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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 employees in the bargaining unit described
herein:

A

Inclusions

The bargaining unit shall include employees of the Board whose position requires certification including but not
limited to Department Chairpersons, Grade Level Chairpersons, Guidance Counselors, Social Workers, Class-
room Teachers, Visiting Teachers, Homebound Teachers, Librarians, Media Specialists, Psychologists, all 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
outlined in Florida Statutes.

Exclusions

The bargaining unit shall not include Board Members, Superintendent, Assistant Superintendents, Administrators,
Principals, Executive Directors, Directors, Coordinators, Assistant Directors, Assistant Principals, Project Direc-
tors, Supervisors, Program Directors (Vocational Technical), Managers, Managerial employees, Confidential em-
ployees, Classified employees, Non-Instructional Staff, members of other bargaining units of the Board, all other
employees whose position does not require certification, and any other employee paid on the Administrative/Su-
pervisory Salary Schedule or Principal Salary Schedule and directly included in the administrative unit.

ARTICLE Il - DEFINITIONS

ADDRESS The address of a teacher provided by him/her to the Board.
ADMINISTRATOR An employee of the Board who is excluded from the bargaining
units and who is paid on an Administrative Salary Schedule.
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 dur-
ing 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, including setting
grade level goals; reviewing individual student, class, depart-
ment, and/or building assessment results; reviewing district cur-
riculum; curriculum mapping and alignment activities; working
on lesson plans as a team; discussing effective instructional
strategies; smaller learning community planning; designing
grade or department assessments; peer coaching and mentoring;
integrating Instructional units; individual student interventions,
reviewing and interpreting data and developing related strate-
gies.

COST CENTER Each individual worksite for which the Sarasota County School

Board is responsible.
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EMPLOYEE

INDIVIDUAL PLANNING

NORMAL SALARY

NORTH COUNTY

PARTIES

PDD

POSITION SUPPLEMENT

PRINCIPAL/DIRECTOR

REGULAR WORK WEEK

SCHOOL CALENDAR

SCHOOL IMPROVEMENT ACTIVITIES
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Florida State Department of Education.

A member of the Instructional Bargaining Unit who is ap-
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 salary upon which his or her daily rate of pay is
calculated. It consists of a teacher’s initial salary and skill-
based supplements (which include performance, education, and
inside teaching experience supplements and longevity). Activ-
ity supplements and need-based supplements are not considered
part of a teacher’s normal salary.

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, SC/TA).

Professional Development Department.

The following supplements that appear in Appendix A, Section
5 of this Agreement: School Psychologist, School Social
Worker, Program Specialist.

The chief administrator of a school/cost center or his/her de-
signee.

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 a total 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 generally involve similar 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 activities may
include but are not limited to: reviewing department, SLC,
building assessment results; reviewing district curriculum; cur-
riculum mapping, articulation, and alignment; smaller learning
community planning; working on the school’s strategic plan; a
school wide book study; setting school-wide goals; tracking
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SENIORITY

SENIOR REPRESENTATIVE

SOUTH COUNTY

SUPERINTENDENT

TEACHER

UNION

WORKDAY

WORK YEAR

ARTICLE 111 - SCOPE OF BARGAINING

A. Scope
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trend data; reviewing and interpreting data and developing re-
lated strategies; and discussing effective instructional strate-
gies.

Length of continuous service in the Instructional Bargaining
Unit from the effective date of hire as a teacher. Absence from
service by an approved School Board leave shall not be deemed
an interruption in continuous service. If a teacher on a leave of
absence does not work more than one day more than one half
of the school year, that year will not count for seniority accrual.
A teacher who transfers to the Classified Bargaining Unit and
then returns to an Instructional Bargaining Unit position will
have his/her former time in the Instructional Bargaining Unit
apply for seniority purposes providing there was no break in
service to the School Board of Sarasota County.

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

A member of the bargaining unit as defined in Article I 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 approval of
the Superintendent of Schools.

Teachers who work in excess of 196 days shall continue to re-
ceive one annual leave day for every 24 additional duty days
(not including the Summer School program).

In the case of those teachers whose current contract is in excess
of the 196 days, said teachers will not have their contract year
reduced except as outlined in Article XIV, Reduction in Force.
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The subject of collective bargaining between the Board and the Union shall be wages, hours, terms, and conditions
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.

1.

Agreement

Upon completion of collective bargaining between the Superintendent and the Union, the collective bargain-
ing 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 result
of state or federal legislation, said provision shall be automatically modified by mutual agreement of the
parties to the extent that it violates the law; but the remaining provisions shall remain in full force and effect
for the duration of 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 little
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 direct
a request 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 nego-
tiations as rapidly as possible. Should the FMCS decline to assert jurisdiction over a dispute, either party may
request a Mediator from PERC. The mediation stage may not be waived except by consent of both the Board
and the Union.

In the event that mediation fails to resolve the impasse or a collective bargaining agreement is not reached,
the impasse shall go to a Special Master.
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Special Master
Use of a Special Master shall be in accordance with applicable law.
Authorized Committee

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

ARTICLE IV - UNION RIGHTS, PRIVILEGES, AND OBLIGATIONS

A. Employer Information

1.

2.

The Board agrees to furnish to the Union, in response to reasonable request, all available information con-
cerning the financial resources of the district, including but not limited to annual financial reports and audits,
register of certified personnel, tentative budgetary requirements and allocations (including county alloca-
tions, Board budgets), agendas and minutes of all Board meetings, treasurer’s reports, census and member-
ship 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, informed, and
constructive programs on behalf of the teachers and their students together with information which may be
necessary for the Union to process any grievance or complaint. If production of copies is required to provide
such information, the Union will bear all reasonable expenses.

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

B. Payroll Deduction

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. Loss of 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 reimburse the Board a fee of $1.00 per member per year for the actual expense associated
with payroll deduction for Union members on a yearly basis. The Board shall transmit to the Union any and
all deductions within 15 days, except in the case of reasonable delays.

The Board’s obligations with respect to said funds are the collection and transmittal of the funds within 15
days whenever possible, the provision for half-time deduction at the earliest opportunity, and the 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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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 for attending contract negotiations.

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

The Senior Representative or designee shall be allowed to present the views of the organization at any faculty
meeting as a last agenda item. The Administration shall make every effort to forward to the Senior Repre-
sentative any and all agenda items relative to said faculty meeting. Unless an emergency exists no faculty
meeting shall be held without 48 hours notice.

Union Activities at Work Locations

1.

Whenever possible the Union representative shall be allowed to conduct Union business throughout the work-
day 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.

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 or the actual cost, whichever
is higher, for the cost of providing this service.

Time for Union Representatives

1.

Whenever possible, the Senior Representative or designee will be relieved from homeroom duties. The build-
ing administrator shall have the right to assign an alternate teacher or paraprofessional to the homeroom duty
without recourse to the grievance procedure.

The Board will release employees from duty at the SC/TA’s request, providing such release does not ad-
versely affect the delivery of instructional services to students. The SC/TA may allocate those days at their
discretion. The SC/TA will reimburse the Board for all released days at the appropriate substitute’s rate of
pay. These days may be used at the SC/TA’s discretion.

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

E-Mail and Computer Access

1.

The employer shall provide access to the Board’s electronic mail delivery system to the Union as a means of
communications with the employees.

INSTRUCTIONAL
May 2016-Revision



OCO~NOUITRARWNEF

2. The employer agrees to provide access to a computer and the electronic mail delivery system for the senior
Union representative at each worksite.

3. E-mail 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 employee
will not be read by an unintended party without providing such notification to the affected parties.

5. The Union will reimburse the district a sum of $250 per year or the actual costs; whichever is higher.

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 agreeable times.
Information from the Board

1. The Board shall provide on a regular basis to the Union, lists of vacancies and additions from the bargaining
unit including Board minutes.

2. The Board shall 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. Nodisciplinary action may result from a meeting between a teacher and his/her supervisor and/or other man-
agement official unless the teacher is advised that such a meeting is for the purpose of discussing discipline
or potential discipline, and the teacher is allowed Union representation if he/she so desires. If a request for
representation is made, it shall be honored.

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

3. The Union retains the right to represent all teachers of the bargaining unit consistent with applicable Statutes.

4. The Board agrees to notify both the Union and the teacher of any meeting relative to 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 constitutes
a real and immediate danger to the district and any serious charge as outlined in Florida Statutes, 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
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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 exempted
from this provision.

Exclusivity Clause

Only the exclusive bargaining agent, SC/TA, shall have the right to enforce this Agreement, hold Union meetings,
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.

Ratification Costs
The parties agree to equally incur the cost of reproduction and dissemination of information associated with the

ratification of a negotiated contract including but not limited to released time for election monitoring, transporting
ballots and the mileage costs associated with that transport.

ARTICLE V - TEACHER RIGHTS

A

Consistent with Florida Statutes, Chapter 447, each teacher of the bargaining unit has the right, freely and without
fear of penalty or reprisal, to form, join, and assist the Union or to refrain from any such activity; and each teacher
shall be protected in the exercise of this right. The employer agrees that the right to assist the Union extends to
participation in the management of the Union and acting for the Union in the capacity of Union representative,
including presentation of its view to officials of the Governor, the Legislature, or other 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 express the views of the Union provided they are identified as Union views.

The personal life of a teacher 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 applicable 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 bargaining unit.

Teachers shall not be subjected to personnel practices which are prohibited or in conflict with School Board Rules
or policies.
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1. Teachers shall not be required to attend any meetings after the normal workday other than normally scheduled
faculty meetings, parent-teacher conference meetings, and open house.

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

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, par-
ents, other faculty, or staff members.

1. The placement of written reprimands in the official personnel file shall be in accordance with Florida Statutes,
Chapter 231.291. Any teacher who is recommended for suspension or termination during the period of con-
tract shall be afforded due process in accordance with State Statutes.

2. Ifasuspension 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 grievance 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 all 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 residual rights should they be copyrighted or sold by
the Board.

Any teacher holding a Continuing Contract or Professional Services Contract will be allowed to exchange his/her
contract for an Annual Contract. Such moves will be irrevocable.

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 requests 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 on the same campus he or she will be given one compen-
satory day as compensation 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 move
into or out of a newly constructed building or one undergoing extensive renovation, he or she will be provided
with one additional duty day for such move.

Teachers who are moved to a new cost center at the ten-day count will be afforded two work days without teaching
duties to prepare their new classrooms following the move.
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R. 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.

S. Other than for district-sponsored health fairs or with consent of the school SDMT, vendors (including those for
financial products) will not be permitted in teacher lounges, work rooms, mail rooms and/or copy rooms during
the duty day.

ARTICLE VI - MANAGEMENT RIGHTS

A. Nothinginthis Agreement shall be construed to limit or impair the right of the Board to exercise its sole discretion,
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 operations 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 regulations
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 necessary
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 Education
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 teachers
for 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 express
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. Notice thereof shall be given the Union
and the teachers. Compliance therewith by the teacher shall thereafter be required unless and until rescinded
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,

10
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limited, or modified by the written terms of this Agreement.

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
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 his/her opinion presents real or po-
tential 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 employment. 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 administered 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 determination 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 requirement 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 requests for testing may be considered
one of the grounds constituting just cause for the termination of employment. Any and all examinations conducted
as a result of this Section F shall be confidential in nature and shall not be released except on those occasions as
required by Florida Statutes.

G. Emergency Situations

1. The Board reserves the right to alter the previously-approved District Calendar in cases of emergency. During
an emergency situation the Superintendent may choose to furlough certain groups of employees as necessi-
tated by the circumstances. Any employee furloughed under this provision will receive full compensation 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 a teacher evidence signs that suggest significant impairment of their cognitive functions suggestive
of active alcohol 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 reason-
able suspicion testing, she or he must evidence one of the behavioral indicators in “a” below or any two of

[3P%1]

the behaviors in “a” or “b” below, as evidenced by the neutral observer:

a. Odor of alcohol or marijuana on breath or person
11
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Possession of alcohol, drugs, or drug paraphernalia on campus
Reported unexplained fainting or lack of consciousness

b. Obvious and unusually slurred speech
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. Teachers thought to be under the influence of alcohol will receive a breath analyzer test (BAT) by a certified
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 - CHANGES IN PAST PRACTICES/TERMS/CONDITIONS OF EMPLOYMENT

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

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

ARTICLE VIII - FAIR PRACTICES

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

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

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

D. 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. Individual 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
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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

Planning time will consist of blocks of time no less than 15 minutes and may include time outside the student
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 individual plan-
ning time.

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

a. All non-block high school teachers (except as provided in e, below) 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 425 minutes per week of total planning time, of which 55
minutes may be reserved for collaborative planning. All middle school teachers will have at least one
55-minute planning period per day scheduled during the student day.

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 provided below.
For Special Area Teachers, the 55-minute planning period must occur within the instructional day (i.e.,
defined as the time period beginning 15 minutes before and ending duty 15 minutes after the student
day). Special area teacher instructional and duty time will not exceed that of the average 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
assigned to their class.

e. All Suncoast Technical College teachers to include Career and Technical Education teachers at Suncoast
Polytechnic High School, shall have at least 450 minutes per week of total planning time. A Career and
Technical Education teacher may be assigned courses other than those defined as Career and Technical
Education in the State Course Code Directory (CCD) such as Art, as long as those courses are part of a
comprehensive sequence of courses that constitute a program area and enrollment in those courses are
limited to students in the program. All planning time must occur during the teacher duty day. All other
teachers assigned to Suncoast Polytechnical High School shall have planning time as detailed in Article
IX, Section A, subsection 4 b (above).

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 manda-
tory meetings will not be part of a teacher’s individual 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 approval of the school’s SDMT.

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

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

B. Multi-Level Schools

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 Improvement 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 develop
a plan for school improvement activities following district guidelines. The SDMT will propose a schedule that
will offer alternate 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 all 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 require
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. This provision will not apply to teachers assigned to the Sarasota Virtual School pro-
gram. A teacher’s participation in activities associated with a state-mandated character education 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 allocated 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 approval of his or her principal. This section is subject to yearly re-openers due to unexpected
changes in funding.

Faculty Meetings

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

1. Two days advance notice is given,

2. There is a prepared agenda,
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32
33
34
35
36
37
38
39
40

The meeting is directed to substantially all faculty members present, and
The subject(s) of the meeting could not be effectively and readily presented through bulletins or memoranda.
Faculty meetings will be held no more than once a month, except as provided in sub-paragraph 6 below.

Additional faculty meetings may be used to provide the staff with training that may be required by the Su-
perintendent or which is approved by the school’s SDMT.

There will be no in-service 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 Education
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 employees.

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 person-
nel needs as determined by school improvement plans, annual school reports, student achievement data, per-
formance appraisal 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 a
result 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:
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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.

2. When the Board or Administration determines that involuntary in-service training is necessary, the following
criteria shall be employed:

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

d. In-service professional improvement activities may be scheduled on professional duty days; 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 scheduled
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 develop-
ment activities during days in which school is in session.

4. Teachers will receive expenses and per diem reimbursement for all required out-of-county approved profes-
sional development activities. Teachers attending approved but not required out-of-county professional im-
provement 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 management
and school safety. In-service activities will also be based upon staff input.

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

D. Supervision of Student Teachers and Interns:
Supervision by a teacher of a student teacher or an intern shall be voluntary. A cooperating teacher shall not be
given additional assignments outside of his/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 XI - PERFORMANCE EVALUATION OF INSTRUCTIONAL STAFFE

The following contract language will be subject to re-openers and review within one year from its full implementation
upon request by either party. The parties agree changes may occasionally be necessary to this Article as more infor-
mation and experience becomes available. As such, the parties have the right to alter the Article by mutual consent
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during the term of this Agreement. Any such changes will be immediately communicated to the members of the
bargaining unit and will be added to the next ratification package for the approval of the parties.

Teacher Evaluation System (TES) will be made up of two components; the score on the Professional Rubrics Investing
and Developing Educator Excellence (PRIDE) and the score on the State of Florida’s value added tables of student
learning growth or other student learning growth data approved by the State and specified below. The percentage of
which each will contribute to a teacher’s total evaluation is specified below. Each teacher will receive an overall
rating of Highly Effective, Effective, Needs Improvement (referred to as Developing in the case of teachers in their
first three years of employment), or Unsatisfactory based upon the total number of points accrued on the two measures.

Definitions

State Assessments: Any standardized state approved assessment for a given subject.
District Assessments: A standardized district created and/or approved assessment for a given subject across the
district in a given subject area.

Value Added Models: Formulas developed by the state and/or district to measure student-learning growth.
Learning Targets: Locally agreed upon goal for measurement of student progress.

Three Years of Data: Current year plus two immediately preceding years.

TES: Teacher Evaluation System, the term for the overall evaluation of a Sarasota teacher.

PRIDE: Professional Rubrics Investing and Developing Teacher Excellence, the observation portion of a
teacher’s TES evaluation which is based on multiple observations undertaken by the teacher’s supervisor.

Unsatisfactory Performance: Two consecutive Unsatisfactory annual TES evaluations, two Unsatisfactory annual
TES evaluations within a three year period, or three consecutive annual TES evaluations of Needs Improvement
or a combination of Needs Improvement and Unsatisfactory.

Performance Improvement Process (PIP): A process afforded to Category 2 and 3 teachers to support perfor-
mance concerns as identified in TES. The PIP process must be in place a minimum of four months.

Internal Assistance Plan (IAP): A school-based process afforded to Category 1 and 2 teachers to support perfor-
mance concerns.

90-Day Performance Probation: The statutory 90-day process initiated after notification of unsatisfactory perfor-
mance for which unsuccessful completion could lead to termination of a professional services or continuing con-
tract for the criteria noted above. During this 90-day period the district will continue to offer assistance to the
teacher in the form of a Performance Improvement Plan (PIP).

General Rules

1. When a teacher’s data source is other than state assessments for the specific students taught by the teacher in
the tested subject area, effort will be made to associate the teacher’s actual students’ test results to their
evaluation to the greatest extent possible.

2. State assessments will be substituted for district assessments or learning targets as they become available.
District assessments will be substituted for learning targets once a district-wide assessment is available.

3. The parties agree to proportion the effects of the PRIDE rubric and the value added measure in such a manner
that makes it impossible for someone scoring an Effective or Highly Effective in one measure to be scored
as Unsatisfactory on the total evaluation measure.
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4. No transfer or layoff will be made solely on the basis of student learning gain data until all appropriate subject
area assessments have been implemented.

5. Any teacher placed on the 90-day performance probation described herein which could lead to his or her non-
renewal or termination may request the superintendent or his or her designee to review his or her class list
for the coming year for equity of the teaching assignment.

6. Teachers currently on a PIP will follow the process described herein.
7. While an assistant principal may conduct additional observations of a teacher on an IAP or PIP, the principal
will complete the formal observations prior to each AP or PIP meeting and will evaluate any teacher on an

IAP or PIP including any teacher who has refused assistance through an IAP or PIP process.

8. The PRIDE portion of the evaluation(s) will be completed at least two weeks prior to the last day of student
attendance.

A. Sarasota County Induction Program (SCIP)

1. All first year Category 1 teachers or teachers possessing a probationary contract will be assigned a SCIP
Mentor and complete the full year SCIP.

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 may 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
designated as a Year 2 SCIP (Y2 SCIP), and be afforded a SCIP Mentor for the half year SCIP.

B. Teacher Evaluation System (TES)

All teachers will be evaluated with the TES, described herein. All the appropriate observation and evaluation
forms appear in Appendix D of this Agreement.

1. Category 1 Teachers, First Year Teachers

Non-renewal of any probationary contract teachers due to competency concerns will be governed by the
following procedures:

a. All probationary contract teachers will be considered to be in Category 1 of the TES.

b. Prior to the first PRIDE observation, the teacher shall be familiarized with TES.

c. Category 1 teachers will be evaluated based on multiple observations of varying lengths throughout the
school year including at least one full class period or a complete lesson. As a follow up to these obser-
vations, a face-to-face conference will take place each semester (twice yearly.) The conference will
provide feedback as to the status of each PRIDE competency.

d. The approved observation and evaluation form(s) for Category 1 teachers will be in Appendix D.

e. With the exception of those teachers terminated during their probationary contracts, all Category 1 teach-
ers must be evaluated twice yearly.

f.  During the first 20 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).
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If performance concerns exist following the PRIDE Observation (Short Form), the administrator will
use the FPMS Summative Observation or an additional PRIDE observation to determine if action is
warranted.

During the probationary contract year, the employee may be dismissed without cause or may resign from
the contractual position without breach of contract.

If in the opinion of the principal, performance concerns exist that could cause a teacher to be dismissed
during the probationary contract year, assistance will be provided to that teacher via an Internal Assis-
tance Plan (IAP) prior to such a determination.

The IAP 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 Development 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 final determination is made but no less
than four weeks from the inception of the AP process.

The teacher who has been supported on an I1AP for a minimum of four weeks, may be released from the
IAP or terminated during the probationary year.

Outcome of the PRIDE Final Evaluation

(1) A Category 1 teacher who received assistance through an IAP and receives an Unsatisfactory or a
Developing will be non-renewed.

(2) A Category 1 teacher who receives an Effective or Highly Effective score on PRIDE will become a
Category 2 teacher.

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

2. Category 2, Annual Contract (AC) Teachers

Non-renewal of any annual contract teacher due to competency concerns will be governed by the following

procedures:

a. All annual contract teachers will be considered to be in Category 2 of the TES.

b. Prior to the PRIDE observation, the teacher shall be familiarized with the TES.

c. Category 2 teachers will be evaluated annually based on multiple observations of varying length through-
out the school year including at least one full class period or a complete lesson. As a follow up to these
observations, a face-to-face conference will take place each semester (twice yearly). The conference
will provide feedback as to the status of each PRIDE competency.

d. If performance concerns exist, the administrator will complete a PRIDE Observation (Short Form). If
performance concerns exist following the PRIDE Observation (Short Form), the administrator will use
the FPMS Summative Observation or an additional PRIDE observation to determine if action is war-
ranted.

e. If an administrator has documented performance concerns regarding a Category 2 teacher, that teacher

will be afforded assistance through the 1AP/PIP process for a minimum of four months prior to the
PRIDE portion of the TES.
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f.

g.

k.

A Category 2 teacher will not receive a score of Developing/Needs Improvement on the PRIDE portion
of the TES, without previously being on an IAP/PIP.

A Category 2 teacher will not receive a score of Unsatisfactory on the PRIDE portion of the TES without
previously being on a PIP.

Criteria for initiating an Internal Assistance Plan (1AP)
(1) A PRIDE Rubric Checklist score indicating the possibility of a Developing/Needs Improvement on
the PRIDE portion of the TES.

Criteria for initiating a Performance Improvement Plan (PIP)

(1) A PRIDE Rubric Checklist score indicating the possibility of a “U” on the PRIDE portion of the
TES

(2) First TES Developing/Needs Improvement
(3) First TES Unsatisfactory
Outcome of the TES Evaluations

(1) A teacher receiving an Effective or Highly Effective score on the TES will have his or her contract
renewed.

(2) A teacher receiving a first TES evaluation of Developing/Needs Improvement score will have his
or her contract renewed and will be offered assistance through a PIP.

(3) A teacher receiving a second TES evaluation of Developing/Needs Improvement will have his or
her contract renewed and will continue on a PIP.

(4) A teacher receiving a first TES evaluation of Unsatisfactory will have his or her contract renewed
and will be offered assistance through a PIP.

(5) A teacher on an IAP or PIP receiving a TES of effective or highly effective will no longer receive
assistance.

(6) A Category 2 teacher who receives two consecutive Unsatisfactory annual TES evaluations, two
Unsatisfactory annual TES evaluations within a three year period, or three consecutive annual TES
evaluations of Needs Improvement or a combination of Needs Improvement and Unsatisfactory may
not be renewed.

Other than for procedural error, the evaluation or non-renewal of a Category 2 teacher for competency
is not subject to the grievance and arbitration process.

3. Category 3, PSC and CC Teachers

a.

Any Continuing Contract (CC) or Professional Service Contract (PSC) teacher will be considered to be
a Category 3 teacher.

Prior to the PRIDE observation, the teacher shall be familiarized with the TES.

Category 3 teachers will be evaluated annually based on multiple observations of varying length through-
out the school year including at least one full class period or a complete lesson. As follow up to these
observations, a face-to-face conference will take place each semester (twice yearly). The conference
will provide feedback as to the status of each PRIDE competency.
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If performance concerns exist, the administrator will complete a PRIDE Observation (Short Form). If
performance concerns exist following the PRIDE Observation (Short Form), the administrator will use
the FPMS Summative Observation or an additional PRIDE observation to determine if action is war-
ranted.

If an administrator has documented performance concerns regarding a Category 3 teacher, the teacher
will be afforded assistance through the PIP process for a minimum of four months prior to the PRIDE
portion of the TES.

A Category 3 teacher will not receive a score of Needs Improvement on the PRIDE portion of TES
without receiving a minimum of four months on assistance through a PIP.

A Category 3 teacher will not receive a score of Unsatisfactory on the PRIDE portion of TES without
previously receiving a minimum of four months of assistance through a PIP and receiving a TES Needs
Improvement.

Criteria for initiating a Performance Improvement Plan (PIP)

(1) A PRIDE Rubric Checklist score indicating the possibility of a Needs Improvement on the PRIDE
portion of the TES.

(2) TES Needs Improvement

The teacher will have the opportunity to provide input into the interventions specified in his or her PIP.
A teacher’s decision to refuse a PIP may not be rescinded until the following school year. A teacher
refusing a PIP waives the time and notification requirement provided herein.

Outcome of TES Evaluation

(1) A teacher receiving an Effective or Highly Effective score on the TES will have his or her contract
renewed.

(2) Ateacher receiving a first TES evaluation of Needs Improvement score on the TES will have his or
her contract renewed and a PIP is initiated.

(3) A teacher receiving a second TES evaluation of Needs Improvement will have his or her contract
renewed and continue on a PIP. Should the teacher receive a Needs Improvement or Unsatisfactory
on the PRIDE rubric at the mid-year conference of the following school year, a 90-day performance
probation shall be initiated.

(4) A teacher receiving a first TES evaluation of Unsatisfactory will have his or her contract renewed
and continue on a PIP. Should the teacher receive a Needs Improvement or Unsatisfactory on the
PRIDE rubric at the mid-year conference of the following school year, a 90-day performance pro-
bation shall be initiated.

(5) A teacher who has completed the “90-day performance probation” and receives an Unsatisfactory,
Needs Improvement, Effective or Highly Effective score on the PRIDE will have his or her contract
held in abeyance until the student growth portion is completed and the TES final evaluation is de-
termined.

(6) A teacher receiving a second “U”, a third “NI”, or a combination of “NI”” and “U” on the TES within
a three year period may be terminated.
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j- 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.

k. Any proposed termination due to failure to successfully complete a 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).

I.  Other than for procedural error, the initial evaluation of a Category 3 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 elsewhere in the Agreement.

C. Value Added/Student Learning Gain Data

Methodology:

The percentage and composition of the student data component derived from the value added formula for each
teacher’s evaluation is expressed below:

1.

Classroom teacher, who has either 10 or more students or 30% or greater of his/her students take state
or district-identified assessment in subject area taught by teacher

The teacher’s evaluation will be based 67% on PRIDE, 33% of the gains of students assigned to the teacher
on a district-identified or statewide assessment when available in the teacher’s subject area.

If not using a statewide assessment, the measure to be employed at each grade level and subject area must be
agreed to by the parties.

Classroom teacher, other than a teacher included in Paragraph 1, who has 30% or more of students
taking a state or district identified assessment but in another subject area other than that taught by
teacher

The teacher’s evaluation will be based 67% on PRIDE, 33% on the gains of students assigned to the teacher
on a district identified or statewide assessment when available. [If not using a statewide assessment, the
measure to be employed at each grade level and subject area must be agreed to by the parties.

All other classroom teachers not included in Paragraph 1 or 2

The teacher’s evaluation will be based 67% on PRIDE, 33% on student gains on a set of measurable learning
targets, until such time that a district-wide test is available, agreed to in advance between the parties. A list
of acceptable measureable learning targets to be employed at each grade level and subject area must be agreed
to by the parties.

Non-classroom teacher, serving students at one or two specific school(s)

The teacher’s evaluation will be based 67% on PRIDE and 33% on the student growth scores for those stu-
dents attending the specific schools to which the non-classroom teacher is assigned.

All other non-classroom teachers

The teacher’s evaluation will be based 67% on PRIDE and 33% on the student growth scores for the students
in the district as a whole.

D. Evaluation Responsibilities
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The principal may assign responsibility of evaluating selected teachers to his/her assistant principal(s) except
during the PIP process.

Copies of the Evaluation Report

If the teacher declines to sign a completed TES 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 a blank or incomplete
evaluation form. A teacher’s signature on the form merely acknowledges receipt of the document and not neces-
sarily agreement with its content.

Meetings

Whenever a teacher is required to appear before the principal, superintendent or Board for the express purpose of
discussing matters that question the teacher’s professional or instructional competency, the teacher and the SC/TA
shall be given no less 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 interview.

ARTICLE XII - TEACHER CONTRACTS

A. Category 1 Teachers, Probationary Contracts (PC)

1. All newly hired or re-hired former teachers will be placed on a probationary contract for a period of one full
school year from their effective date of hire. Teachers may not be offered a subsequent probationary contract
unless he or she had a break in service.

2. Upon successful completion of those procedures outline in Article XI, above, the teachers will be afforded
an annual contract (AC).

B. Category 2 Teachers, Annual Contracts (AC)

1. Annual Contract (Category 2) teachers experiencing performance difficulties will be provided assistance as
specified in Article XI, above. Contract renewal will be contingent on those procedures outlined in Article
X1, above.

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

3. All annual contract teachers who are listed as out-of-field due to lacking a required endorsement will be
offered 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 equivalent, 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.

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 annual contract
renewed.
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C. Category 3, Continuing Contract (CC)

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

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

D. Category 3, Professional Service Contract (PSC)

1. Any teacher possessing a PSC prior to July 1, 2011 shall be entitled to retain such contract and all rights
arising there from unless the teacher voluntarily relinquishes his or her PSC.

2. Any Continuing Contract or Professional Service Contract teacher alleged not to be performing his/her duties
in a satisfactory manner, as defined as the unsuccessful completion of those procedures outlined in Florida
Statutes, Section 1012.34, will be afforded a 90-day performance probation process as detailed in Article XI,
Section C, prior to any determination of just cause.

E. Contract Conversion

1. Any teacher holding either a PSC or CC may relinquish his or her contract for an annual contract. Such
election shall be permanent and may not be rescinded at a later date.

F. Expert-in-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 Num-
ber 4, each JROTC program will be required to support and maintain a viable, high quality JROTC program (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 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.

STC Staff

1. All members of the Instructional Bargaining Unit assigned to the Suncoast Technical College (STC) will
hold either 10-month, 11-month, or 12-month contract status. STC employees moving to another 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, STC Instructional employees will
not possess a property right to another program of shorter duration within STC.

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, beginning
with the longest contract, until all of the contracts are offered within that department.

ESOL
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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 time-
lines. The Board will offer the required ESOL course work to its employees via on-line courses. For those posi-
tions requiring a formal ESOL certification and/or endorsement the Board will reimburse teachers for taking the
ESOL certification exam and will assume the costs of adding the ESOL certification or endorsement to a teacher’s
existing teaching certificate. Additionally, 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 reimburse teachers
for taking the ESOL certification exam and will assume the costs of adding the ESOL certification or endorsement
to a teacher’s existing teaching certificate through the 2004-2005 school year. The Board will remind teachers of
this requirement on a yearly 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 certifi-
cation.

Certification

Teachers will hold the appropriate certification for all classes taught unless approved for out-of-field by Human
Resources and agreed to by the teacher. Teachers may elect to drop a certification they presently hold. However,
if that certification is within a subject area required for what they are currently teaching, they may only drop that
certification following the completion of that school year. In such cases the teacher must notify the Human
Resources Department and their cost center head by March 1% of that year. Teachers who notify the district of
their intent to drop a certification in a subject area they are currently teaching may not elect to use that certification
area for a period of one school year. However, if the subject areas is not dropped by the start of summer school,
the district may place the teacher in that certification area for the coming school year.

Minimum Certification Requirements

1. ESE: Thedistrict will apply the core subject requirement mandated by the State of Florida for ESE classroom
teachers to those teachers holding the position of behavior specialist or ESE Liaison. The district may apply
additional core areas at their discretion which are not mandated by the State. In the case of a behavior spe-
cialist or ESE Liaison that works in mixed elementary/secondary settings, a core subject as defined by the
district in either area will suffice.

2. Elementary and Middle Grades PE: PE certification for elementary or middle grades PE classes is required.
This requirement will not apply to PE aides working under the direction of a PE teacher.

3. Dance: Dance K-12 certification is required for teachers of Dance classes at all levels.

4. Introduction to Computers, Elementary and Middle Grades: Elementary Education certification (PreK-Pri-
mary or Elementary Education K-6) is required for teachers of elementary level Introduction to Computers
Tech Education courses. Teachers of middle grade level courses will possess either Tech Education, Busi-
ness Education or Computer Science certification.

5. These modifications to the requirements specified under the Course Code Directory will continue in effect
until such time modified by the parties.
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ARTICLE X111 - SELECTION/LATERAL TRANSFERS/PROMOTION

A. Voluntary Lateral Transfers

1.

Lateral 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 Hotline (927-4010) and on the dis-
trict’s website. Positions filled after that time shall be filled on a temporary basis and will be filled in accord-
ance with those procedures outlined in A2 below, if the position is still required.

All positions created or vacancies filled during the school year and which will be in existence in the 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 place-
ment for the coming school year using those procedures outlined in Sections B and C, below. Existing In-
structional 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 current
school year unless mutually agreed to by the parties as described above. Those teachers presently holding 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 manner
consistent with that specified elsewhere in 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
question 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 appropriate subject area but lacks the appro-
priate 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 elsewhere in this Article.

The parties agree that circumstances may exist in the resolution of a situation where a staff member is to 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 Sections
B and C herein will not apply.

All vacant or newly created positions (except as specified above) will be publicly posted for a period of no
less than five working days, prior to the closing date for applications, unless mutually agreed to by the parties.
All positions will be publicly posted for five working days throughout the School District in all staff lounges,
on the Internet, and on the School Board’s automated telephone job hotline. In the period from ten days prior
to the first day of school, all postings will be of three days duration.

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 his/her 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
arrived at through a process which involves the staff with whom the individual so recommended will be working.

26

INSTRUCTIONAL
May 2016-Revision



OOONOUITRARWN

The working relationships within cost centers are vital to meeting the educational goals of the district; therefore,
broad participation by staff in developing such recommendations should be achieved whenever possible. In cost
centers which have had an approved shared decision making model of governance, the following procedures for
selection and lateral transfer of staff will apply unless a waiver of this section has been granted by the parties to
this Agreement.

1.

Personnel Functions of the Cost Center Management Team or Its Designee: The cost center 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 staff from the cost center administration, grade level, department, or team of the
vacancy;

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 committee
will include a member of school Administration, selected by the building Principal, and will minimally in-
clude 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 manage-
ment team. The cost center management team may also elect to add parent, community, or student represent-
atives to the interview committee. Those members will also be selected by the cost center management team.

Seniority to Govern in Filling Vacancies, When All Other Qualifications Are Substantially Equal: The Com-
mittee shall recommend the candidate with the best qualifications for the vacancy. When the qualifications
of two or more candidates are substantially equal, then the candidate with the greater seniority of employ-
ment 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:

1.

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
Years of service as a teacher 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
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Said vacancy will be offered for lateral transfer to each staff member, in turn, with the highest number of
points until the vacancy is filled.

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

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 President.

D. Involuntary Reassignments within a School

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 reassign-
ment be provided in writing by the Principal. The teacher so reassigned shall have the opportunity to meet with
the appropriate Director of Elementary or Secondary Education and a representative of his/her choice to discuss
the need and desirability of such a reassignment. If this meeting does not lead to a resolution in a manner accepta-
ble to the teacher, he/she shall have the opportunity to meet with the Superintendent. No teacher will be involun-
tarily reassigned within the building by the Administration into a subject area assignment for which he/she is 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 teachers in a given
certification area, those teachers will be identified and placed according to those procedures outlined in Ar-
ticle X1V, below.

Whenever a relative 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 all such recommendations.

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

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

a. move with their former class or program with no right-to-recall,

b. voluntarily surplus themselves with right-to-recall, or

c. remain at their original worksite if there exists a less senior teacher in one of their areas of certification.
In the event that not enough positions are moved to the receiving school to accommodate all teachers from

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
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exhausted. All remaining teachers at the former worksite will be surplussed in accordance with those proce-
dures outlined in Articles XIV and XV of this Agreement.

F. Opening New Schools

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

1.

Initial 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 positions
which constitutes no less than 20% of the total number of expected positions in the new school. Applicants
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 follow-
ing 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 XIV of this Agreement.

G. Vacancies

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

H. Promotions

1.

2.

Any teacher possessing the appropriate qualifications for promotion may apply for an administrative vacancy.

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 District’s state approved HRMD Plan shall be filled in accordance with the
requirements of that Plan. All other vacancies shall be filled on the basis of qualifications for the position;
however, when two or more qualified candidates receive substantially equal ballots, the candidate with the
greatest amount of seniority shall be given preference.
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ARTICLE XIV - REDUCTION IN FORCE

A. School Board Rights

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

B. Definition

A Reduction In Force (RIF) will be said to exist when the number of personnel within any given job or salary
classification has been decreased in number or when the number of teachers exceeds the number of positions in
the Instructional Bargaining Unit.

C. Procedures

1.

2.

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

Qualifications - 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 all positions
that do not require specific certification. In the case of a high school AP, IB, or AICE program, the teacher
must have completed the required training in order to be considered qualified. Teachers lacking said training
may be placed in accordance with the language specified in C(8)b below.

Seniority — Seniority will be defined as time since effective date of hire in the Instructional Bargaining Unit,
with the exception that a teacher on a leave of absence who does not work more than one day more than one
half of a school year will not be granted seniority for the year in question. Seniority for surplussing and
placement purposes will be determined as of March 1 in any given school year. Seniority will encompass all
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 Bar-
gaining Unit in case he/she has been laid off from his/her Instructional position. Such time, however, will not
count towards seniority in the Instructional Bargaining Unit. A teacher who transferred to the Classified
Bargaining Unit and then returned to the Instructional Bargaining Unit will retain all prior Instructional Bar-
gaining Unit time(s) for seniority purposes, provided that no break in service to the School District occurred.

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
appointment (identical hire dates), the following processes will be used during staffing:

a. Ifthe identical hire dates are prior to January 1, 2009, the tie-breaker will be the application dates. If the
application dates are identical, the tire-breaker will be the time stamp on the applications. If the time
stamps are identical, a coin toss will be used to break the tie.

b. If the identical hire dates occur on or after January 1, 2009, the tie-breaker will be the recommend date.
If the recommend dates are identical, the tie-breaker will be the original application date. If the original
application dates are identical, a coin toss will be used to break the tie.

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 bar-
gaining unit and has not had a break in service shall retain those previous years in the bargaining unit toward
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his/her seniority status. All administrators returning to the bargaining unit will be placed into vacancies fol-
lowing those procedures described below.

6. Preferences - Each teacher will complete a preference form that may be updated as described below. 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 a list of all positions to be eliminated for the following school year. At that
time the cost center head will also identify the least senior teacher at that cost center currently working
within the certification area in which the position(s) is/are being eliminated. Prior to identifying the
teachers to be surplussed, volunteers will be sought via e-mail from the staff. Voluntarily surplussed
teachers must replace teachers who would have otherwise been surplussed (in terms of certification) and
may not increase the pool of teachers surplussed from that school. Should there be multiple voluntary
surplus requests, the most senior teacher will be selected first and so on down the volunteer 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 elim-
inated, teacher’s surplussed, and vacancies anticipated.

b. 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 oppor-
tunity to elect to remain at his/her cost center in an alternative area of certification, and must exercise
his/her election, prior to surplus lists being transmitted from the cost center to the Human Resources
Office.

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

8. Placement

a. All teachers will be placed into vacant assignments on a seniority basis based upon their expressed pref-
erences 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 certification to
utilize for placement purposes into position vacancies. The most senior surplussed teacher will be con-
sidered first and placement will continue on a seniority basis. Each teacher must be certified and en-
dorsed where required by the State (with the exception of gifted and ESOL) for the assignment selected.
During the placement process, if no vacancy remains for which a teacher is certified, the teacher will
replace the least senior teacher in either the north or south county region (as selected by the teacher) in
one of his/her area of certification. The teacher may elect to switch his/her region selection and pick
from vacancies in the other location. This process will continue until 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 all others in the district within their areas of certification
will thus be identified. During the initial placement process, teachers may be moved into teaching posi-
tions 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.

b. 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
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10.

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.

c. 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 com-
plies 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.

d. 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, man-
agement will attempt to contact said teacher to explain to him/her those positions remaining available 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 his/her
preference form.

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. In the case of STC 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 area in 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 employ-
ees will be placed into .6 vacancies to the greatest extent possible. In the event that a full-time position
is not available for a full-time employee, the least senior full-time employee will be placed in a .6 posi-
tion. 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 all the
.6 employees are placed.

Return to Former Placement

Any teacher displaced from an Instructional position due to the implementation of those procedures described
above will be able to return to an Instructional position vacancy at his/her last former worksite for which
he/she is certified, should such a position become available within a period of five years. Such return will be
automatically granted upon receipt of the teacher’s request. In such cases, the 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 workdays

before any action is taken. Notification of layoff shall be sent by certified mail to the affected teacher. It is
the teacher’s responsibility to keep the Human Resources Office informed of his/her current address.
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A laid off teacher will continue to accrue seniority while in 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 all certified laid off teachers in 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.

Recall Process

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

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

2. Teachers returning to a North or South county 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 surplus.

3. Teachers returning 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 layoff.)

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

Layoff Period

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

Leaves

Teachers on layoff shall be given unpaid leave of absence during the period of the layoff.
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ARTICLE XVI - NON-TEACHING DUTIES

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

1.

2.

4.

5.

Lunchroom supervision during the duty free lunch period.

Chaperoning or attendance at after school activities shall not be required or assigned to any teacher who does
not receive a supplement for such activity in accord with his/her normal salary schedule. Acceptance of any
such duties shall be voluntary except for those occasions, which require a 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.

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

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
a rate commensurate with that position or at their normal pay rate, whichever is higher.

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

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. Extra duties shall be assigned on a rotating basis, wherever possible.

ARTICLE 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
worksite. 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 person-
ality shall be placed in any official personnel file of such teacher. Material relating to work performance,
discipline, suspension, or dismissal must be reduced to writing within 45 days, and may be maintained only
if it is signed by a person competent to know the facts or make the judgment, and only if the teacher has been
given the opportunity to read the material following its receipt or formulation. The teacher shall be sent a
copy of such material by certified mail to his/her address of record or shall be given an actual copy of the
material to be filed. If the teacher receives said copy, he/she may indicate that such material has been read
by affixing his/her signature on the actual copy to be filed with the understanding that such signature merely
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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 the file unless so requested
by the teacher.

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

5. 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.

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

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 CLASSROOM DISCIPLINE

A. General Responsibility

In accordance with this section and within the framework of the district school board’s code 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 students in their classes and school and their opportunity
to learn in an orderly and disciplined classroom:

1. Establish classroom rules of conduct.

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

3. Have disobedient, disrespectful, violent, abusive, uncontrollable, or disruptive students removed from the
classroom for behavior management intervention.

4. Have violent, abusive, uncontrollable, or disruptive students directed for information or assistance from ap-
propriate school or district school board personnel.
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10.

11.

12.

13.

14,

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

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

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

Request and receive training and other assistance to improve skills in classroom management, violence pre-
vention, conflict resolution, and related areas.

Press charges if there is a reason to believe that a crime has been committed on school property, during
school-sponsored transportation, or during school-sponsored activities.

Use reasonable force, according to standards adopted by the State Board of Education, to protect himself or
herself or others from injury.

Set and enforce reasonable classroom rules that treat all students equitably.

Seek professional development to improve classroom management skills when data show that they are not
effective in handling minor classroom disruptions.

Maintain an orderly and disciplined classroom with a positive and effective learning environment that max-
imizes learning and minimizes disruption.

Work with parents and other school personnel to solve discipline problems in their classrooms.

B. Student Discipline

1.

A teacher may send a student to the principal’s office to maintain effective discipline in the classroom and
may recommend an appropriate consequence consistent with the student code of conduct under s.1006.07.
The principal shall respond by employing the teacher’s recommended consequence or a more serious disci-
plinary action if the student’s history of disruptive behavior warrants it. If the principal determines that a
lesser disciplinary action is appropriate, the principal should consult with the teacher prior to taking discipli-
nary action.

A teacher may remove from class a student whose behavior the teacher determines interferes with the
teacher’s ability to communicate effectively with the students in the class or with the ability of the student’s
classmates to learn. Each district school board, each district school superintendent, and each school principal
shall support the authority of teachers to remove disobedient, violent, abusive, uncontrollable, or disruptive
students from the classroom.

If a teacher removes a student from class under subsection (2), the principal may place the student in another
appropriate classroom, in in-school suspension, or in a dropout prevention and academic intervention pro-
gram as provided by s.1003.53; 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 class without the
teacher’s consent unless the committee established under subsection (C) determines that such placement is
the best or only available alternative. The teacher and the placement review committee must render decisions
within 5 days of the removal of the student form the classroom.
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C. Student Placement Committee

1. Eachschool shall establish a placement review committee to determine placement of a student when a teacher
withholds consent to the return of a student to the teacher’s class. A school principal must notify each teacher
in that school about the availability, the procedures, and the criteria for the placement review committee as
outlined in this section.

2. Placement review committee membership must include at least the following:

a. Two teachers, one selected by the school’s faculty and one selected by the teacher who has removed the
student.

b. One member from the school’s staff who is selected by the principal. The teacher who withheld consent
to readmitting the student may not serve on the committee. The teacher and the placement review com-
mittee must render decisions within 5 days after the removal of the student from the classroom. If the
placement review committee’s decision is contrary to the decision of the teacher to withhold consent to
the return of the removed student to the teacher’s class, the teacher may appeal the committee’s decision
to the district school superintendent.

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

Each teacher or other member of the staff of any school who knows or has reason to suspect that any person has
committed, or has made a credible threat to commit, a crime of violence on school property shall report such
knowledge or suspicion in accordance with the provisions of 5.1006.13. Each district school superintendent and
each school principal shall fully support good faith reporting in accordance with the provisions of this subsection
and s.1006.13. Any person who makes a report required by this subsection in good faith shall be immune from
civil or criminal liability for making the report.

When knowledgeable of the likely risk of physical violence in the schools, the district school board shall take
reasonable steps to ensure that teachers, other school staff, and students are not at undue risk of violence or harm.

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).

2 Discipline Referral Form

The adopted standardized student discipline referral form (Appendix G) shall provide space for the referring
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 submission to the
Principal stating the status of the pending or final action taken by the Principal or his/her designee. The
teacher will be provided with written notification of the final disposition of the case within two school days
of the final disposition.

3. Right of Appeal

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 his/her designee. Any alleged
violations of the school’s written disciplinary procedures will be subject to the Grievance and Arbitration
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procedures outlined elsewhere in this Agreement.

ARTICLE XIX - 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. the grade or evaluation stands, or

2. the grade or evaluation goes to review

Review Panel

1. Review shall be by a panel consisting of:
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 Human
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
notified of any changes in their schedules.

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

Any teacher who travels under Board authorization shall have prior approval of the Superintendent or his/her

designee and be subject to Florida Statutes and Rules of the Board. Each such teacher will be reimbursed at the
prevailing rate established by the State of Florida.
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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. Exclusions to this restriction are the 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 School;

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.  Alternative 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 his/her 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

1.

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 LEAVES OF ABSENCE

A. Categories of Paid Leaves

1.

Sick Leave

a. Sicknesses or Death
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2.

(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 additional day of sick leave at the end of each month
of employment. However, no teacher may earn, during a fiscal year, more than a total of one day of
sick leave for each month of employment. The unused portion of sick leave shall accumulate from
year to year to the limit permitted by Statute. “Sick Leave” shall be defined as personal illness or
disability of the teacher, or illness or death of a member of his/her immediate family. “Immediate
Family” shall be defined 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 household.

(2) A teacher may authorize the transfer of some or all of his or her accumulated sick leave to his or her
immediate family (as defined in subsection (1) above) who is also an employee of the School Board
of Sarasota County. This transfer of sick leave is voluntary on the part of the donating employee.
Sick leave may only be transferred to those family members specified above and may not be trans-
ferred between non-related employees. Sick leave may only be transferred when the receiving em-
ployee 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
member 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 below must receive prior approval at least one week in advance from the cost center head. The
cost center head may deny a personal day request during this time period, due to a lack of availability of
substitutes. The cost center head will make all reasonable efforts to ensure the approval of such requests
are fairly distributed among the 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 forfeiture of the employee’s
pay for the day in question (i.e., unpaid leave). In the case of “the last day of student attendance,” the
above language applies to the day before the actual last day of student attendance.

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

IlIness-In-The-Line-Of-Duty Leave

Each teacher shall be entitled to illness-in-the-line-of-duty leave not to exceed 10 school days during any
school year for illness contracted, or injury incurred, with net pay when absent because of a personal injury
(including assault) received in the discharge of duty or because of illness from any contagious or infectious
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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 health 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 a licensed physician.

a. Leave due to the aforementioned illnesses or injuries shall be authorized for the length of time which is
generally accepted by the medical profession as necessary for recovery or for the specified time allotted
for recovery by the individual teacher’s physician, whichever is shorter.

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

c. The teacher may use his/her own accumulated sick days upon expiration of illness-in-the-line-of-duty
leave.

d. The teacher shall be provided, upon request, unpaid personal leave for medical reasons upon expiration
of the illness-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 reimburse 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 educational 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 Commitments and Transactions

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. Ateacher 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
unless released by the Principal.
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12-month Teachers

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 leave in accordance with the provisions of the
Classified Bargaining Agreement, Article XVII —Paid Leaves, G. 12-month Employees. Such leave may
be denied for good cause. Legitimate student need constitutes good cause.

c. The normal teacher work year will be 196 days. Additional duty days may be assigned on a yearly basis.
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 a return to duty following
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 extended
(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.

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.

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.

Retirement Credit

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

Return to Duty

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

Transferring in of Sick Leave

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 accumulate
days in excess of the 180 day cap but are limited to 180 days for payoff purposes.

Verification of Reasons for Leave
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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 assignment.
Normally only one member of a department may be granted permission to attend one such meeting at Board
expense. The Superintendent may approve of exceptions. Teachers shall give adequate notification on the
proper forms and shall report the nature of the professional meeting to be attended. Forms may be obtained
from the Principal.

ARTICLE XXII - UNPAID LEAVES OF ABSENCE

A. Categories of Unpaid Leaves

1.

Study/Professional 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 a leave, a teacher 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 is to commence. Experience credit on the salary
schedule in the amount authorized in the leave shall be granted upon the teacher’s return from leave if 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 experience credit
will be granted for any year in which the teacher does not work or participate in the leave as approved one
day more than one-half of the regular contract year.

Such leave may be authorized for:

a. engaging in study at an accredited university;

b. full-time participation in a federally sponsored Peace Corps;

c. full-time teaching 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 as a full-time, paid officer or staff of an education association.

Medical Leave

A teacher may take an unpaid leave of absence due to either personal illness or due to the illness of a member
of his or her immediate family. Prior to taking an unpaid medical leave, the teacher must have exhausted his
or her sick day accrual and have completed his or her Family and Medical Leave Act (FMLA) leave if appli-
cable. A teacher requesting medical leave must provide medical documentation of the illness in question.
Upon return from leave, the building principal or cost center head shall provide the employee with necessary

forms for verification of the reasons for absence. Such completed forms shall be submitted to the building
principal or cost center head within five work days following the employee’s return from leave. In the case
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of unpaid medical leave, such documentation must include a note from the treating physician as to the need
to miss work (in compliance with HIPAA regulations) and the duration of such need.

Worker’s Compensation

A teacher receiving Worker Compensation payments will be deemed to be on an unpaid Worker’s Compen-
sation leave during that time period. Teachers on an approved Worker’s Compensation leave will be afforded
all those rights specified in Section 440, Florida Statutes, as well as those supplemental benefits outlined in
Sections 1012.63 and 1012.69, Florida Statutes. Teachers may supplement their Worker’s Compensation
benefits by utilizing their accrued sick leave. During the period they are supplementing their Worker’s Com-
pensation 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 medical benefits afforded active employees for a
period of up to 90 calendar days from the time of commencing said leave. Teachers will be afforded any
remaining portion of the 10 days paid leave in the form of illness-in-the-line-of-duty time to attend any med-
ically 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 application
to campaign for or to serve in public office. If elected to serve in a public office, leave shall extend through
the first term of office.

Family and 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 all of his or her worker’s compensation leave.

Maternity Leave

a. A maternity leave without pay shall upon written request be granted to a teacher any time between the
commencement and termination of her pregnancy. The commencement of such leave shall be at the
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 option, 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 the first day of the next school year following the termination of pregnancy, at which time the
teacher shall be returned to her former position.

Child Care Leave
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
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10.

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, all 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 leave of absence in any three-year
period. During the time the teacher is on an unpaid personal leave of absence the teacher may not enter similar
or related employment during his/her leaves without express written permission of the Board. Violation of
the provision pertaining to seeking related employment will constitute grounds for termination of employ-
ment.

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 the National 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 a teacher upon
application. The application must be submitted to Human Resources by March 1% of each year.

B. Procedures:

1.

Requests

All requests for a leave of absence or for a return to duty following a leave of absence will be submitted to
the Department of Human Resources. Under normal circumstances the deadline for applying for an unpaid
leave of absence shall be April 15" of each year. Teachers on extended unpaid leave shall notify the Depart-
ment of Human Resources on or before March 1% of their intent for the coming year. Other than in case of
emergency, once a teacher 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 1, 4, 7, 8 or 10 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 com-
pensation, military, or political leave of absence.

Insurance Continuation
Any teacher granted a leave of absence as provided in this Article shall be given the opportunity to continue

insurance in the existing school programs during the leave provided that the premiums for such insurance
programs shall be paid by the teacher on a monthly basis in advance of the month due.

45

INSTRUCTIONAL
May 2016-Revision



OCO~NOUITRARWNEF

5. Retirement Credit

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

6. Returnto Duty
a. Normal Return to Duty during a School Year
(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.

(2) 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.

b. Normal Return to Duty at the End of School Year

Upon return from an approved leave, the teacher shall be returned to his/her former position, if available,
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 surplus is said to exist, such placement must be in accord
with those procedures outlined in Articles X1V and XV, where applicable.

c. Premature Return to Duty

(1) 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 place-
ment will continue only until the end of that current school year.

(2) Transfers appropriate to the circumstances will be granted prior to allowing a teacher to return prem-
aturely 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 unpaid
leave of absence.

(3) 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 ab-
sence.

(4) 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
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. Return from FMLA Leave
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A teacher on an approved Family and Medical Leave Act (FMLA) leave will return to his or her former
position upon return from the FMLA leave. Should a teacher not return to duty during or immediately
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 XXIII- GRIEVANCE AND ARBITRATION

A. Definitions
1. The “grievant” is a teacher, a group of teachers, or the Union filing a grievance.
2. 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.
3. A “grievance” is an allegation 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 imple-
mented, would constitute a misinterpretation or misapplication of the specific written terms of this Agree-
ment, 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 reso-
lution. 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 grievance with
the cost center head, or his/her designee, allegedly causing the potential grievance. The cost center head, or
his/her designee, will respond no later than ten working days after the informal meeting has been held. If the
grievant is not satisfied with the disposition of the potential grievance, the potential grievance may be taken
to Step One of the Formal Procedure.

Formal Step One: If the grievant is not satisfied with the disposition of the grievance at the Informal level,
s/he may schedule a meeting to submit the grievance on the adopted form to the appropriate Associate Su-
perintendent, Chief or his/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 his/her written response
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 impartial 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 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 arbitration
proceeding by either party.
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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.

10.

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 grievant’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. the adjustment 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 resolution
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, nor
shall the arbitrator have the power to arbitrate any matter excluded from arbitration expressly or by implica-
tion. The arbitrator is not to proceed in contravention of the limitations upon his/her powers as expressed 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
between 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 ap-
proval of the superintendent.

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

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.
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11.

12.

13.

14.

15.

16.

17.

18.

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 1V, Section A (Union Rights, Privileges and Obligations, Employer
Information).

No reprisals or recriminations of any kind shall be taken by the Board, Administration or Union against any
teacher because of his/her participation or non-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 (Non-Duplication 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 administrative
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. Conversely, if a teacher files a grievance challenging the
proposed termination of his/her employment, and requests arbitration following a step two determination,
this shall waive the teacher’s right to contest the proposed termination before the Division of Administrative
Hearings (DOAH) of the School Board.

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 his/her 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 grievance
will be considered to be automatically advanced to the next step of the grievance and arbitration process as
described herein. Should the Union or grievant fail to advance a grievance in a timely fashion, the grievance
will be denied. (Such denial 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, con-
sistent 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 Mak-
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 Man-
agement as of the implementation date of this Agreement will proceed as follows:

(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
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Making/School Based Management school. Thereafter, the principal and Union chief building rep-
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 alternative
form of governance to be determined. A two-thirds or more vote of the eligible voters (administra-
tors, instructors, classified staff, elected parent leadership [i.e., PTO/PTA] and student leadership at
the high school level) at the applicable centers is necessary for a school to begin developing a pro-
posed Shared Decision Making/School Based Management plan of governance.

(2) 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 representative
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:

(b) the scope of the governance and decision making of the alternate structure,

(c) the process for staff, parents, students, and community to provide input to the work of the al-
ternate structure,

(d) the process for selecting the leadership of the alternate structure and the length of term for said
leadership,

(e) the components for goal setting, ongoing training and evaluation,

(f) the procedures for amending the alternate governance plan,

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

(h) provision that representatives of Administration, certified and classified staff, parents, and stu-
dents (high school) serving in such an alternate structure will be elected by peers by secret

ballot.

(3) The alternate governance structure developed under (2) above shall be implemented only after 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 alternative
governance structure, the following shall apply:

(1) Each site organizational plan shall include the:
(@) scope of planning and decision making,
(b) process for providing input to the SDMT/alternate governance structure,
(c) components for goal setting, ongoing training and evaluation,
(d) procedures for amending the plan,
(e) annual review and evaluation.
(2) All site meetings shall be announced 48 hours (two working days) in advance and shall be open to
members of the school’s/site’s community. The minutes of all school/site council meetings shall be
posted and distributed in a timely fashion. Emergency meetings, as verified by a majority vote of

the membership of the team or governance structure, may be called 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 alter-
nate 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,
involuntary 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 Responsibilities (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. Responsibilities of the School Board
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Provide technical assistance and support to site teams, by providing workshops, institutes, and other
forms of education, training and support to individual site teams. Each school team will be offered train-
ing each year following the initial year of operation.

Implement appropriate activities that facilitate participatory management while maintaining consistency
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 person-
nel, 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 teams in team building, consensus decision making, school/site budgeting
and personnel selection procedures. It is expected that this level of training constitutes the minimum
required for effective site based decisions.

Provide for facilitating a working relationship between site teams, the superintendent, and central office
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.

Responsibilities of the SC/TA

a.

b.

C.

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 benefit
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 precedent
setting on the parties and may not be used by either party as an example of establishing a past labor practice.
In addition, waivers will be binding 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 Statutes
and Rules must be approved by both the School Board and the Commissioner of Education and waivers
of the contract must be approved by the SC/TA and the School Board.

Waivers must be submitted for review and routing to the superintendent and the president of the Union.
(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 comple-
tion of the review process, the waiver request will be forwarded to the School Board and, as appropriate,
the SC/TA for approval.

Waivers must be accepted by a three-fourths majority vote of the faculty, staff, elected parent leadership
and student leadership where appropriate (high school). The vote shall be by secret ballot through a
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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 principal and
alternative governance structure chairperson.

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

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

ARTICLE XXV - DISCIPLINARY ACTIONS

A. Scope of Article

1. This article 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
Avrticle 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 information
relied upon to support the proposed action and shall be given a copy upon request.

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 time is to 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. The discipline, 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 recom-
mendation of the immediate supervisor to the Superintendent of Schools. Except in cases that constitute a
real immediate danger to the district or other flagrant violation, progressive discipline shall be administered
as follows:

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

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

Letters of reprimand may be removed from a teacher’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 a threat to any individual’s safety.

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

ARTICLE XXVI - TERMINAL PAY FOR ACCUMULATED SICK LEAVE

A

The Board will provide terminal pay to a teacher at early or normal retirement or to his/her beneficiary if service
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 retirement status.

An employee who terminates for retirement purposes under the Public Employee Optional 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 %2 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 a joint resolution of problems
regarding 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

Grandfathered Salary Schedule

The salary of each grandfathered teacher covered by this Agreement is set forth in Appendix A, which is attached
hereto and made a part thereof. Any teacher who holds continuing or professional services contract status retains
the right to remain on the Grandfathered Salary Schedule. The Grandfathered Salary Schedule will be those
schedules found in the 2014-15 Instructional Bargaining Unit Agreement and as subsequently modified herein
and in the future. Any teacher may elect to move to the Performance Salary Schedule by agreeing, in writing, to
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permanently surrender his or her continuing or professional services contract pursuant to Chapter 1012.22, Florida
Statutes. In so doing, the teacher permanently forfeits his or her right to return to the grandfathered status.

2015-16 Salary Computation:

The yearly performance-based salary supplement for the 2015-16 school year will be 2.5%. That amount will be
expressed as follows: teachers on the Grandfathered Instructional Salary Schedule will be increased by normal
step progression for the 2015-16 school year. In addition, a grandfathered teacher who did not receive, but was
entitled to step progression (as specified elsewhere in this Agreement) for the 2011-12 school year will recapture
an additional step for that year’s lack of step progression. Those teachers receiving just one step will also receive
a 1.25% one-time supplemental payment. Those receiving no step will receive a 2.5% one-time supplemental
payment. Teachers must be in active duty status at the time of the one-time supplemental payment to be eligible
to receive the payment. These one-time supplemental payment amounts are paid on normal salary. All such
moves will be retroactive to July 1, 2015.

Supplements (All supplements are subject to yearly renegotiation)
1. Skill Based Supplements
Annual Performance-Based Salary Supplement: Beginning with the 2016-17 school year the Grandfathered
Salary Schedule will be automatically increased by the yearly negotiated performance-based supplements
minus 1% per step for years in which step progression is granted, unless specifically altered herein.
a. Highly Effective or Effective Performance
A teacher receiving an overall evaluation score falling within the Highly Effective or Effective range on
his or her most recent TES evaluation at the time of the settlement is implemented will receive the above
noted salary increase. The percentage or amount granted for any given school year will be subject to
yearly negotiation.

b. Needs Improvement/Developing or Unsatisfactory Performance

A teacher receiving an overall Needs Improvement/Developing or Unsatisfactory rating will not receive
any performance-based supplement for that school year.

This provision will also apply to any teacher on involuntary reassignment or administrative leave. Any
teacher denied a yearly performance supplement due to involuntary reassignment or being placed on
administrative leave will receive all applicable deferred supplements, with retroactivity, upon reinstate-
ment to his or her former position.

2. Education Supplement

All grandfathered teachers will continue to earn advanced degree and course work supplements in concert
with the Grandfathered Salary Schedule.

3. Longevity
Grandfathered teachers will continue to receive longevity payments in accordance with those procedures
outlined in Appendix A of the previous Agreement. Longevity payments will be automatically increased by
that amount added to the Grandfathered Salary Schedule through negotiations.

4. Need-Based Salary Supplements

Need-based salary supplement(s) will be paid to a teacher if they meet the qualifications for said supplements.
Need-based salary supplements do not become part of the teacher’s base salary. Eligibility for need-based
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salary supplements is determined annually. The yearly negotiated performance-based supplement will not
be automatically applied to the need-based supplements. They will be subject to yearly re-negotiations and
will be paid at the end of the school year in one lump sum. Teachers must be working at that assignment as
of May 1% in any given school year to qualify.

a. Any teacher assigned to a Title | school will be given a salary supplement equal to $50 per year.

b. Any teacher assigned to an “F” school or a school rated “D” or “F” for three consecutive years or more
will be given a salary supplement equal to $50 per year.

c. Any teacher assigned to a critical shortage area agreed to by the parties in this Agreement will receive a
supplement equal to 450 per year.

d. Any teacher assigned to a school determined by the parties to have a critical need and the agreed to
emergency action plan includes a negotiated supplement.

Activity Based Supplements

Any teacher receiving a sports or activity salary supplement as specified in Appendix A of this Agreement
will be paid in the manner expressed in the 2014-15 Instructional Bargaining Unit Agreement. The Supple-
ment Salary Schedule will be automatically increased by the amount added to the Grandfathered Salary
Schedule through negotiations.

Implementation

1.

Credit for salary purposes will be granted for:

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. Additional courses which 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
advancement will be granted upon the teacher’s request and verification of completion of credits by
college transcripts and/or in-service record. Lane advancement will be effective the first working day
following the verification of credits. The salary adjustment will be retroactive to be posted end date of
the final required courses within the current school year.

d. A Specialist’s degree in a related field will be considered equivalent to a MA+45 for salary purposes
subject to the following conditions: the teacher must have both a Specialist’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 the language. There will be no retro-
active interpretation of this language for salary purposes.

Credit for teaching experience will be granted for military service during a national emergency providing
that military service was an interruption of teaching duties. Teaching experience in military service will be
considered 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
adjusted, 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 adjust-
ments 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.
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4,

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 represents the normal work year for each position (except those employees covered by a prior con-
tractual obligation).

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
considered temporary in nature. Any position vacancies in an above listed supplemented activity must be
posted countywide, in a manner consistent with other position vacancies (as specified in Article XIII). All
qualified applicants will be interviewed for the position vacancies. The supplements for each of these posi-
tons will be for one year’s duration and be renewable thereafter. The employee will be told of his/her status
for the coming school year, no less than four weeks prior to the last work day of the prior school year. An
employee (other than a school psychologist or school social worker) will accrue no property right to, or
expectation of, continued employment in the supplemental activity. During the period in which the teacher
is serving in this supplemental activity, s’/he will continue to be considered a member of the staff of his/her
former work site assigned to temporary duty elsewhere for placement purposes.

B. Performance Salary Schedule

Any teacher on an annual or probationary contract and any teacher holding a continuing or professional services
contract who willingly and permanently surrenders his or her continuing or professional services contract pursuant
to Chapter 1012.22, Florida Statutes and is currently employed or on leave will be placed on the Performance
Salary Schedule. Teachers on the Performance Salary Schedule are not eligible to receive longevity payments
(other than grandfathered teachers moving to the Performance Salary Schedule. When a teacher on the Grandfa-
thered Salary Schedule elects to move to the Performance Salary Schedule their longevity payments will be frozen
at its current dollar value at the time of their election). Grandfathered teachers electing to move to the Perfor-
mance Salary Schedule will retain their current normal salary for purposes of initial salary placement on the
Performance Salary Schedule.

2015-16 Salary Computation:

1.

Any current teacher moving to the Performance Salary Schedule will receive an initial salary based on their
current normal salary at the time of ratification of this Agreement. In addition, for the 2015-16 implementa-
tion year, a teacher will be given a salary increase of %2% for each year of service in the district from July 1,
2011 to June 30, 2015. Full time service for one day more than one half of the contractual year will be
counted as a year of service. If eligible, a 2.5% performance based supplement, included in the skill-based
supplement below, will be added to the initial salary calculation to determine the teacher’s total salary for
2015-16. A teacher’s 2015-16 salary with applicable education supplements will be no less than an initial
salary of $41,000 for a teacher with a Bachelor’s, $46,000 for a teacher with a Master’s and $51,000 for a
teacher with a Doctorate.

For teachers hired after ratification of this agreement, the initial salary for a 196-day teacher will be $41,000.
In addition, a teacher will receive %% above the initial salary for each year of verifiable experience in an
accredited pre-k-12 or Florida charter public school setting or accredited public school located in a foreign
country ifina U.S. government-affiliated program. In the case of a teacher of Adult Education, public school,
Florida charter school and foreign government-affiliated school service will be granted for pre-k-20 experi-
ence. Full time service for one day more than one half of the contractual year will be counted as a year of
service. In the case of SLPs, OTs, and PTs, where the professional licensure is required, verifiable outside
clinical experience can be used in lieu of K-12 experience. Credit for outside teaching experience will be
limited to a maximum of 7.5% above the initial salary.
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Supplements (All supplements are subject to yearly renegotiation)

1.

Skill-Based Salary Supplements

a.

Annual Performance-Based Salary Supplement
(1) Highly Effective or Effective Performance

A teacher receiving an overall evaluation score falling within the Highly Effective or Effective range
on the previous school year’s evaluation will receive a 2.5% increase on their normal salary. The
percentage or amount granted for any given school year will be subject to yearly negotiation. This
requirement will be waived for teachers hired during the present school year and in the case of
teachers returning from a leave of absence who do not have a current evaluation. In the case of the
latter, their most recent evaluation will be used in determining whether or not they qualify for the
performance supplement.

(2) Needs Improvement/Developing or Unsatisfactory Performance

A teacher receiving an overall Needs Improvement/Developing or Unsatisfactory rating will not
receive any performance-based supplement for that school year.

This provision will also apply to any teacher on involuntary reassignment or administrative leave.
Any teacher denied a yearly performance supplement due to involuntary reassignment or being
placed on administrative leave will receive all applicable deferred supplements upon reinstatement
to his or her former position.

Supplement for Inside Teaching Experience

Teachers will receive a %% increase on their normal salary, if in the preceding year, they received an
overall TES evaluation of Effective or Highly Effective while on the Performance Salary Schedule and
worked one day more than one half of the contractual year. Time earned while paid on the grandfathered
scale does not apply for inside teaching experience credit.

Education Supplement

Upon ratification of the 2015-2016 Agreement, teachers on the Performance Salary Schedule are eligible
to receive an annual education supplement upon conferral of an advanced degree and who have not
received salary credit for that same degree on the former pay scale, as described below:

MA $5,000.00 ($5,000 over BA)
Doctorate $10,000.00 ($5,000 over MA)

In addition to the MA and Doctorate education supplements, for those teachers who move from the
Grandfathered Salary Schedule: those with a BA+30 credit at the time of the move will receive an addi-
tional education supplement of $2,500 for earning a Master’s degree and those with MA+45 at the time
of the move will receive an additional education supplement of $2,500 for earning a Doctorate degree.
For payroll purposes, these education supplements will be separated from normal salary at the time of
placement of the Performance Salary Schedule.

Teachers hired before July 1, 2011 and who were involuntarily placed on this salary schedule at time of
implementation, will be given until June 30, 2018 to earn either a BA+30 or MA+45 status. A teacher
meeting those qualifications will be paid a yearly supplement of $2,500 for the advanced course work.
In such cases, the advanced course work need not be earned in a specific area of certification held by
that teacher.
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Except as noted above, in order to qualify for one of the above salary supplements the advanced degree must be
earned in a subject area of certification presently held by the teacher. A teacher who no longer holds an area of
certification which led to the advanced degree supplement will lose that education supplement. An advanced
degree in Curriculum and Instruction will be considered in-field for all academic areas (there will be no retroac-
tivity in this particular instance).

2. Need-Based Salary Supplements

Need-based salary supplement(s) will be paid to a teacher if they meet the qualifications for said supplement.
Need-based salary supplements do not become part of the teacher’s base salary. Eligibility for need-based
salary supplements is determined annually. The yearly negotiated performance-based supplement will not
be automatically applied to the need-based supplements. They will be subject to yearly re-negotiation and
will be paid at the end of the school year in one lump sum. Teachers must be working at that assignment as
of May 1%tin any given school year to qualify.

a. Any teacher assigned to a Title | school will be given a salary supplement equal to $50 per year.

b. Any teacher assigned to an “F” school or a school rated “D” or “F” for three consecutive years or more
will be given a salary supplement equal to $50 per year.

c. Any teacher assigned to a critical shortage area agreed to by the parties in this Agreement will receive a
supplement equal to $50 per year.

d. Any teacher assigned to a school determined by the parties to have a critical need and the agreed to
emergency action plan includes a negotiated supplement.

3. Activity-Based Supplements

Any teacher receiving a sports or activity salary supplement as specified in Appendix A of this Agreement
will be paid in the manner expressed in the 2014-15 Instructional Bargaining Unit Agreement. The Supple-
ment Salary Schedule will be automatically increased by the amount added to the Grandfathered Salary
Schedule through negotiations.

Implementation:

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

2. JROTC instructors will be paid based on the value of their Minimum Instructor Pay (MIP). Each in-
structor’s annual monetary compensation will be equal to MIP times 12. Annual compensation will be
reviewed and adjusted, 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.

3. 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 represents the normal work year for each position (except those employees covered by a prior
contractual obligation).

School Psychologist (11-month position)*
School Social Worker (11-month position)*
Program Specialist (11-month position)*
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The above supplemented activities with the exception of the school psychologist and school social
worker job classifications and those program specialists appointed to their positions prior to June 30,
1995, will be considered temporary in nature. Any position vacancies in an above listed supplemented
activity must be posted countywide, in a manner consistent with other position vacancies (as specified
in Article XI11). All qualified applicants 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 his/her 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 for school social worker)
will accrue no property right to, or expectation of, continued employment in the supplemental activity.
During the period in which the teacher is serving in this supplemental activity, s/he will continue to be
considered a member of the staff of his/her former work site assigned to temporary duty elsewhere for
placement purposes.

(Instructional Salary Schedule + 7.1%) - 220 Day Schedule. For those employees hired or transferred
into a school psychologist, social worker, or program specialist position after June 30, 2011, the normal
work year will be 196 days.

Volunteers may be sought at the discretion of management for school psychologists, social workers, or
program specialist to alter their term of contract from 11-month to 10-month. Such moves will be irrev-
ocable.

For payroll purposes, teachers moving to the Performance Salary Schedule who were formerly paid on
the Grandfathered Salary Schedule will have their grandfathered normal salary converted in the follow-
ing manner; longevity pay, if applicable, will be frozen at the current dollar amount at date of conversion
and grandfathered instructional salaries that include the value of any applicable advanced degree or
course work will be separated into two components on the Performance Salary Schedules as follows:

BA+30 $ 2,500

MA $ 5,000
MA+45 $ 7,500
Doc $10,000

The use of this chart for payroll purposes in no way diminishes or increases the amount paid to such a
teacher. The value of the advanced degree on the Grandfathered Salary Schedule over and above that
value shown on the above chart will be reflected in the salary section of an employee’s pay.

Teachers completing an advanced degree will be paid retroactive to the date of conferral of that degree
but will be prorated for the remainder of the school year.

C. Method of Payment

1.

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

196-day teachers: Beginning with the last weekday of August, pay dates shall be the fifteenth and last week-
day of each month.

220—day teachers: Beginning with August 15", pay dates shall be the 15™ and the last weekday of each
month.

12-month teachers will be paid semi-monthly.
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The first 196-day teacher pay date is the last weekday of August. However, should the teacher work year be
adjusted in such a manner that the first teacher work day occurs before August 5 in any given year, the first
pay date will become August 15". Should the first teacher work date occur after August 20" in a given
school year, the first teacher pay date will be September 15™,

Exceptions

When a pay date falls on a Federal holiday or weekend, teachers shall receive their paychecks on the last
previous weekday.

Direct Deposit
All teacher pay will be directly deposited into his or her checking or savings account.
Final Pay

When a teacher separates employment from the Board, they will be paid on the next pay period for all con-
tracted duty days worked through the effective date of separation.

Withholding of Pay

Payment of salaries for work days completed shall not be withheld for punitive reasons. The principal or
other authorized person may withhold the final check if the teacher has missed workdays represented in that
check and subsequent to the preparation and delivery of the check to the principal. A corrected check shall
be delivered to the teacher as provided in Section 7 below. Withholding of checks for failure to submit all
required health examinations and tests, fingerprints or pre-employment drug testing or to provide the Office
of Human Resources with the date of appointment for examination is not considered punitive.

Employees will not be docked for paid holidays unless they are on a Board-approved unpaid leave of absence
at the time of the paid holiday or they are in an unpaid status for the entire pay period encompassing the paid
holiday.

Payroll Errors

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

D. Supplements

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

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

ARTICLE XXIX - EMPLOYEE ASSISTANCE PROGRAM

A

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

This program shall include but not be limited to counseling for the following:

Drug Abuse

Alcohol Abuse
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3. Family Counseling
4. Financial Counseling
5. Psychological Difficulties

6. 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
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.

The terms and conditions of this Agreement will remain in full force and effect until such time as a successor
Agreement is ratified 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 entered into
by the parties during the term of this Agreement clarifying and/or interpreting contract language or resolving 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. Conversely, any Mem-
orandum 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 expressly extended by the parties. 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. Health Insurance

Plan Specifications

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.  Unlimited Lifetime Maximum

b. Deductible - Individual $500

c. In-Network Coinsurance at no less than 90%
Out-of-Network Coinsurance is no less than 70%.

d. In-Network coinsurance will apply to all expenses incurred (not just those determined to be usual and
customary).
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e. Out-of-Pocket Maximum - $2,000 including deductible

f.  Yearly Physical Examination (subject to $250 yearly limit)

g. Primary Care Physician Co-Pay - $25; Specialist Co-Pay - $50
h.  Prescription Drug Schedule - $20/$40/$60

i. Emergency Room Visit - $150

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 lifetime maximum coverage for the HMO plan will be unlimited.
The HMO will be offered to all teachers at no cost with the following minimum specifications:

a. Lifetime Maximum — Unlimited

b. Deductible - $250

c. Primary Care/Specialist Office Visit - $20/$40

d. Inpatient Hospital - $200/Admission

e. Emergency Room Visit - $150

f.  Out of Pocket Maximum — $1,750 including deductible

g. Yearly Physical Examination (subject to $20 co-payment)
h.  Prescription Drug Schedule - $20/$40/$60

3. 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 alternative family health insurance option
at the teacher’s expense that will provide for lower benefits and premium levels. Should a teacher elect this
option for his or her family, he or she must elect this option for his or her coverage.

4. 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
existing 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 para-
graph again in 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 a waiver 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. Cafeteria Plan - The School Board will provide to each teacher at no cost the following benefits:

1. Life Insurance - $50,000 for each teacher

2. Disability Insurance - 60% of salary after a 90 day elimination period, maximum of $4,000 per month
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3. Dental Plan - Panel plan for teacher
4. Vision Plan - for teacher

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

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

3. 401 (k) Plan

4. Medical Reimbursement Account - teacher and family

Reopeners

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

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

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

Medicare/Medicaid Supplements

The School Board will provide a group Medicare/Medicaid Supplemental plan for all retirees. Participation in
this plan will be voluntary on the retiree’s part. Retirees will pay all premium costs of the plan directly to the
insurer.

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 - TOBACCO POLICY

A

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

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

Notwithstanding Paragraph B of this Article, a cost center may declare their grounds as tobacco free in accordance
with those procedures outlined in Article XXIV, of this Agreement.
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D. Non-school work sites may elect to make their site a tobacco-free environment by a majority secret ballot vote of
those casting ballots. A vote will be triggered by a petition sent to the superintendent including 10% or more of
the employees assigned to the work site (a work site may be constituted by multiple cost centers housed in the
same physical location). There will be no more than one vote per school year. A work site can change its selection
by conducting a subsequent vote.

ARTICLE XXXIII - DURATION OF AGREEMENT

A. This Agreement shall be effective as of July 1, 2014, and shall continue in effect until June 30, 2017. This Agree-
ment may be extended only in writing.

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

C. This Agreement is subject to salary and benefit re-openers for the 2015-2016 and 2016-2017 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 NINTH DAY OF DECEMBER 2014, BY AND BETWEEN THE SARASOTA CLASSI-
FIED/TEACHERS ASSOCIATION AND THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA.

Kjé gz/a,-fw@ A zﬂ//‘/wiéx’gfmn

Pat Gardner Shirley Bréwn
President, Sarasota Classified/ Chairperson of the School Board of
Teachers Association, Inc. Sarasota County, Florida
e .
=, 7 A Kok Yo
Barry J. Dubin Lori White
Executive Director, Sarasota Superintendent of Schools

Classified/Teachers Association, Inc.

ARTICLE XXXIV - 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 awaiting
separation. They will accrue all salaries and benefits consistent with other active teachers.

C. Separation Date
An eligible teacher may select a retirement date as provided by state law. A retirement date, once established,
may be changed in accordance with state law, but in no circumstances may a teacher withdraw from the DROP

program once an initial retirement date is set.

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

E. Sick Leave Accruals

Employees will elect to transfer 100% of their accrued sick leave into their Bencor Special Pay Plan account
either 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 all applicable
taxes. For any employee extending their DROP election, 100% of their sick leave will be paid out at the end of 5
years and 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 XXXVI-ACADEMIC IMPROVEMENT

A. Schools in Need of Academic Assistance

1.

Failure of a school to make state Adequate Yearly 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 AYP are eligible for the designation.

Once designed, the administration and instructional faculty of the school and the SC/TA will be notified 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
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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 AYP.

c. Professional Development — All instructional faculty must participate in the 30 hours professional de-
velopment, 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 members who elect the voluntary surplus will not have a right-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 must 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 apply.

If a school 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 implement
an emergency action plan to improve student achievement. The parties also agree that, upon mutual agreement,
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 surplus list. The
hiring committee will first consider the rehiring of existing staff. The decision of the interview committee is
final and is not subject to the grievance and arbitration process. The parties may agree to require additional
qualifications in 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.
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7. Additional interventions may be agreed to by the parties.

ARTICLE XXXVII - DIFFERENTIATED PAY FOR DISTRICT 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 move into vacancies in the identified areas.
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APPENDIX A - SALARY SCHEDULES
INSTRUCTIONAL SALARY SCHEDULE

Step Bachelors Bachelors+30 Masters Masters+45 Doctorate
0 $39,783 $41,261 $43,104 $46,054 $48,022
1 $40,265 $42,058 $43,938 $47,055 $49,065
2 $40,746 $42,854 $44,771 $48,056 $50,108
3 $41,227 $43,652 $45,602 $49,056 $51,151
4 $41,711 $44,448 $46,435 $50,056 $52,194
5 $42,193 $45,246 $47,266 $51,058 $53,237
6 $42,674 $46,042 $48,100 $52,058 $54,280
7 $43,157 $46,839 $48,931 $53,058 $55,324
8 $43,639 $47,635 $49,764 $54,059 $56,367
9 $44,120 $48,432 $50,596 $55,059 $57,411
10 $44,601 $49,229 $51,428 $56,059 $58,453
11 $45,085 $50,026 $52,260 $57,061 $59,496
12 $45,567 $50,823 $53,093 $58,060 $60,539
13 $46,048 $51,619 $53,926 $59,061 $61,583
14 $46,531 $52,416 $54,758 $60,062 $62,627
15 $47,012 $53,212 $55,590 $61,062 $63,670
16 $47,494 $54,011 $56,422 $62,062 $64,711
17 $47,978 $54,807 $57,256 $63,064 $65,755
18 $48,459 $55,604 $58,087 $64,064 $66,799
19 $48,941 $56,400 $58,920 $65,063 $67,843
20 $49,422 $57,197 $59,751 $66,065 $68,886
21 $49,905 $57,994 $60,585 $67,064 $69,929
22 $50,386 $58,791 $61,416 $68,065 $70,971
23 $50,868 $59,587 $62,249 $69,066 $72,015
24 $51,351 $60,384 $63,082 $70,067 $73,059
25 $51,833 $61,180 $63,913 $71,067 $74,102
26 $52,314 $61,978 $64,747 $72,068 $75,145
27 $52,797 $62,773 $65,578 $73,067 $76,188
28 $53,279 $63,572 $66,411 $74,069 $77,231
29 $53,761 $64,368 $67,243 $75,069 $78,275

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’s initial 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. government-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 service.
Part years may not be combined to achieve a full year. Any teacher who works one-half time or more and
who works for more than one day more than half a year will receive salary credit for the respective year of
service. Time spent as a graduate assistant or intern may not be considered for salary purposes.
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Credit for salary purposes will be granted for:

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. Additional courses which 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 advancement
will be granted upon the teacher’s request and verification of completion of credits by college transcripts
and/or in-service record. Lane advancement will be effective the first working day following the verification
of credits. The salary adjustment will be retroactive to the posted end date of the final required courses within
the current school year.

d. A Specialist’s degree in a related field will be considered equivalent to a MA+45 for salary purposes subject
to the following conditions; the teacher must have both a Specialist’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
this language for salary purposes.

e. For teachers hired on or after July 2, 2011, credit for advanced degrees will only be given in an area of
certification held by the teachers. Teachers hired after this date will not be eligible for placement on the
BA+30 or MA+45 salary lane.

Credit for teaching experience will be granted for military service during a national emergency providing that
military service was an interruption of teaching duties. Teaching experience in military service will be considered
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 represents
the normal work year for each position (except those employees covered by a prior contractual obligation).

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 considered
temporary in nature. Any position vacancies in an above listed supplemented activity must be posted countywide,
in a manner consistent with other position vacancies (as specified in Article XI1I). All qualified applicants 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 his/her status for the coming school year, no
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less than four weeks prior to the last work day of the prior school year. An employee (other than a school psy-
chologist or school social worker) will accrue no property right to, or expectation of, continued employment in
the supplemental activity. During the period in which the teacher is serving in this supplemental activity, s/he will
continue to be considered a member of the staff of his/her former work site assigned to temporary duty elsewhere
for placement purposes.

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

School Psychologist, Social Worker, Program Specialist

(Instructional Salary Schedule + 7.1 %) — 220 Day Schedule. For those employees hired or transferred into a
school psychologist, social worker, or program specialist position after June 30, 2011, the normal work year will
be 196 days.

Volunteers may be sought at the discretion of management for school psychologists, social workers or program
specialists to alter their term of contract from 11-month to 10-month. Such moves will be irrevocable.

Step Bachelors BA+30 Masters MA+45 Doctorate
0 $47,825 $49,602 $51,818 $55,364 $57,729
1 $48,404 $50,560 $52,819 $56,566 $58,983
2 $48,982 $51,517 $53,821 $57,770 $60,237
3 $49,562 $52,475 $54,820 $58,972 $61,490
4 $50,143 $53,432 $55,821 $60,175 $62,746
5 $50,721 $54,392 $56,821 $61,378 $63,999
6 $51,300 $55,349 $57,823 $62,580 $65,252
7 $51,881 $56,307 $58,822 $63,783 $66,507
8 $52,460 $57,264 $59,824 $64,986 $67,761
9 $53,039 $58,222 $60,823 $66,189 $69,016

10 $53,617 $59,181 $61,825 $67,391 $70,270
11 $54,198 $60,138 $62,824 $68,595 $71,523
12 $54,778 $61,097 $63,826 $69,796 $72,777
13 $55,356 $62,054 $64,827 $70,999 $74,032
14 $55,937 $63,013 $65,827 $72,202 $75,286
15 $56,515 $63,969 $66,828 $73,405 $76,541
16 $57,095 $64,928 $67,827 $74,607 $77,793
17 $57,675 $65,884 $68,829 $75,812 $79,048
18 $58,254 $66,844 $69,828 $77,014 $80,302
19 $58,833 $67,801 $70,830 $78,215 $81,557
20 $59,413 $68,759 $71,829 $79,419 $82,811
21 $59,993 $69,716 $72,831 $80,621 $84,064
22 $60,572 $70,674 $73,830 $81,824 $85,318
23 $61,150 $71,632 $74,832 $83,028 $86,573
24 $61,731 $72,590 $75,833 $84,230 $87,827
25 $62,310 $73,548 $76,833 $85,434 $89,082
26 $62,889 $74,506 $77,834 $86,636 $90,334
27 $63,469 $75,463 $78,834 $87,838 $91,588
28 $64,049 $76,422 $79,835 $89,042 $92,843
29 $64,628 $77,379 $80,835 $90,244 $94,097
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Instructional Longevity

LONGEVITY PERCENTAGE
SALARY GROUPING OF BASE

10 TO 12 YEARS 3%
13 TO 15 YEARS 6%
16 TO 18 YEARS 9%
19 TO 21 YEARS 12%
22 TO 24 YEARS 15%
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.

b.

Longevity payments are available to only those teachers with an effective date of hire prior to July 1, 2011.

Longevity payments will be based upon total time of employment as an appointed employee (except as mod-
ified below) with the School Board of Sarasota County as a member of either the Instructional or Classified
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 employee
is on any form of paid leave or Worker’s Compensation leave.

Longevity payments are calculated by multiplying the appropriate percentage of base multiplier by the Step
0 amount of the employee’s present salary lane. The longevity salary schedules are found in Appendix A of
the respective agreements.

On July 1% of any given school year, each eligible employee will be placed into the appropriate longevity
salary grouping as follows:

YEARS OF SERVICE COMPLETED* LONGEVITY SALARY GROUPING
AS OF JUNE 30™ AS OF JULY 15T
9 10 TO 12 YEARS
12 13TO 15 YEARS
15 16 TO 18 YEARS
18 19TO 21 YEARS
21 22 TO 24 YEARS
24 25TO 27 YEARS
27+ 28+ YEARS

*As defined in “c” above.

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

Longevity payments will be considered as salary for purposes of the Florida Retirement System.

Longevity payments will be divided by 24 and added to each paycheck effective with the 2012-2013 school
year. Should a teacher separate from employment or be in a non-paid status during the school year, s/he will
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not be entitled to any further longevity payments until such time as s/he returns to duty in an active paid

status..

Longevity payments will be taxed as regular earnings.

Longevity payments will be based upon a normal work year (e.g., teachers and consultants, 196 days; psy-
chologists, social 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 calculation.

Note: Effective July 2, 2007, all 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.

SUPPLEMENT SALARY SCHEDULE

IMPLEMENTATION:

Activity and athletic supplements will be paid in accordance with the following procedures:

A. Head Coaches and VPA Directors Supplement Index

1.

Athletic Supplements

YAt g1 (=Y (ol B TT{-Tod (o] G SOOI 0.135
FOODAIL ... et 0.12
BaSKEtDall.........ooiveieie e e 0.10
Base/SOTthall .........ccooviiice s 0.095
THACK et bbbttt eb s 0.08
TBNNIS .ttt b et bbbttt nr bbb enes 0.065
(€101 | T TSP U SRR PR PRPRTPRO 0.065
SWIMIMING ©1e ettt e st e et et e sr e e sreesteesteesteeneeaneeaneenneenes 0.055
RTAT =13 {1 T SRS 0.065
WEIGNEITEING .o e 0.045
CrOSS COUNIIY ..ottt ettt r e e nr e nn s 0.060
VOHEYDAIL......ooiiiiitic s 0.070
0o PRSP 0.070
Cheerleading - Fall ... 0.045
Cheerleading - WINter/ SPring.......cccooeeiereiiienieine e 0.055
VPA Supplements

MUSICAI DETD....cuviiiiiiiii ittt ettt sttt sbe e ebe e beebeenee 0.075
PIAY DETD .ottt bbb bbbt bbbt 0.060
[T (g Tt I 272 I SRR 0.060
VOCAl ENSEMDBIE......coiiiiie ittt be e be e 0.050
ROAA SNOW DIFBCLON ...ttt s 0.070

B. Assistant Coaches / VPA Production Assistants Supplement Index

1. Assistant Coaches (Athletics)
ALNIELIC DIF .ot 0.090
FOODAIL ... 0.085
BasKethall.........cooiiiie 0.080
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Base/SOMDAIL ..o 0.075
THACK ettt 0.055
YY1 LT T 0.045
WWIESEHING ..ttt 0.050
WEIGNLITLING ..o s 0.039
VOHEYDAIL......oiiiiiiic s 0.055
Yool ol USRS 0.055
Cheerleading - Fall SEASON..........ccoviiiiiiiiicii e 0.035
Cheerleading - Winter/ SPring SEaSON .........cccireiiireiiiineiseneese e 0.045
Assistant JV/Freshman Football Coach.............coeorveinniinieneeseesees 0.075
GOl s 0.025

VPA Musical Assistants

Vocal and MUSIC DIFECIOT ......o.viveiiiieiciee e 0.050
ACCOMPANIST ...ttt bbbt 0.050
COSLUMET/NVPA IMUSIC ...ttt sbe s 0.050
Choreographer/Madrigal ..o 0.050
Road Show ChOreographer .........coccciieiiiieieieseee e 0.050
VPA Play Assistants

COSTUMET ... 0.040

VPA Dance Assistants

ASSIStant ChOrEOGIaPREY ........c.eviiriiieirieer e 0.040
COSTUMIEBT ..ttt r e nn s 0.040

C. High School Activities

] o 1SS 0.045
Py bbbttt bbb ene s 0.035
MUSICAI ASSISTANT ...t bt sa e 0.035
Play ASSISTANT .......eeiiiieiie ettt 0.025
ACLIVILY COOTTINALON ...ocvviiiiciiece et sre e sre e 0.055
DramaticS/MUSICAL .........coiiiiiiiire e e 0.045
Py bbbttt bbb ene s 0.035
=] oSSR 0.060
NEWSPDAPET ...ttt 0.060
AN 3] U 1SS 0.055
L0 001 ¢ SRS 0.050
PN ] L A O] o] o S 0.040
JOZZ e 0.050
Y ol 0T oo TSR OSPSSN 0.100
ASSIStANT MArCHING ......eovicicc e e 0.080
CROTUS ..t b et e bbbttt et bbb b enes 0.070
OFCRBSLIA ..t bttt b ettt se bbb 0.050
ACAAEMIC OIYMPICS .ottt bt se e sb e 0.060
SPECIAI OIYMPICS....eviiiiiitiieeierie et abe e 0.040
Band AuX. (POM POM/FIAGS) ....cc.eveiriirieiieiieesie et 0.070
Career Tech Student Organization AdVISOT.........c.c.ovviiiiiriiiiiiiiiriiianenn o 0.040
MArChING PEICUSSION .....cuviviitiieiietiieiec ettt 0.040
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D. Pre-Season Coaching Supplements
Head coaches and assistant coaches will be compensated on a daily basis for coaching days prior to the beginning
of the regular school year. Head coaches will be paid $100.00 per day and assistant coaches will be paid $75.00
for each day of practice prior to the first reqularly scheduled teacher duty day.

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

OCO~NOUITRARWNEF

ALNIEEIC DITBCION .. .c.eeiiiieeiet e 0.088
10 GO s 0.042
11 TBIMNIS 1ottt 0.042
12 BASKETDAIL ... 0.065
13 Lo TSRS 0.052
14 INETAIMIUTALS ..o 0.025*
15 AV o] 121, o= T 0.046
16 *No commensurate high school activity
17
18 F. Middle School Assistant Coaches
1
20 BASKEIDAIL ...t 0.052
21 TEACK vvvvv ettt ettt ettt ettt es et ettt et s st bbbt en e ettt et s en e 0.036
22 GOIT s 0.016
23 AV o] 121, o= T 0.036
24
25  G. Middle School Full Year Supplements
26
27 ANNUAL ..ottt ettt ee ettt et s e sttt es s e eeeeeas 0.060
28 Annual (part of ENCOIE CIASS) .........ccvvveiveiriieeiiieieiessesieissiesssssse s, 0.025
29 NEWSPADET ...ttt bbbttt s s 0.025
30 BAN ..ottt ettt ettt ettt ettt r ettt et ee ettt tenans 0.040
31 CROTUS vttt s s 0.040
32 OFCNESITA ...ttt bbbt 0.040**
33 Jazz Band (NOT ENCOTE)......uiveveviiiiiieceeeetssee ettt ettt 0.040**
34 Career Tech Student Organization AdVISOT..........o.vieiiieiiiiiiiiiiiiieeieen 0.030
35 DIFAMA....covovsiae ettt bbbttt 0.040
36
37 VPA
38
39 DAANCE. ... vttt sttt bbbttt 0.040
40 CrEAtIVE WITTING ..ottt 0.040
41 TV/FIIM ProduCHION .....c.coeveieieieiiiccetstss et 0.040
42 VISURT AT ..ottt ettt et ettt es e e aeaeaaseses e e 0.040
43
44  H. Flexible Supplements
45
46 Flexible Supplements at each school determined by SDMT equal to a total value of...0.32
47
48  GENERAL GUIDELINES:
49
50 A. Supplements represent pay for work performed outside the duty day. To find the amount of supplement, multiply
51 the index of the supplement by the Supplement Salary Lane (Bachelors column salary less 7.1%) according to the
52 number of years experience in a particular position or activity. Experience credit will only be granted for prior
53 service in that supplemental sport or activity in the Sarasota District Schools. No outside experience credit will
54 be granted. An assistant coach moving to a head coach position in the same sport will advance one step and will
55 receive the head coaching index times the base of that step in the Supplemental Salary Lane. For purposes of
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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 will receive pay
for all sports coached, but will receive only one head coaching salary. All partial year supplements will 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 his/her regular supplement
for each week the team advances beyond the district competition.

Team Leaders/Department Chairs/SLC Chairs/Curriculum Leaders
All Team Leaders, Department Chairs, Middle School Curriculum Leaders, and SLC Chair supplements are de-
termined by associating the number of teacher members of the group (including the team leader, department chair,

curriculum leader of SLC chair) as follows;

Team Leaders or Department Chairs:

P 11121001 01T £ $4,000

R I 4 0=T00] 01T £ $3,500

RO 44T T0 01 1< R $2,500

KRS0 T=T 010 LT $1,500
SLC Chairs:

P 11121001 1<) (TR $2,000

TR I 02T 0] 1< RPN $1,750

L0-14 MEMDEIS ....ve ettt ettt ee s st e st e st s st s s rt e st e et e et e st e sbeesreesbeesreeneas $1,250

o0 MBIMDS ..ottt ettt e e et e et e et e e et e et e s et e et e st e e et e st eeereenares $ 750
Middle School Team Leaders:

3 PEISON TEAIM ...vvviiveicteste ettt e ettt et e et e b e et e b e s e e besaereebesaereebestesaatenes $1,200

2= PEISON TAM ..ttt ettt ettt ettt se ettt et et se bt e e nnenas $ 600
Middle School Curriculum Leaders:

RO 01T 010 T=] £ TR $2,000

30 IMEIMDETS .ttt ettt et e et e et e e bt e bt s et e st e esaeesaeeste et e sreeenteanee e $1,000

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 com-
pleted 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 years is interested
in assuming team leader duties, the team leader will be appointed at the discretion of the Principal. All ap-
pointed 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 school.

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

E.

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 conditions spec-
ified herein.

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 INTERNS

A

The Administrative Intern Program offers a professional growth opportunity specifically designed to provide
Leadership Academy graduates, or participants in the last six months of the program, first-hand experiences in
school Administration. This opportunity may also be available to aspiring administrators with Educational Lead-
ership certification. Participants will serve in temporary Assistant Principal vacancies for a period of three to
twelve months. Teachers performing Internship duties will be paid their normal teacher salary. Teachers returning
from internships will be placed back into teacher positions in the following manner:

1. Employees who serve in the capacity of Administrative Intern for a period of up to 12 weeks will be placed
back into a teaching position in the manner specified in Article XXII (1), Section F (1)(a).

2. Employees who serve in the capacity of Administrative Intern for a period of more than 12 weeks but less
than to the end of the current school year will be placed in the manner specified in Article XXII (I1), Section
F(3).

3. Employees who serve in the capacity of Administrative Intern until the end of the current school year will be
placed in the manner specified in Article XXII (1), Section (F2).

Formal application is required.

APPENDIX C - CONDITIONS AND PROCEDURES FOR SICK LEAVE BANK

A

Membership

A teacher, having been employed by the Board for at least one year and having at least ten days accrued sick
leave as of date of application for membership, may enroll in the sick leave bank by voluntarily contributing a
newly earned (eleventh) sick leave day to the bank prior to October 31, of any given school year. Each teacher
may not contribute more than one sick leave day except as hereafter provided. Sick leave days donated to the
bank by teachers will not be returned to teachers except as hereafter provided.

Duration and Replenishment

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

a. During the two month period following the date when the bank reaches the 30% point, each member
will have one day deducted from his/her personal sick leave account and deposited to the bank.
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b. A member who chooses to no longer participate in the bank shall notify the committee in writing of
his/her withdrawal and will not be able to withdraw any sick leave already contributed to the bank.

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

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

C. Administration

1. The sick leave bank will be administered by the Human Resources Office. Forms may be obtained by partic-
ipating 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 representatives appointed by the Superintendent, two voting
representatives appointed by the Union, and one ex officio representative appointed by the Superintendent.
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 either
instance, the medical doctor or psychiatrist will include the appropriate diagnostic category. Prior to return-
ing 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 unpaid
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 recertified
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 occurrence.
Should a member of the Sick Bank exceed his/her 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 a later date.

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

A

Teacher Evaluation System (TES)

THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION

TEACHER EVALUATION S

YSTEM (TES)

PRIDE RUBRIC ~ CLASSROOM INSTRUCTIONAL

teacher creates a culture for learning through building positive relationships with students This arganized safe leaming environment encowrages high

pectations for all students and aflows them 10 feal respected and valued

EOHAIN I. CREATING A CULTURE FOR LEARNING
The

MPETENCY BIDIGATORS
Unsatistactory 0 Developing/Needs iImprovement 1 Effective 2 Highly Effective 3
LY. IThere & Mile of nO evidence that the Teacher communicates high expectations [Teacher communicates hgh expectations [Teacher consistently communicates and
Establishing High high expectations |ir stently T [for all stuctent work most of the time |models high expectations
Expectations for stucent perormance There is e or |uses prase srategcaly 1 MoTvaw [ Teacher emphasizes accuwacy and RCCOWACY and Quaity 107 8l Student work
Student Learning |no evidence that he teacher celebrates  [students to the highest level of lqua ity most of the tme related to the eamng goal Teacher
Work and/or recognizes studert 3. |pert Teach pts creales a culture in wiich students
ITeacher makes excuses 1o poor student [completion of student work regardiess of assume responaibity for hokling
peformance Quaity 10 the highest standard

an
Environmont of
Respect and
Rapporn

(The classroom cultre reflects ittie of No
evidence of pOSIive INeractons,
NOe ANAFOr diversey botween
and teacher as well as student
student Teachor interaction is
negative, demeaning, Sarcastic andior
priate Teacher tolerates student

[ Teacher inconsatently modeds respectiul
Dehaviorn, holds students
accountable for respectiul behavior, and
Inconsistently demonstrates an
approcation of diversty

[Teacher models iermnce 10 all students
jand hoids students responsitie for
respocthd behavior. Teachar honoms the
ICURural and oy ntal ciffes

lamong students

WP

as wel as student to student.
Teacher consistently uses rescurces that
reflect dhversty in instructon

ITeacher demonstrates &ttle or no
levidence of organizing the physical
lenvironment 10 Support the

Teachor creates a physcal environment
leaming activities

that s safe DUt Inconsistently supports the

[Teacher amanges the physcal
lenvironment 10 SUPPOM lkeaming actvities
most of the time. Teacher displays

Teachor croates a mmc physical
lervironment that is mvtational, student-

Environment actvities The physical environment is |student work leaming actvites Teacher consistently
|frequently unsate ispiays exempiars of current student
lwork
4 Teacher nas imied or NO CASSIOOM Teacher establishes classioom [Teacher enforces establshed dassroom | Teacher consstently holss studonts
Managing {procedures resulting in 3 signficant 10ss Imuumwmom procedures most of the time resuiting In  [responsidie for followng estabished
of ime on task them resulting in significant loss of tme tme on task resulting in maximized time
edures on task on task Classioom procedures have
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ERIDE RUBRIC — CLASSROOM INSTRUCTIONAL

he leacher creates a cufture for learning through buiiding pasitive relationships with students. This arganized safe leaming environment encourages high

EOMIN |. CREATING A CULTURE FOR LEARNING
T

pactations for all students and aliows them o feel respected and valued

|00ch

INDICATORS

Unsatisfactory 0

Developing/Needs improvement 1

Effective 2

Highly Effective 3

18
Managing
Student

Teachor has limited or no stancards for
stucent conduct Student behavior is not
monitored

Teacher has establishod classtoom nJes
Bnd CONSeqUeNces, Noweve!, stancards
for conduct are not consistently monsored
and enforced through an established
behavior system. Teache! is working o
establish postve student relatonships

Teachet monitors behavior based on
standards for conduct mast of the time
and 15 working to establish postive
student relatonships

Teache! is direct, speciic, and consistent
in commumncating and enforcing high
standards of conduct Teacher
consistently mamains positive
relatonships with students

Teacher's spoken language is inaudible,
of wiitien language is illegible  Spoken or
wrtten language may contam marny

o and syntax erors Vocabulary
may be inappropriate, vague, or used
Incorrectly, lsaving stucents confused

Teacher's spoken language s audible
and written language is legible Both are
used correctly. Vocabulary is cormect but
lenitea of is Not appropriate 10 students
#ges of backgrourcis

Teacher models spoken and watten
tanguage that is clear and correct
Vocabulary is approprate to stucents’
AQes and interests

Teacher models spoken and witten
language hat i Clear and correct and
eXprossve with wel-chosen academic
vocsbuiary that enviches the lessons

MAIN Il. PLANNING FOR SUCCESS

The teacher demonstrates a desp content knowladge. aligns instructional obyectives and learner outcomes with approved cumculum, and uses data to meet

idual stucent neads.  The leacher also plans appropriate assessments and used instructional time effectively
INDICATORS
|°° Unsatisfactory 0 Devoloping/Needs improvement 1 Effective 2 Highly Effoctive 3
I, Teacher makes content errors. Teacher  [Teacher has an understanding of content  |Teachet has an understanding of content [Teachet demonstrates a comprehensive
Demonstrating a [rarely COMOCtS CONtent &rors made by knOWIeaRe, however. & unabie 1o extend  |knowledge and s able o convey & 1o understanaing of the cortent and 23
Deep Knowledge |students mmdmwnnm students effectively Teacher relates and |prerequisite relationships to curmiculum
L

of Content

Integrates the subject matter with other
disciplings and real-world experences
when apptopriate

anticipated student misconceptons of the
content and is able to Neld questions
\correctly. Teacher plans and prepares for
effectve scaffoiding to promote the
students’ deep unoerstanding and
trarsfor of content. Teacher plans and
prepares for appropriste anention o
lestabished learning poals
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N Il. PLANNING FOR SUCCESS

The teacher demonstrates a deap content knowledge, aligns instructional obyectives and leamer outcomas with approvaed cumculum, and uses dala fo meet
student neads.  The teacher also plans appropriate assessments and used instructional time effectively

COMPETENCY SO
Unsatisfactory 0 Developing/Needs Improvement 1 Effective 2 Highly Effective 3
n2 Teacher rarely makes decisons Teacher solely relies on the textbook to [Teacher utiizes state standaras when ITeacher aligns instruction with state
Aligning Student [regaraing instructonal objectives that the instructional objectves planning for instruction Teacher uses a  |standards, high stakes assessment(s)
Outcomes 1o refiect knowledge of the standarcs eacher Inconsistently bases nstruction onjvarnety of resources to plan for and align  [and progress monitonng of indevidual
State Standards instruction. Teacher ensures that the performance 1o drive instruction
leaming goal is evident 1o all students iearning goals are postecieasily
for students, Students can
in their own words what they are
learning and why
3. Teacher rarely beses instructional [Teacher uses data to adjust Instructon for [The teacher uses data and Wentfies gaps| Teacher continually analyzes classroom
Using Data to [decisions on student leaming data class, however, teacher inconsistently adjust for classAndividual student ta and identfies gaps 1o adjust
Attend to [ Teacher provides littie or no evidence gata to agjust instruction for Individualineeds most of the time. In sodtion, and implements remedial
Individual jinstruction is based on students’ needs needs acher uses tischnological tools 1o collect extension inferventions
Student Needs analyze student dats data is used in collsboration
colieagues in professional keaming
munity meetings and is incorporated
the design of lesson plans and
iclassroom Instruction
'Teacher's lesson plans reflect
Teacher plans and
prepares for the needs of English
fanguage learners, students with
iisabiities, and students who come from
home environments that offer ittle
Isupport for schooling
L4, Teacher rarely plans for assessment prior [Teacher uses textbook assessments or Teacher pians summative assessments | Teacher consistently plans summative
Planning instruction Assessments rarely instructional materials that measure studert mastery of the 0 measiure student mastery
Formative and measure what was taught Teacher inconsistently measure the mtended F}uuummuwmo.tm the standards. Teacher consistently
Summative provides iithe o no evidence that the Teache! croates assessmonts [plans formative assessments 10 check for formative assessments to
Assessments are assessed do not acequately measure the understanding during the lesson. Teacher prior knowleage, check for
uSes assessment results 1o plan learning mmhmmm
QOals and activities for the next lesson preparation for differentiation in
most of the time subsequent lessons. Teacher consistently
USes assessment results 1o plan learing
is and aifferentate instruction for the
lesson Teacher develops rubrics
and uses modeis so students can monftor
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MAIN Il. PLANNING FOR SUCCESS

The teacher damonsirates a deep contant knowladge. aligns instructional objectives arxd learmer ocutcomes with approved cumiculum, and uses data o mest
student neads.  The teacher also plans appropriale assessments and usad nstructional ime effectively

MPETENCY INDICATORS
Unsatisfactory 0 Developing/Needs Improvement 1 Effective 2 Highly Effective 3
ILS. Teacher plans activities that rarely [Teacher plans leaming Teacher plans leaming activies which  [Teacher consistently plans learming
Determining Bupport of correlate with the nstructional atenton 1o studonty’ priot onnm pros learming and align [activities which bulkd on students’ paor
Strategies For  |goais and otyectves Teacher lacks Knowledpe andor consideration for With the students’ academic needs ina  [leaming and align with the students’
Meaningful/ clarty of the condent causing student loarning levels coherent progression most of the time academic needs in a coherent
confusion Teacher develops learming experiences  |progresson Teacher consstently
Instruction that require students 10 demonstrate a lops learning experences that
of appicable skifls and requice stucents 1o demonstrate a varkety
competencies most of the time applicable skils and competencies
Teachor gives atenton to students Toacher consstontly gives attention to
neading remedation and extension NESANg remediation and
activites o ensure mastery most of the activities 10 ensure mastery
bme Teacher plans learnng tanks that focus
pronding
for crical thinking and
e Teacher demonstrates ite or no Teacher mconsmtently plans for the Teacher plans for the management of Teacher's management of instrucsonal
Using evidence of planning for the management of Instrucsonal groups, |nstructonal groups, tanations, NOn- ;
Instructional of Instructional groups, transons. Non- NON-ACademic responsibites, |acacemic responsbiltion. materals and  |responmibiities, matorals and supples i
Time Effectively |academic . materals and and supplies resulting In the 0ss [supphes resulting n Most students Deing [seamiess ACHVvIes ensule an in depth
suppies resulting in the bas of Instructional time on sk and minimal loss of instructonal coverage of the learming
Instrucsonal time  Activities inadequately Inconsistontly address lamng  [ome. Actwvities acddress
accress learming goal(s) s) learning goal(s) most of the tme
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ERIDE RUBRIC -~ CLASSROOM INSTRUCTIONAL

MAIN IIl. INSTRUCTING AND ASSESSING FOR STUDENT ACHIEVEMENT

The teacher uses a vanely of strategiea to engage students in learning, The instruction (s varied by ulilzing technology. quaity questioning, and diacuasions. The leacher creales
portunities for students to monitor thew own performance while making adjustments in the natruction n arder 1o enhance student achievement

COMPETENCY

INDICATORS

Unsatisfactory 0

Developing/Needs Improvement 1

Effective 2

Highly Effective 3

1,
Engaging
Students In
Learning

Teacher rarely imploments plans for the
active engagement of all students.
Activities and assignments are
Inappropriate for the cogntive level of
|Mm Teacher Ignores off-task
behavior Pacing of lessons is mrely
considered,

Teacher implements activities that call for
passive learning and are Inappropriate for
the cognitive level of students, therefore,
student engagement is low. Teacher
|gnores off-task behavior. Pacing of
essons 1S 100 hurmed, too slow or both

Toacher Irvolves students in active and
collaborative learming activities that are
appropriate for students’ cognitive akility
In order to reach the leaming goal. Pacing
of lessons |5 appropriate for most
students

Teacher consistently involves students in
compelling, challenging, and cognitively
appropllate waming experences
Students’ behavior and reactons Indicate
they are on task engaged and
chatenged, Pacing of lessons is
appropnate for all students

n.a,

Varying
Instruction to
Meet Student
Needs

Teache! Instruction predominantly s
'whole group with no attention given to
student data. The pacing and level of
Instruction are the same for all students in
'whole/small group and Ingividually
regardiess of students’ needs.

Teacher instruction s predominantly
whole group with lithe attention given to
student data When small group
Instructional activites are planned,
studgents participate in each actvity
regardiess of skill level and/or interest

Teacher differentiates instruction based
on assessment data, Teacher balances

whole and smal group instruction most of [individual afferences in students

the ime Srmall group Instruction |s based
on skill level, Interest, and/or cognitive
abelity. Teacher consstently applies
varled instructional strategies and
resowrces to meet the needs of Englsh
language earmers, students with special
needs, and students who come from
home ervironments that offer ithe
support

{environments that offer ithe support for

Toacher diferentiates Instructon based
on assessment data and recogrizes

Teacher congistently balances whole and
small group Instruction based on student
data Opportunities are provided for
students 1o select resourcen, activities,
andlor products based on learning styles,
intarest, and/or cognitive abilty Teacher
@xtends and remediates instruction to
meet the needs of all students,

Toacher implements plans that meet the
needs of English language learners,
students with special needs, and
students who come from home

schookng
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Il INSTRUCTING AND ASSESSING FOR STUDENT ACHIEVEMENT

The feacher uses a vanely of strategios 10 engage students in leamiing The insiructon i1s vaned by ulicing lechnology. quaily
for students (o mondor thew own performance whie making adjstments in the nakuction n order 10 enhance student

Questioning. and dscusmons. The feacher creales
achievement

INDICATORS
COMPETENCY
Unsatisfactory 0 Developing/Needs improvement 1 Effective 2 Highly Effective 3
3 (Teacher makes inadequate use of [Teacher Questions are predominantly | Teacher asks high and low order Teacher uses complex questionng
Using Quality wchngues Teacher flow order and invite tSe response and [questions that are both planned and and feedback to help dwect
Questions and are procominantly low order spontanecys in order to each the Jesson, guide student leaming, and
Discussion 0acher Coes NOt provide wat tme and eacher Inconamtently provicies wak leaming goal K for understanaing. Teacher
Nows only unison response Teacher Teacher inconsistently aftempts 10 [Teacher uses questions and feedback 10 procedures so that all
not provide Oppontunties for NGage students n GISCUISION help direct the eason and checks for have opportunty 1 pantcpate in
USON understancing  Teachet provides Interactive discussions. Teacher
opportunity for student ifteraction or challenging ciscussions based
INCUSSIon e learming goaKs) to semutate
creative, and cridcal
na oacher demonsizates ittie of no Teacher has a grading system but uses | Teacher utilizes grading system eacher provides exemplary models and
Monitoring of accurately WIZING 3 gracng [t inconsistently  Teacher inconssstently  (accurately basing grades on student performance criterts to students.
Student © montor student performance i0es Moce!s of learning poals wih  [achiovement Teacher proviies models oacher uses a vanety of methods for
Performance eacher awards grades maccurately for stucents therefore stucents do (and learming goals wih scales and earmung goals with scales
are not based on student Anow what mastery looks hke or oxplaing the crteris 10 students most of jsuch as ntvics, sef-assessment, and
Teacher rarely models for mastery has boen acheved the time poer-assessment Based on the crileria
therefore students do Not know students are able 1 Uack their progress
mastery looks ke of when mastery learning goals (if cognitively abie)
been achweved
n.s. eacher rgefly acheres 10 Instructional eacher provides itSe of NO evisence of |Teacher plans and conducts formative oacher acjusts INSLCTION and Qrouping
and Teoacher provices kitle to N0 formatve assessments and and SUMMatve Rssessments throughout and after the lesson based on
Monltoring of acapting of revmsing plans makes acdstments o the lesson Based on assessment results, [studert performance. Teacher exchanpes
Instruction to on student needs Teacher denes eroncously Teacher has leacher agpusts NStruction most of the with students 50 they can
Enhance nsibility for struggiing students debm time. Teachor attempts to find statogies |Increase thek achiovement
Achievement & UPPOrt struggling leamers. Teacher  [Teacher is persstent in the support of
Student Mastery forms Sexibie groups Dased on INGA! data (SYUGORNg SUCENTS WO Are working

mastory. Toachet responds to

and adjusts groups to refloct updated
data students in need of intervention
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PRIDE RUBRIC — CLASSROOM INSTRUCTIONAL

JDOMAIN 111, INSTRUCTING AND ASSESSING FOR STUDENT ACHIEVEMENT

The teachey uses a varety of siralegies 1o engage students in learning  The instruchion is varied by utizing lechnology, quality questioning, and discussions.  The teacher creales
lopportunities for students to monitor their own performance whilke making adjusiments in the instruction in order fo enhance student achievernent

COMPETENCY

INDICATORS

Unsatisfactory 0

Developing/Needs improvement 1

Effective 2

Highty Effective 3

.6,

[Teacher rarely plans interventions and/or

[ Teacher inconsistently plans interventions

[ Teacher plans and implements

Teacher consistently plans and

of the time

of the time

*thlng locates/utilizes resources that are aligned |andior locates/Utilizes resources that are |interventions and locates/utiizes |mplements a variety of interventions and
Interventions 'with assessment results [aligned with assessment results resources that are aligned with Emwwu‘m resources that are aligned
and/or assessment results to increase student  |with assessment results to increase
Locating/Utilizing achlevement of learming goals achievement of leaming goals, Teacher
Resources to collaborates with colleagues to determme
|Increase Student which high probability strategies to
Achievement and |implement. Teacher maintains accurate
Meet Goals documentation of intarventions
n.7. [Teacher rarely aligns tests with state [Teacher inconsistently aligns tests with [ Teacher aligns tests with state standards. [Teacher provides many opportunities
Using Traditional [standards Teacher rarely vares methods|state standards. Teacher provides opportunites (formal a variety of strategees (formal and
and lof assessment. Teacher only uses “"paper and pencil” land informal, traditional and alternative) |informal, traditional and alternative) to
Alternative assessments. Teacher Inconsistentty |to collect information about student |collect information about student leaming
Assessments to varies the methods of assessment learning. and uses the information 1o increase
Increase {student achievement Students are given
Achievement opportunities to practice the format of
high stakes assessments
1.8, Teacher rarely uses technology as Teacher inconsistently uses technology In| Teacher uses technology in the delivery  [Teacher's lessons, unit plans, and
Using requred by job resporsibiities. the defivery of instruction or s required  [of Instruction and as required by job |assessments make use of district
Technology To  |Teacher provides litte or no evidence by job responsibilites. Teacher responsibilities most of the time. rpmvmd available techrology, Web
|Support Learning [that technology & infused into Instructon |Inconsistently plans for hands-on LTem:rm's lesson and umt plans make resources, and technology resources.
technology activities use of district provided technology most  [Teacher integrates and utilizes current

I Teacher integrates and utiizes current
and emerging assistive and
communication technologies that enable
students to parbcipate n high qualty
communication interactions and achieve
their educational goals Teacher uses
technology to access student data most

and emerging assistive and
communication technologies that enable
students to participate in high-quality
communication interactions and achieve

educational goals Classroom
instruction reflects innovative strategles
Integrating technology Technology s in
the hands of the students as appropriate.
Teacher uses chnology to access
student data
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PRIDE RUBRIC —- CLASSROOM INSTRUCTIONAL

IN IV. COMMUNICATING PROFESSIONAL COMMITMENT

The teacher takes rasponsibility for his/her professional deveicpment in support of school and distnict intiatives/igaals  The teachar warks collaboratively with

leagues to enhance student performance and develops positive relationsizps with family and communily.

COMPETENCY .-
Unsatisfactory 0 DevelopingMNeeds improvement 1 Effective 2 Highly Effective 3
V.1 [Teacher performance may indicate [Teacher inconsistently complies with and Teacher complies fully with and 'Teacher takes a leadership role at the
with and idescipinary concems implements Federal and State Bws. 3s 3 well [implements Federal and State aws,  [school andfor district level in planning
Implementing all 2s District Policies 2nd Procedures relating 10 [2s 2 well as District Policies and and nigatves/ actvties
Federal and State laws, education and well being of all students  |Procedures relating to the educaton [that implement Federal and State
as well as District and [and well being of all students laws, as 3 well 33 District ang School
School Policies and Polices and Procadures
Procedures
v2 ' Teacher performance may ndicate  Teacher anenas staff developmeant, but does |Teacher aftends mandated staff Teacher attends mandated and
Taking Responsibility |discipgiinary concerns. not integrate professional leaming into ideveliopment and integrates addiSoral staff development reguiarly
for Professional iciassroom pracboe professionai i2aming into ciassroom | Teacher imegrates professional
Development Ipractice most of the Sme. learning into classroom practice
e  IPDP written Teacher refines and assesses
e IPDP reviewed, effectivensss of strateges in tarms of
monitored & achwevement
evaluated by
teacher and
administrator
V.3 [Teacher performance may ndicate Teacher works in isolation and only Teacher contributes to coliegial [Teacher intates collegial interactons
Coillaborating with [discipiinary concermns |partcipates in collegial actwites when intaractions focused on student [focused on student achievement and
olleagues for Student required h % and wel-being iwefl-Deing Teacher demonstrates
Progress among team and school
{staff to adoress needs
V4. [ Teacher performance may ndicate i Teacher provides tfie or no information Teacher maintains a tmely system(s) |Teacher coliaborates with family ©
Developing Positive idisciplinary concems responds to {for communication with families {address student progress and needs
Relationships with lpem!ylcommm reganding student progress Teacher  |Teacher responses 1 parent
Families and I Teacher handies parentfamilyfcommunity lappropriately responds to family/ concems are handled with sansitivity
Community lconcems unprofessionally ICOMMUNY CONCENS Most of the time. [Teacher bulids positive relationshps
iwith families and community focused
on student achievement and wes-
[

Note Domain IV is part of the TES. It may be marked as performance. Behavior deemed unsatisfactory may result in documented disciplinary action.
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT AND TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

PRIDE OBSERVATION (SHORT FORM) — CLASSROOM INSTRUCTIONAL

MName Date Time
Cost CenterfSchool Grade/Subject
Evaluator Name
. PRIDE - Mot

Indicators Domain Cbservation Notes Observed

The classroom is well managed. . Culture

Students feel safe, valued, and are treated with | Cul

respect. . Culture

The teacher has high expectations for all students. . Culture

The teacher's verbal and written communication skills | Cul

are effective and professional. - uure

The lesson obhjective is evident to students and reflects I Planmi

grade level standards. ' ™

The teacher vares instruction to meet individual needs

of students. {e.g. ESE, ELL, 504, remediation and Il. Plamnimg

extension)

The teachers instruction reflects integration of cumrent I Planni

. . Planning

professional development.

The teacher plans and checks for understanding ::I E:mﬂ

through formative and summative assessments. & Assessing

The students are actively engaged, on task and Il Instructing

challenged. & Aszessing

The instructional strategies and the grouping of Il Instructing

students support the leaming objectives. & Assessing

The teacher uses a balance of high and low crder IIl. Instructing

questioning to increass rigor. & Assessing

The instruction reflects integration of technology and Il Instructing

other rescurces aligned with the objective(s). & Assessing

Teacher's signature is required and only acknowledges an opportunity to review information. It does not necessarily indicate agreement.
Signed form must be retumed to evaluator within 3 work days.

|:| If you would like a conference, check here.

Teacher Signature Date Evaluator Signature Date
RET: Master, 25 FY aft sep or term, GS1-5L 18 038-08-PDC
Dupd., O5A Rev. 8-7-2018

87
INSTRUCTIONAL
May 2016-Revision



THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

PRIDE On-Going Observation Form

CLASSROOM INSTRUCTIONAL
Teacher Name Position
Evaluator Name School

Domain |, Creating a Culture for Learning

|11, Estabishing High Expectabions for Student Leaming and Work

1.2, Creating an Envirenment of Respect and Rapport

1.3. Organizing the Physical Emvironment

14, Managng Classroom Procedures

15, Managng Stucent Behavior

16, Medeling Oral and Written Commumication Skits

Domain Il. Planning for Success

It Demonstrating o Deep Knowiedge of Content

RET. Master, 25 FY &R sep or term, GS1-51, 19
Cupl., OSA
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Teacher Name Position
Evaluator Name School

1.2, Aligning Student Outcomes 1o State Standards

113 Using Data to Aftend to Indwviduat Student Meeds

Il.4. Manning Formative and Summative Assessments

15 Determining Strategies for Meaningful’Coberent instruction

1.6, Using Instructional Time Efectively

Domain lll. Instructing and Assessing for Student Achievement

IIl.$ Engaging Students in Leaming

112 Varyng Instruction to Meet Student Needs

Il 3. Usng Quality Questions and Discussion

RET. Master, 25FY aft sep or term, GS1-SL 1§ 028.08-PDC-HMR
Dupd OSA Rev. 8-19-2013
Page 2of 4
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CLASSROOM INSTRUCTIONAL

Teacher Name Position
Evaluator Name School

Il 4. Montonng Student Perfarmance

1115 Adpssting and Manitonng Instruction to Enhance Achievement & Student Mastery

Il 8 Planning Interventions andior Loceting/Ulilzng R tes 10 Increase Student Achievement and Mee! Goats

IIl.7.Usng Tradtcnal and Altemative Assessments to Increase Achievement

IIl.8.Using Technology te Support Leamning

Domain IV. Communicating Professional Commitment

IV 1. Complying with and Implementing o Federal and State Laws, as well as District and School Policies and Procedures

V.2 Taking Responsbiities for Professional Development
®  IPDP written
W IPDP reviewed monitored & evaluated by leacher and administrator

IV 3. Collaborating with Colleagues for Student Progress

RET Master, 25FY aft sep o lerm, GS1-SL 18 028-08-PDC-HMR
Dupt OSA Rev. 9-19-2013
Page3of 4
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PRIDE On-Going Observation Fo

CLASSROOM INSTRUCTIONAL
Teacher Name Pasition
Evaluator Name School

V.4 Deveicping Posfiive Relationships with Families and Community

Other Comments

Teacher's signature is required and only acknowiedges an opportunity to review information, & does not necessanly indeate

agreament
Sgned form must be returned to evaluator within 3 work days

Teacher Signature Date

Evaluater Signature Date

RET: Master, 25FY aft sep or term, GS1-SL 18
Dupl OSA

INSTRUCTIONAL
May 2016-Revision

028.08-PDC-HMR
Rev. 9-19-2013

Page 4 of 4

91



THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

PRIDE COMPONENT OF THE TEACHER EVALUATION SYS

CLASSROOM INSTRUCTIONAL
School Year | Schoot
Name E
HER L
H g Comments
3 E 2 s
2|Es|g|&
Position § 2 i ﬁ f_
52 H
Evaluator 0
Domain |. Creating a Culture for Leaming Domain | Total (24 Possible Points) |

v

|, 1, Establishing High Expectations for Student Learning and Waork
I. 2. Creating en Eqvircnment of Respect and Rapport

I. 3. Orgunizing the Physical Environment

|. 4, Managing Classroom Procedures

I. 5. Managing Student Bahavior

I. 8. Modelng Oral and Wiittén Cormmunication Siills

Domain Il Planning for Success | (34.5 Possible Points) |

Il. 1. Demonstrating & Deep Knowtedge of Conten|
Il 2. Aligning Student Oulcomes to State Sang

II. 4. Planning Formative and Summa
II. 5. Determining Strategies for Mes
I. 8. Using Instructional Time Effg

Domain Il Total (34.7! ssible Points) |

lIl 5. Adpsting nnd Monilonnp
Student Mastery

Nl 7. Using Tradtional and ARernative Asse
Achievement

Il 8. Using Technology to Support Learning

Domain |V. Communicating Professional Co Domain IV Total (6.75 Possible Points) |

IV. 1. Complying with and implementing all Federal and S

wed as District and School Policies and Procedures

IV. 2. Taking Responsibility for Professional Development
e [PDP wrlten

o |PDP reviewsd ltored & evaluated by teach
admmistrator

IV. 3. Collaberating with Colleagues for Student Progress

IV. 4. Daveloping Posilive Relationships with Famiies & Community (.05)

Teacher signature is required and only ach ledges an opportunty o review information I does nol necessarily ndcate agreement
Evaluator Signature Date
Teacher Signature Date
Submission Evaluator Signature Date
RET. Master, 25 FY aft sep or tevm, GS1-5L 18 035-08-PDC-HMR
Dupt , OSA Rev. $-19-2013
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

Instructions: Complete this form prior to the announced class period/complete lesson PRIDE Qbservation
Name Cost Center/School

Position Date

e The teacher shouid use this form as a gude to complete a lesson plan prior to the pre-conference.
The teacher should attach the lesson pian to this form
* The first PRIDE observation is based on this lesson pian

Guiding Questions:

o What do | want students to learn? (Determine cantent purpose statements: student friendly language, evident
to students)

s How will | know if they have learmned it? (Formative & Summative Assessments)

How is what | am teaching today connected with what my students have already leamed?

e How will | provide instruction to students who need to be re-taught and to those students who have achieved
mastery? (Differentiation of Instruction)

Lesson Components:
State the Florida Standards and/or NGSSS
Write the content/language purposes in a way that is evident to students
Determine summative assessment (if applicable)
a What will mastery look like?
Determine formalive assessments
a What learning opportunities, questions, etc. will | use to check for understanding?
How will | differentiate for ail instructional level, reading level, and ESE, 504, ESOL
accommeodations/modifications?
Lesson Delivery
2 Introduction
b Hook/prior knowledge/review
¢ Key questions; critical and high and low order questions that reflect back to content purpose
statements
7. Within each activity state what the student is doing and what the teacher is doing. Include modeling,
independent and guided practice, accountable team talk and/or tasks when appropriate

o o I WA -

Teacher signature s required and only acknowledges an opportunity to review information It does not necessanly indicate
agreement. Signed form must be returned to evaluator within 3 work days.

Teacher Name Teacher Signature Date

Evaluator Name Evaluator Signature Date

RET: Master, 25 FY aft septerm_ GS1-SL 19 033-08-PDC
Dupl., OSA Rev. 6-11-2014
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

JOOMAIN |. CREATING A CULTURE FOR LEARNING

The Non-Classroom instructor (NCl) cresies & cultune for learning Dvough DUlking posiive redlationaiips with siudents andAy mstructionsd s1al.  TIne organizext s8f0 Barming environment
encowr sges high sxpecistions for sl students and instuctional steff and aliows them o feel respected and valued
INDICATORS
COMPETENCY
Unsatistactory 0 Developing/Needs Improvement 1 Effective 2 Highly Effective 3
Ly There is latle o no evidence that NCI NC1 USOS Draiee NCI communicates hgh expectabions for | NCI consstontly communicates hgh
Establishing High communicales expectations for strategically 10 motivale others 10 the |pertormance most of Ihe time. NC1 expectations for all work. NC1
Expectations for performance. There is ittle or no efont to highest ievel of performance NCI emphaszes accuracy and Qualty most  |emphasizes accuracy. quality, snd
Learning and Work | colebrate or recognize success. NCImak accepts wietion of wark regardiess of |of the ime encournges cthers to take pnde in their
for pocr perfo of self and/or [ quality work and the work of athers
cthers.
L2, Muhm:uom.mumuca NCI inconsistently hokds athers NCI models tclerance for all students NCI consistently models tolerance for all
Cresting an honors the cultursl and develop table for respectiyl behavior and/or stall and holds thermn responsible | students and/or staff and holds them
Environment of differences of others NCI's inleractions with | and/or an appreciation of dversity for respectiyl behavior most of the time. | responsitie for respectiul behavior. NCI
Respect and others are Negative. demeaning. sarcashic NCI honaors the cultural and honars the cultural and deovelopmental
Rapport NG/ INRDErOpinte NC1 tolerates stucent developmeontal afferences among students . parents.
stafl ink s characterized by students. parents, and/or staff most of and/or staff  NCI consstently uses
confict, sarcesm. and put-0owns {the time resources that reflect diversty in practice
andior product.
L3 NCI makes inadequate use of the physical  [NCi iy ges for the NCI arranges for the physical NC1 consistently amanges the physical
Organizing the environment physical environment 10 e safe and emaronment 10 be safe and accessitie. | environment 10 fTaclitate
Physical accessbie  However, the arrangement Jm sirangement faciitates the leaming/ |learmningixofessional activibes
Environment does not faciitate the professionsl activities most of the time
acownes
L4, NCI has rmited or no procedures 1o ensure | NCT estabiishes professonal procedures | NCI estabiishes effective professional NCI conmstontly apgiies effective
Managing efective . pactices but applies them 1] Immmmmmmdu prok ol pr
Procedures in the time
Professional Setting
L5, NCI1 has imed or no standards for conduct. | NCI has established rules and NCY sb based on nNCH Wy behaw d
Managing behavior is not ed and however, standards for | standards for participant conauct mmaumnmu
Participant Behavior | NC1 is unsware of what the participants are mmu-mﬁwmmm NC1 is drect. specific, and consistent in | NC1 is direct. specific, and consistent in
dang enforced. |communicating and enforcing high communicating and enforcing high
standards most of the ime stancamds. NCI maintains postive
relanonships with participants
L8 NCT's spoken languape is insuditle, or NCI's spoken language is suditde, and | NCI's spoken and wrillen languape s NCT's spoken snd written language s
Modeling Oral and written language s lleghile Spoken or wiitten language s legbile Both are used |clear and correct. Vocabulary is clear and comect and exprassive. with
Written witten IanguUAge My CONNMN My | Vocabulary is cormect but APErOpnate 1o participants ages and woll-chosen vocabulary that ennches the
Communic ation grammar and syntax erors. Vocsbulary may |limsted or is not appropriste 10 interests presentation
Shills De Nappropnate, vague, or used Incormectly. | paMICIDants’ ages or Dackgrounds
leaving participants confused

INSTRUCTIONAL
May 2016-Revision
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DOMAIN I, PLANNING FOR SUCCESS
The Non-Clasaroom Instructor (NCI) demonstrates a deep knowkedge of professional practices, aligna professional objectives and learner outcomes with approved program,
uses data to assess prograrmmatic and individual needs The NCI also plans appropriate assessments and uses ime effectively.

~OM INDICATORS
PETENCY Unsatisfactory 0 Developing/Needs Improvement 1 T Effoctive 2 Highly Effective 3
USH NCI demonstrates imited NC| demonstrates basic understanding of current [NCI demonstrates understanding of |NCI demonstrates understanding of
Demonstrating Knowledge lunderstanding and/or apphcation  [rends and professionsl practices, However, It is ent trends and professional current trends and professional practices

of Current Trends In

of current trends and professional

inconsistently applied to professional practice

ctices and applies them in their

and applies them in their area of axpertise

Program Atea and practices res of expertise most of the time

ssional Practice
.2, NCI's program consists of a NCI's plan has & guiding principle and includes a [NCI's plan has a guiding prnciple NC1 has developed a plan that Includes
Allgning Program random selection of unret number of warthwhile objectives/activities but land includes some cbjectives and  |professional cbyectives and activities that
Objectives to objectives/ activities lacking most of them are not akgned with specific lactivities that are abgned with are aligned with assessed noods and

School/District Goals.

coherence or an oversll structure,

school/district goals or based on assessed
needs

school/district gosls and some that
are based on assessoed needs,

school/district goals.

1.3,
Using Data to Attend to
Individual Neods

NCI rarely bases professional
practice decisions on student
leaming dota and/or nssessed
noeds

NC| inconsistently uses basic data to adjust

professionsl practices and goals. Professionsl

decisions for addressing individual differences
and needs are not evident

NCI uses data and identifies gaps 1o
adust professional practices and
oals most of the ime. Professionasl
[decisions for addressing Indhvidua
[differences and needs are

NCI continunlly analyzes data and
identifes gaps 1o adjust programs and
praclices. Assessmen! dats |s used in
collaboration with colloagues 1o ensure
Dest professional practices. NCI| uses daln

of the time.

Isometimes ewdent to address individusl studentearner
needs
1.4, NCI rarely plans for assessment NCI inconsistently plans and uses one o two NCI plans and uses multiple NCI plans and uses mulliple approprste
Planning Formative and prioe 1o program/services approptiate methods of assessment ppropriate methods of assessment [methods of assessment on an ongoing
Summative Assessments [Assessments rarely messure an ongoing basls 1o measure Lasis 1o measure programisenice
progress toward goal rogramiservice effectiveness most |effectiveness

1.5,

Dotermining Stratogles for
Meaningtul/ Coheremnt
Delivery of Services

NCI rarely connects
leamingorogram activities wih
prior knowledge, andfor leamng
activities are rarely appropeinte

NCI's planned activities inconsistently suppont

the programiservice gonls and abjectives. NCI|
makes content and expectations clear only after

leamers/participants express confusion

NCI's plans activities that support
he programiservice goals and
jobjectives most of the ime. NCI
imakes content and expectations
cloar.

[NCI plans activities that bulld on prior
learningfrogress and align with needs In »
coherent progression. NCI responds
appropeintely 1o individual needs

1.6,
Using Time Effectively

NCI inadequately plans for time
management. NCI's routines and
procedures (e g handing
materials and scheduling) are
either non existent or inefficient,
resulting in significant 1oss of
effectiveness

NCI has established routines and procedures but
Inconmistently follows them . Activities sre often

rushed of too long

ctive preparation and time on

NCI has established routines and
dures  There is evidence of
ask |8 maximized most of the time.

NCI plans routines which are well
organized and clearly communicated so
[that all participants understand them
Activities provide for smooth transitions
ond optimum use of time on task,

INSTRUCTIONAL
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PRIDE RUBRIC — NON-CLASSRROM INSTRUCTIONAL

MAIN I1l, INSTRUCTING AND ASSESSING FOR PARTICIPANT ACHIEVEMENT

The Non-Classroom Instructar (NCI) uses a varety of stralegies to engage participants in learning. The activily is vaned by utilzing technoiogy, qualty questoning, and
iscussions  The NC! creates opportuniies for learners to monitor their own performance while making adjustments in the activity in order to enhance achievement

COMPETENCY oL
Unsatisfactory 0 Developing/Needs Improvement 1 Effoctive 2 Highly Effoctive 3

n.t NC| rarely plans for the aclive NCI plans activilles that call for passive  |NCI plans activties that call for p NCI img ts plans for participants to

Iﬁnuaam engagement of all participants, NCI articipation therefore participant and active particpation. Pacing of the actively BCCeSS. process and

Participants allows personal of participant off-task ngagement is low NCI slows off-lask  |activity is appropriate for most communicate informabion in ways that

behavior. Pacing s hurmed or siow aviors Appropnate pacing of the |participants. inchcate they are on task and actively
[activity Is incon sistent engaged NCIuses technology effectively

to engage participants. Pacing of the
activity is appropt for all panticipants

".2. INCI1's pacing and level of the activity NCI ncmmzu SOME INAIGUa! needs bul |INCI recognizes group and Inamiaual NCI recognizes group and individual

Varying Content to rarely allows for individual o tly develops appropriate needs and develops appropriate activties [needs and develops appropriate activities

Moot Participant [activities or vmcs content effectvely and vanes content most of the time and varies content effectvely.

Needs Opportuntes are provided for panicipant
to select activities based on kearning
styles, needs. abities, ana/or mtarest

.3 NC|makes inadequate use of NCI questons are predominately low- NCI asks gh and low order questions NCI directs hign and low order questions

Using Quality questioning technigues NCI asks lorder and invite little response . NCI NC! provides walt time and requires lncwuully tome cpptopmlo panicipant

|Qusllo¢n and predominately low-order queshons inconsrstently permits wait time and specific response. NCI uses questions 1o infr tend and/or renf the

Discussion NCI rarely provides wall time and allows unison response. NCI and feeddack to help direct the activity activity. NCl uses questions and feedback

allows unison response. NClrarely incon sistently sttemgts Lo engage and check for understanding most of the  [to help direct the aclivity and check for
provides cpportunities for discussion.  |participants time. NCI provides opportunity for understanang

participant interaction of dscussion most

of the time

Monltoring Activity 1o
Enhance

INCI ngidly adheres to planned
activites. Rarely adapts or revises
activity bssed on needs NCI denles
responsibility for particpants who are

NCI inconsistentty plans formative
[assessments and may make adjustments
lerronecusly  NCI does not vary the
imethods of assessment. NCI has limited

[NCi plans and uses formative

assessments and makes adjustments
most of the time

NCI adjusts activitywprogram based on
ndvdual performance. NCI exchanges
feedback with participants so Ihey can
increase thew skils. NCI is persistent in

Achievement and having difficulty. nowledge of ways 1o support struggling SuUppOrting strugoing pamicipants to reach
Reach Mastery bearmersipanicipants. poal(s).

.5, NCI rarely plans and mismalches NCI inconsistently plans NC! plans & varnety of NCI plans & variety of effectve
Deoveloping mtvwnuonmrm that are partialty  |interventionshesources that are sullatée  [interventionsiesources that are suttable

Interventions and/or
Locating Resources
to Increase Student
Achievemaent and

4

indicated by the findings of stud

|uuor\mhonm 10 locate resources

parmicipant assessment results

or istently phgned with
hdentified needs NCI pmvmu hmited
ppotunities to v eboul
|participant leaming.

infor

and aligned with identified needs most of
|ihe time

and aligned with idenitfied needs,

Mest Goals

.6, NCI rarely uses technalogy as required [NCI inconsistently uses technology in the |NCI uses technology in the delvery of NCI's activity plans make use of astrict
Using Technology Yo [by job responsibilities. [delivery of ser Anstruction gs requered [secvicesfinstruction. NCl's activity plans  [provded technology resources
Support Learning job responstuities. NCI redes on make use of dstrict provided technology  |Instruction/program planning reflects

(e.9. iab teacher lechnology
oach) io get technalogy ito the hands of
he students/participants (as approprate)

resources most of the tme. NCI uses
[technology 1o acoess student dala

Tiv

sirstegies integrating
technology. NCI facilitates the use of
tochnology by participants as appropriate
NCI uses technology 1o access and
communicate student data

INSTRUCTIONAL
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PRIDE RUBRIC — NON-CLASSRROM INSTRUCTIONAL

MAIN IV. COMMUNICATING PROFESSIONAL COMMITMENT

The Non-Classroom Instructor (NCY) takes responsibility for hisfer professional
ith colleagues o enhance student performance and deveiops positive relationships with family and community

t in support of school and district inbatives/goals. The NCI warks collabaratively]

PETE INDICATORS
o ey, Unsatisfactory 0 Developing/Needs Improvement 1 Effective 2 Highly Effective 3
V.1, NCI performance may indicate NCI Inconsistently compiles with and  [NC| comphies fulty with and implements |[NCI takes a leadership role at the
Complying with and |disciplinary concem(s) [impiements Federal and State law, as |Federal and State law, as well as [depariment. school and/or district level in

and State laws, as well as
District Policies and
Procedures

'well as District policies and pr dures
relating to the education and well -

[being of all students

District policies and procedures relating
1o the education and well-beng of all

students

anning and supporting initiatives/ activities
hat implement Federal and State law, as
fwell as District policies and procedures.

v.2
Taking Responsibility for
Professional Develop 1
« IPDP written
« IPDP reviewed,
monitored and

NCI performance may indicate
dsciplinary concem(s).

NCI attends only mandated staff
developrment and does not integrate
professional leaming into practice and
program area

iprofessional learning into practi

NCI attonas mandated staff
development and integrates

NCI attonds mandated and addtional staff
[development regularty NCI integrates
ional learning Into practice and

program ares most of the time

NCI refines and assesses

and o
m area
Mectiveness of strategies In terms of

[student achievement

NCI performance may indicate
dsciplinary concem(s),

V.4,

Developing Positive
Relationships with
Families and Community

NCI performance may indicate
disciplinary concem(s).

NCI works n isclation and only
participates in colleglal activties when
required

NCI contributes to collegial i
focused on student achievement and

weil-Deing.

NCI initintes colegial interactions focused on
[student achlevernent and well-being NCi
[demonstrates leadership among team,
ischool and department staff to address
|student needs

NCI provides lithe or no infi

andior rarely responds to
family/'community, NCI handles
family/community concems
unprofessionaly

NCI s timely system(s) for
communication with families regarding
student progress and/or programs on a
regular basis. NCI appropriately
responds to family/ community

NCI collaborates with famdlies to address

udent progress and needs. NCI responses
to family concerns are handed with
Isensitivity, NCI bullds positive relationships
'with families and community focused on

concerns.

Istudent achievement and well-being

NOTE: Domain IV Is part of the TES, It may be marked as performance. Behavior deemed unsatisfactory may result in documented disciplinary action,
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

Complete this form prior to the announced PRIDE Observation If non-classroom

Instructions
instructional stafl member s conducting 2 whole group or small group lesson with students, the Category
1: Pre-Conference Form and Lesson Flan Guide may be used instead of this form.

Name Cost Center/School

Postion Date

The non-classroom instructional staff member should use this form as a guide to complete a
meeting/conference plan prior to the pre-conference.

The non-classroom instructional staff member should attach the meetingiconference plan to
this form.

The first PRIDE observation is based on this plan.

Guiding Questions

What Is the purpose of this meeting? (Determine obyectives: user Iriendly language, evident to
participants)

Haw will | know if we have met the objectives?

How is today's discussion connected with previous conferences, activities, or plans?

Haw will | provide information and support to staff, parents, and students who need further
assistance?

Meeting/Conference

1

7
8

State the purpose and objectives of the meeting/conference relating to

& Academic, or scciallemotionalibehavioral concerrs

b Ril MTSS, FBA, 504 IEP, or other plans

White the cbjective(s) in user fnendly language

Determine goals and skill set

a Whnat will skill set mastery or completion cnteria look like?

Determine formative steps andlor assessments

a What learning opportunities. instruments, contracts, progress manitoring will | use to check for
understanding or skill mastery?

How will | accommadate for all participants?

Meeting/Conference facilitation

2 Introduction

b. Rewiew of student data, previous plans, information

¢ Key questions relating to: data, plan davelopment, persons responsible, imeline, and follow up

List activities sequentially

Review student, parent, teacher/staff activities and resporsibilities

Empioyee signature is requirad and only acknowledges an opportunity to review information. It does not
necessarily indicate agreement. Signed form must be retumed to evaluator within 3 work days

Employee Name Employee Signature Date

Evaluator Name Evaluator Signature Date

RET Master, 24 FY aft septerm, GS1-5L 19 032-08-PRC
Dupl, ©SA Rev, 12-15-2013
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION

TEACHER EVALUATION SYSTEM (TES)

IDE On-Goi b ion F
NON-CLASSROOM INSTRUCTIONAL
Teacher Name Position
Evaluator Name School

Domain I Creating a Culture for Learning

1.1, Establishing High Expectations for Learning and Work

1.2. Creating an Environment of Respacl and Reppert

1.3, Organizing the Physicad Emvironment

14, Managng Frocedures n & Professional Settng

15. Managng Particpant Behavior

1.6. Modeling Oral and Written Commurication Skils

Domain Il. Planning for Success

111, Demonslrating Knomfedge of Current Trends n Program Ares and Professional Practice

RET: Master, 25FY aft sep or term, G51-SL, 15
Dupl., O5A
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i n
NON-CLASSROOM INSTRUCTIONAL

Teacher Name Position
Evaluator Name School

11 2. Aligning Program Objectives to SchoolDistrict Goals

I13. Using Data to Attend to iIndvidual Neeos

.4, Flenning Formalive and Summalive Assessments

1.5, Determining Strategles for MeaningfulCoberent Delivery of Services

I16. Using Time Effectively

Domain lll. Instructing and Assessing for Student Achievement

Il 1. Engaging Participants

Il 2 Vanying Content to Meet Particpant Needs

1112 Usng Quality Questions and Discussion

RET: Master, 25FY aft sep or term, G51-SL, 15 025-08-PDC-HMR
Dupl,, OSA Rev. 9-15-2013
Page 2of 4
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i n
NON-CLASSROOM INSTRUCTIONAL

Teacher Name Position
Evaluator Name School

Il 4 Adjusting and Monitonng Activity to Enhance Achievement and Reach Mastery

1I1.5. Develcping Interventions andlor Locating Resources to Increase Student Achlevement and Meet Goals

Il & Using Technology to Support Leaming

Domain IV. Communicating Professional Commitment

V1. Complying wilh and Imglementing af Federal and Slate Laws, as well a5 District and Schod Peolicies and Proceduras

IV.2 Taking Responshiities for Professional Development
u  IPOP written
B IPDP reviewed. monitored & evaluated by teacher and administrator

IV.3. Cellaborating wah Colleagues for Sludent Progress

IV 4 Developng Positive Relationships with Families and Community

RET: Master, 25FY aft sep or term, GS1-SL, 15 025-08-PDC-HMR
Dupl., OSA Rev. 9-15-2013
Page3of 4
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PRI i n For.
NON-CLASSROOM INSTRUCTIONAL

Teacher Name Position
Evaluator Name School

Other Comments

Teachers signalure is required and only acknoaledges an cppartunity Lo review information. ® does not necessardy indcate
agreement
Signed form must be returned Lo evalustor within 3 woek days.

Teacher Signature Date

Evaluater Signature Date

RET: Master, 25FY aft sep or term, G51-SL, 15 025-08-PDC-HMR
Dupl., OSA Rev. 9-19-2013

Page dof 4
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT AND TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

PRIDE OBSERVATION (SHORT FORM) - NON-CLASSROOM INSTRUCTIONAL

Mame Date Tirne
Cost Center/School Grade/Subject
Evaluator Mame
i PRIDE . Mot
Indicators Domain Observation Notes Observed
Communicates high expectations for self and others. I. Culture
Students, staff, parents and community are treated with I Culture
respect. -
Waorking environment supports leaming and professional I Culture
activities. C
Models oral and written communication skilks. I. Culture
Demonstrates understanding of current trends and .
. . Il. Planning
professional practices.
Assessment data is used in collaboration with colleagues
in professional leaming community meetings and is I Plannin
incorporated into the design of programs, professional ) g
practices, and goals.
Uses ime effectively. Il. Planning
Plans for active participation and modeling integration of I1. Planni
technology for engagement. : g
IUses appropriate etrategies to support all leamers lll. Instructing
= = = : & Assessing
Uses a balance of high and low order questioning to Ill. Instructing
increase rigor. & Aszsessing
Plans a varety of intenvention/resources to support student |1l Instructing
achievemsant. & Aszsessing
Adjustments are made to activity/programs based on Ill. Instructing
individual performance. & Aszsessing
Plans obiectives interventions, resources that are aligned |11, Instructing
with identified needs. & Assessing
Complies and implements federal, state laws and district |11, Instructing
policies and procedures. & Assessing

Teacher's signature is required and only ackmowledges an opportunity fo review information.

Signed form must be returned o evaluator within 3 work days.
|:| If you would like a conference, check here.

It does mot necessanly indicate agreement.

Teacher Signature Date

RET: Master, 25 FY aft sep or term, G51-5L 18
Dupl., OS54
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

PRIDE POST OBSERVATION CONFERENCE FORM
CLASSROOM AND NON —CLASSROOM INSTRUCTIONAL

ions: Use this form to guide discussions at Post-Conferences with teachers. For Category 1 teachers, refer
also to the completed Pre-Conference Observation Form and Lesson Plan Guide or Pre-Conference Observation Form
and Meeting/Conference Plan Guide.

Teacher Observer

Cost Center/School Date of Observation(s)
Information discussed

Comments by the Evaluator

Recommendations

Comments by the Instructional Staff Member (optional)

Teacher's signature is required and only acknowledges an opportunity to review information. It does not necessarily indicate
agreement. Signed form must be returned to evaluator within 3 work days.

Teacher Signature Date Evaluator Signature Date
RET: Master, 25 FY aft septerm, GS1-SL 19 025-0&-PDC
Dupl.. OSA Rev. 6-11-2014
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THE PROFESSIONAL SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

CATEGORY 1 (ONLY): PRIDE MID-YEAR EVALUATION FORM —~ CLASSROOM INSTRUCTIONAL

Send completed form to Human Resources.

School Year | schoot Mid-Year
-
Nama T
~ | B 2
E 3
Position 5 |a o o Commaents
g|E&l ¢ |6
a w2l s | »
HHEE
Evaluator EREE-IR"RE
o |12 |3
Domain I, Cmatin! a Culture for Learning Domain | Total |

I. 1. Establishing High Expectations for Studenl Leaming and Work
|, 2, Creating an Environment of Respect and Rapport

I. 3. Organizing the Physical Environment

| 4. Managing Classreom Procedures

I. 5. Mansaging Student Bahavieo

I. 6. Modeing Cral and Writen Communication Swills

Domain Il. Planning for Success Domain Il Total l
Il. 1. Demeonsirating a Deep Xnowledge of Contert

1. 2. Asgreng Instructional Obsectives to District Cumcutum and Learner
Qutcomes

Il. 3. Using Data 1o Atlend to Individual Student Needs

Il 4. Planning Fomative and Summative Assessments

Il. 5. Determining Strategies for Meaningtul/Coherent Instruction
Il. 6. Using Instructional Tame Effectively

Domain Il Instructing and Assessing for .
Student Achievement Domain Il Total

IIL. 1. Engaging Students In Leaming

IIL 2. Varying mstruction 1o Meet Student Needs

11, 3. Using Qualty Questions and Discussion

11l 4. Monitordng Student Performance

1IL 5. Adusting and Monttaring Instruction o Enhance Achievemant
and Sudent Mastery

I, 6, Panning Interventions and/or Locabng/UeRizing Resources to
Increase Student Achievemnent and Meet Goals

IIL 7. Using Tracitionad and Altemative Assessments la Increase
Achevement

1L & Using Technalogy ¢ Support Learning

S —— ——

Domalin IV, Communicating Professional Commitment Domain IV Total l

V. 1. Complying with and Implementng all Federal and State laws, as
well 83 District Polcies and Procedures

IV. 2. Taking Responsibility for Professional Development

o IPOP written
+ IPDP reviewed montored & evaluated by teacher and
administrator

IV. 3. Coliaborating with Colleagues for Sudent Progress

IV. 4. Developing Positive Relationships with Famibes and Community
TOTAL -

Teacher's signature is required and only acknowiedges an opportunity to réview information. I does not necessardy ndicale agreement. Signed form

et be returned 10 evaluator within 3 work days

Teacher Signature Date | PRIDE Rating | Total |

Evaluator Signature Date
The School Bosrd of Sarascta County, Floncts compiss with State Statutes on Veterans' Prefersnce and Feceal Statute on
non-ciszrminaion on the bess of race, color, sax_ relgion, natonal ongin, age, disabiy, marital status or sexunl ormntation
RET: Master, 50 FY aft sep or term (M2-08-FOC-HMR
Dupt , OSA Rey. 10.11.2011
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THE PROFESSIONAL SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA

DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

CATEGOR ONLY): PRIDE MID-YEAR EVALUA M~ NON-CLAS INSTRUCTIONA
Send completed form to Human Resources.
Schaol Year | school Mid-Year
Name g
IHARE
Puosition 3 g % ; fi: Comments
= |w8l = | >
3 °
Evaluator S gi g g
HERERE

Domain |, Creating a Culture for Learning

Domain | Total |

|. 1. Estatlishing High Expectations for Leaming and Work

Creatng an Environment of Respect and Rapport

Managng Procedures m the Professional Seltng

.2
|. 3. Organizing the Physical Envronment
|. 4.
|. 5. Managng Participant Behavier

I, 6. Modeling Cral and Written Communication Skifs

‘ Domain Il. Planning for Success

s
Domain |l Total |

IL 1. Demonsiratng Knoaiedge of Content Trend i Program Area and
Professionsl Practice

1L 2. Aligning Program Objectives 1o SchoolDistrict Goals

1. 3. Using Data to Attend to inddual Needs

|1 4. Planning Formatrve and Summalive Assessments

IL 5. Determining Strategies for Meaningful/Coheren! Delivery of
Senvices

I1. 6. Using Time Effectively

—
Domain lIl. Instructing and Assessing for
Student Achlievement

Domain Ill Total

IIl. 1. Engaging Parficipants

11l 2. Vaning Content to Meel Participant Needs

I, 3. Using Quality Questions and Discussien

1. 4. Adjusting and Manitaring Activity to Enhance Achievement and
Reach Mastery

111, 5. Developing Interventions and'or Locating Resources to increase
Studert Achievemen! and Mest Goals

11l 8. Ushg Techw to Support Learning

Domain IV. Communicating Professional Commitment

Domain IV Total |

IV. 1. Complying with and implementing all Federal and State lsws, as
well a5 District Policies and Procedures

IV. 2, Taking Responwbiity for Professional Davelopment
o |PDP written
¢ |PDP reviewed, monilored & evalusted by teacher and
administrator

IV. 3. Cellaborating with Collesgues for Student Progress

IV, 4, Developing Positive Relationships with Families and Community

TOTAL

Teacher's signature is required and only acknosfedges an opportunity toreview infarmation, & does not necessanty indicate agreement. Signed form

must be returned 1o evaluator within 3 work days

Teacher Signature Date

Evaluator Signature Date

PRIDE Rating

Tota

The School Board of Sarasota County, Flonda compiles with State Statutes on Veterans' Preference and Federal Statule on
non-discrimination on the basis of race, color, sax, religion, national arign, ape, disabilty, marital statlus or sexual orentation

RET Master, 50 FY aft sep or term
Dupl, OSA

INSTRUCTIONAL
May 2016-Revision

042.08-POC-HMR
Rev, 10-11-2011
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

RI F
NON-CLASSROOM INSTRUCTIONAL
School Year ISchooI
=
Name
5 s
$lse| |2 Comments
FLEE|2 b1
Position W B3
E3
Evaluator 0 1 3

Domain |. Creating a Culture for Learning

Domain | Total (24 Possibie Points) |

I. 1. Estabishing High Expectatrons for Leamning and Work

L. 2 Creating an Environment of Respect and Rapport

I. 3. Organszing the Physical Environment P

I. 4. Managing Procedures in the Professicnal Setting

1. 5. Managing Participant Behavior

1. 6. Modeling Oral and Written Cornmunication
Domain Il. Planning for Success

(05

I1. 1. Demonstealing Knowledge of Curren
Professicnal Practice

W1, 2. Migning Pregram Cojectives to, choot/District G

II. 4. Pianning Fomative ang mative Assessments

aninghul/Coherent Dellvery of

8 and

(2)

(2)

1.5)

2)

| ssibie Points) |

maj tal (34.77 Possible
Points)

I, 5. Developing Interventions andior Locating Re
Student Achievernent and Meet Goals

1. 6. Using Technology 1o Support Learning

Domain IV. Communicating Professional Commit

WV, 1, Complyng with and Implementing all Federal and State
a4 Dislrict Policies and Procedures

IV. 2. Taking Responsibility for Professional Deveiopment

IV. 3. Colaborating with Colleagues for Student Progress

Domain IV Total (6.75 Possible Points) |

IV, 4, Developing Positve Refationships w/ Families & C

Teacher signature is required and only acknowledges an opportunity o review information It does not necessarily indicate agreement

Evaluator Signature Date
Teacher Signature Date
Submission Evaluator Signature Date
RET. Master, 25 FY 8l sep of term, GS1-SL 19 030-08-PODC-HMR
Rev. $18-2013

Dupt . OSA
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
TEACHER EVALUATION SYSTEM (TES)

Title Cost Center/School

Check-off

Required Products PRIDE Domains & FEAP

Attend Code of Ethics Traning and New Employee O JOomain IV, FEAPS

.

Complete Online DOE Child Abuse and Neglec [foning Course

/

J0omain IV, FEAPS

Witten behavioral expectatons, consequenc d rewards {Comain |, FEAP-2

Explanation of grading procedure in i, FEAP-4

|, FEAP-4

IV, FEAP.S

mil&wv

Il FEAP.1, 243
of individual students MEW, FEARS
Documentation of partcipation in Profest IV, FEAP-S
Evidence of using instructional technology in Ind leaming W, FEAP.28 4
All SCIP Requirements Completed
Teacher Name Teacher Signature Date
Evaluator Name Evaluator Signature Date
Professional Rubrics Investing and Developing Educator Excellence (PRIDE)
Florida Educator Accomplished Practices (FEAPs)
RET: Master, 25 FY aft sepherm, GS1-8L 19 040-08-PDC
Dupl . OSA Rev §11.2014
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May 2016-Revision

108



THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION

TEACHER EVALUATION SYSTEM (TES)

A 1 (ONLY): DOCUM C T Ri FORM
Name Title Cost Center/Schoot
Check-off Required Products PRIDE Domains & FEAP
Attended Code of Ethics training and New Employee Onentation Domain IV - FEAP 6
Example of behavior expectations (group guidelines, class rules) Domam | - FEAP 2
Example of calendar andlor system of caseload documentation Domain |1 - FEAP 2
Inservice record or documentation of participation in professional development Domain IV -FEARPS5&6
Documentation of partcipation in professional crganizations, andlor local, state, b X
national committees W |V:-FEAR.G
Summary of consultation with appropriate staff members regarding specal 3 =
needs of individual students Ocmain NI &IV =FEARS
Summary of parentiguardian or adult student contact when problems were -
identified n the classroom (service referrals. parent conference forms, ete ) Domein IV.—FEAP S
Examples of up-to-date records/iogs of parent/guardian or adult student
ocontact Domain IV -FEAP S
Record of participation in collaborative planning team/factivity Domain IV -« FEAP B
Documentation of weitten communication skills Domain | - FEAP 2
Documentation of a planned meeting or lesson using the PRIDE Pre- - _ 1
Carference Form and Meeting/Conference Plan Guide 8 =FENT 2SR
Documentation of communication with parentsi/guardian or adult student D . =
regarding recommended services (support, evaluations, community based, etc.) n &IV =FEAPS
Example of an assessment instrument developed for use in evaluating student 4
progress {pre and post test, FBA pian, IEP) Doman I, [l = FEAP 4
All SCIP Requirements Completed
Emgployee Name Emgloyee Signature Date
Evaluator Name Evaluator Signature Date
Professional Rubrics Investing and Developing Educator Excellence (PRIDE)
Florida Educator Accomplished Practices (FEAPs)
RET. Master. 25 FY aft septerm, GS1-SL 1% 042.08-PDC
Dupl.. OSA Rev. 12-13-2013
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION
PROFESSIONAL RUBRICS INVESTING & DEVELOPING EDUCATOR EXCELLENCE
PERFORMANCE EVALUATION SYSTEM

ALL TEACHERS: PRIDE INDIVIDUAL PROFESSIONAL DEVELOPMENT PLAN
CLASSROOM AND NON-CLASSROOM INSTRUCTIONAL,

Name Cost Center/School School Year

Specify School or Area Improvement Goal

Professional Growth Objective Must nclude clearty defined professional development otyectives

Student OQutcomes Must include specific and measurable improvements in student perfarmance expecied to resull fom the
professional development activitylies)

Professional Development Activity{les) May inciude workshops. study groups, sclion research, coaching, reading resources, classroom
visits, seif-study, actiMties related 1o the Sarascta County curmiculum, subject content or teaching methods, technology, assessment and data analysis.
dassroom management, school safety oc alher

Evaluation of Professional Development Plan Describe the student performance dats to be used to demonstrate objective
accomplishment. Must measure the extent to which each professional development activity accompished student performance gains expected to
resull from the lraining activitylies).

Use of Parent Input to Assess Attainment of Objective Describe how parent mput will be used to ot nt of cbjecth

Assistance and/or Resources Required
Collaborating Personnel
Administrator's Final Review Comments

Teacher's signature is required and only acknowladges an oppornunity 1o review infomation. Rt doas not necessarty hdicale agreement. Signed form
Mt be returned to evalustor within 3 work days

INITIAL REVIEW MEETING FINAL REVIEW MEETING
Teacher Signature Date Teacher Signature Cate
Evaluator Signature Date Evaluator Signature Date

The School Board of Sarasota County, Flonda complies with State Statutes on Veterans' Preference and Federad Statute on
non-discrimination on the basis of race, color, sex, rebgion, national arign, age disabilty, merilal stalus or sexual onentalion
RET. Master. 50 FY aft sep orterm Q39.08-PDC-HMR
Dupt., OSA Rev. 10-11-2011
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THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA
PROFESSIONAL DEVELOPMENT & TEACHER EVALUATION

COLLABORATIVE PLANNING TEAM

ACTION PLAN TO ENHANCE STUDENT LEARNING

Team

| Date

Team

Members

Present

Facilitator

Focus of Collaborative Planning {check areas that apply)

Data Analysis/Progress Monitoring
L] Analyze State/District Student Data
F5A LEOCs iReady Other

[] Analyze common assessment data

[ Analyze student class work

[] Analyze student completed assignments/projects
[ Other

Assessment
[] Develop common formative pre-assessment

[[] Create common formative post-assessment
] Create common summative assessment
[ Cther

Curriculum and Instruction
[] Review Flonda Standards/NGSSS andfor IFGs

(] Design cumiculum scope and seguence
[ Design lesson planjunit

[ Review/revise lessons based on assessment data
[ Other

Instructional Strategies
[C] Plan instructional strategies

[ Sharefleam effective instructional strategies
[ Sharefleam proven classroom mgt strategies
1 Plan for technology integration

[] Other

Interventions
[ Plan academic intervention for groups of students

[ Plan behavioral or attendance intervention for
groups of students

Additional Comments

Person
Next Ste . Due Date
ps Responsible
Distribution Crriginal - Collaborative Flanning Team Motebook Copy - Principal
RET: Master, 25 FY aft sep or term, G5 1-5L 19 41-05-POC
Dupl., 054 Rev. 6-2-2018
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APPENDIX E - GRIEVANCE REFERRAL FORM

Name of Grievant: Date of Grievance:

Article(s): Section(s):

And other applicable Statutes, DOE Rule and/or School Board Rules

Work Site: To Whom Submitted:

Description of Grievance:

Corrective Action Requested By Grievant:

Date Filed: Hearing Date: Response Date:
Informal Informal Informal
Step | Step | Step |
Step 1l Step 11 Step Il
Step I Step I Step I
Step IV Step IV Step IV
Resolution Administration Grievant
Sustained/Denied Accepted/Rejected
Informal
Step |
Step Il
Step 111
Step IV
Step |
Signature of Administrator Date
Signature of Grievant Date
Step Il
Signature of Administrator Date
Signature of Grievant Date
Step 111
Signature of Administrator Date
Signature of Grievant Date
Step IV
Signature of Administrator Date
Signature of Grievant Date
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APPENDIX F - SUMMER SCHOOL

A

Coordination with Main Collective Bargaining Agreement

This summer school Agreement is adopted by the SC/TA and the Board as an amendment of the main collective
bargaining Agreement. If there is any conflict or inconsistency between the terms and conditions of the main
Agreement and those of this summer school Agreement (pertaining to summer school) the terms and conditions
of this summer school Agreement shall prevail. Certain provisions of the main Agreement have no relevance to
summer school because of operational differences. Such portions of the main Agreement shall not apply to sum-
mer school.

Summer School Benefits

Sick leave will be earned, and may be used or accumulated, in the same manner and degree as during the regular
school year. Other fringe benefits provided during the regular school year will also be provided during summer
school, except that there shall be no duplication or overlap of benefits.

All benefits will be prorated according to the number of days of summer school. Summer school teachers, who
work at least half the summer school term, will receive benefits at one-half the rate or amount received by full
time summer school teachers.

Selection of Summer School Teachers

All currently employed Instructional staff are eligible for summer school employment unless they qualify or are
enrolled in an IAP or PIP. Teachers selected for summer school should be certified in the subject area to be
taught. Except as otherwise agreed, when two or more teachers are eligible for a summer school position, the
teacher with the greatest seniority shall be selected, provided the teacher has taught in the subject area sometime
within the previous five years. Otherwise, the teacher selected shall be the teacher with the greater length of
service in Sarasota County. If no certified candidate applies for a position, such position may be filled at the
Superintendent’s discretion. Band directors, coaches, media specialists, counselors, and other positions as agreed
to by the parties to have a special need to teach at the school to which they are normally assigned, may be hired
without regard to any limitation stated in this Agreement. The school Principal and the Director of Summer
School may designate other positions which may be filled without regard to seniority. Any building Principal
who selects outside the scope of this condition must substantiate such reason(s) in writing, consult with the
SC/TA and provide a copy to the teacher(s) affected.

Placement

After teachers are hired for summer school on a seniority basis as described in Section C above, they will be
assigned to the summer school work site in which they worked in the preceding school year or should their
normal school year school not offer a summer school program, the school to which the majority of the students
from their regular school year school are assigned. If a sufficient number of positions are not available at that
school, the teacher with the greater seniority will be selected. Once placed at a particular school, the expressed
grade level and/or subject preference of the teacher will be honored to the greatest extent possible. This provision
will only apply at the time of his/her initial job offer. Once a teacher accepts a position, there will be no transfers
unless mutually agreed upon by both parties.

Salary
The summer school salary schedule daily rate will be equivalent to the teacher salary schedule daily rate of the

immediate past year. Teachers will be paid their regular hourly rate for mandatory training associated with sum-
mer school.
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F.  Work Day

The parties agree that the implementation of the regular daily rate during summer school will not be construed
to be a precedent with respect to what constitutes the work day in terms of hours during the regular school year.
The parties agree that the length of the non-Instructional summer school day can be increased by management if
so desired, not to exceed the length of the regular school year day.

APPENDIX G - STUDENT DISCIPLINE REFERRAL FORM

THE SCHOOL BOARD OF SARASOTA COUNTY, FLORIDA

WATHUCTIONS, Persan subimitting the retarral snoudd fiil out as much informaton as possbie on top e af farm, Student Discipling Referral
Vi1 put onn (wlerial por studont. ataching (elerraly 1ogeinee befors subm iibmg ta sdimimise stor.
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APPENDIX H - EMPLOYEES OF CHARTER SCHOOQOLS

A. Employment Status

1. Conversion of existing school, Instructional Bargaining Unit:

Board employees who choose to remain in an existing school that becomes a charter school that has elected
within its charter to continue as part of the existing Instructional Bargaining Unit will be bound by all the
terms and conditions of the Instructional Bargaining Unit Agreement (including the accrual of seniority)
consistent with other members of the Instructional Bargaining Unit.

2. Conversion of existing school or new charter school, different or no bargaining unit:

Board employees who elect to work in a charter school with a different or no bargaining unit will be consid-
ered to be on an unpaid charter school leave with the Board. New employees hired by a charter school (other
than those hired in converted Board schools who elect to remain within the Instructional Bargaining Unit)
will not be considered to be members of the Instructional Bargaining Unit of the School Board of Sarasota
County and will have no transfer or seniority rights for bargaining unit positions.

Initial Staffing

Any existing employee at that worksite who chooses not to participate in the newly converted chartered school
will be afforded the opportunity to surplus him/herself and will be placed in a manner consistent with those pro-
cedures outlined elsewhere in this Agreement.

Seniority Rights

While on an approved charter school leave of absence the teacher’s seniority time with the Board will be frozen,
and he/she will not accrue any additional seniority while on such leave.

Rights of Return to Board Position

Teachers on an approved charter school leave wishing to return to employment with the Board will be placed into
vacant positions in a manner consistent with those procedures specified elsewhere in this Agreement for a teacher
returning to duty from an approved leave of absence. A teacher hired by a charter school who is not on an approved
charter school leave of absence from the Board may apply for a vacant position with the Board and will be treated
in a manner consistent with other non-Board applicants.

Benefits

Teachers on a charter school leave of absence will be able to purchase their benefits pursuant to current COBRA
and Instructional Bargaining Unit Agreement guidelines.

Salary Experience Credit

Teachers will not accrue experience credit with the Board for those years for which they serve on an approved
charter school leave of absence. New teachers employed by the charter schools who are subsequently employed
by the Board will be placed on the salary schedule in a manner consistent with those rules specified in Appendix
Al (a) of the Instructional Bargaining Unit Agreement.

Transfers/Surplussing

The existing transfer and surplussing procedures outlined elsewhere in this Agreement will not apply to charter
schools (other than converted Board schools which elect to remain within the Instructional Bargaining Unit).
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Specifically, Board employees may not transfer or be surplussed into charter schools. Existing Board employees
may request to be hired by the charter school and such hiring will be governed by whatever rules have been
promulgated by that charter school and approved by the Board.

APPENDIX | —401A QUALIFIED RETIREMENT PLAN FOR ACCUMULATED SICK LEAVE PAY AND
ANNUAL LEAVE/VACATION PAY

The BENCOR NATIONAL GOVERNMENT EMPLOYEES RETIREMENT PLAN™ (BENCOR SPECIAL PAY
PLAN™) is offered by BENCOR, Inc. to help governmental units and their employees save up to 7.65% of Social
Security/Medicare taxes and to defer income taxes on eligible Plan contributions. Provided below is an explanation
of how the Plan works:

A. Eligibility:

1. Employees who are retiring or going into DROP and have at least $2500 of accumulated sick-leave pay or
annual leave/vacation pay will participate in this Plan.

2. Accumulated sick-leave pay or annual leave/vacation pay will be placed into the BENCOR NATIONAL
PLAN subject to contribution limits and Board Policy.

B. Contribution Limits:

1. The maximum 401 (a) Plan contribution cannot exceed 100% of the Plan Year Salary or IRS maximum dollar
limitations; whichever is less. (Plan year July 1 —June 30). The maximum 403(b) Plan contribution cannot
exceed 100% of the calendar year salary or IRS maximum dollar limitations; whichever is less (calendar year
is a 12 month look-back).

2. The maximum Plan contribution limit is calculated each year based on IRS limitations.

3. Thereisadollar-for-dollar offset against the 401(a) IRS maximum dollar contribution limit for money placed
into your 401(k) plan or into the State Investment Plan.

4. Thereis adollar-for-dollar offset against the 403(b) IRS maximum dollar contribution limit for money placed
into your 403(b) plan. Please consult your TSA advisor or your tax advisor regarding your 403(b) Plan
contribution limits.

C. Investments:

1. Initially, Special Pay Plan contributions are automatically invested in the TFLIC Guaranteed Pool Fund (i.e.
guaranteed/fixed). Subsequently, the participant can self-direct among investment choices.

D. Investment Expenses:

1. There is no asset-management fee charged against the Potentia General Account (i.e. guaranteed/fixed). An
asset-management fee is deducted from variable accounts only. The fee is charged quarterly and will be
indicated on the quarterly statements sent to all Plan participants.

E. Distributions:

1. Distributions may be taken at termination of employment or because of total disability or death.
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The participant may choose to leave money in the Plan, self-directing future investments and taking distri-
butions as desired in a tax-deferred manner. Distributions may be taken in a lump sum or as periodic pay-
ments taken monthly, quarterly, semi-annually or annually. (Remember, it may be advantageous under Fed-
eral tax laws to delay taking distributions until a later tax year when the individual’s tax rate may be lower.)

A participant (or surviving spouse) can do a “rollover” into an IRA or into another qualifying plan.

To receive a distribution, the participant must initiate the process by requesting a distribution packet from
BENCOR Administrative Services at 1-888-258-3422.

Distributions will be processed in a timely manner with minimum waiting.
There is no 10% IRS penalty if the employee is at least age 55 in the year of separation from employment.

Employees who have retired and fall within a certain age category (those who were less than age 55 in the
year of separation from employment) and elect to withdraw these funds are subject to a 10% early-withdrawal
penalty by the IRS. The employer will “make whole” those employees who fall within this category, if they
request all of their funds from the Plan Administrator within 30 days of separation from employment. This
would normally require a make-up of 2.35% (10% penalty less 7.65% previous savings on social security
taxes). However, individuals who have met their FICA salary limit before retiring would receive an 8.55%
(10% penalty — 1.45% savings) reimbursement for amounts over the limit.

Please consult your tax advisor for information regarding the taxability of Plan distributions.

Loans — for loan provisions, contact the BENCOR Administrative Services at 1-888-258-3422.

F. DROP Participants’ Terminal Sick Leave Pay/Annual Leave will be processed as follows:

1.

Annual Leave — Employees participating in DROP receive their annual leave as a lump sum payment at the
time of enrollment in DROP. Annual leave will be paid into the “BENCOR NATIONAL PLAN” subject to
contribution limits. Any annual leave in excess of Plan contribution limits will be paid to the participant
subject to Federal tax and related payroll taxes (Social Security and Medicare). The participant does not have
access to this money until the end of DROP — other than through loan provisions. This dollar amount will
be included in the employee’s compensation for retirement benefit calculation purposes (FRS).

Terminal Sick Leave Pay — Employees will transfer 100% of their accrued sick leave into their Bencor Special
Pay Plan account either 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 all applicable taxes. For any employees extending DROP election, 100% of their sick leave will
be paid out at the end of 5 years and 100% at the end of each extension.

Employees terminating prior to the fifth year of DROP will have 100% of their remaining eligible sick leave
balance paid into the Plan, subject to contribution limits. Any excess amount will be paid to the participant,
subject to all applicable taxes. This method of payment allows employees to take maximum advantage of
Federal tax law.
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