departments, academy teams, SLC teams, etc. These activities
may include but are not limited to: Grade level planning, in-
cluding setting grade level goals; reviewing individual student,
class, department, and/or building assessment results; review-
ing district curriculum; curriculum mapping and alignment ac-
tivities; working on lesson plans as a team; discussing effec-
tive instructional strategies; smaller learning community plan-
ning; designing grade or department assessments; peer coach-
ing and mentoring; integrating Instructional units; individua
student interventions, reviewing and interpreting data and de-
veloping related strategies.
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COST CENTER

DOE

EMPLOYEE

INDIVIDUAL PLANNING

NORMAL PAY

NORTH COUNTY

PARTIES

POSITION SUPPLEMENT

PDC

PRINCIPAL/DIRECTOR

REGULAR WORK WEEK

SCHOOL CALENDAR

SCHOOL IMPROVEMENT ACTIVITIES

INSTRUCTIONAL REV
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Each individud worksite for which the Sarasota County
School Board isresponsible.

Florida State Department of Education.

A member of the Instructional Bargaining Unit who is go-
pointed by the Board to work at a.6 FTE or greater capacity.

Individual planning includes individual teacher activities that
aid in the preparation and delivery of high quality instruction.
These activities generally focus on lesson design preparation
and assessment of individual students.

A teacher’s current lane and step for his’her normal work year.
Extra duty days, longevity payments, summer school, school
improvement activities pay, and supplements are not consid-
ered part of ateacher’s normal pay.

Any school or worksite located north of North Creek.

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

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

Professional Development Center of Sarasota County.

The chief administrator of a school/cost center or hisher 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 unpaid holidays into the calendar that will be
part of the 196-day contract. Before adopting the calendar, the
Board will consider the requests of the Union. When an aca-
demic school year has atotal of 105 weekend days, the unpaid
holidays will reflect eight days.

School improvement activities (with a school-wide focus)
occur before or after the duty day, and generaly involve simi-
lar or even larger groups of professionals than collaborative
planning groups. School improvement activities typically look
beyond a team or department to the entire school. These ac-
tivities may include but are not limited to: reviewing depart-
ment, SLC, building assessment results; reviewing district cur-
riculum; curriculum mapping, articulation, and aignment;
smaller learning community planning; working on the school’s

2
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SENIORITY

SENIOR REPRESENTATIVE

SOUTH COUNTY

SUPERINTENDENT

TEACHER

UNION

WORKDAY

WORK YEAR

ARTICLE Il - SCOPE OF BARGAINING

A. Scope

INSTRUCTIONAL REV
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strategic plan; a school wide book study; setting school-wide
goals; tracking trend data; reviewing and interpreting data and
developing related strategies; and discussing effective instruc-
tional strategies.

Length of continuous service in the Instructional Bargaining
Unit from the effective date of hire as a teacher. Absence from
service by an gproved School Board leave shall not be
deemed an interruption in continuous service. A teacher who
transfers to the Classfied Bargaining Unit and then returns to
an Instructional Bargaining Unit postion will have his/her
former time in the Instructional Bargaining Unit apply for sen-
iority purposes providing there was no break in service to the
School Board of Sarasota County.

The representative as designated by the Union.
Any school or worksgte located south of North Creek.
The Superintendent of Schools or hig/her designee.

A member of the bargaining unit as defined in Article | unless
otherwise indicated.

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

A duty day of the teacher unless otherwise 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 School 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 go-
proval of the Superintendent of Schools.

Teachers who work in excess of 196 days shall continue to
receive one annual leave day for every 24 additiona 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 X1V, Reduction in
Force.
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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 Union shall meet at reasonable times to negotiate in good faith and to execute a
written contract with respect to agreements reached concerning the terms and conditions of the employment of
the teachers.

C. Agreement

1

Upon completion 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 approved
by the Board at a regularly scheduled meeting.

This Agreement constitutes 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
written and signed amendment to this Agreement.

Should any provision of this Agreement be declared illegal by a court of competent jurisdiction or as a re-
sult of state or federal legidation, said provision shal 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 this 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 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 Agreement. An individual contract which is
executed during an interim period between this and subsequent agreements between the Board and a
teacher shall contain a clause providing that after execution of this Agreement, said individual contract
shall be brought into conformity 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 interfere as lit-
tle as possible with instruction of students.

D. Resolution of Impasse

1

Mediation

In the event that an impasse is reached by the parties during the course of negotiations, either party may di-
rect arequest to the Federal Mediation and Conciliation Services (FMCS) setting forth the date the impasse
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 dispute, ei-
ther 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.
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2.

3.

Specia 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 Mas-
ter, the Chairman of the School Board in conjunction with the Union shall select and appoint a duly author-
ized 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 available information con-
cerning the financial resources of the district, including but not limited to annual financia reports and au-
dits, register of certified personnel, tentative budgetary requirements and allocations (including county al-
locations, 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 copiesisre-
quired 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

1.

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 effective until
the earlier of the two occurrences:

a. Lossof certification by the Union as the bargaining agent for the teachers covered by this contract.

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

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 trangmittal of the funds within 15
days whenever possible, the provision for half-time deduction at the earliest opportunity, and the provision
to take TIGER deductions. The Union, its officers, agents, and members will hold the Board and its agents
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 trans-
mitted 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.
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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 this 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 Agreement, the Union shall have the authority and the Board shall approve release
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 attendance or at an-
other mutually agreeable date and time schedule.

The Union reserves the right to hold meetings at School Board facilities/work locations upon 24 hour noti-
fication (except in cases of emergency) to the Principal/supervisor by the Union representative.

The Senior Representative or designee shall be alowed to present the views of the organization at any fac-
ulty 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. Unless an emergency exists no
faculty meeting shall be held without 48 hours notice.

D. Union Activities at Work Locations

1

Whenever possible the Union representative shall be allowed to conduct Union business throughout the
workday other than during instructional time or teacher planning time unless otherwise agreed to by the
parties.

Union representatives shall have access to any cost center for the purpose of enforcing this agreement con-
sistent with applicable Statutes.

The Union shall have access to internal mail distribution 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.

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, books, or
other bulky material. The Union will compensate the Board at a rate of $500 per year for the cost of providing
this service.

F. Timefor 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 alternate teacher or paraprofessional to the home-
room duty without recourse to the grievance procedure.

The SC/TA will be allocated atotal of 100 days per semester of Board-paid released time for either Instruc-
tional 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 Board for all additional days at the appro-
priate substitute' srate of pay. These days may be used at the SC/TA’s discretion.
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Management shall not deny the use of these days except for good cause.

BBS and Computer Access

1. Theemployer shal provide access to the Board'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 worksite.

3. BBS communications between employees and the Union and/or its building representatives involving Un-
ion business will be considered a private communication not subject to Chapter 119, Florida Statutes.

4. When the Administration deems it necessary to read an employee’s e-mail, the employee will be so notified
in a timely fashion. Such notification will include the reason for such interception. The e-mail of an em-
ployee will not be read by an unintended party without providing such notification to the affected parties.

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 programs at mutually agresable times.
Information from the Board

1. The Board shall provide on aregular basis to the Union, lists of vacancies and additions from the bargain-
ing unit including Board minutes.

2. TheBoard shal provide the Union with a complete set of School Board rules and 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 supavisor and/or other
management official unless the teacher is advised that such a meeting is for the purpose of discussing disci-
pline or potential discipline, and the teacher is allowed Union representation if he/she so desires. If are-
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 al teachers of the bargaining unit consistent with applicable Stat-
utes.

4. The Board agrees to notify both the Union and the teacher of any meeting relativeto 1 and 2 above at least
24 hours in advance 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 consti-
tutes a real and immediate danger to the district and any serious charge as outlined in Florida Stautes,

7
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O.

Chapter 1012. 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.

Committee Appointments

When the Board or Administration establishes district-wide committees requiring the participation of Instruc-
tional Bargaining Unit 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, distribute Union literature, 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.

ARTICLEV - TEACHER RIGHTS

A.

Consistent with Florida Statutes, Chapter 447, each teacher of the bargaining unit has the right, freely and with-
ou fear of penalty or reprisal, to form, join, and assist the Union or to refrain from any such activity; and each
teacher shall be protected in the exercise of this right. The employer agrees that the right to assist the Union ex-
tends to participation in the management of the Union and acting for the Union in the capacity of Union repre-
sentative, including presentation of its view to officials of the Governor, the Legisature, or other appropriate
authority. The employer shall take the action required to assure that teachers in the bargaining unit are apprised
of their rights under State Statutes and that no interference, restraint, coercion, or discrimination is practiced by
the employer to encourage or discourage membership in the Union.

Consistent with applicable Statutes, a 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 expressthe views of the Union provided they are identified as Union views.

The personal life of ateacher is normally not an appropriate 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 assist the creditor in collecting the debt, unless required by gpplicable state and/or federal Statutes.

Teacher participation in charitable drives and activities is voluntary. Solicitations may be made, but no pressure
shall be brought to bear to require such participation.

All School Board Rules and Policies shall be uniformly administered throughout the bar gaining unit.

Teachers shall not be subjected to personnel practices which are prohibited or in conflict with School Board
Rules or palicies.

Annual Contract teachers will be granted a Professiona Service Contract after three years of satisfactory per-
formance. Consistent with applicable Statutes, Annual Contract status can be extended to afourth year.

INSTRUCTIONAL REV
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1. Teachers shall not be required to attend any meetings after the normal workday other than normally sched-
uled 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.

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

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

1. The placement of written reprimands in the official personnel file shall be in accordance with Florida Stat-
utes, Chapter 231.291. Any teacher who is recommended for suspension or termination during the period 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, he/she shall be suspended with pay until the griev-
ance and arbitration process has been completed and a final decision has been rendered. The Board reserves
the right to temporarily reassign teachers from their current work assignment during the pendency of the
grievance and arbitration process.

Teachers hereby retain and reserve al rights, duties, authority and responsibility conferred upon and vested in
them by the Laws, Constitution of the State of Florida, and DOE Regulations.

. All teachers who participate at their own cost, and primarily on their own time in the production of tapes, publi-

cations, or other produced educational material shall retain residua rights should they be copyrighted or sold by
the Board.

. Any teacher holding a Continuing Contract will be alowed to exchange hisher Continuing Contract for a Pro-

fessional Service Contract upon his/her request to the Personnel Office.

. Teachers with elementary school-aged children will be considered to be in a hardship position and will therefore

be eligible for an automatic supervision hardship reassignment of their children to their parent’s elementary
school worksite.

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.

. The Board will make an official request that social security numbers of employees and former employees be

maintained as confidential in accordance with Section 119.07(3)(x)2, Florida Statutes. The Board shall provide
the SC/TA with a copy of the reguests which are made to such agencies. The Board will also make requests to
any additional agency which the SC/TA informs the Board may be in possession of employee social security
numbers.

When a teacher is moved to another classroom location he or she will be given one compensatory day as com-
pensation for the extra time required to pack his or her belongings and prepare for the move. The teacher will
not be expected to move heavy articles. Teachers will be provided boxes for packing and may not be required to
box textbooks or school supplies. In cases where a teacher is being asked to prepare for a moveinto or out of a
newly constructed building or one undergoing extensive renovation, he or she will be provided with one addi-
tional duty day for such move.

9
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S.  No less than 50% of the total time allocated by the school calendar prior to the first day of student attendance
will be reserved for teacher-directed planning and/or classroom preparation activities.

ARTI

LEVI - MANAGEMENT RIGHT

A. Nothing in this Agreement shall be construed to limit or impair the right of the Board to exercise its sole discre-
tion, 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

10.

11.

12.

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 operétions thereof

to determine the purpose and functions of the Board and its constituent agencies, divisions and departments

to perform those duties and exercise those responsibilities which are assigned to it by law or by regulaions
of the State Board of Education and by State Law

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

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

to decide curriculum and to supplement minimum course of study prescribed by the State Board of Educa
tion for all schools

to determine and re-determine job content

to decide the number, location, design, and maintenance of its schools, departments and facilities, supplies
and equipment

to determine the qualifications of all teachers of the Board, to select, hire, lay off, assign, transfer, promote,
demote, and direct all teachers of the Board consistent with this Agreement

to discharge and suspend any teachers of the Board and to take other disciplinary action against such teach-
ersfor cause and to relieve such teachers from duty because of lack of work or for other legitimate reasons

to make, issue, publish and enforce policies, procedures, rules and regulations not in conflict with the ex-
press provisions of this Agreement or applicable law, as it may from time to time deem best for the purpose
of maintaining effective operation and order and safety in the schools. Natice thereof shall be given the Un-
ion and the teachers. Compliance therewith by the teacher shall thereafter be required unless and until re-
scinded or amended by the Board

to exercise other rights to manage the school system and the educational processes which are not recited in
or expressly limited by this Agreement

B. Any of the rights, powers, or authority the Board previously 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.

C. The Board has the sole, exclusive 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
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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 Superintendent is presented with an emergency situation which in hig’her opinion presents real or
potential danger to an entire school center, he may so notify the Union and permit the Union to meet with the
Administration to discuss the problem.

Physical and Psychiatric Examinations: The Board may at any time and for sufficient reasons require any
teacher to submit to a physical or psychiatric 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
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 written results of other examinations or tests adminis-
tered 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-
guests 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 confidentia in nature and shall
not be released except on those occasions as required by Florida Statutes.

G. Emergency Situations

1. The Board reserves the right to alter the previously-approved District Calendar in cases of emergency. Dur-
ing an emergency situation the Superintendent may choose to furlough certain groups of employees as ne-
cessitated by the circumstances. Any employee furloughed under this provision will receive full compensa-
tion for the day(s) in question.

2. The Superintendent may also designate certain employee groups as “operationally essential” and require
those so designated to work their normal work day. In cases where operationally essential employees work
on a normally scheduled duty day, they will receive their normal daily rate of pay. If work occurs on a non
duty day, they will receive the appropriate rate of pay including any applicable overtime pay.

3. The Superintendent (or designee) will consult with the President of the Union (or designee) prior to any
such determination.

H. Reasonable Suspicion Testing

1. Should ateacher evidence signs that suggest significant impairment of their cognitive functions suggestive
of active acohol or drug intoxication, she or he may be required to undergo reasonable suspicion drug or
alcohol testing. Such a determination may only be made if that teacher has been observed by a neutral, spe-
cially trained observer, mutually agreed upon by the parties. For a teacher to be required to submit to rea-
sonable suspicion testing, she or he must evidence one of the behaviora indicatorsin “a’ below or any two
of the behaviorsin“a’ or “b” below, as evidenced by the neutral observer:

a. Odor of alcohol or marijuanaon breath or person
Possession of alcohol, drugs, or drug paraphernalia on campus
Reported unexplained fainting or lack of consciousness

b. Obviousand unusually slurred speech
11
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Obvious and unusual lack of balance or substantially unsteady gait
Apparent intoxicated behavior (without the odor of alcohol or marijuana)
Inability to respond to simple questions or respond correctly

Very large or small pupils

2. Teaches thought to be under the influence of acohol will receive a breath analyzer test (BAT) by a certi-
fied laboratory agreed to by the parties. Teachers thought to be under the influence of illegal drugs will be
given a urine test, testing for specific substances agreed to by the parties. A split sample technique will be
utilized in the case of any urine testing.

ARTICLE VII - CHANGESIN PAST PRACTICESTERMS/CONDITIONSOF 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
thePrincipal in past practices at a school.

ARTICLE VIII -FAIR PRACTICES

A.

There shall be no discrimination against teachers because of race, creed, color, age, sex, handicap, marita
status, sexual orientation, national origin, religious and political belief or activity, or religious activities outside
the school day and school premises.

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

Teachers covered by this Agreement shall have the protection of al the rights to which they are entitled by the
Congtitution of the United States, Federal Statutes, the Florida State Congtitution, Florida State Statutes, and
DOE policies and regulations.

Sarasota County School Board shall comply with State Statutes on Veteran's preference and Federal Statutes on
non-discrimination on the basis of religion, race, national origin, color, sex, or handicap.

ARTICLE IX-TEACHER DUTY DAY

A.

Duty Day

1. The teacher duty day will be 7.5 hours including a one-half hour duty free lunch. Employees paid on the
School Psychologist/School Social Worker/Program Specialist Salary Schedule will work an eight (8) hour
duty day with a one-half hour duty free lunch.

2. Individua teacher’s beginning and ending times may vary due to the nature of the individual school or the
individual program within the school.

3. Duty Free Lunch

All teachers shall have a 30-minute uninterrupted duty-free lunch. During this period, teachers will have no
supervisory or transport responsibilities for students.

4. Planning Time
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Planning time will consist of blocks of time no less than 15 minutes and may include time outside the stu-
dent day. Except as noted below, each teacher will have at least one continuous block of no less than 45
minutes per day of planning time during the student day. Meetings will not occur during a teacher’s indi-
vidual planning time.

The provisions for planning time apply only to teachers with classroom teaching responsibilities.

a.  All non-block high school teachers shall have at least 425 minutes of planning time a week, of which
55 per week may be reserved for collaborative planning time. All high school teachers will have at
least one 55-minute planning period per day scheduled during the student day.

b. All block high school teachers shall have at least 525 minutes per week of total planning time, of
which 90 minutes may be reserved for collaborative planning time. All block-scheduled high school
teachers will have at least one 90-minute planning period per day scheduled during the student day.

c. All middle school teachers shall have at least 400 minutes per week of total planning time, of which 50
minutes may be reserved for collaborative planning. All middle school teachers will have at least one
50-minute planning period per day scheduled during the student day. Middle school teachers may use
the passing time before and/or after their planning period to extend their planning time at their discre-
tion.

d. All elementary school teachers shall have at least 350 minutes per week of total planning time, of
which 55 minutes may be reserved for collaborative planning time. All elementary school teachers will
have at least one 55-minute planning period per day scheduled during the student day except as pro-
vided below. For Special Area Teachers, the 55-minute planning period must occur within the instruc-
tional day (i.e., defined as the time period beginning 15 minutes before and ending duty 15 minutes &f -
ter the student day). Special area teacher instructional and duty time will not exceed that of the aver-
age core academic teacher’s time at a given elementary school. During their collaborative planning
sessions, elementary school teachers may be required to attend school-wide support team meetings
when discussing students assgned to their class.

e. All SCTI high school teachers shall have at least 425 minutes per week of total planning time, of
which 55 minutes may be reserved for collaborative planning. All SCTI adult student teachers or
teachers who teach both high school and adult students shall have at least 375 minutes per week of to-
tal planning time, of which 55 minutes may be reserved for collaborative planning. All planning time
must occur during the teacher duty day.

f.  Attendance at team meetings, department meetings, small learning community meetings, school-wide
support tem meetings, parent meetings, |AT, LEP, IEP, 504, AIP meetings, training activities or man-
datory meetings will not be part of ateacher’sindividual planning time unless agreed to by the affected
teachers.

g. Planning schedules may be altered during the FCAT testing window at the discretion of the Principal
with the approva of the school’s SDMT.

h. Planning time schedules may be altered up to one day per week when the school bell schedule is al-
tered due to participation in state-mandated character education programs. Such alterations will not al-
ter the teacher’ s daily planning time by more than five minutes.

5. Teacher Duties

All middle and high school teachers may be assigned other related duties during their collaborative plan-
ning time.

B. Multi-Level Schools
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Each teacher will be afforded one of the planning schedules described in Paragraph 4, above. Which schedule is
appropriate will be decided by the school’s SDMT.

School Improvemert Activities

Each teacher will have the opportunity to receive up to 3.25% of his or her normal yearly salary for working an
additional thirty (30) hours per school year to support collaborative school improvement activities. In order for
a school’s or department’s staff to receive this compensation, the site Shared Decision Making Team must de-
velop a plan for school improvement activities following district guidelines. The SDMT will propose a sched-
ule that will offer aternate dates and times for the training activities in question if possible. The content of the
plan must focus on activities whose sole purpose is increasing student achievement and closing the achievement
gap. All activities associated with the plan must occur outside the normal duty day. A school or department,
through its plan, may mandate the participation of al teachers at the school if so desired by the Shared Decision
Making Team. Once developed, the plan must be approved by the Associate Superintendent for Instructional
Support Services and the Superintendent of Schools, prior to implementation.

General Guidelines

1. Teachers agree to meet the requests 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.

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

3. All teachers shall be provided planning time as outlined in Section A of this article.

4. Reasonable effort will be made to build middle and high school master schedules with no more than three
course preparations. A teacher’s participation in activities associated with a state-mandated character edu-
cation program is exempt from this provision. Teachers will not be expected to create lesson plans for these
activities.

5. Cost centers will be provided with IEP substitute days to be determined as follows: the number of total
students with disabilities (SWD) divided by 8 equals the total number of substitute days allocated to the
cost center for the IEP development process. These days or a portion thereof will be alocated to individual
teachers based on their number of SWDs. The calculation of student FTEs will be based upon the second
yearly FTE count reported to the State of Florida. Partial days may be taken at the discretion of the teacher
with the approva of his or her principal. This section is subject to yearly re-openers due to unexpected
changesin funding.

Faculty Meetings

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

1. Two daysadvance noticeisgiven,

2. Thereisaprepared agenda,

3. The meetingisdirected to substantialy all faculty members present, and

4. The subject(s) of the meeting could not be effectively and readily presented through bulletins or meno-
randa

5. Faculty meetingswill be held no more than once a month, except as provided in sub-paragraph 6
bdow.
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Additional faculty meetings may be used to provide the staff with training that may be required by the Su-
perintendent or whichis approved by the school’s SDMT.

There will be no inservice training at faculty meetings unless agreed to by the SDMT in advance or that
may be required by the district and which is addressed to teachers’ district-wide of similar grade levels.

F. Part-Time Teachers

1

All teaching units will be either full-time or .6 FTE. Other than in the case of Adult and Community Educa
tion 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 two periods of a block schedule (e.g., high schools) will be considered to be .6
FTE employees.

For teachers in the Adult and Community Education program only, .6 FTE teachers will work 18 hours per
normal work week.

All .6 FTE teachers will receive benefits in a manner consistent with other appointed instructional employ-
€es.

ARTICLE X - PROFESSIONAL DEVELOPMENT CENTER

A. Function/Purpose

1

A Professional Development Department, which is established 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 instructional
personnel needs as determined by school improvement plans, annua school reports, student achievement
data, performance appraisa data of teachers, and teacher input.

B. The School Board shall require each instructional employee to establish and maintain an individual professional
development plan. The plan shall include the following components:

1

2.

3.

be related to specific performance data for the students to whom the teacher is assigned,

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

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

C. 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, student achievement data, performance appraisal data of teachers,
and teacher input.
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2. When the Board or Administration determines that involuntary in-service training is necessary, the follow-
ing criteria shall be employed:

a. A training component including the purposes, type of participants, length of training, type and nature
of credit (if any) being offered, specific objectives, and evaluation procedures which shall include pre-
and post-assessments shall be developed for in-service education. Participants meeting criteria for mas-
tery on the pre-assessment shall be excused from the mandated training.

b. When possible, at least one alternative training time may be made available for participants.

c. Mandated inservice training will occur only during the normal teacher duty day unless the activity
was stipul ated as a specific condition of employment prior to the teacher’ s amual contract.

d. Inservice professiona improvement activities may be scheduled on professional duty days; however,
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 sched-
uled for those teachers who indicate they do not need the one-half day for records keeping.

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

4. 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.

5. In-service points 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 activitieswill also be based upon staff input.

7. Teachers who have been 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 ateacher of a student teacher or an intern shall be voluntary. A cooperating teacher shall not be
given additional assignments outside of hig/her regular responsibilities during the period he/she is supervising a

student teacher or intern, nor shall regular evaluation of a cooperating teacher’s competency occur during the
period of class responsibility and control by the student teacher or the intern.

ARTICLE X1 - PERFORMANCE EVALUATION OF INSTRUCTIONAL STAFF

The following contract language will be subject to re-openers and review within one year from its full implementa-
tion upon request by either party. Thislanguage will take effect during the 2009-10 school year.

A. Sarasota County Induction Program (SCIP)

1. All first year annual contract teachers or teachers possessing a temporary, one-year contract will be as-
signed a SCIP Mentor and compl ete the 180-day SCIP.
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2. Re-hired Sarasota teachers who have more than five years of service with the School Board of Sarasota
County and who have worked for the district within the past three years will be exempt from requirements
of the SCIP program.

3. Any teacher who changes school, grade level or content area in the second year of employment may be des-
ignated asa Year 2 SCIP (Y2 SCIP), and be afforded a SCIP Mentor for the 90-day SCIP.

B. Professiona Rubrics Investing and Developing Educator Excellence (PRIDE)

All teachers will be evaluated with the PRIDE, described herein. All the appropriate forms appear in Appendix
E of this Agreement.

Data collected during the Teachscape/PDA Classroom Walk- Through observation process may not be used as
part of ateacher’sformal evaluation process.

C. Levd 1 Teacher

1. Leve 1, Year One Teachers

a

All annual contract teachers or teachers possessing a temporary, one year contract will be considered to
be on Level 1 of the PRIDE Teacher Evaluation System.

Prior to the first PRIDE observation, the teacher shall be familiarized with the PRIDE Teacher Evalua-
tion System.

The approved evaluation form(s) for Level 1 teachers will be the PRIDE Teacher Evaluation Form(s)
(Appendix E).

With the exception of those teachers dismissed during the 97-day probationary period, al first year an-
nual contract teachers hired prior to November 1 will receive one PRIDE Mid-Year Review and one
PRIDE Final Evaluation. Teachers hired after November 1%, will receive one PRIDE Fina Evaluation.

During the first 15 work days from a teacher’s hire date, excluding pre service days or holidays, the
administrator will observe the teacher using the PRIDE Observation (Short Form).

If performance concerns exist following the PRIDE Observation (Short Form), the administrator will
use the FPM S Summative Observation to determine if action is warranted.

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. For the purposes of the probationary period, al “paid days’ are counted (including paid
days prior to the start of the instructional school year and after the end of the instructional school year,
professional develogpment/in-service days, and paid holidays).

If in the opinion of the principal, performance concerns exist that could cause a teacher to be dismissed
during the 97-day period, informal assistance will be provide to that teacher via an Internal Assistance
Plan (IAP) prior to such a determination. The AP will be initiated with a letter from the principal
scheduling a meeting to discuss concerns. The Union will receive a copy of the notification letter with
an invitation to participate and represent the teacher at the IAP meeting. The Professional Devel op-
ment Director will receive a copy of the AP notification letter. The principal will share concerns and
determine school-based staff to provide support for the teacher. This process will continue until such
time as a 97-day determination is made but no less than four weeks from the inception of the IAP
process.
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The teacher who has been supported on an IAP for a minimum of four weeks, may be released from
the 1AP, terminated during the 97-day probationary period, or be placed on a Performance Improve-
ment Plan (PIP).

If an administrator has documented performance concerns regarding a Level 1, Year 1 teacher, that
teacher will be afforded assistance for a minimum of four months (with the exception of those hired &f -
ter November 1) prior tothe PRIDE Final Evaluation through the PIP process.

Criteriafor initiating a PIP:

1. Haf or more competencies rated as “Unsatisfactory” (in competencies identified by an asterisk*)
in one or more PRIDE Domains (Domainsl, 11, and/or I11), using the PRIDE PIP Checklist; or

2. Half or more competencies rated as a combination of “Unsatisfactory” (in competencies identified
by an asterisk*) and “Needs Improvement” in one or more PRIDE Domains (Domains|, |1, and/or
[11), using the PRIDE PIP checkligt.

3. Inaddition to the above criteria, if a competency without an asterisk is rated as “unsatisfactory” or
“Needs Improvement,” it may be included on the PRIDE PIP Checklist.

Outcome of the Mid-Y ear Review:
1. Continuethe PIP if the teacher meetsthe criterialisted in k.1. or k.2. above; or

2. Revise the PIP if improvement or concerns in identified competencies are noted. If additional
domain area(s) and/or competencies are identified by the principal (and meet the PIP criteria), the
PIP will be revised at anytime as long as the teacher has had a minimum of four weeks prior to the
PRIDE Final Evaluation to receive assistance; or

3. Conclude the PIP, if the teacher receives one or no “Unsatisfactory” rating (in competencies iden-
tified by an asterisk*) and has less than half “Needs Improvement” ratings in one or more domains
(Domainsl, 11, and/or I11).

. Outcome of the PRIDE Final Evaluation

1. Continue the PIP process for the following school year if the teacher receives one “ Unsatisfactory”
rating and any “Needs Improvement” ratings (in competencies identified by an asterisk*) in one or
more PRIDE Domains (Domainsl|, I, and/or 111).

2. Conclude the PIP if the teacher receives no “Unsatisfactory” ratings (in competencies identified by
an asterisk*) and has less than half “Needs Improvement” ratings in one or more PRIDE Domains
(Domainsl, I, and/or I11).

3. Non-renew the contract if the teacher meets PIP criteria (k.1. and k.2. above) on the Mid-Y ear Re-
view and receives two or more “Unsatisfactory” ratings in competencies identified by an aster-
isk*) on the revised PRIDE Final Evaluation in documented PIP competencies (Domains I, 11,
and/or 111).

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.

2. Leved 1, Year 2, 3 and 4 Teachers

a.  All annual contract teachers or teachers possessing a temporary, one year contract will be considered to

be on Level 1 of the PRIDE Performance Evaluation System. In order to be considered a second year
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teacher, ateacher must have taught one day more than one-half the contract year in the previous school
year.

Prior to the first PRIDE observation, the teacher shall be familiarized with the PRIDE Performance
Evaluation system.

The approved evaluation form(s) for Level 1 teachers will be the PRIDE Performance Evaluation Sys-
tem Form(s) (see Appendix D).

Level 1, Year 2, 3, and 4 teachers will receive one PRIDE Mid-Year Review and one PRIDE Fina
Evauation.

During the first 15 work days, excluding pre-service days or holidays, the administrator will conduct a
PRIDE Observation (Short Form).

If concerns exist following the PRIDE Observation (Short Form), the administrator will use the FPMS
Summative Observation to determine if action is warranted.

If an administrator has documented performance concerns regarding aLevel 1, Year 2, 3, or 4 teacher,
that teacher will be afforded assistance for a minimum of four months prior to the PRIDE Final
Evaluation through the PIP process.

Criteriafor initiating a PIP:

(1) Half or more competencies rated as “Unsatisfactory” (in competencies identified by an asterisk*)
in one or more PRIDE Domains (Domains|, 11, and/or I11), using the PRIDE PIP Checklist; or

(2) Half or more competencies rated as a combination of “Unsatisfactory” (in competencies identified
by an asterisk*) and “Needs Improvement” in one or more PRIDE Domains (Domains |, 11, and/or
[11), using the PRIDE PIP Checklist.

(3) Inaddition to the above criteria, if a competency without an asterisk is rated as “Unsatisfactory” or
“Needs Improvement,” it may be included on the PRIDE PIP Checklist.

The teacher will have the opportunity to give input into the interventions specified in his or her PIP.

Teachers refusing assistance will be evaluated by the building principal with no right to a second opin-

ion. A teacher’s decision to refuse a PIP may not be rescinded until the following school year.

Outcome of the Mid-Y ear Review:

(1) Continuethe PIP if the teacher meetsthe criterialisted in h.1. or h.2. above; or

(2) Revise the PIP if improvement or concern in identified competencies is noted. |If additional do-
main area(s) and/or competencies are identified by the principal (and meet the PIP criteria), the
PIP will be revised at anytime as long as the teacher has a minimum of four weeks prior to the
PRIDE FHnal Evaluation to receive assistance; or

(3) Conclude the PIP, if the teacher receives one or no “Unsatisfactory” raing (in competencies iden-
tified by an asterisk*) and has less than half “Needs Improvement” ratings in one or more PRIDE
Domains (Domainsl|, I1, and/or 111).

Outcome of the PRIDE Final Evaluation
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D. Leve 2
1. All

a

b.

(1) Conclude the PIP if the teacher receives one or no “Unsatisfactory” ratings (in competencies iden-
tified by an asterisk*) and has less than half “Needs Improvement” ratings in one or more PIRDE
Domains (Domains|, I, and/or 111); or

(2) PIP Evauation is unsatisfactory if the teacher meets PIP criteria (h.1. and h.2. above) on the Mid-
Year Review and receives two or more “Unsatisfactory” ratings (in competencies identified by an
asterisk*) on the revised PRIDE Final Evaluation in documented PIP competencies (Domainsl, |1,
and/or 111).

(3) If the teacher receives two or more “Unsatisfactory” ratings (in competencies identified by an as-
terisk*), said teacher will have the right to an independent second opinion.

(4) Two independent evaluators (as selected by the President of the SC/TA and the Superintendent of
Schools) will provide an independent second opinion. Any independent evaluator should be free
from any influence from either party to this Agreement and should engage in no ex parte commnu-
nications with any of the parties prior to rendering his’her decision. The revised evaluation form
will be based on the principa’s evaluation and include the following ratings. Accomplished, De-
veloping, Needs Improvement and Unsatisfactory. The evaluation is sustained if the teacher re-
ceives two or more “Unsatisfactory” ratings, (in one or more competencies identified by an aster-
isk*) by the mgjority of the evaluators.

(5) All such evaluation(s) will be completed at least two weeks prior to the last day of student atten-
dance. The second opinion evaluator will use the revised PRIDE Final Evauation, based on the
principal’s PRIDE Final Evaluation of documented PIP competencies. The evaluation is sustained
if the teacher receives two or more “Unsatisfactory” ratings, (in one or more competencies identi-
fied by an asterisk*) and will constitute grounds for non-renewal of the teacher’s annual contract.

Other 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.

Teachers
Level 2 Teachers

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

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

Prior to the PRIDE Observation (Long Form), the teacher will be familiarized with the PRIDE Evalua-
tion instruments, forms and procedures.

Each PSC or CC teacher will receive one performance evaluation yearly unless performance concerns
are noted in which case the following procedures will apply:

2. Levd 2, Year 1 Teacher Performance Concerns

a

INSTRUCT
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If concerns regarding the performance of a Level 2 teacher exist, the adminigtrator will use the PRIDE
Observation (Short Form).

If concerns exist following the PRIDE Observation (Short Form), the administrator will use the FPMS
Summative Observation to determineif action is warranted.
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c. If an administrator has documented performance concerns on the PRIDE Observation (Short Form)
and FPMS summative, regarding a Level 2 teacher, that teacher will be afforded assistance for a mini-
mum of four months prior to the PRIDE Final Evaluation through the PIP process.

d. Criteriafor intiating a PIP:

(1) Half or more competencies rated as “Unsatisfactory” (in competencies identified by an asterisk*)
in one or more PRIDE Domains (Domains|, 1, and/or I11), using the PRIDE PIP Checklist; or

(2) Half or more competencies rated as a comhination of “Unsatisfactory” (in competencies identified
by an asterisk*) and “Needs Improvement” in one or more PRIDE Domains (Domains |, |1, and/or
[11), using the PRIDE PIP Checklist.

(3) Inaddition to the above criteria, if a competency without an asterisk is rated as “Unsatisfactory” or
“Needs Improvement,” it may be included on the PRIDE PIP Checklist.

(4) Revise the PIP if improvement or concern in identified competencies is noted. If additional do-
main area(s) and/or competencies are identified by the principa and meet the PIP criteria, the PIP
will be revised at anytime as long as the teacher has a minimum of four weeks prior to the PRIDE
Final Evaluation to receive assistance.

e. Outcome of the PRIDE Fina Evaluation:

(1) Continuethe PIP if the teacher meetsthe criterialisted in d.1. or d.2. above. The teacher will con-
tinue on the PIP until the PRIDE Level 2 Evauation in November of the second year of the PIP

process; or

(2) Conclude the PIP if the teacher receives one or no “unsatisfactory” ratings (in competencies iden-
tified by an asterisk*) and has less than half “Needs Improvement” ratings in one or more domains
(Domainsl, I, and/or I11).

(3) PIP evaluation is unsatisfactory if the teacher receives two or more “Unsatisfactory” ratings (in
competencies identified by an asterisk*) on the revised PRIDE Fina Evaluation in documented
PIP competencies.

(4) Upon receiving two or more “Unsatisfactory” ratings (in competencies identified by an asterisk*),
the teacher will be offered a second opinion by an independent evaluator. The independent
evaluator will be selected by the Superintendent of Schools and President of the SC/TA, or their
designees. Any independent evaluator should be free from any influence from either party to this
Agreement and as such should engage in no ex parte communications with any of the parties prior
to rendering hig’her decision.

(5) All such evaluation(s) will be completed at least two weeks prior to the last day of student atten-
dance. The second opinion evaluator will use the revised PRIDE Final Evaluation, based on the
principal’ s revised PRIDE Final Evaluation of documented PIP competencies.

(6) The evaluation is sustained if the teacher receives two or more “Unsatisfactory” ratings, (in one or
more competencies identified by an asterisk*) and the PIP will continue into the following school
year.

f.  Anemployee notified of unsatisfactory performance may request an opportunity to be considered for a
transfer to another appropriate position, with a different supervising administrator, for the subsequent
year of employment.

3. Levd 2, Year 2 Teacher Performance Concerns:
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a. Theteacher will continue receiving assistanceinto Y ear 2 through the PIP process. The teacher will be

evaluated by November 15" on the revised PRIDE competencies documented on the PIP. The evalua
tion form will include the following ratings. Accomplished, Developing, Needs |mprovement and Un-
satisfactory.

Outcome of PRIDE Evaluation:

(1) If the teacher receives two or more “Unsaisfactory” ratings (in competencies identified by an as-
terisk*) or a combination of “Unsatisfactory” and “Needs Improvement” ratings (in competencies
identified by an asterisk*) in one or more of the PRIDE Domains (Domains I, |1, and/or 111), the
teacher will be placed on a 90-day performance probation.

During the 90-day probationary period (minus school holidays and vacation periods), the teacher
will be assigned an Educator Support Panel (ESP) to help improve the teacher’s performance. A
new PIP will be written based on the evaluation described in the paragraph () above.

The panel, hereafter referred to as an Educator Support Panel (ESP) will be formed and consist of
one school-based teacher, one building level administrator and one district-based teacher. Each
panel will be selected from a pool of specialy trained instructional personnel. This pool will be
selected by the President of the SC/TA and the Superintendent of Schools. The members of the
respective ESP may then select resource persons to assist them in the development and implemen-
tation of the ongoing PIP process. No teacher or administrator may serve on a panel for the staff
member from their building. The evaluation form will include the following ratings: Accom-
plished, Needs Improvement, Devel oping and Unsatisfactory.

(2) Following the 90-calendar day performance probation period the principal will conduct an evalua-
tion of the teacher's performance using the revised PRIDE Teacher Evaluation Form based on
documented PIP competences.

(3) If the teacher receives two or more “Unsatisfactory” ratings (in competencies identified by an &
terisk*), said teacher will have the right to an independent second opinion.

Two independent evaluators (as selected by the President of the SC/TA and the Superintendent of
Schools) will provide an independent second opinion. 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. The revised evauation form will be based
on the principal’s evauation and include the following ratings. Accomplished, Developing, Needs
Improvement and Unsatisfactory. The evaluation is sustained if the teacher receives two or more “Un-
satisfactory” ratings, (in one or more competencies identified by an asterisk*) by the majority of the
evaluators.

Any proposed termination due to failure to successfully complete a NEAT/Performance Probation
process 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 Hearing (DOAH).

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

E. Evauation Responsibilities

The Principal may assign responsibility of evaluaing selected teachers to hislher assistant principal(s) except
during the PIP process.
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F. Copies of the Evaluation Report

If the teacher declines to sign a completed evaluation form, he/she shall, within ten days, provide a rebuttal to
be attached to the evaluation. A teacher shall not be requested nor required to sign ablank or incomplete evalua-
tion form. A teacher’s signature on the form merely acknowledges receipt of the document and not necessarily
agreement with its content.

G. Mesetings

Whenever ateacher 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
SCI/TA shall be given no less than 24 hours written notice of the purpose of such meeting or interview and shall
be entitled to have a representative of his/her choice present to represent him/her during such meeting or inter-
view.

ARTI

LEXII -TEACHER NTRACT

A. Annua Contracts (AC)

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 appropriate Professional
Services or Annual Contract.

An Annua Contract may be extended to a fourth year when agreed to in writing by the Board and the
teacher.

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.

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.

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

Should a teacher on a temporary one-year contract become certified by May 1% of the current school year,
(or the end of the spring semester in cases where certification is dependent upon completion of on-going
formal coursework), he/she will be issued aregular Annual Contract for the remainder of that school year.

All annual contract teachers who are listed as out-of-field due to lacking a required endorsement will be of-
fered a contingent rollover contract contingent upon providing evidence of successful completion of:

a. If placed before or during the first semester, six (6) semester hours or its equivaent, in the out-of-field
area by June 30" of the current contract year.

b. If placed during the second semester, six (6) semester hours or its equivalent, in the out-of-field area
within twelve (12) months of placement.
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c. Beginning with the second AC (including partial year ACs) and all subsequent years, six (6) semester
hours or its equivalent, in the out-of-field area during each contract year (July 1 — June 30). Hours
earned under subparagraphs (a) & (b) above may be used to satisfy this provision.

Any teacher who fails to provide proof of the requirements listed above will not have their contract re-
newed.

B. 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 therefore, unless the teacher voluntarily relinquishes his/her Continuing Contract.

2. Any teacher holding a Continuing Contract will be allowed to exchange his’/her Continuing Contract for a

Professional Service Contract upon his/her request to the Human Resources Office.

C. Professional Service Contract (PSC)

1. Annual contract teachers will be granted Professional Service Contract (PSC) status upon completion of the

statutory service requirements and a final satisfactory evaluation at the end of either their third or fourth
year of service and completion of the appropriate ESOL course work requirement for the position currently
held as specified in current State Board Rules. Consistent with applicable Statutes, Annual Contract status
can be extended to a fourth year.

2. Any Continuing Contract or Professional Service Contract teacher alleged not to be performing his’her du-

ties in a satisfactory manner, as defined as the unsuccessful completion of those procedures outlined in
Florida Statutes, Section 1012.34, will be afforded a NEAT process as detailed in Article XI, Section C,
prior to any determination of just cause.

3. Any former School Board of Sarasota County teacher rehired by the Board will be granted a PSC as soon

as permissible under the law applicable at the time. In order to be granted a PSC under this provision, a
teacher must meet the following criteria:

a. Have a*“Satisfactory” or higher rating on their most recent performance evaluation in Sarasota County
and, if applicable, in the most recent teaching position.

b. Havepreviously held a PSC or CC in Sarasota County within the last 10 years.

c. Have been employed as a certified, full-time Instructional employee in a public school in the State of
Florida within the last three (3) years.

d. Successfully complete the statutory 97-day probationary period.

D. Expertin-Field

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

JROTC Contracts

JROTC instructor contracts will be written as 10-month Instructional contracts but will include a provision to
address summer JROTC programs. For the compensation levels addressed in Appendix A, Implementation
Number 4, each JROTC program will be required to support and maintain a viable, high quality JROTC pro-
gram (a minimum Unit rating of Satisfactory) as defined by the parent Service. As a minimum, each program
will include the number of events required by the parent Service to achieve a “ Satisfactory” rating as reported
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via applicable unit reports (UNITREP). A list of minimum number of events, by category, shall be developed
and signed by the Principal and the senior ROTC staff member at the beginning of each school year.

SCTI Staff

1. All members of the Instructional Bargaining Unit assigned to the Sarasota County Technical Institute
(SCTI) will hold either 10-month, 11-month, or 12-month contract status. SCTI employees moving to an-
other worksite or those affected by a legitimate change in the needs of the program will revert to 10-month
contract status unless their new position requires a longer contract period. Specifically, SCTI I nstructional
employeeswill not possess a property right to another program of shorter duration within SCTI.

2. In cases, which there are more than one length of contract to be offered within a given program, the most
senior teacher will be offered the longest contract first. Seniority will determine contracts offered, begin-
ning with the longest contract, until all of the contracts are offered within that department.

ESOL

All newly hired teachers (those hired and appointed after June 30, 2004) must meet the ESOL training require-
ments described in State Board Rule 6A-6.0907 and the 1990 META/DOE Consent Decree within specified
timelines. The Board will offer the required ESOL course work to its employees via on-line courses. For those
positions requiring a formal ESOL certification and/or endorsement the Board will reimburse teachers for tak-
ing the ESOL certification exam and will assume the costs of adding the ESOL certification or endorsement to a
teacher’s existing teaching certificate. Additionaly, for currently assigned teachers (those hired on or before
June 30, 2004) in those positions requiring a formal ESOL certification and/or endorsement the Board will re-
imburse teachers for taking the ESOL certification exam and will assume the costs of adding the ESOL certifi-
cation or endorsement to a teacher’s existing teaching certificate through the 2004-2005 school year. The Board
will remind teachers of this requirement on ayearly basis on the district’s Annual Teachers Contract.

Out-of-Field Teachers

The Board will either offer required course work, will reimburse for courses taken at an accredited institution of
higher learning, or will assume the cost of any relevant subject area certification/endorsement examination all of
which must fulfill the appropriate certification and/or endorsement requirements for out-of-field teachers. It will
be at the Board’s discretion for which of the above options it provides reimbursement. Any such reimbursement
must be approved in advance. The provisions of this section will not apply to teachers seeking alternative certi-
fication.

ARTICLEX|I1 - SELECTION/LATERAL TRANSFERS/PROMOTION

A. Voluntary Lateral Transfers

1. Latera transfers of Instructional staff will not be allowed within the time period of from two weeks prior to
the first day of school attendance for students until the end of the current school year, unless mutually
agreed to by the parties. All position vacancies will be publicly posted at the Personnel Office and at each
worksite countywide. In addition, all position vacancies will be listed on the Job Hatline (927-4010) and on
the district’ s website. Positions filled after that time shall be filled on a temporary basis and will befilled in
accordance with those procedures outlined in A2 below, if the position is still required.

2. All positions created or vacancies filled during the school year and which will be in existence in the coming
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 conclusion of the prior school year for
placement for the coming school year using those procedures outlined in Sections B and C, below. Existing
Instructional staff members are encouraged to apply for voluntary lateral transfer during the school year as
position vacancies are posted. However, all such transfers will be postponed until after the end of the cur-
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rent school year unless mutually agreed to by the parties as described above. Those teachers presently hold-
ing the position in question who hold 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
countywide and filled as described below.

Position vacancies, other than those described in A2 above, will be posted countywide and filled in a man-
ner consistent with that specified elsewherein this Article.

Any teacher desiring a transfer may apply provided he/she has the qualifications and certification required
for the position. All transfer applicants who possess the qualifications and certification for the position in
guestion will receive an interview. Before a non-district candidate may be hired without the appropriate
gifted or reading endorsement, a teacher who is fully certified in the gopropriate subject area but lacks the
appropriate gifted or reading endorsement will be considered to be a qualified applicant for such a position
vacancy. Any teacher without a required endorsement who accepts a position requiring an endorsement
agrees he/she will pursue said endorsement by taking a minimum of six semester hours (or equivalent) each
school year until the endorsement is awarded. Documentation of these six (6) hours must be provided at
least two (2) weeks prior to the district staffing process. Documentation may include registration in the
spring term to be followed up with official proof of a passing grade. Failure to complete these requirements
will result in the teacher being involuntarily surplussed or transferred as provided elsewherein this Article.

The parties agree that circumstances may exist in the resolution of a situation where a staff member isto be
placed in a vacant position at any time either temporarily or permanently, through mutual agreement of the
parties and the prior knowledge of the cost center management team. In such case, the procedures in Sec-
tions 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 par-
ties. 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 tel ephone job hotline. In the period from ten
days prior to the first day of school, al postings will be of three days duration.

Employees will be afforded temporary duty elsewhere for up to three times per school year to interview for
transfer or promotion to another position within the school district. Additional time off for interviews will
be charged time off. The employee will give hisher present administrator at least 24 hours advanced notice
of any such interview.

B. Procedures for Cost Centers Utilizing an Approved Shared Decision Making Model of Governance: The parties
agree that recommendations regarding the selection and lateral transfer of staff are best made when they are ar-
rived 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 district; therefore,
broad participation by staff in devel oping such recommendations should be achieved whenever possible. In cost
centers which have had an approved shared decision making model of governance, the following procedures for
selection and lateral transfer of staff will gpply 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 management
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 gaff from the cost center administration, grade level, department, or team of the
vacancy;
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2.

1

c. establish an interview procedure for each such vacancy, with such procedure to provide for the partici-
pation of staff from the cost center administration, grade level, department, or team of the vacancy; and

d. based upon the recommendations of the interviewers, recommend to the Superintendent the most quali-
fied candidate for each such posted vacancy.

Interview Committee: An interview committee will be established for each position vacancy. That commit-
tee will include a member of school Administration, selected by the building Principal, and will minimally
include two classroom 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 man-
agement team. The cost center management team may also elect to add parent, community, or student rep-
resentatives to the interview committee. Those members will also be selected by the cost center manage-
ment team.

Seniority to Govern in Filling Vacancies, When All Other Qualifications Are Substantially Equal: The
Committee shall recommend the candidate with the best qualifications for the vacancy. When thequalifica-
tions of two or more candidates are substantially equal, then the candidate with the greater seniority of em-
ployment with the Sarasota County School Board shall be recommended for the vacancy.

C. Procedures for Cost Centers Not Utilizing an Approved Shared Decision Making Model of Governance:

Filling of Posted Vacancies. For each such vacancy available for lateral transfer as identified under Section
A above, the Human Resources Office will prepare a list of staff desiring transfer to such a position. The
list will be arranged in descending order of points according to the following scale:

Factor Maximum Point Value
Y ears of service as ateacher in the Sarasota County 10 points per year
Schools (1 per month)
Experience in the field of the vacancy in the Sarasota 4 points per year
County Schools (.4 per month)
Recency of experience in the Sarasota County Schools Past 5 years=3 per year
in the field in which the vacancy exists Prior 6-10 years=2 per year

Before that, 1 point per year

Degree Status Masters=10 points
Specialist=20 points
Doctorate=30 points

Said vacancy will be offered for lateral transfer to each staff member, in turn, with the highest number of
points until the vacancy isfilled.

Ties will be broken by the procedures outlined in Article X1V, Reduction in Force, Section C, Date of Hire.

Appeal of Voluntary Transfer Determination: If, in the judgment of the cost center head, the staff member
selected under this process for lateral transfer is not qualified for the position, he/she 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 pre-
sented for final determination to a neutral third party, mutually selected by the Superintendent and Presi-
dent.

Involuntary Reassignmentswithin a School
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The Principal may make reassignments within a school or center in accordance with Florida Statutes. Principals
will survey their staff by March 1 of a given school year to determine their subject area/grade level preferences
for the following school year. When a teacher is reassigned, he/she may request that the reason for such reas-
signment 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 man-
ner acceptable to the teacher, he/she 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
he/sheis not certified.

E. Surplussing Between Schools or Cost Centers

1

When a school or cost center has been identified as possessing an excess number of teachersin a given cer-
tification area, those teachers will be identified and placed according to those procedures outlined in Article
X1V, below.

Whenever arelative in the same cost center as another is promoted or transferred to an administrative posi-
tion, 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 manner
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 administrator. All conditions existing as of October 24,
1988, shall be grandfathered.

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 approve
or modify any and al such recommendations.

b. Preference for one year regarding placement will be afforded to the teacher to be tranderred.

When a program or school is closed or a class or group of classes moved intact from one worksite to an-
other, the teachers in that program or class will be afforded the opportunity to:

a.  movewiththeir former class or program with no right-to-recall,
b. voluntarily surplus themselveswith right-to-recall, or

c. remain at their original worksite if there exists a less senior teacher in one of their areas of certifica
tion.

In the event that not enough positions are moved to the receiving school to accommodate all teachersfrom
the former worksite, teachers will be offered transfers to the receiving school 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 worksite will be surplussed in accordance with those pro-
cedures outlined in Articles X1V 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 Posting
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 podtions
which constitutes no less than 20% of the total number of expected positions in the new school. Applicants
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for the positions listed in the initial posting will be filled in accordance with those procedures outlined in
Section C, above.

Countywide Posting

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

a.  Shared Decision Making
Should the teachers selected following those procedures outlined in Section 1 above elect to become a

shared decision making worksite, the remaining positions at the new school will be posted and filled in
accordance with those procedures outlined in Section B, above.

b. Non-Shared Decision Making

Should the selected teachers elect not to become a shared decision making worksite, the remaining po-
sitions will be chosen as outlined in Section C, above.

Surplus Staff

Any surplus staff remaining at the school(s) losing staff to the new school, will be identified and placed in
accord with those procedures outlined in Article X1V 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 pogtions 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 teachers
and shall fill position vacancies by promoting from within in accordance with School Board Rule 4.104.

Vacancies which come under the Digtrict’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-
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 X1V - 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 exercising this right, the Board will corfer
with and receive recommendations from the Union.

Definition
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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 teachers exceeds the number of positionsin
the Instructional Bargaining Unit.

C. Procedures

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

2. Quadlifications - Instructional staff will be deemed qualified for any position for which they hold the appro-
priate certification and endorsement (where required by the State) except as specified below. They will also
be considered to be qualified for any position presently held by an uncertified teacher and for al positions
that do not require specific certification.

3. Seniority — Seniority will be defined as time since effective date of hire in the Instructional Bargaining
Unit. Seniority for surplussing and placement purposes will be determined as of March 1 in any given
school year. Seniority will encompass al cost centers in system-wide fashion but will only include time the
teacher was a member of 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 he/she has been laid off from hig/her In-
structional 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 will retain all prior Instructional Bargaining Unit time(s) for seniority purposes, provided
that no break in service to the School District occurred.

4. Date of Hire- The most recent effective starting date as designated by School Board action 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 shall 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 position
with the appropriate reduction in salary and a surrendering of his’her administrative status will begin to
earn 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’hea seniority status. All administrators returning to the bargaining unit will be placed into va
cancies following those procedures described below.

6. Preferences - Each teacher will complete a preference form that may be updated as described bdow. The
form will include a listing of the teacher’s school site preferences and whether or not he/she would desire a
voluntary transfer to a particular school site(s).

7. Surplussing

a. Each cost center will compile alist of al 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. Prior to identify-
ing the teachers to be surplussed, volunteers will be sought via e-mail from the staff. Voluntarily sur-
plussed teachers must replace teachers who would have otherwise been surplussed (in terms of certifi-
cation) and may not increase the pool of teachers surplussed from that school. Should there be muilti-
ple voluntary surplus requests, the most senior teacher will be selected first and so on down the volun-
teer seniority list. 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, teacher’ s surplussed, and vacancies anticipated.
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The teacher(s) to be surplussed at each cost center will be the least senior at that cost center currently
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 he/she
possess more seniority than a teacher at that cost center in an alternate area of the first teacher’ s certifi-
cation. 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 ex-
ercise hig’her election, prior to surplus lists being transmitted from the cost center to the Human Re-
sources Office.

Upon receipt of surplus lists from all cost centers, the Human Resources Office will compile a listing,
in seniority order, of al teachers who have been surplussed. That listing, as well as a listing of al va-
cancies countywide (excluding Board goproved 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 pe-
riod.

8. Placement

a

All teachers will be placed into vacant assignments on a seniority basis based upon their expressed
preferences including certification areas (excluding Board-approved charter schools). In the case of
teachers holding multiple certifications, the teacher will express their preference(s) as to which certifi-
cation to utilize for placement purposes into position vacancies. The most senior surplussed teacher
will be considered first and placement will continue on a seniority basis. Each teacher must be certified
and endorsed where required by the State (with the exception of gifted and ESOL) far 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 north or south county region (as sdected by
the teacher) in one of his/her area of certification. The teacher may elect to switch his/her region selec-
tion and pick from vacancies in the other location. This process will continue wntil there remains no
teacher on the surplus list who has more seniority than any teacher in the district holding a position in
that area of certification. Those teachers who are junior to al othersin the district within their areas of
certification will thus be identified. During the initial placement process, teachers may be moved into
teaching positions for which they may not hold the appropriate endorsements, but must be certified in
all subject areas of the position to which they are assigned.

Subsequent to the initial placement process a secondary placement process will be convened to place
unplaced teachers. Each unplaced teacher will be offered the option of being placed into out-of-field
vacancies to the greatest extent possible but in such a fashion that would be agreed to by the parties.
Those junior teachers, for whom there are no positions available within their areas of certification or
for whom no reasonable out-of-field placement can be found, will be laid off. Those laid off teachers
will have recall rights within the parameters set forth elsewhere in this Agreement.

All teachers placed in an out-of -field placement will agree to such placement in writing and agree to
complete the required course requirements set by the State on a year-to-year basis. A teacher who
complies with these requirements will be considered in-field for placement purposes in future years as
long as State requirements are met. Any out-of-field teacher who fails to comply with the required
course requirement will be surplussed from the positions in the subsequent placement process.

During the placement process, should a teacher not be reassigned due to his/her failing to be assigned
to one of the worksites 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 remaining avail-
able at that time. Should management not be able to contact said teacher, the teacher will be reassigned
to a worksite and position most similar to that which he/she was last assigned or those expressed on
hisg/her preference form.
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10.

e. During certain school years, a beginning of the school year staffing process may be required following
an initial student count. Positions filled during this process which were never posted county-wide for
right-to-recall, will be posted during the school year for right-to-recall for the following school year.

f. Inthe case of SCTI positions requiring either business education certification of practical vocational
business experience, the following rules will apply:

(1) Teachers must process at least two years of direct work experience or teaching experience in the
subject areain order to be considered “qualified” for a business education position.

(2) In determining which business education teacher is surplussed from a given worksite, the above
rule will apply in concert with the rule specified in Section 7 (b), above.

g. During the placement process, full-time employees will be placed into full-time positions and .6 em-
ployees will be placed into .6 vacancies to the greatest extent possible. In the event that a full -time po-
sition is not available for a full-time employee, the least senior full-time employee will be placed in a
.6 position. In the event that a .6 position is not available for a .6 employee it will be the most senior
surplussed .6 employee within that pay grade who will be offered the full-time position first and so on
until al the .6 employees are placed.

Return to Former Placement

Any teacher displaced from an Instructional position due to the implementation of those procedures de-
scribed above will be able to return to an Instructional position vacancy at his/her last former worksite for
which he/sheis 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 transfer will become
effective upon the employee’s request and he/she 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. The order of the various
recall rights are specified in the following Article.

Lay off

The Board agrees to provide notice of the layoffs 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 isthe teacher’ s responsibility to keep the Human Resources Office informed of his/her current address.

A laid off teacher will continue to accrue seniority whilein official laid off status.

Any teacher laid off will be offered job placement assistance and counseling services by the Board to assist
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 or qualification.

New Teachers

No new teachers shall be hired until al certified laid off teachersin their area of certification have been recalled
or have refused or failed to accept recall. Laid off teachers will be placed into vacancies prior to hiring any
uncertified teachers.
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C. Recadl Process

A laid off teacher will be given by registered mail ten working days notice of recall. He/she shall inform the
Board of hig’her acceptance or rejection of re-employment within ten working days of receipt of the regigered
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:

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

2. Teachers returning to a North or South county location following an involuntary move to the other location
due to lack of available positions. Teachers retain this right for a period of five years following their sur-
plus.

3. Teachersreturning to .6 or to full-time following an involuntary move from their former work schedule.

4. Laid off teachers returning to duty (Teachers retain this right for a period of two years following their lay-
off.)

5. 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.

6. 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 out-
lined in Article X1V. Number 5 will be undertaken at the school level and will be governed by Article XI11.
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.

ARTICLE XVI - NON-TEACHING DUTIE

A. Teachers shall not be assigned or required to perform the following non-teaching duties:

1. Lunchroom supervision during the duty free lunch period.

2. 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’lher normal salary schedule. Acceptance
of any such duties shall be voluntary except for those occasions, which require a teacher’ 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.

3. Teachers shall not be required to move or clean heavy equipment, machinery, or furniture.
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4.

5.

Teachers shall not collect lunch monies.

Except for emergencies, teachers shall 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 arate commensurate with that position or at their normal pay rate, whichever is higher.

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

1.

2.

3.

The teacher is not in a duty status.
The tutoring does not take place on school property.

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

D. Extradutiesshall be assigned on arotating basis, wherever possible.

ARTI

LE XVII - PERSONNEL RECORD

A. Maintenance

1

There shall be only two personnel files as defined in Florida Statutes. One shall be maintained at the Office
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 memo shall be maintained on any teacher unless otherwise mandated by Statute. 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 Human Resources Office are a concern, cost center heads will assist teachers where
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 per-
sonality shall be placed in any official personnel file of such teacher. Materia relating to work perform-
ance, discipline, suspension, or dismissal must be reduced to writing within 45 days, and may be main-
tained 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 ac-
tual copy of the material to be filed. If the teacher receives said copy, he/she may indicate that such mate-
rial has been read by affixing his/her signature on the actual copy to be filed with the understanding that
such signature merely signifies that the material to be filed has been read and does not necessarily 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 thefile
unless so requested by the teacher.

The teacher shall have the right to answer in writing any material now on file as well as any materia 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.

Upon 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 examined. The
Board reserves the right to assess a cost per copy, no greater than five cents per page.
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6. The personnel file of each teacher shall be open to inspection only by those persons specified by Florida
Statutes. If ateacher’sfile isinspected by a member of the administrative staff of the Sarasota County Pub-
lic School System, it shall be recorded in a central register maintained in the Office of Human Resources.

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 Schools and maintained in a manner consistent with the
State Public Documents Statutes.

8. Natification: Any teacher whose personnel file has been inspected by anyone outside the scope of authority
as defined in Florida Statutes without the teacher’s knowledge or permission shall be notified in writing
within 48 hours as to who requested and observed the file and the purpose of such request.

B. Complaints

When a written complaint concerning a teacher’s conduct and/or performance is made by the parent of a student
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 (outlined in this
contract or consistent with applicable Statutes), or the parties involved have mutually agreed to the disposition
of the complaint.

ARTICLE XVIII - MAINTENANCE OF CL ASSROOM DISCIPLINE

A. Genera 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
personnel shall have the authority to undertake any of the following actions in managing student behavior and
ensuring the safety of all studentsin their classes and school:

1. Establish classroom rules of conduct.

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

3. Have violent, abusive, uncontrollable, or disruptive students temporarily removed from the classoom for
behavior management intervention.

4. Assistin enforcing school rules on school property, on school-sponsored transportation, and during school-
sponsored activities.

5. Reguest and receive information as to the disposition of any referral to the Administration for violation of
classroom or school rules.

6. Regquest and receive immediae assistance in classroom management if a student becomes uncontrollable or
in case of emergency.

7. Reguest and receive training and other assistance to improve skills in classroom management, violence
prevention, conflict resolution, and related areas.
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10

8.

9.

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 reasonabl e force to protect himself/herself, or others from injury.

B. School Center Disciplinary Procedures

1

Approved School Disciplinary Policy

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 disciplinein
the classroom. The Principal shall respond by employing appropriate discipline management techniques
consistent with the State, the Board's, and that school’ s codes of student conduct.

Right of Apped

Should a majority of the school’s behavior 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 hisher designee. Any alleged
violations of the school’s written disciplinary procedures will be subject to the Grievance and Arbitration
procedures outlined elsewhere in this Agreement.

C. Disruptive Students

1.

Genera Guidelines Regarding Physcal Force

Consistent with Federal and State and School Board Rules, a teacher shall have the authority, while on
duty, to come into physical contact with a student or students to the degree necessary for the express pur-
pose of establishing or maintaining control of students. Such physical contact shall not be construed to be
corpora 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 discipline
referral forms will be returned to the referring teacher within the next two school days following submis-
sion to the Principa stating the status of the pending or final action taken by the Principal or his’/her desig-
nee. The teacher will be provided with written notification of the final disposition of the case within two
school days of the final disposition.

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 communi-
cate effectively with the studentsin the class or with the ability of the student’s classmatesto 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 classmatesto learn.
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4, Student Placement Review Committee

a. Each school shall establish a committee to determine placement of a student when a teacher withholds
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 ballot vote (but may not include
the referring teacher). Two such members serve as regular committee members and the third will
serve as an aternate. 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 asthe alternate.

(2) One member of the school’ s staff who is selected by the Principal.

5. Alternative Class Placement

If ateacher removes a student from class as described above, the Principal may place the student in another
appropriate classroom, in inschool suspension, or in an alternative education program; or the Principal
may recommend the student for out-of-school suspension or expulsion, as appropriate. The student may be
prohibited from attending or participating in school-sponsored or school-related activities. The Principal
may not return the student to that teacher’s dass without the teacher’s consent unless the placement com-
mittee determines that such placement is the best or only available alternative. The teacher and the place-
ment review committee must render their decisions within five days of the removal of the student from the
classroom. During that five day period, the student will not be returned 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 dass enrollment shall be required to complete pro-
fessional development to improve classroom management skills.

7. Battery and/or Assault Upon a Teacher

a. If astudent commits an act of battery upon a teacher, that student shall not return to that classwithout
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 ateacher has been reported to him/her. The Principal shall investigate and
file a complete report as soon as possible to the Superintendent. The full report shall be signed by
the teacher to acknowledge that he/she has seen the report, and he/she may append a statement to
the report.

(2) The Principal shall assist the teacher in notifying the proper law enforcement officials.

b. A teacher upon whom an act of battery or assault has been committed, who presses charges against
hig/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 employee
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 disposition.

D. Teacher/Staff Notification

1. Teachers and classified employees (where appropriate) will be informed as to any prior arrests and/or con-

victions of which the Board has knowledge of students assigned to his/her classroom.
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E.

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

False Accusations Against Teachers

A recommendation for expulsion will be made for any student known to have intentionally made false accusa
tions that jeopardizes the employment status or professional certification of ateacher. It will be the teacher’s re-
sponsibility 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 XI1X- EVALUATION OF STUDENTS

A.

Teachers shall maintain the responsibility to determine grades and other evaluations of students within the terms
of the grading regulations of the Sarasota County School system.

No grade or evaluation shall be changed except where an obvious mathematical or clerical error has been made,
and the teacher cannot be contacted through normal communication efforts.

In the event a teacher’s grade or evaluation is challenged, the following procedure shall be followed. The
teacher’s Principal shall investigate the challenge, and:

1. thegrade or evauation stands, or

2. thegrade or evaluation goesto review

Review Panel

1. Review shall be by apanel consisting of:
a.  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
c. one member, with expertise in the area under challenge, selected by the other two members.

2. The Review Panel shall investigate the challenge and render a binding judgment.

ARTICLE XX -TEACHER ASSIGNMENT AND TRAVEL

A.

All teachers shall be notified in writing of their salary status and their building, 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 teacher’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/her 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 soon as practicable, such teachers shall
be naotified of any changesin their schedules.

Prior approval of the Superintendent is required in all casesin which the Board is to assume any part of the ex-
penses for authorized travel by Instructional staff or for an expense account for such travel. Each person, upon
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completion of atrip, shall file an expense account upon special forms provided by the Human Resources Office.

E. 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.

F. 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.

G. Teachers shall not be required to transport students on official school business.

H. Teachers shall not drive school buses. Exclusionsto this restriction arethe following:

1

5.

6.

Overnight field trips are excluded and may be driven by the specific participating teacher/coach. However,
should that participating teacher/coach choose not to drive, a Transportation driver shall be provided.
Meals and accommodations for the driver will be provided by the school at the applicable per diem rate.
With respect to this exclusion, it does not pertain to ESE field trips (i.e., Handicapped Olympics);
Environmental bus;

Alternate Education buses,

Carefree Learner bus supporting Sarasota High Schoal;

Marine Biology bus assigned to Pine View; and

Sailor Circus.

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

J.  Alterndaive Education

The parties agree that all teachers of alternative education classes will hold the appropriate certification for the
subject area taught. Any teacher not possessing the appropriate subject area certification for hissher majority as-
signment 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 obtaining the appropriate certification).

K. Substitute Teachers

The Administration will make all 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.

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

ARTICLE XXI - PAID LEAVESOF ABSENCE

A. Categoriesof Paid Leaves
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1. Sick Leave

a

Sicknesses or Death

(1) 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 additiona 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 ac-
cumulate from year to year to the limit permitted by Statute. “Sick Leave” shall be defined as per-
sonal illness or disability of the teacher, or illness or death of a member of hig’her immediate fam-
ily. “Immediate Family” shall be defined as a spouse, parent, child, brother, sister, grandparent,
parent-in-law, sister-in-law, brother-in-law, other close relative, or member of his’her own house-
hold.

(2) A teacher may authorize the transfer of some or al of his or her accumulated sick leave to his or
her spouse, child, parent or sibling who is aso 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.

(3) A sick leave bank is set forth in Appendix C which is attached hereto and made a part hereof.

(4) Other than as described in Section B above, sick leave credit may not be transferred or loaned to
another teacher or employee.

Personal 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 cumulative. 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 return to duty shall fill out the standard leave form explaining the emergency
in those cases where less than 48 hours notice has been given.

Days Immediately Preceding or Following a School Holiday

An employee requesting a personal day for a work-day immediately preceding or following the days
listed bdlow 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 re-
quests are fairly distributed among the employee requests. Any employee 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 question. Failure to provide such documentation will lead to a forfdture
of the employee's pay for the day in question (i.e., unpaid leave). In the case of “the last day of stu-
dent attendance,” the above language applies to the day before the actual last day of student atten-
dance.

Thanksgiving Recess President’s Day Memorial Day
Winter Recess Spring Recess
Martin Luther King Day The last day of student attendance
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2.

6.

IlIness In-The-Line-Of-Duty Leave

Each teacher shall be entitled to illnessin-the-line-of-duty leave with net pay when absent because of a
personal injury (including assault) received in the discharge of duty or because of illness from any conta
gious or infectious childhood diseases contracted in school work, other than common cold or flu. The
above circumstances are subject to Administrative review and consultation with the local board of hedlth if
deemed appropriate.

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

a.  Such leave due to the aforementioned illnesses shall be authorized for the length of time which is gen-
erally accepted by the medical profession as necessary for recovery or for the specified time dlotted
for recovery by the individual teacher’s physician, whichever is shorter.

b. Leaves due to the aforementioned injuries or illness shall be authorized for a period for which a physi-
cian certifies the teacher’s inability to work or for the maximum number of days as specified by the
then current applicable Florida Statute following the injury or illness, whichever is shorter. After that
time the teacher will receive wage |oss payments as specified by Florida Statute.

c. The Board's liability pursuant to this Article shall end if the teacher becomes eligible for state and/or
ocial security disability benefits.

d. The teacher may use hissher own accumulated sick days upon expiration of benefits under Sections 1
and 2 above.

e. Theteacher 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 or
staff. This leave will be extended yearly to include the officer's full term of office. The SC/TA will reim-
burse the Board for all expenses associated with these leaves.

Temporary Duty Days

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

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

b. 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. In the event that the teacher is

compensated for his or her civic service, any compensation earned from the civic service must be returned
to the School Board.

Leave for Legal Commitmentsand Transactions
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a. 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.

b. A teacher may serve on temporary assignment on jury duty without loss of pay if he/she so desires.
c. 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 half day of his’/her duty day shall return to his’her school
center unlessreleased by the Principal.

7. Annua Leave

a. 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.

b. Teachers on 12-month contracts will accrue and utilize annual leave in accordance with the provisions
of the Classified Bargaining Agreement, Article XVII — Paid Leaves, G. Annual Leave. Annual leave
may be denied for good cause. L egitimate student need constitutes good cause.

c. The normal teacher work year will be 196 days. Additional duty days may be assigned on a yearly ba-
sis. 11-month teachers will earn one non-duty day each year, which will not be cumulative.

B. Procedures
1. Requests
All requests for a leave of absence for Union officers or for sabbatical leave or for areturn to duty follow-
ing one of these leaves of absence will be submitted to the Department of Human Resources. Requests for
sick leave, illness-in-the-line-of -duty, temporary duty days, civic duties, legal transactions, and vacation
will be submitted to the cost center head. Under normal circumstances the deadline for applying for an ex-
tended (i.e., a leave that will extend into the next school year) paid leave of absence shall be March 1st of
each year. Teachers on extended paid leave shall notify the Department of Human Resources on or before

March 1 of their intent for the coming year.

2. 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.

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

4. Retirement Credit

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

tirement 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.
5. Returnto Duty
Upon return to duty from a paid leave of absence, the teacher will return to his/her former position.
6. Transferring in of Sick Leave
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The transferring in of sick leave is not allowed.

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 accunu-
late daysin excess of the 180 day cap but are limited to 180 days for payoff purposes.

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 teacher’ s return from leave.

Funds for Expenses

The Board shall provide funds for expenses, as set forth in Section E of this article, for temporary assign-
ment. 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 to be attended. Forms may be
obtained from the Principal.

ARTICLE XXII - UNPAID LEAVES OF ABSENCE

A. Categoriesof Unpaid Leaves

1. Study/Professiona Improvement Leave

A leave of absence without salary for professional improvement may be authorized by the Board for any
Continuing Contract or Professional Services Contract teacher. If the purpose of the leave involves a two
year program, a second year shall be approved upon request. Other leaves shall not exceed one year. How-
ever, at the end of aleave, ateacher may request another leave of absence, the granting of which shall be at
the sole discretion 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 isto 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 he/she has engaged in related studies at an accredited university or he/she has served in a capacity similar
to one he/she occupies in the Sarasota County School System. Notwithstanding the foregoing, no experi-
ence credit will be granted for any year in which the teacher does not work or participate in the leave as gp-
proved one day more than one half of the regular contract year.

Such leave may be authorized for:

a. engagingin study at an accredited university;

b. full-time participation in afederally sponsored Peace Corps;

c. fulltimeteaching in foreign or military programs;

d. cultural travel or work program related to his/her professional responsibilities;

e. participating in exchange teaching programs in other School Districts, states, territories or countries; or

f. serving asafull-time, paid officer or staff of an education association.

2. Medica Leave
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A teacher may take an unpaid leave of absence due to either personal illness or due to the illness of a mem-
ber of his or her immediate family. Prior to taking an unpaid medical leave, the teacher must have ex-
hausted 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 meadical documentation of the illness
in question.

Worker's Compensation

A teacher receiving Worker Compensation payments will be deemed to be on an unpaid Worker's Com-
pensation leave during that time period. Teachers on an approved Worker's Compensation leave will be af-
forded all those rights specified in Section 440, Florida Statutes, as well as those supplemental benefits out-
lined in Sections 1012.63 and 1012.69, Florida Statutes. Teachers may supplement their Worker’s Com-
pensation benefits by utilizing their accrued sick leave. During the period they are supplementing their
Worker's Compensation benefits with accrued sick leave, they will be considered on a paid leave status.
Teachers on Worker's Compensation leave will continue to receive the medcal benefits afforded active
employees for a period of up to 90 calendar days from the time of their injury. Teachers will be afforded
any remaining portion of the 10 days paid leave in the form of ilIness-in-the-line-of -duty time to attend any
medically necessary treatment or therapy associated with follow-up care for the illness received in-the-line-
of-duty.

Political Leave

A leave of absence, without pay, for up to one year may be granted by the Board to a teacher, upon applica
tion 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 Medical Leave Act (FMLA) Leave

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

Maternity Leave

a A matemity 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
discretion of the teacher and her physician. Except in case of emergency, the teacher shall give written
notice 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 op-
tion, be charged to her available sick leave.

b. The teacher shall, in her written request for leave, notify the Superintendent that she will return to
work either:

(1) as soon after the birth of her child as her physician certifies in writing that she is able to return, at
which time the teacher shall be returned to her former position; or

(2) on thefirst day of the next school year following the termination of pregnancy, at which time the
teacher shall be returned to her former position.

Child Care Leave
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10.

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 addi-
tional year of child care leave. Such request shall be submitted by March 1% of each year. 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 in
the case of an emergency for the remainder of a given school year. Notwithstanding any other provision of
this Article, other than in case of emergency, al requests for personal leave must be made on or before
March 1% of the preceding school year. A teacher will be granted only one personal | eave 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 leaves without express written permission of the
Board. Violation of the provision pertaining to seeking related employment will constitute grounds for ter-
mination of employment.

Military Leave

Leaves of absence for the performance of duty with the United States Armed Forces or with a reserve com-
ponent thereof or with theNational Guard shall be granted in accordance with applicable law.

Charter School Leave

A charter school leave of absence, without pay, for one year may be granted by the Board to ateacher upon
application. The application must be submitted to Human Resources by June 30" of each year.

B. Procedures;

1

Requests

All requests for aleave of absence or for areturn 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 unpaid leave shall notify the De-
partment of Human Resources on or before March 1% of their intent for the coming year. Other than in case
of emergency, once ateacher indicates his or her intent to return for the coming school year he/she will not
be granted further extended unpaid leave pursuant to paragraphs A, D, G, or H above for that school year.

Duration of Leave

Other than in the case of personal leaves of absence, the Board will not refuse subsequent leave requests
without 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
certification. A leave will not exceed one year’ s duration, but may be renewed as specified herein.

Experience Credit

With the exception of teachers on Board-approved Union leave, no experience credit for salary, longevity
or seniority purposes will be granted for any year in which a teacher does not work 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
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Any teacher granted a leave of absence as provided in this Article shall be given the opportunity to con-
tinue insurance in the existing school programs during the leave provided that the premiums for such insur-
ance programs shall be paid by the teacher on a monthly basis in advance of the month due.

5. Retirement Credit

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

6. Returnto Duty

a.  Normal Return to Duty during a School Y ear

1)

)

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 worksite. Should no vacancy exist
for which the teacher is qualified, a surplus situation will be said to exist at that worksite which
will be handled in a manner specified elsewhere in this Agreement.

Leaves Exceeding 12 Weeks
A teacher 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 Y ear

Upon return from an approved leave, the teacher shall be returned to his’/her former position, if avail-
able, or to a substantially similar position at his or her former worksite, for which the teacher is fully
qualified and certificated. In cases in which a staffing surplusis said to exist, such placement must be
in accord with those procedures outlined in Articles X1V and XV, where applicable.

Premature Return to Duty

D

)

3

(4)

A teacher returning to duty prematurely from an approved, unpaid leave of absence will be placed
into the next available opening for which he/she is qualified (except in the case of FMLA leave)
on his or her former pay scale. A teacher’s placement at a worksite 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.

Transfers appropriate to the circumstances will be granted prior to alowing a teacher to return
prematurely from an unpaid leave into a given position. Each position vacancy will pass through
one complete posting cycle before being offered to a teacher seeking premature return from an wun-
paid leave of absence.

A teacher currently on a NEAT/performance assistance process will not be eligible for premature
return to duty. Unless agreed to by the parties, employees on a NEAT process or performance as-
sistance will be returned to their former worksite at the conclusion of their approved leave of &b-
sence.

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 worksite, for the following school year. Should no vacancy
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exist for which the teacher is qualified, a surplus situation will be said to exist at that worksite
which will be handled in a manner specified elsewhere in this Agreement.

d. Returnfrom FMLA Leave

A teacher on an approved Family and Medical Leave Act (FMLA) leave will return to his or her for-
mer position upon return from the FMLA leave. Should a teacher not return to duty during or immedi-
ately following the conclusion of his or her FMLA leave and is approved for further leave, he/she will
be placed into a position following those procedures outlined above.

ARTICLE XXI11- GRIEVANCE AND ARBITRATION

A. Déefinitions

1

2.

The “grievant” is ateacher, agroup 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 alegation by the grievant that he/she 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, DOE, 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

1

Informal: This level of the grievance process is to be used to settle grievances and disputes at the local
level. It is the intention of the parties that to the greatest extent possible, only local building staff will be
used to process Informal level grievances. No later than 20 working days after the grievance first occurred
or knowledge should have been reasonably had thereof by the grievant, the grievant, and/or the grievant
and his/her cost center Union representative shall request a meeting to verbally discuss a potential griev-
ance with the cost center head, or his’her designee, allegedly causing the potential grievance. The cost cen-
ter 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 griev-
ance 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,
s/he may schedule a meeting to submit the grievance on the adopted form to the appropriate Associate Su-
perintendent, Chief or hig’her designee no later than ten working days after the response was received at the
Informal level. The Associate Superintendent, Chief or his’her designee shall submit hig’her written re-
sponse to the Step One grievance no later than ten working days following the Step One meeting.

Formal Step Two: If the grievant is not satisfied with the disposition of the grievance in Step One, he/she
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 One. The Superintendent or his/her
designee shall submit a written response no later than ten working days after the Step Two meeting. Should
the response be a rejection of the grievance, the Superintendent or his’her designee will summarize his/her
reasons for so ruling.

Step Three (optional): Should the parties mutually agree, the next step in the processing of a grievance will
be through the inclusion of an impartid mediator. The decision to undertake this option must be made by
the grievant within 15 working days from receipt of the Step Two written decision. The mediator will be
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chosen through mutual agreement of the parties. There will not be a binding decision on the parties except
by mutual agreement. Alternate solutions which are recommended at this level may not be utilized at an ar-
bitration proceeding by either party.

Step Four: If the grievant is not satisfied with the disposition of the grievance in Step Two or Three, he/she
may submit it to the American Arbitration Association (AAA) pursuant to the Voluntary Labor Arbitration
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. A party to a grievance proceeding shall 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-
ant’s representative is not present. 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 theadjustment is not inconsistent with the terms of this Agreement, and

b. the Union has been given reasonable opportunity to be present at any meeting called for in the resolu-
tion of such grievance.

At any step of the grievance procedure, the time limits may be extended by mutual agreement of the parties
to the grievance. Absences from duty, not to exceed 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 concerning 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
he/she 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,
nar shall the arbitrator have the power to arbitrate any matter excluded from arbitration expressly or by im-
plication. The arbitrator is not to proceed in contravention of the limitations upon his’her powers as ex-
pressed in Section C-4 hereof.

Neither the Board 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 Four. Such grounds and evidence shall be disclosed to the other party be-
tween Step Three and the arbitration hearing. The admissibility of such evidence shall be decided by the
arbitrator prior to proceeding with the grievance hearing.

Any discussions or proposals which occurred either between the parties or one or both of the parties and the
mediator at Step Three (if elected) are not to be considered relevant or to be heard by the arbitrator should
the grievance proceed to Step Four.

Any relief granted prior to Step Two requiring the expenditure of Board funds which is not in accordance
with Florida Statutes, DOE regulations, or Board rules shall be void at that level but may be carried to Step
Three or Step Four if appropriate. Any relief granted prior to Step Two shall not be deemed to establish
past practice, custom, precedent, or usage as to any other circumstances or occurrences without the express

approva of the superintendent.

The parties shall share the costs of transcriptsif so desired by the parties.
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10.

11.

12.

13.

14.

15.

16.

17.

18.

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

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

No reprisals or recriminations of any kind shall be taken by the Board, Administration or Union against any
teacher because of hig’her participation or non-participation 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. When an individual
who is not being represented by the Union in the arbitration is the party in the grievance, the individual will
bear the responsibility of half of the costs.

Election of Forum (NonDuplicaion of Remedies): The commencing of legal proceedings against the
Board in a court of law or equity or before the Public Employee Relations Commission or any other admin-
istrative agency by a teacher, teachers, or the Union for an alleged violation or violations of the expressed
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 procedure contained in this Agreement for resolution of the alleged
violation or violations of the express terms of this Agreement.

Grievances and answers thereto submitted pursuant to this grievance procedure shall not be placed in a
teacher’ s permanent personnel files.

Grievances that are resolved 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 hisher representative and the super-
intendent or his’her designee.

Should management fail to respond to a grievance at any step in the process in a timely fashion, the griev-
ance will be considered to be automatically advanced to the next step of the grievance and arbitration proc-
ess as described herein. Should the Union or grievant fail to advance a grievance in a timely fashion, the
grievance will be denied. (Such denia will not establish past practice on the matter at hand.)

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

ARTICLE XXIV - PARTICIPATORY MANAGEMENT

A. Organizational Structures

1

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 M&k-
ing/School Based Management sites will continue in that status unless modified under the provisions
for annual review contained herein. Schools not approved for Shared Decision Making/School Based
Management as of the implementation date of this Agreement will proceed asfdlows:

(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 Union chief building rep-
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2

3

resentative will cause an election to be held in which the school community members can choose
to utilize a Shared Decision Making/School Based Management form of governance or an alterna-
tive form of governance to be determined. A two-thirds or more vote of the eligible voters (admin-
istrators, instructors, classified staff, elected parent leadership [i.e., PTO/PTA] and student leader-
ship at the high school level) at the applicable centers is necessary for a school to begin devel op-
ing a proposed Shared Decision Ma&king/School Based Management plan of governance.

If the vote in (1) above fails to indicate a preference by a two-thirds vote or higher for Shared De-
cision Making/School Based Management, the principal and Union chief building represertative
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 include 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 al-
ternate structure,

(c) the process for selecting the leadership of the aternate structure and the length of term for
said leadership,

(d) the componentsfor goal setting, ongoing training and evaluation,

(e) the procedures for amending the aternate 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
students (high school) serving in such an alternate structure will be elected by peers by secret

bdlot.

The aternate governance structure developed under (2) above shall be implemented only &fter 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 aternative
governance structure, the following shall apply:

1)

)

Each site organizational plan shall include the:

(8 scope of planning and decision making,

(b) process for providing input to the SDM T/alternate governance structure,

(c) componentsfor goal setting, ongoing training and evaluation,

(d) procedures for amending the plan,

(e) annual review and evaluation.

All site meetings shall be announced 48 hours (two working days) in advance and shall be open to
members of the school’ g/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 without 48 hours notice, as
needed.
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(3) Consensus shall be the process for decision making at the SDM sites, and may be used in the al-
ternate governance structure. In the absence of such a provision for the use of consensus at non-
SDM sites, Robert’s Rules of Order shall prevail.

B. Scope of Responsibilities
1. Non-School/Site Responsibilities (Not subject to participatory management at the sites.)

collective bargaining (e.g. teacher evaluation, teacher discipline, layoff and recall, compensation,
inva 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

2. 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
curriculum/content

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

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

educational supplies and materials

extracurricular activities

instructional techniques consistent with curriculum guidelines

site budget

staff development

site personnel selection (input on the assignment of district personnel to site, except where specified else-
where in this Agreement)

strategic planning

C. SDM Support Systems

1. Responsihilities of the School Board
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Provide technical assistance and support to site teams, by providing workshops, ingtitutes, and other
forms of education, training and support to individual site teams. Each school team will be offered
training each year following theinitia 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, management 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 teamsin team building, consensus decision making, school/site budget-
ing and personnel selection procedures. It is expected that this level of training constitutes the mini-
mum required for effective site based decisions

Provide for facilitating a working relationship between site teams, the superintendent, and central of-
fice staff, in order to advance the work of participatory management and help teams focus on issues
that benefit students.

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

2. Responsihilities of the SC/TA

Provide technical assistance and support to Decision Making Teams.
Encourage participatory management through its leadership, training activities, and publications.
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 bene-
fit students.

D. Waiver Process

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

Waivers may be requested in the following manner:

a

Waivers of County School Board Rules must be approved by the School Board, waivers of State Stat-
utes 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 routing to the superintendent and the president of the Un-
ion. (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 com-
pletion of the review process, the waiver request will be forwarded to the School Board and, as appro-
priate, the SC/TA for gpproval.

Waivers must be accepted by a three-fourths majority vote of the faculty, staff, elected parent leader-
ship and student |eadership where appropriate (high school). The vote shall be by secret ballot through
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a process approved by the SDMT, or in non-SDM schools the alternative governance structure. The
vote must be certified by the principal and the SDMT chairperson, or in non-SDM schools the princi-
pal and alternative governance structure chairperson.

d. Waivers must be submitted on the forms provided herein.

e. Waiverswill be responded to and routed to the approving agency within ten working days.

ARTICLE XXV - DISCIPLINARY ACTIONS

A.

Scope of Article

1. Thisarticle covers actions involving oral or written warnings, written reprimands, suspensions, demotions,
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 substantiated
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 actions.

Disciplinary action shall be governed by applicable Statutes.

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

A teacher against whom action is to be taken under this Article shall have the right to review all of the informa:
tion rdied upon to support the proposed action and shall be given a copy upon reguest.

The Union shall be provided with a copy of all 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 ap-
propriate responses to the proposed actions under this Article, through Step One of the Grievance Process. This
amount of timeisto be mutually agreed upon by the parties.

Administrative involuntary reassignments to other schools, retraining, recertification, and remedial training
shall not be considered disciplinary actions and shall not be used as a substitute thereof.

Previous charges or actions that have been brought forth by the administration may be cited against the teacher
if these previous acts are reasonably related to the existing charge. All previous charges or actions must have
been shared with the teacher.

1. Thediscipline, dismissal, demotion, and suspension of any teacher shall 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 constitute
area immediate danger to the district or other flagrant violation, progressive discipline shall be adminis-
tered asfollows:

a. Verbal reprimand. (Written notation placed in sitefile.)
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L.

b. Written reprimand filed in personnel and sitefiles.
c. Suspendon 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 from ateacher’s official personnel file after a period of two years.

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 athreat to any individua’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 daily 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.

An employee who terminates for retirement purposes under the Public Employee Optiona Retirement Program
shall be considered a retired employee if he or she meets the age and service requirements to qualify for normal
retirement as set forth in Section 121.021 (29) of Florida Statutes or has attained the age of 59 Y2 and has six
years of credible service.

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 ajoint resolution of problems re-
garding personnel policies and practices and other matters affecting working conditions of a purely local nature
which are not covered by this Agreement. However, no changes to personnel policies and procedures affecting
working conditions shall be unilaterally implemented unless negotiated accordingly.

Disputes between the parties at the school level may be referred for resolution to the local level of the Union
and of the employer.

ARTICLE XXVIII - SALARIES

A.

Salary Schedule

The salary of each teacher covered by this Agreement is set forth in Appendix A, which is attached hereto and
made a part hereof.
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B. The 2009-2010 school year salary Agreement is as follows:

1

The parties agree to re-open salary negotiations for the 2009-2010 school year should any of the following
be met:

a. the State of Florida Department of Education not receive the proposed federal stabilization funds for
the 2009-2010 school year; or

b. thereisno holdback of state funds by the Florida Legislature for the 2009-2010 school year; or

c. the cumulative holdback of funds by the Florida Legislature for the 2009-2010 school year exceeds
4%.

Teachers will have the opportunity to receive up to 3.25% (three and one-quarter per cent) of the teacher’s
normal yearly salary per school year to support collaborative school improvement activities. The proce-
dures governing the allocation and approva of these days are outlined in Article IX, Section C of this
Agreement.

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

If amillage referendum is not passed by the voters of Sarasota County on or before June 29, 2010, all sal-
ary schedules will be automatically reduced by the sum of one-half of any across-the-board salary increases
agreed to for the 2006-2007, plus the full 3% (three percent) of the 2007-2008 increase, plus the amount of
any acrossthe-board increase for the 2008-2009 school years, as of the close of business on June 30, 2010.

Furthermore, the parties agree to include on each teacher’s paycheck, the percentage of the total operating
fund revenues that are provided by referendum funds and to reflect that proportion in each teacher’s pay-
check.

C. Longevity Schedules

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

D. Method of Payment

This language is subject to re-negotiation should the school calendar change and the first student day occur after
August 20" of any given year.

1

Number of Payments
Each teacher will be paid in 24 installments.
Pay Days

Beginning with the last workday of August, paydays shall be the fifteenth and last working day of each
month.

12-month teachers will be paid semi-monthly.
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.
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4.

5.

Final Pay

Each 196-day teacher will receive two paychecks on the last working day of the school year. The remain-
ing paychecks shall be disbursed to the teacher no later than June 30™.

Each 220-day teacher will receive two paychecks by June 15" and the remaini ng paychecks will be dis-
bursed to the teacher by June 30"

Withholding of Pay

Payment of salaries for work days completed shall not be withheld for punitive reasons. The principa 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 be delivered to the teacher as provided in Section 6 below. Withholding of checks for failure to submit
health examinations, chest x-ray, tuberculin patch test, fingerprints or pre-employment drug testing or to
provide the Office of Human Resources with the date of appointment for examiration is not considered
punitive.

Payroll Errors

Necessary corrections of payroll checks shall be made within five days of notification.

E. Supplements

1

2.

ARTI

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

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

LEXXIX-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.

B. Thisprogram shall include but not be limited to counseling for the following:

1

2.

Drug Abuse

Alcohol Abuse

Family Counseling
Financial Counseling
Psychological Difficulties

Stopping the use of tobacco products.

ARTICLE XXX - EFFECT OF AGREEMENT

A. Any provision of this Agreement shall be determined a valid exception to and shall supersede any existing Sara-
sota School Board rules, regulations, orders, or practices which are contrary to or inconsistent with the terms of

56

INSTRUCTIONAL REV
07/09 rev. b



OCO~NOUIRWNE

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. Anindividual contract which is executed during
an interim period between this and subsegquent agreements between the Board and a teacher shall contain a
clause providing that after execution of this Agreement, said individual contract shall be brought into confor-
mity with the terms of that Agreement.

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

. The parties reserve the right to enter into Memoranda of Understanding for the purposes of clarifying and/or

interpreting any contract language contained herein, to resolve grievances, or to establish any other term or con-
dition of employment not expressly covered by this Agreement. Any Memorandum of Understanding ertered
into by the parties during the term of this Agreement clarifying and/or interpreting contract language or resolv-
ing a grievance will continue in full force and effect unless altered in a subsequent Collective Bargaining
Agreement, or unless a sunset date is agreed to as part of the original Memorandum of Understanding. Con-
versely, any Memorandum of Understanding establishing any term or condition of employment not covered by
this Agreement will be considered null and void at the end of the contract unless expresdy extended by the par-
ties. Such Memoranda of Understanding for these purposes will not require ratification by the parties unless
those terms are incorporated into a subsequent Agreement.

ARTICLE XXXI - BENEFITS

A. Hedth 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
b. Deductible - Individual $300
c. In-Network 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)
g. Primary Care Physician/Specidist Co-Pays- $25
h.  Prescription Drug Schedule- $15/$30/$50

2. 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 lifeime maximum coverage for the HMO plan will be unlim-
ited. 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 - $15/$35
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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 $15 co-payment)

g. Prescription Drug Schedule- $15/$30/$50

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

Teachers who have elected to waive their right to medical insurance by signing a School Board affidavit of
insurance coverage form prior to September 1, 2000, will be allowed to maintain that election. If such an
election has been made, the School Board will contribute the sum of $254.06 per month to the teacher’s ex-
isting 401(k) account until such time as the teacher voluntarily rescinds the 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 againin the future. All teachers other than those who have elected to waive their right to medical
insurance prior to September 1, 2000, will be enrolled in the School Board health insurance plan and not be
allowed to elect awaiver of health insurance.

B. Worker's Compensation - The School Board will provide Worker’s Compensation insurance for all teachers as
outlined in State Statutes.

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

1

2.

3.

4,

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

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

1

2.

3.

4.

Dental Plan - Panel plan for dependents, and indemnity plan for teacher and dependents.
Vision Plan - dependents
401 (k) Plan

Medical Reimbursement Account - teacher and family

E. Reopeners

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

Retirement

The employer shall provide aretirement 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 XX VI.

Medicare/Medicaid Supplements

The School Board will provide a group Medicare/Medicaid Supplemental plan for al 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 in-
surer.

401A Plan

The School Board will provide the 401A plan described in Appendix | 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/or vacation time will participate in this plan.

ARTICLE XXXII - KIDSUNDER 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, holidays, winter recess,
absences, or summer vacation periods are not covered unless the teacher is in a work status during these peri-
ods.

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 assodated with picking up his/her child later than five o’ clock PM.

Teachers shall only utilize this service on daysin 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).

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 areawhichis normally in view of students or the public.

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 XX1V, Section E, of this Agreement.
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ARTICLE XXXV - DURATION OF AGREEMENT

A. This Agreement shall be effective as of July 1, 2009, and shall continue in effect until June 30, 2012. This
Agreement may be extended only in writing.

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

C. ThisAgreement is subject to salary and benefit re-openers for the 2010-2011 and 2011-2012 school years.
Contract language can only be reopened for negotiation if mutually agreed to by the parties.
IN CONSIDERATION OF THE MUTUAL COVENANTS THIS AGREEMENT IS MADE AND ENTERED

INTO THIS SECOND DAY OF JUNE 2009, BY AND BETWEEN THE SARASOTA CLASS-
FIED/TEACHERS ASSOCIATION AND THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA.

( efarelcan_ )

Pat Gardner Caroline G. Zucké/
President, Sarasota Classified/ Chairperson of the School Board of
Teachers Association, Inc. Sarasota County, Florida
P .
A 4 W 7>
Barry J. Dubin Lori White
Executive Director, Sarasota Superintendent of Schools

Classified/Teachers Association, Inc.

ARTICLE XXXV - DEFERRED RETIREMENT OPTION PROGRAM (DROP)

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

C. Separation Date

An €ligible 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.

D. Vacation Day Accruas

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 sec-
ond payoff of vacation days when the teacher subsequently separates from service with the Board. He/she may
use any such accrued days for vacation purposes.

E. Sick Leave Accruals
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Employees will elect to transfer 100% of their accrued sick leave into their Bencor Special Pay Plan account ei-
ther upon entering the DROP program or upon final separation of service from the School Board of Sarasota
County, subject to contribution limits. Any excess amount will be paid to the participant, subject to al applica
ble taxes. For any employee extending their DROP election, 100% of their sick leave will be paid out at the end
of 5 yearsand 100% at the end of each extension.

ARTICLE XXXV —NON-DISCRIMINATION

The parties agree to operate a school system and work place that is free of discrimination and harassment in any
form. To this end, the parties state that they will not tolerate discrimination against employees or students because
of race, creed, color, age, sex, handicap, marital status, sexual orientation, national origin, religious and/or political
belief or activity, or religious activities outside the school day and school premises. This code of conduct will apply
to all interactions between employees, parents, and students alike. Any employee or student who violates this article
shall be subject to discipline pursuant to this Agreement or the code of Student Conduct.

ARTICLE XXXVII—ACADEMIC IMPROVEMENT

A. Schoolsin Need of Academic Assistance
1. Failureof aschool to make state Adequate Y early Progress guidelines— “schools in academic difficulty”.

The purpose of this section is to provide intensive assistance to a struggling school during year four of the
academic cycle. Ideally, the intensive assistance will support the school in making AYP at the conclusion
of year four.

After a school has not made adequate yearly progress for three or more consecutive years that school may
be designated by the School District as a“school in academic difficulty”.

Because of limited capacity, the district agrees to designate up to five schools per year in this category. The
five schools that are numerically the greatest distance from making AY P are eligible for the designation.

Once designed, the administration and instructional faculty of the school and the SC/TA will be naotified in
writing as soon as possible. Part of this notice will be the inclusion of an IES (Individual Expectations
Sheet). The IES will contain a full description of the requirements of teachers at a school designated as “in
academic difficulty” for the coming year.

Components of being a*“School in Academic Difficulty”:

a. Enhanced Monitoring- A district team will be appointed to supervise the enhanced monitoring for the
next school year.

Enhanced Monitoring will include but not limited to:

Following District Lesson Plan Format

Training and use of McRel High-Impact Strategies
District Collaborative Planning Format

Additional Classroom Walkthrough Observation
Content area Literacy Instruction

Following Approved Curriculum Maps

b. School Improvement Plan — The District will approve the school improvement plan and will narrow
the focus of the plan to facilitate accomplishing AY P.
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2.

c. Professional Development — All instructional faculty must participate in the 30 hours professional
development, which will be directed at the areas needing focus.

d. Individual Expectations Sheet/Voluntary Surplus — Each instructional faculty member will be required
to complete the IES or indicate that they are requesting a voluntary surplus for the upcoming school
year. Instructional faculty memberswho elect the voluntary surplus will not have aright-to- recall.

e. |IES— All new instructional faculty members to the building, including but not limited to new hires,
transfers, those who return from leave, surplus placement, or exercise their right-to-recall mus agree to
sign the Individual Expectations Sheet.

In the event that a school does not make AYP in the year immediately following the School in Academic

Difficulty designation, the school will be designated as “A Critical Needs School”. Components A, B, and
C above will be followed. In addition once designated a “Critical Needs School”, the language in Section B
below will gpply.

If aschool that is designated in academic difficulty pursuant to Section | above successfully makes AYP in
year four, every full-time instructional faculty member who works at that school for one day more than half
the school year will receive a $1,000 bonus for their achievement.

B. Critical Needs Schools

In the case of schools that have received “D” or “F’ ratings from the State of Florida, the District may imple-
ment an emergency action plan to improve student achievement. The parties also agree that, upon mutual agree-
ment, any school determined to have a critical need may also receive an emergency action plan. This plan, the
terms of which will be agreed to by the parties, may include but is not limited to the following interventions:

1

The surplussing of Instructional and administrative staff as well as secretaries (including but not limited to,
Principal’s secretary, bookkeepers, registrars and all employees paid on the secretarial salary lanes) and
aides.

Surplussed employees will be placed in accordance with those procedures found elsewhere in this Agree-
ment.

Employees surplussed under the provisions of this Article will not have a right of recall back to the critical
needs school.

Surplussed employees may seek reinstatement to a position in the school. All such employees, as well as
employees seeking voluntary lateral transfer or initial hire to a position in this school, will be interviewed
by an interview committee that will be appointed by the Superintendent of Schools after consultation with
the President of the Union. During the term of this plan, future vacancies will not appear on the surpluslist.
The hiring committee will first consider the rehiring of existing staff. The decision of the interview com-
mittee is final and is not subject to the grievance and arbitration process. The parties may agree to require
additional qualificationsin order to be able to apply for any and all positions.

The parties may agree to offer financial incentives to staff members of the reconstituted staff.

The parties may agree to an elongated staff and/or student day and/or year at a restructured critical needs
school.

Additional interventions may be agreed to by the parties.
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ARTICLE XXXVIII — DIFFERENTIATED PAY FORDISTRICT CRITICAL SHORTAGE AREA(S)

The parties are empowered to, and agree to, negotiate on a yearly basis a Memorandum of Understanding to identify
the endorsement and/or certification areas of critical shortage area(s) to the School Board Sarasota County and how
best to address that shortage. The negotiated memorandum may include ways of incentivizing teachers to become
endorsed and/or certified in the district critical shortage areas or ways of persuading already properly endorsed
and/or certified teachers to moveinto vacanciesin the identified areas.

63
INSTRUCTIONAL REV

07/09 rev. b



1
2
3

APPENDIX A - SAL ARY SCHEDULES

INSTRUCTIONAL SALARY SCHEDULE

Step Bachelors Bachelors+30 Masters M aster s+45 Doctor ate
0 38,530 39,962 41,747 44,604 46,510
1 38,997 40,734 42,554 45,573 47,520
2 39,463 41,505 43,361 46,543 48,530
3 39,929 42,277 44,166 47,511 49,540
4 40,398 43,048 44,973 48,480 50,551
5 40,864 43,821 45,778 49,450 51,561
6 41,330 44,592 46,585 50,419 52,571
7 41,798 45,364 47,390 51,387 53,582
8 42,265 46,135 48,197 52,357 54,592
9 42,731 46,907 49,003 53,325 55,603
10 43,197 47,679 49,809 54,294 56,613
11 43,665 48,451 50,615 55,264 57,623
12 44,132 49,223 51,421 56,232 58,633
13 44,598 49,994 52,228 57,201 59,644
14 45,066 50,766 53,034 58,171 60,655
15 45,532 51,537 53,840 59,139 61,665
16 45,999 52,310 54,646 60,108 62,674
17 46,467 53,081 55,453 61,078 63,685
18 46,933 53,853 56,258 62,047 64,696
19 47,400 54,624 57,065 63,015 65,707
20 47,866 55,396 57,870 63,985 66,717
21 48,334 56,168 58,677 64,953 67,727
22 48,800 56,940 59,482 65,922 68,737
23 49,266 57,711 60,289 66,892 69,748
24 49,734 58,483 61,096 67,861 70,759
25 50,201 59,254 61,901 68,830 71,769
26 50,667 60,027 62,708 69,799 72,779
27 51,135 60,797 63,513 70,767 73,789
28 51,601 61,570 64,320 71,737 74,800
29 52,068 62,341 65,126 72,706 75,811

IMPLEMENTATION:

1. Credit for experience will be granted as follows:

a. For newly hired teachers, one step will be granted for every three full years of teaching experience in any
public school. The employee'sinitial step placement will then be one step above that determined herein.

b. Teachers designated as “experts-in-field” will be placed on Step One of the Bachelor’s lane. For purposes
of salary credit, “public school” refers to grades PreK-12 in an accredited public school located in the
United States or in a foreign country if in a U. S. govemment-affiliated program. In the case of teachers of
Adult Education, public school PreK-20 experience will be accepted.

c. Full-time service for one day more than one-half of the contractual period may be counted as a year of ser-
vice. Part years may not be combined to achieve afull 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 respective
year of service. Time spent as a graduate assistant or intern may not be considered for salary purposes.

2. Credit for salary purposes will be granted for:
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a. Credit hours necessary to meet requirements of a planned program leading toward an advanced degree.
Teachers completing an advanced degree will be paid retroactive to the date of conferral of that degree.

b. Additiona courseswhich will increase the teacher’ s professional effectiveness.

c. Credit for courses earned beyond a Bachelor’s or Master’s degree (i.e., BA+30 or MA+45) will be granted
only for those courses taken after the actual date of conferral of the previous degree. Such lane advance-
ment will be granted upon the teacher’ s request after verification by the Board. There will be no retroactive
payment adjustment in these cases.

d. A Specidist’s degree in arelated field will be considered equivaent to a MA+45 for salary purposes sub-
ject to the following conditions; the teacher must have both a Specidlist’s degree and a minimum of 75
hours of total graduate level course work. It will be the employee’s responsibility to notify the Board of
any requested salary adjustment due to the implementation of this language. There will be no retroactive
interpretation of thislanguage for salary purposes.

Credit for teaching experience will be granted for military service during anational 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.

JROTC instructors will be paid based on the value of their Minimum Instructor Pay (MIP). Each instructor’s
annual monetary compensation will be equal to MIP times 12. Annual compensation will be reviewed and ad-
justed, as appropriate to achieve MIP, in January of each year, or in conjunction with timelines for active duty
military pay raises, as authorized and appropriated by the Congress of the United States. These adjustments will
keep pace with MIP. It is the instructor’s responsibility to ensure that the District received notice of MIP
changes that come from their parent Service.

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 unsatisfactory 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 7.1% above the appropriate teacher’s
daily rate of pay due to a lengthened normal duty day. The duration of work year figures shown below repre-
sents the normal work year for each position (except those employees covered by a prior contractual obliga
tion).

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

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 consid-
ered temporary in nature. Any position vacancies in an above listed supplemented activity must be posted coun-
tywide, in a manner consistent with other position vacancies (as specified in Article XI1I). All qualified appli-
cants will be interviewed for the position vacancies. The supplements for each of these positions will be for one
year's duration and be renewable thereafter. The employee will be told of hisher status for the coming school
year, no less than four weeks prior to the last work day of the prior school year. An employee (other than a
school psychologist or school social worker) will accrue no property right to, or expectation of, continued em-
ployment in the supplemental activity. During the period in which the teacher is serving in this supplemental ac-
tivity, s/he will continue to be considered a member of the staff of his/her former work site assigned to tempo-
rary duty elsewhere for placement purposes.
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15
16
17
18
19
20
21
22

Any teacher presently paid on either the 7.1% supplemented salary schedule who is not placed on their appro-
priate step will have his or her step placement adjusted. There will be no retroactive interpretation of this ad-
justment.

The parties agree to continue negotiations regarding the compensation levels and/or length of duty day or work
year duration and definition for those groups to be included on the School Psychologist/School Social Worker/
Program Specialist Salary Schedule. It isthe intention of the parties to reach agreement with an effective date
of January 2, 2006. That agreement will be added to the next ratification package to be submitted to members
of the Instructional Bargaining Unit for approval and subsequent addition to the contract.

School Psychologist, Social Worker, Program Specialist

(Instructional Salary Schedule + 7.1 %) — 220 Day Schedule

Step Bachelors BA+30 Masters MA+45 Doctorate
0 46,319 48,040 50,186 53,621 55,911
1 46,880 48,968 51,156 54,785 57,126
2 47,440 49,895 52,126 55,951 58,340
3 48,001 50,823 53,094 57,115 59,555
4 48,564 51,750 54,063 58,280 60,770
5 49,124 52,679 55,032 59,446 61,984
6 49,685 53,606 56,002 60,610 63,198
7 50,247 54,534 56,970 61,775 64,413
8 50,808 55,461 57,940 62,940 65,628
9 51,369 56,389 58,908 64,105 66,843
10 51,929 57,318 59,878 65,269 68,058
11 52,492 58,245 60,846 66,435 69,271
12 53,053 59,173 61,816 67,600 70,486
13 53,613 60,100 62,786 68,764 71,701
14 54,176 61,029 63,754 69,929 72,916
15 54,736 61,955 64,724 71,094 74,131
16 55,297 62,884 65,692 72,258 75,344
17 55,859 63,810 66,662 73,425 76,559
18 56,420 64,739 67,630 74,589 77,774
19 56,981 65,666 68,600 75,753 78,989
20 57,542 66,594 69,568 76,919 80,204
21 58,104 67,521 70,538 78,083 81,417
22 58,665 68,450 71,506 79,248 82,632
23 59,225 69,377 72,476 80,414 83,847
24 59,787 70,305 73,446 81,578 85,062
25 60,348 71,232 74,414 82,744 86,277
26 60,909 72,160 75,384 83,908 87,490
27 61,467 73,087 76,352 85,073 88,705
28 62,032 74,016 77,322 86,239 89,920
29 62,593 74,943 78,290 87,403 91,135
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Instructional Longevity

YEARS 1996-97 (AND THEREAFTER)
OF SERVICE PERCENTAGE OF BASE
10TO 12 YEARS 3%
13TO 15 YEARS 6%
16 TO 18 YEARS 9%
19TO 21 YEARS 12%
22 TO 24 YEARS 15%
25TO 27 YEARS 18%
28+ YEARS 21%

Longevity is computed by multiplying that percentage shown above by the Step 0 amount in any given salary lane.

7. Longevity Implementation:

a

Longevity payments will be based upon total time of employment as an appointed employee (except as
modified below) with the School Board of Sarasota County as a member of either the Instructional or Cles-
sified Bargaining Units. In cases where service has been broken, there will be no recapture of service for
the purpose of longevity payments. This provision does not apply to employees who switch bargaining
units and remain in continuous employment with the Board. Employees previously given recapture credit
will be allowed to retain that credit.

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 one-half of a normal work year. Multiple partial
years of service may not be combined. Active service is defined to include time on duty plus any time the
employeeison any form of paid leave or Worker’s Compensation leave.

Longevity payments are calculated by multiplying the appropriate multiplier (found in Appendix A of the
respective agreements) by the Step 0 amount of the employee's present salary lane, including any appropri-
ate position supplement. (This does not include lead teacher supplements.)

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 qudify
for the 19 to 21 year grouping, he/she must have started his/her nineteenth year of service prior to October
1

Less than full-time employees during the year of the payment will receive the appropriate 0.6 longevity
payment proration.

Longevity paymentswill be considered as salary for purposes of the Florida Retirement System.
Longevity paymentswill be made in December of each year.

Longevity payments will be taxed at the normal lump sum distribution level as required by the present IRS
Code. Should the IRS rules change in the future, the Board agrees to tax this distribution in a fashion most
favorable to the majority of bargaining unit employees.

Longevity payments will be based upon a normal work year (e.g., teachers and consultants, 196 days; psy-
chologists, socia workers, and teacher trainers, 220 days, grandfathered 240 day employees, 240 days,
etc.). Summer school teaching service and extra duty days will not apply in that cdculation.

An employee must be in an active duty status (i.e., not on unpaid leave) as of December 1 of any given
school year and must have served no fewer than 50 work days in an active capacity to be eligible to receive
higher longevity payment for that particular school year. Employees who separate from service from the
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Board prior to December 1 of any given school year, will not be eligible to receive that year's longevity
payment.

Note: Effective July 2, 2007, al Instructional and Classified Salary Schedules will be renumbered from the
current 1-30 to 0-29, with no employee being paid on Step 0. Step 0 will be used for computation of longevity
only.

Note: If a millage referendum is not passed by the voters of Sarasota County on or before June 29, 2010, al
salary schedules will be automatically reduced by one-half for any across-the-board sdary increases agreed to
for the 2006-07, 2007-08 or 2008-09 school years as of the close of business on June 30, 2010.

SUPPLEMENT SALARY SCHEDULE 2009-2012

IMPLEMENTATION:
Activity and athletic supplementswill be paid in accordance with the following procedures:
A. Head Coaches and VPA Directors Supplement Index

1. Athletic Supplements

W 1 1= ol ] = ot (o TSRS 0.135
070107 | RO 0.12

BasKEDall ... e e e 0.10

Base/SOfthall ..o e e e 0.095
THBCK .ttt et ettt et h R e st e n e e 0.08

TOIMNIS. .ottt e e et b e e n e it e n e r e 0.065
L€ o USSR URURTURTPRPTSRRUR 0.065
Y 0 1 o 0.055
RTAY =S T g S 0.065
K07 = Ko 14T TR 0.045
CrOSS COUNETY ...ttt srente s se et re s she e e e st er e s b e snesn e e ese s sneeenenneas 0.060
VOHBYDEIL ... e e e e 0.070
0 0. USRS 0.070
Cheerleading - Fall ..o et e e 0.045
Cheerleading - WINLEr/ SPring.......cocoeoerroeriens seeirieieese e sees sre e seenesaeas 0.055

2. VPA Supplements

MUSICAl DETD .ttt et ettt ee et e ste et e ebeaeeeaessabeesteasseesareens sensbeens 0.075
PLAy D& TD ..viieeieieeteiieieistees ettt sttt tese sees e seebeseste e s besestesesaes sresntensssenens 0.060
DANCE D& TD ...eiieiieeeie sttt ettt ettt st e et besbeeaesbeeseesbesbeeasen sestsbesreens 0.060
VOCEl ENSEMDIE.... .ot ettt et et s eb e b e saeeen e e nane s 0.050
ROBA SNOW DIFECLON ...ttt ettt ettt e rebe e be e b e e ae e sbee s eas 0.070

B. Assistant Coaches/ VPA Production Assistants Supplement Index

1. Assistant Coaches (Athletics)

P2 = (Lo T 0.090
(010107 | [OOSR 0.085
oS 1 07 | P PRRST 0.080
BaSe/SOfthall .........cceiuiiieiicie e e e ere s 0.075
THACK vttt ettt et e ettt e e sbeeeas seasaeeeabe e be e saeeeaee e beete sebebeeeabeeneenreesaes 0.055
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SWIMIMINIG. v eveeteeie st teeeee sresraesre e eesee e esestesteas sae ssseneesessessessesseaeees saseensensessesenns 0.045
RTAY =S 1T oo S 0.050
K07 = Ko 14T TR 0.039
VOHBYDAIL ... e e e e 0.055
0 0. SRR 0.055
Cheerleading - Fall SEas0N.........cuoirieiret e e 0.035
Cheerleading - Winter/ SPring SEASON..........cveeeeererenis seee et see e seeseeas 0.045
Assistant JV/Freshman Football Coach..........ccoiiiiiiis v e 0.075
o | TSP 0.025

VPA Musica Assistants

VOCa8l 8N MUSIC DIFECLON .....cvveeieieresirceeee e e e 0.050
A CCOMPANISE..c.veveeeueeeerieieestes sreseaesseseeseesteseeeesesress sresssseseeseesessessessensenens seseeesensensen 0.050
COSIUMES/VPA MUSIC.....cveeerestetetere e et e 0.050
Choreographer/Madrigal ...t et e e 0.050
Road Show ChOreographer........c.coveuirieuiririis sttt e st 0.050

VPA Play Assistants
(0001 181 11 (RS 0.040
VPA Dance Assistants

Assistant Choreographer............vveeereeieeis se e s nnens 0.040
COSTUMIEY ...ttt et et b e e s et b e s e b e et ene sren sresbesrenennas 0.040

C. High School Activities

IMIUSICAL ...t ettt et sre st te st e e e beeaeennes e et sbeensesseeneesens 0.045
Pl e e et ten e et se et et 0.035
[ Lo NS S | AR 0.035
Play ASSISEANL ......cciieeieciececes et et e e et e ren e sn nrenreens 0.025
ACHVILY COOMINGLON......cuiieeeeiecieces et e e e e are e e e e sreeaeseesreenten os 0.055
Dramati CS/MUSICAL......c.eeueieriiitiieis ettt e et r e se e ene e 0.045
LY e e e et ben e ettt 0.035
FOTENSICS. .ttt ettt ettt e st b st b et et e e bt s benenteneneene s 0.060
LTS 0 S 0.060
ANNUA ...t ettt ettt sreeestesaaesbeebeeseebeeaee st sbes sebeeneesresreentens 0.055
(O] 107 ¢ SRS 0.050
ASSISEANT CONCEN. ...t ettt ceneeeeneese e s seestesteneenes sessrens 0.040
N 7.7 0.050
V= o 11 o USSP 0.100
ASSISEANT MAICHING. ...t ettt e sb e e e 0.080
CROTUS ...t e et ettt bt e et b bbb et e es £ ebe e ebesbesbesee e eneas 0.070
OFCRNESLIAL. ...ttt ettt ettt bbb et eae seen sbeseeseeeaneas 0.050
ACAIEMIC OIYMPICS....eeeiiceeie e e e e eateeseeneesreeaesresseeneen oes 0.060
SPECIAl OlYMPICS ...cutiieieeeieieieiees st eete st s e et e e es seeestesseestesreensesseeseens sesneens 0.040
Band AuxX. (POM POM/FIEGS)......ccccoeieirerie i e stesteeese e es e steseeseeennens 0.070
Career Tech Student Organization AAVISOr.........ceviieiiieie e e 0.040
MarChing PErCUSSION ......c.oiiuiiiiirieint sttt et bbb e 0.040

D. Pre-Season Coaching Supplements
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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 assigant coaches will be paid
$75.00 for each day of practice prior to the first regularly scheduled teacher duty day.

OCO~NOUIRWNE

E. Middle School Head Coaches (based on 65% of high school supplement level)

WA g1 L= (o2 BT (=01 (o RO 0.088
(o | TR 0.042
=0 F TR 0.042
BASKELDAI .......cveeceeecei et ettt et ettt e e s s st et srseeenreernees 0.065
L L= (o2 0.052
1010 00 r= E U 0.025*
R0 1=, | T 0.046

*No commensurate high school activity

F. Middle School Assistant Coaches

BaSKELDAIl ........ooueeeeieeeeceet et et s eae e ereerenreens 0.052
1= o G USRI 0.036
GOl e et et sa et ae et e be s besaeaen et aeeaeeresbabeeeneaneas 0.016
VOHEYDEIL ...t e et et e et b saesaeean 0.036

G. Middle School Full Year Supplements

ATINUAL .o e bbbttt e bt et e et et 0.060
Annual (part of ENCOIE ClaSS) ......ccevvereeieeeresies eveeesseseseseeseseeeses sess e ssesseseeneens 0.025
NEWSPDBIET ...t et sttt e s e e s r e e nr e n s 0.025
2 10 1o TSRS 0.040
L0130 1S ST PTSRSR 0.040
(O ox 1= (= TSR OTRSSR 0.040**
Jazz Band (NOL ENCOIE) ......coeruiiierieieeeries eire e seeesiesie e saeseees e s e saesbesbeseeseenesneseas 0.040**
Career Tech Student Organization AdVISOr.........ceviuiiiiiiiie e 0.030
DIFBIMIAL ...ttt ettt st ee st e sae et e b e e se e b e eae e s sbe ebeeneeneeeneenens 0.040
VPA

DAINCE.. ...ttt et bbb et sre s sheer e renne e e ereas 0.040
(@7 AV 1Y ) oo RS 0.040
BN 11 1 (o [0 o o 0.040
RV E U A PP ST 0.040

H. Flexible Supplements

Flexible Supplements at each school determined by SDMT equal to atotal value of ... 0.32

GENERAL GUIDELINES:

A.

Supplements represent pay for work performed outside the duty day. To find the amount of supplement, multi-

ply the index of the supplement by the Supplement Salary Lane (Bachelors column salary less 7.1%) according
to the number of years experience in a particular position or activity. Experience credit will only be granted for
prior service in that supplemental sport or activity in the Sarasota District Schools. No outside experience credit
will be granted. An assistant coach moving to a head coach position in the same sport will advance one step
and will receive the head coaching index times the base of that step in the Supplemental Salary Lane. For pur-
poses of determining salary step, the athletic director’s position shall be considered in the same manner as the
head coach. He/she will receive an increment one step above that which he/she received as a coach. Coaches
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will receive pay for al sports coached, but will receive only one head coaching salary. All partial year supple-
mentswill be factored on a pro-rated basis.

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 supplement. If a
season is extended beyond district competition, each coach will be paid ten percent of hisher regular supple-
ment for each week the team advances beyond the district competition.

Team Leaders/Department Chairs

Except as provided below, al Team Leaders, Department Chairs, Middle School Curriculum Leaders, and SLC
Chair supplements are determined by associating the numbe of teacher members of the group (including the
team leader, department chair, curriculum leader of SLC chair) on the following chart:

204 MEMDETS.....oiiteceecte ettt e eree e st e et e e e te et sres sbeebeesesaesssesbesteenss seesebestenns $4,000
T5-19 MEMDEIS....eviictie ettt e et et et sre e e s et e e sae et sesbesessbessabeesbessbesssesens sessbesns $3,500
T0-14 MEMDETS. ..ottt st eee et et e e et e stesas saesteseestssreeseestesbeenteats shessereens $2,500
B MEIMDEIS.....oe ettt ettt ettt et es et et e e b e et e ebeeneesaesbeen senseesaeeneas $1,500

Middle School Team Leaders will be compensated based on the following chart:

3F PEISON LEAM ...cvuvevieieteteteee et et etetee e ss st e st s tes steste e sessssetesessssssesesens sessnnnas $1,200
2- PEFSON LEAIM ...ttt et et vt et saebe st ete e sebesbesesbesesaesesaebessesens saesasssens $ 600

Middle school department chairs will be chosen from the middle school curriculum leaders and receive an addi-
tional $750.

1. 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.

2. Team leaders must be designated as such by the Principal using whatever procedure is designated by the
Principal, including but not limited to, SDMT, direct appointment, or past practice. Teachers must have
completed at least three (3) years of service with the Board to qualify for team leader position. In those
cases where no member of the team has three years of service, or in which no teacher with three yearsisin-
terested in assuming team leader duties, the team leader will be appointed at the discretion of the Principal.
All gopointed teachers at a given worksite will be assigned to a team. For supplement calculations, a
teacher can be counted on only one team per school, one department per school, one curriculum group per
school, and one SLC per schoal.

3. Department Heads for School Psychologists and Social Workers will be paid in accordance with the above
guidelines with the appropriate supplement added.

4. Small Learning Community (SLC) leaders must be designated by the Principal using whatever procedure is
designated by the Principal, including but not limited to, SDMT, direct appointment, or past practice.

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 beginning teacher to
whom they are assigned.

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 condtions
specified herein.
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F. Supplements 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 provided by the
Board.

APPENDIX B —ADMINISTRATIVE INTERN
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A. The Administrative Intern Program offers a professional growth opportunity specifically designed to provide

10 Leadership Academy graduates, or participants in the last six months of the program, first-hand experiences in

11 school Administration. This opportunity may also be available to aspiring administrators with Educational

12 Leadership certification. Participants will serve in temporary Assistant Principal vacancies for a period of three

13 to twelve months. Teachers performing Internship duties will be paid their normal teacher salary. Teachers re-

14 turning from internships will be placed back into teacher positions in the following manner:

15

16 1. Employeeswho serve in the capacity of Administrative Intern for a period of up to 12 weeks will be placed

17 back into ateaching position in the manner specified in Article XXI1 (1), Section F (1)(a).

18

19 2. Employees who serve in the capacity of Administrative Intern for a period of more than 12 weeks but less

20 than to the end of the current school year will be placed in the manner specified in Article XXI1 (1), Sec-

21 tion F (3).

22

23 3. Employees who serve in the capacity of Administrative Intern until the end of the current school year will

24 be placed in the manner specified in Article XXI1 (11), Section (F2).

25

26 Formal application is required.

27

28

29 APPENDIX C - NDITIONS AND PROCEDURESFOR SICK | EAVE BANK

30

31 A. Membership

32

33 A teacher, having been employed by the Board for at least one year and having at least ten days accrued sick

34 leave as of date of application for membership, may enroll in the sick leave bank by voluntarily contributing a

35 newly earned (eleventh) sick leave day to the bank prior to October 31, of any given school year. Each teacher

36 may not contribute more than one sick leave day except as hereafter provided. Sick leave days donated to the

37 bank by teachers will not be returned to teachers except as hereafter provided.

38

39 B. Duration and Replenishment

40

41 1.  When the number of unused sick leave daysin the bank is reduced to 30% of the number of members of the

42 bank, the bank will be replenished in the following manner:

43

44 a.  During the two month period following the date when the bank reaches the 30% point, each member

45 will have one day deducted from his/her personal sick leave account and deposited to the bank.

46

47 b. A member who chooses to no longer participate in the bank shall notify the committee in writing of

48 his/her withdrawal and will not be able to withdraw any sick leave already contributed to the bank.

49

50 c. A member who chooses to continue participating in the bank will contribute one day of accrued sick

51 leave to the bank.

52

53 d. A member drawing from the bank or in the 20 day waiting period, as hereafter provided, at the time the

54 bank reaches the 30% point, may choose to continue participating in the bank by contributing the next

55 one day of accrued sick leave to the bank, regardless of whether or not it is earned within the two
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month period set forth in subsection B 1(a) above.

C. Administration

1. The sick leave bank will be administered by the Human Resources Office. Forms may be obtained by par-
ticipating teachers from the Human Resources Office.

2. Anoverview committee will be formed to review the administration of the bank and determine eligibility.

3. The committee will be composed of two voting representetives appointed by the Superintendent, two vot-
ing representatives appointed by the Union, and one ex officio representative appointed by the Superinten-
dent. This person shall act as chairperson of the committee.

D. Benefits
1. In the event a member 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 benefit, he or she may apply for the benefits specified below. In the case of physical illness,
a licensed medical doctor will be required to attest to the total disability of the employee. In the case of
mental illness, the illness must be verified and disability attested to by a duly licensed psychiatrist. In ei-
ther instance, the medical doctor or psychiarist will include the appropriate diagnostic category. Prior to
returning to duty, the disabled employee must provide verification from the physician or psychiatrist (in the
case of mental illness) stating that they are able to return to work on the approved form. 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.

b. Before the first benefits for a member can be drawn from the bank, the member must undergo an un-
paid leave of 20 continuous work days. However, the member may choose to use accrued vacation
days as part of the 20 day period.

c. 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. This leave must be recerti-
fied every thirty-calendar day during which time the teacher is receiving benefits.

d. Each member will be afforded a maximum number of days equal to four times the number of days
he/she has earned at the beginning of the catastrophic illness, accident, or injury to a maximum of 100
work days. A maximum of 100 paid work days may be received from the bank by a member per occur-
rence. Should a member of the Sick Bank exceed higher 100 days of benefits, he/she will be removed
from the Bank. He/she may choose to re-enroll in the Bank as detailed elsewhere in this Appendix at
alater date.

e. A member may appeal to the committee for re-hearing of his or her claim but the committee will re-
main the final arbiter of any decisions governing eligibility of any claim.
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1 APPENDIX D—PERFORMANCE EVALUATION FORMS

2
3 A. Pride Evauation Documents — Classroom | nstructional

THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT, SCHOOL IMPROVEMENT & TEACHER APPRAISAL
Professional Rubrics |nvesting & Developing Educator Excellence

Performance Evaluation System

Level 1 & Level 2: PRIDE Rubric ~ Classroom Instructional

DOMAIN I. CREATING A CULTURE FOR LEARNING
The teacher creates a culture for learning through building positive relationships with students. This organized safe learning environment encourages high
expectations for all students and allows them to feel respected and valued.

COMPETENCY

INDICATORS

Unsatisfactory

Needs Improvement

Developing

Accomplished

L1.*
Establishing High
Expectations for
Student Learning

There is little or no evidence that the
teacher communicates high expectations
for student performance. There is little or
no evidence that the teacher celebrates

Teacher communicates high expectations
inconsistently. Teacher inconsistently
uses praise strategically to motivate
students to the highest level of

Teacher communicates high expectations
for all student work most of the time.
Teacher emphasizes accuracy and
quality most of the time.

Teacher consistently communicates high
expectations including accuracy and
quality for all student work. Teacher
creates a culture in which students

and Work and/or recognizes student success. performance. Teacher accepts assume responsibility for holding
Teacher makes excuses for poor student |completion of student work regardless of themselves to the highest standard.
performance. quality.

lL.2* The classroom culture reflects little or no [Teacher inconsistently models respectful |Teacher models tolerance for all students |The classroom culture consistently

Creating an evidence of positive interactions, behavior inconsistently holds students and holds students responsible for reflects positive interactions, tolerance

Environment of
Respect and

tolerance and/or diversity between
students and teacher as well as student

accountable for respectful behavior or an
appreciation of diversity.

respectful behavior most of the time.
Teacher honors the cultural and

and/or diversity between students and
teacher as well as student to student.

Rapport to student. Teacher interaction is developmental differences among Teacher consistently uses resources that
negative, demeaning, sarcastic and/or students most of the time. reflect diversity in instruction and product.
inappropriate. Teacher tolerates student
interactions characterized by conflict,
sarcasm, and put-downs.

I. 3. Teacher demonstrates little or ho Teacher creates a physical environment |Teacher arranges the physical Teacher creates a personalized physical

Organizing the  |evidence of organizing the physical that is safe but inconsistently supports the |environment to support learning activities |environmentthat is invitational; student

Physical environment to support the learning learning activities. most of the time. Teacher displays centered and consistently supports

Environment

activities. The physical environment is
frequently unsafe.

student work.

learning activities. Teacher consistently
displays exemplars of student work.

lL4.* Teacher has limited or no classroom Teacher establishes classroom Teacher enforces established classroom |The teacher consistently holds students
Managing procedures resulting in a significant loss |procedures but inconsistently enforces procedures most of the time resulting in  |responsible for following established
Classrcom of time on task. them resulting in significant loss of time  |greater time on task. procedures resulting in maximized time
Procedures on task. on task.

l.6.* Teacher has limited or no standards for  [Teacher has established rules and Teacher monitors behavior based on Teacher is direct, specific, and consistent
Managing student conduct. Student behavior is not  [consequences; however, standards for  |standards for conduct most of the time in communicating and enforcing high

Student Behavior

monitored.

conduct are not consistently monitored
and enforced through an established
behavior system.

and is working to establish positive
student relationships.

standards of conduct. Teacher
consistently maintains positive
relationships with students.

* If performance concerns arise, competencies identified by an asterisk* are
considered essential to demonstrate the respective competency.
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