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ARTICLE ONE 
PREAMBLE 

 
 

A. This Agreement is entered into by and between the School Board of 
Broward County (hereinafter referred to as the Board) and the Broward 
Teachers Union (hereinafter referred to as the BTU) as the exclusive 

bargaining agent for members in the teacher's bargaining unit. 
 

B. This Agreement seeks to establish the processes whereby the goals of all 
bargaining unit members and the goals of the Board can be coordinated 
and whereby conflicts can be resolved fairly and expeditiously. 

 
C. The Board and the BTU through this agreement seek to promote a 

professional working environment for all employees.  Every attempt will 
be made to ensure that our teachers are the finest in the nation. 
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ARTICLE TWO 
RECOGNITION 

 
 

The School Board of Broward County, Florida hereinafter called the "Board" 
recognizes the Broward Teachers Union, hereinafter called the "BTU" as the 
exclusive bargaining agent for the bargaining unit of employees as certified by 

the Public Employees Relations Commission in Case Number 612, to wit: 
 

INCLUSIONS: The following certificated or instructional employees of the 
School Board of Broward County, Florida:  CLASSROOM 
TEACHERS, (including Full-Time Adult General and Adult 

Vocational Education Teachers), Librarians, Media 
Specialists (in school libraries), ITV Studio Teachers, 

Occupational Specialists, Guidance Counselors, Visiting 
Teachers (Welfare and Attendance Teachers), 
Psychometrists, Resource Teachers, Teachers of Exceptional 

Children, Department Chairperson, Grade Level 
Chairpersons, Guidance Directors, Psychologists, Primary 

Specialists, and Head Start Teachers. 
 
EXCLUSIONS: All Upper Level Central Administrative Personnel, including:  

Superintendent, all Assistant and Area Superintendents; 
Middle Level Area and Central Administrative Personnel 

including:  Directors, Consultants, Coordinators, 
Supervisors, Managers, Assistants, Department Heads, 
Principals, Assistant Principals, Deans, Curriculum 

Planners, Curriculum Specialists, Administrative Assistants, 
Substitute Teachers, and all other employees who are either 

hourly-paid, noncertified, or noninstructional who are not 
included above." 
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ARTICLE THREE 
DEFINITIONS 

 
 

The following terms and corresponding definitions shall be used throughout 
this contract: 
 

A. Superintendent:  The Superintendent or the Superintendent's 
designated representatives. 

 
B. Immediate Supervisor:   The person in an administrative or supervisory 

position directly responsible for the supervision and direction of an 

employee and to whom the employee is directly responsible.  An 
immediate supervisor shall be a person who is not a member of the 

bargaining unit represented by BTU. 
 
C. District:  The School Board of Broward County, Florida, and/or its duly 

authorized representatives or agents. 
 

D. Employee:  Any employee in the bargaining unit as defined and certified 
by the Public Employees Relations Commission (PERC). The terms 
teacher, bargaining-unit member, and employee as used in this 

agreement shall have the same meaning. 
 

E. Seniority:   The longest uninterrupted service in a position in the 
bargaining unit represented by BTU. 

 

1. Service shall not be deemed to be interrupted by any leave 
approved and granted pursuant to this Agreement.  An annual 

contract teacher who receives a satisfactory evaluation who is non-
renewed and subsequently rehired for the following school year, 
shall not have a break in service if he/she works one (1) day more 

than half of the following school year. 
 

2. An employee who leaves the bargaining unit for one (1) year or less 
for any position in the district shall return to the bargaining unit 
with uninterrupted seniority.  An employee who leaves the 

bargaining unit in excess of one (1) year for any position in the 
district or who has been laid off retains earned seniority and upon 

return to the bargaining unit, shall resume the accumulation of 
bargaining unit seniority. 

 

3. Seniority being equal between or among two (2) or more employees, 
the tiebreakers listed below shall be applied in the following order: 
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(a) Longest total service in a bargaining unit position in the 
district as defined in Article Two, Section A. 

 
(b) Longest uninterrupted total service in any permanent 

certificated or instructional position in the unit. 
 

(c) Earliest date reflected by the recommended administrator's 

signature on the recommendation for employment.   
 

(d) Earliest date of application for employment in a certificated 
or instructional position in the district. 

 

F. Contract:  The term "continuing contract" may be used interchangeably 
with the term "professional service contract" throughout this Agreement.  

This definition shall not be interpreted to cause an employee to lose any 
rights under applicable laws pertaining to continuing contracts or 
professional service contracts. 

 
G. Bargaining Agent:   This shall mean the BTU. 

 
H. BTU:  This shall mean the Broward Teachers Union and/or its duly 

authorized representatives. 

 
I. Memorandum of Understanding (MOU):  When situations arise to 

attend or modify contract language concerning terms and conditions of 
employment, the BTU has a right to enter into any Memorandum of 
Understanding (MOU). 
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ARTICLE FOUR 
PROFESSIONAL QUALIFICATIONS AND ASSIGNMENTS 

 
 
A. Employees:  No new employee shall be employed who is not fully or 

provisionally certified in the grade level and/or subject area to which assigned, 
except when employees with such certification are unavailable or in 
emergencies.  Employees in the district assigned to a grade level and/or subject 
area outside the scope of their teaching certificates shall constitute the source 
of availability. 

  
 Vocational Education:  To be qualified to teach vocational education, the 

verified work experience required for state certification must be in the area of 
specific subject to be taught.  Vocational employees who qualify on the basis of 
non-academic preparation must have the six (6) years' verified work experience 
or equivalent as specified for certification in the specific occupational subject 
area of the teaching assignment. 

 
B. Teaching Assignments:  No employee shall be assigned to teach in a grade 

level and/or subject area not within the scope of his/her teaching certificate, 
except where a position within his/her certification is unavailable or when 
mutually agreed to by the affected employee and principal, or when determined 
necessary by the principal.  Employees assigned to positions outside the scope 
of their certificates shall be assigned as soon as possible to positions for which 
they hold certification. 

 
C. Tentative Assignments:  Employees shall be tentatively assigned to the same 

subject area and/or grade level for the forthcoming semester that they held 
during the previous semester, unless notified two weeks in advance for the 
second semester, or two weeks prior to the conclusion of an employee’s work 
calendar of the school year for the first semester that the assignment has 
changed.  Employees shall be notified in writing as soon as any change is made 
in such tentative assignment.  The Board agrees to provide the BTU one copy of 
the "out-of-field" report annually as required by F.S. 1012.42. 

 
D. Involuntary Assignments:  An employee involuntarily assigned for one year or 

less to a position outside the scope of the employee's certification shall not be 
required to obtain additional training related to the assigned position nor shall 
evaluation reflect the absence of such training. 

 
E. Professional Service Contracts:  Teachers hired with valid continuing or 

professional service contract in the State of Florida will automatically have 
reinstatement of said status upon the successful completion of one year of 
employment with the SBBC.  After such a teacher has successfully completed 
ninety-seven days of employment with the SBBC, the principal may petition 
Non-Instructional Staffing to have said status reinstated immediately. 

 



5-1 

ARTICLE FIVE 
CONDITIONS OF EMPLOYMENT 

 
 

A. Teacher’s Primary Responsibility:  The Board and the BTU 
acknowledge that a teacher's primary responsibility is to teach and that 
all energies should be utilized to this end.  Therefore, the Board agrees 

that every effort shall be made to relieve employees of all non-
professional supervisory and clerical responsibilities such as, but not 

limited to, playground and other school ground supervision (excluding 
recess supervision for elementary level students), lunchroom supervision, 
hallway and restroom supervision, study hall and detention supervision, 

bus loading and unloading supervision, money collection or transmittal, 
and various and similar non-professional responsibilities.  Such duties 

shall be assigned to non-bargaining unit employees.  Recess in 
elementary schools shall not be used to replace regularly scheduled 
physical education programs. 

 
B. Materials/Storage:  The Board shall provide each employee with 

materials required in the daily teaching responsibility, chalkboard space 
and a copy of the teacher's edition for all texts used.  Lockable storage 
space shall be provided within budgetary limitations; however, the 

administration will pursue the use of lockable classroom space, teacher 
preparation/planning areas, and suitable alternatives. 

 
C. Teaching Stations:  The Board further agrees to provide adequate 

teaching stations for all special service and special subject teachers, 

including, but not limited to, speech therapists, art teachers, music 
teachers, homebound teachers, reading teachers and counselors.  Private 

office space will be provided psychologists and visiting teachers within 
the limits of available space.  Adequate dictating machines shall be 
available for psychologists. 

 
D. Duty-Free Lunch:  All employees shall be entitled to a duty-free, 

uninterrupted lunch period of at least thirty (30) consecutive minutes.  
Employees shall not be required to deliver or pick up their students 
during this time. 

 
E. Length of Workday:  The employees' workday shall be seven and one-

half (7 1/2) consecutive hours, including the lunch period.  Those 
teachers who teach 360 minutes shall have a workday of no longer than 
eight and one-half (8 1/2) hours.  If a four (4) day work week is 

implemented during the summer months, this schedule may be 
compressed into that period.  Said compression shall not result in the 

reduction of salary or benefits. 
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F. Employee Facilities:  The district shall designate adequate facilities for 

employees' lounges, restrooms, preparation/planning in each current 
and new permanent school.  To the extent possible, any such facilities 

that are reduced to accommodate class size reduction efforts shall be 
restored as a priority facility expansion when class size limits have been 
achieved.  To the extent possible, such facilities shall be secluded from 

students. 
 

G. Telephones:  Adequate private telephone facilities for the purpose of 
conducting school business shall be made available in each school for 
employee use.  Employees may use school phones for personal, local 

calls, provided that there are no charges to the school associated with 
said phone calls.  Long distance calls shall not be charged to school 

phones.  A telephone extension shall be provided in the base office of 
each employee whose assignment requires the frequent use of the 
telephone, including but not limited to counselors and psychologists. 

 
H. Off-street Parking facilities shall be provided for employee use at each 

school. 
 
I. Conference Areas:  Private areas for teacher-parent and/or student 

conference shall be provided in each school by the appropriate 
administrator. 

 
 Conferences with parents are an effective tool to keep parents informed 

of their child’s academic progress and an integral component for 

monitoring student conduct and performance.  Teachers may contact 
parents in person or by phone for such purpose.  Teachers may 

unilaterally conclude such conferences where the parent chooses to use 
such a time to criticize or attack the teacher rather than discuss the 
student’s progress.  Under such circumstances, the teacher shall notify 

their administrator by the end of the subsequent work day.  Such 
notification can be done via e-mail.  Upon employee request, an 

administrator shall be in attendance at parent conferences when there is 
a reasonable expectation of inappropriate behavior toward the teacher by 
the parent.  When possible, the administrator/designee and teacher shall 

meet prior to the conference to develop a strategy to maximize conference 
effectiveness for all parties. 

 
J. Relief Period:  Each elementary employee, including special subject 

teachers, shall have at least a ten (10) minute relief period in both the 

morning and afternoon each day in a manner to be determined by the 
employees and immediate supervisor in each school/center.  An 

employee with an assignment other than a regular classroom assignment 
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shall not be removed from that assignment to supervise the students of 
another employee for such relief periods unless such relief periods 

cannot otherwise be provided, in which case not more than one such 
assignment per day shall be given. 

 
K. Faculty Meetings:  Principals shall have the authority to schedule 

necessary faculty meetings; however, such meetings shall be as brief and 

well planned as possible.  Such meetings shall be used for purposes that 
cannot be accomplished effectively through other means.  Faculty 

meetings shall be scheduled in a manner that impacts teacher planning 
time to the least degree possible.  If more than one faculty meeting is 
held in a month, the purpose of the meeting shall be announced to the 

faculty in advance. 
 

L. Teacher Planning Days: 
 

1. Planning Days:  The school calendar shall contain ten (10) 

planning days throughout each school year.  Four (4) of these days 
shall occur at the beginning of the school year.  On all planning 

days, teachers shall have one (1) hour for lunch. 
 

2. The Superintendent shall designate one of the four preplanning 

days with the intent of not scheduling any activities except teacher 
planning.  If the need arises, the affected principal may schedule a 
staff meeting not to exceed one (1) hours in duration on this day. 

 
3. Schools have flexibility on how to utilize up to their current 

allocation of twenty-seven (27) hours per year of the total time 
available for professional development, exclusive of time allocated 
for teacher planning and preparation.  Professional development 

activities shall be scheduled on planning days and two additional 
early release days exclusive of the four (4) early release days 

specified in Section W below. 
 

4. Professional development activities shall be defined as those 

activities focused on improving student achievement and include, 
but are not limited to, collegial conversation, curriculum 

discussions, teacher training, collaborative planning, department 
meetings focusing of student achievement, analysis of data for 
student improvement, etc. 

 
5. A joint school committee comprised of an equal number of SAC 

Committee members appointed by the principal and the Faculty 
Council shall be established as the School Professional 
Development Team.  Working collaboratively, they shall conduct an 
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evaluation of the effectiveness of the current professional 
development activities.  They shall examine the utilization of the 

total time for professional development during the two (2) 
additional early release days (excluding the four (4) early release 

days devoted to grades) and the ten (10) planning days for the 
school year, exclusive of the time allocated for individual teacher 
planning and preparation. 

 
6. After gathering input from the faculty, the teams shall develop 

customized activities for the staff development time allotted to the 
early release days (as stated above) and the ten (10) planning days.  
If the team is unable to agree upon the activities for the days, the 

Superintendent and the BTU President shall appoint an equal 
number of persons to serve on an intervention team to mediate the 

situation and assist the school in developing appropriate activities.  
A final appeal may be presented to the Superintendent and BTU 
President for disposition.  A copy of the activities and time 

allotment shall be provided to the BTU and Employee Relations. 
 

7. If, after establishing the activities for the early release days and the 
planning days, the School Professional Development Team 
determines that additional professional development time is 

needed to achieve the goals of the SIP, then the school shall initiate 
a waiver vote for the additional use of up to a maximum of eight (8) 

additional hours or teacher planning time for professional 
development purposes.  This waiver vote shall follow the waiver 
vote process contained in Article 15, but shall not be considered a 

schedule change vote.  The waiver and vote results along with the 
plan for the use of such additional time shall be forwarded to the 

BTU and Employee Relations. 
 

8. The Board recognizes teachers as professionals and shall provide 

the flexibility necessary for each department/grade level to plan 
and implement such activities. 

 
M. Use of Planning Days:  Each school’s School Advisory Council (SAC), 

working with teachers appointed by the school’s Faculty Council, shall 

develop a plan on the use of planning days based upon the District 
Strategic Plan and their School Improvement Plan objectives.  For 

purposes of this project, the Faculty Council at each school shall appoint 
the following number of teachers to work with the SAC teams: 

 

1. Elementary Schools, Exceptional  
& Alternative Education Centers = 3 teachers 
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2. Middle Schools    = 4 teachers 
3. High Schools and 

Vocational Centers   = 6 teachers 
 

Prior to development of the plan, faculty teams/ departments/grade 
levels will be given an opportunity to make recommendations on the use 
of planning days.  The SAC and Faculty Council shall consider faculty 

recommendations, present the faculty with preliminary plans, and 
provide them an opportunity to react to the plans prior to their inclusion 

in the School Improvement Plan. 
 
N. Access to Buildings:  When school is not in session, employees may 

have access to the building to voluntarily perform job related duties by 
arranging such access with the principal.  Every reasonable effort will be 

made to provide access time convenient to the employee. 
 
O. Interruptions to Teaching:  Unauthorized personnel shall not be 

allowed to interrupt or otherwise disturb an employee during the 
performance of his/her professional responsibilities.  Observations of an 

employee's class by persons other than school system personnel shall be 
allowed only after consent has been granted by the principal or his/her 
designee, notification to the employee, and proper security clearance has 

been granted.  The visitation shall be scheduled no sooner than two (2) 
workdays after notification, except in extenuating circumstances as 

determined by the affected principal.  Such observations shall be no 
longer than one (1) hour in length.  Upon request, a building 
administrator shall be present in the employee’s classroom during the 

entire observation period. 
 

 District personnel visiting an employee’s class during a formal and pre-
planned visit for purposes of observing either the employee or students in 
the employee’s classroom shall do so only after the employee has been 

notified by the principal.  Each visit shall require the observer to provide 
feedback to the employee within a reasonable period of time. 

 
 

Employees should be able to perform their professional responsibilities 
free from unnecessary interruptions or disturbances.  To the extent 

possible, maintenance, custodial and construction work will be done at a 
time or in a manner which will not result in interruptions or 
disturbances of the employee's professional responsibilities. The same 

shall apply to the use of intercommunication systems. 
 

P. Vending Machines:  Profits from vending machines in employee 
workrooms, lunchrooms or lounges shall be expended for legally 
permissible purposes as determined by the employees in the school and 
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the principal at the worksite through the faculty council.  Vending 
machines dispensing lunch items are not included in this provision. 

 
If requested, teachers shall be informed of monies collected and/or 

profits that have been spent from vending machines in employee 
workrooms, lunchrooms or lounges.  The principal shall have one vote as 
does each Faculty Council member. 

 
Q. Equipment:  The Board shall provide cleaning or laundering and 

maintaining of school-owned physical education and athletic uniforms, 
uniforms for musical groups, towels, equipment, etc.  The Board further 
agrees to replace stolen, lost, irreparable damaged, or worn-out musical 

instruments, at least as included on the "basic equipment list" in effect 
during the applicable school year, to the degree the affected school's 

finances permit. 
 
R. Behavioral Objectives:  The writing of behavioral objectives may be 

required to determine the broad goals and objectives of employees for 
their students' expected success; however, the writing of behavioral 

objectives as a part of their daily lesson plans will not be required. 
 
S. Lessons Plans:  Annual contract teachers may be required to submit 

their lesson plans to the principal on a regular basis as determined by 
the principal.   

 
In recognition of the professionalism of Broward teachers, employees 
holding continuing contract or professional service contracts shall not be 

required to regularly submit lesson plans, however, any time the 
principal does request lesson plans, the teacher shall submit the plans. 

 
Any continuing contract/professional services contract teacher who is in 
the documentation phase of the Instructional Personnel Assessment 

System for reasons other than the normal five (5) year cycle may be 
required to present his/her lesson plan to the principal on a regular 

basis.  When requested by the principal, the teacher shall submit the 
plans. 

 

The primary purpose of lesson plans is to guide instruction.  The format 
for daily lesson plans should provide for ease of use by the teacher or 

substitute and should not be unreasonably complex.  Documentation of 
the incorporation of Sunshine State Standards and teaching strategies 
required by law, board policy or regulation are part of daily lesson plans. 
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Daily lesson plans will not require the verbatim duplication of 
information clearly available by reference elsewhere (does not include 

computer disks). 
 

T. Starting Time:  To the degree possible, the starting time for classes in 
elementary schools and other special schools serving elementary level 
students shall not be later than 8:15 a.m. 

 
U. Registration:  Schools shall schedule registration periods into the 

shortest time period possible to assure minimum interference in 
employee planning and preparation time. 

 

V. Early Release Time: 
 

1. The District shall provide that students at each school shall be 
dismissed two (2) hours early on six (6) days during the school 
year.  Any school may opt-out of providing early release time by a 

66 2/3 percent vote of bargaining unit members through the 
waiver methodology described in Article Fifteen, Section G, 2-4. 

 
2. Four of these days shall be scheduled the day prior to the 

employee planning day at the conclusion of each grading period.  

These early release days shall be used by employees for end of 
quarter activities including but not limited to grading of exams, 

grade preparation, or other appropriate activities as determined by 
the employee.  The District shall schedule the remaining early 
release days after consulting with the Broward Teachers Union. 

 
3. The two remaining early release days shall be used in a manner 

consistent with the procedures below.  On these two days, 
principals may use up to one (1) hour of the two (2) hours of 
release time to conduct staff meetings or activities that are directly 

related to school improvement. 
 

4. At all work locations, each department/grade level with the 
principal’s approval shall adopt an objective based on student data 
and aligned with the school improvement plan and the District 

Strategic Plan on which to focus its efforts during the school year.  
Each department/grade level shall then adopt early release day 

activities that address its established objective.  The Board 
recognizes teachers as professionals and shall provide the 
flexibility necessary for each department/grade level to plan and 

implement such activities. 
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W. New Teacher Orientation Program 
  

1. The parties agree that on an annual basis, newly hired district 
teachers shall attend a Broward Teachers Union-Broward County 

School District Orientation Program.  Therefore, they shall work 
197 days during their first year of employment and their salary 
shall be based on 196 days.  The parties will co-sponsor this event.  

Events shall not be scheduled at schools or other locations for 
newly hired employees at the time this orientation program is in 

session. 
 

2. The parties agree that two (2) orientation sessions will be 

conducted.  New teachers must attend one (1) of the two (2) days.  
Notification of required attendance at the orientation and the 

tentative date(s) of the orientation shall be presented to the new 
teacher upon being hired.  New teachers shall be notified of the 
scheduled date of the orientation as soon as it is established by the 

parties.  
 

a. All new teachers employed as of the first day of the 196 day 
teacher calendar shall attend the first orientation day which 
will be conducted prior to the beginning of said work 

calendar.  Exceptions to this requirement may be made by 
the Superintendent. 

 
b. New teachers hired after the first day of said teacher 

calendar shall attend the second orientation day which shall 

be conducted on a Saturday or weeknight shortly after the 
completion of FTE count week.  Said date will be mutually 

agreed to by the parties. 
 

3. Program Design:  The President of the Broward Teachers Union 

and the Superintendent shall each appoint two (2) persons to a 
Committee to design the program.  Program design shall allow for 

BTU and district participation in an equitable manner.  Upon 
completing its' work, the Committee shall make recommendations 
to both the President of the BTU and the Superintendent for final 

action. 
 

4. Cost:  The Board and the Broward Teachers Union agree to equally 
share the costs of this program.  The Board and the BTU shall 
each pay for their invited guests other than teachers and for any 

special equipment required for their activities. 
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X. Employee Input:  As provided by statute, within thirty (30) days after 
the start of each school year, employees shall be notified in writing of 

their right to provide input into their administrator’s annual performance 
assessments. 

 
Y. Stewards’ planning periods shall be scheduled at the end of the student 

day, where feasible. 
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ARTICLE SIX 
GENERAL EMPLOYMENT PRACTICES 

 
 

A. Physical Examinations:  All employees, upon initial employment, may 
be required to present evidence of physical ability to perform duties 
assigned and of being free from communicable diseases.  Such evidence, 

if required, shall be obtained from a licensed physician of the employee's 
choice.  The cost of such examination shall rest with the employee.  The 
Board may require a subsequent physical or psychological examination 

by a physician, or clinical psychologist or psychiatrist, respectively, 
licensed in Florida, when in its judgment such an examination is 

relevant to teaching performance or employment status. 
 

1. The affected employee's immediate supervisor shall submit a 

request for the examination to the applicable employee and/or 
department as determined by the Superintendent.  If the affected 

employee requests, he/she shall be provided a copy of the note 
written by the supervisor which indicates the apparent difficulties 
the employee is encountering. 

 
2. The employee has the right to attach a rebuttal statement and to 

have a pre-examination meeting with the Superintendent's 

designee to discuss the perceived problems.  However, the 
employee must submit this request in writing to the applicable 

employee and/or department as determined by the Superintendent 
within five (5) calendar days of written notification that an 
examination will be or has been scheduled. 

 
3. The employee may be represented by a person of their choice.  This 

meeting shall not in any way infringe on the Superintendent's right 

to require an employee to take an examination called for in this 
section. 

 
4. The appointment of the physicians and/or clinical psychologists or 

psychiatrist to the list shall be made by the local or county 

respective professional association and the Board shall pay costs 
incurred for the examination.  Under unusual circumstances as 

determined by the Superintendent, an additional examination can 
be scheduled. 

 

5. If a determination is made that no examination is necessary, the 
parties agree to petition the Department of Library & Information 
Services for permission to destroy all documents related to the 

incident. 
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B. Substitute Notification:  Any employee shall not be required to obtain a 
substitute for himself/herself or for other absent employees.  The 

employee shall have the option of recommending a sub.  The 
recommendation shall be submitted with as much advance notification 

as possible. 
 
 Where an employee has secured both a substitute and an authorized 

TDA, revocation of the TDA shall occur only as a last resort.  Should 
revocation occur, the employee shall have the option of retaking the 
specific session missed the next available time the course is offered.  The 

required TDA to attend the makeup session may not be revoked.  If the 
workshop/training is offered only once, the TDA will not be revoked. 

 
C. Substitutes:  Substitute employees shall be employed for all absent 

employees, except studio teachers, guidance counselors, psychometrists, 

guidance directors, psychologists, media specialists, and when the 
employee and principal agree that employment of a substitute would be 

inappropriate for certain exceptional children.  When it is known that an 
employee in one of the exceptions listed above will be absent for an 
extended period, a substitute shall be employed for such absent 

employee.  Substitutes may be employed during pre-school or post-
school conference periods or on teacher workdays when students are not 
in session when the principal determines that the situation warrants it.  

Substitute teachers shall be expected to perform all duties normally 
performed by the regular employees. 

 
D. Covering Classes:  Employees shall not be required to substitute for 

absent employees.  Where substitutes cannot be obtained for an absent 

employee, temporary coverage will be worked out mutually by the 
principal and the affected employee.  The principal shall establish a list 
of volunteers and shall rotate requests for coverage among those who 

volunteer.  Where said lists have not been established, teachers shall not 
be subject to disciplinary action for refusal to cover classes.  Employees 

who volunteer to increase their normal work load by covering the class of 
an absent employee when no substitute is available shall have their 
hourly rate increase by twenty-five ($25) dollars during the period spent 

covering a class (rounded to the nearest half hour).  Employees who 
volunteer to increase their normal work load by accepting a portion of the 

students assigned to an absent employee in order to cover a class when 
no substitute is available shall have their daily rate increased by twenty-
five ($25) dollars on those days when they accept a portion of the 

students assigned to an absent employee.  Classes will be proportioned 
as equally as possible.  In elementary schools where sufficient volunteers 
are available, classes shall be divided equally among at least four (4) 

employees.  When volunteers substitute by covering other classes, they 
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are responsible to provide adequate planning for their own classes for the 
following school day. 

 
E. Full-Time Employees:  Substitute teachers, teacher aides, teacher 

assistants, or paraprofessionals shall not be employed in or assigned to a 
teaching position to avoid the employment of a full-time teacher when 
such a full-time position exists as defined in Article Twenty-Five, Section 

B, or for other purposes intended to circumvent any provision of this 
Agreement. 

 

F. Summer School Employment: 
 

1. Each summer school center shall advertise all anticipated 
bargaining unit vacancies no later than sixty (60) days prior to the 
beginning date for such positions.  The notice shall state the title of 

the position; where to apply for the position; deadline for 
submitting application; certification required; beginning and 

ending date of employment; the school where the application is to 
be sent; and the person with whom applications are to be 
submitted.  Each applicant must apply for at least two (2) summer 

school locations. 
 

2. All applicants shall be informed of the status of their applications 

no later than twenty (20) days prior to the beginning date of 
employment. 

 
3. Summer School Qualifications:  Assignments to such positions 

in each summer school center shall be made according to the 

following ranked criteria: 
 

(a) Proper certification is held by the employee. 

 
(b) Employee has taught one (1) school year in the subject 

applied for within the past three (3) years. 
 

(c) Applicant is a continuing employee of the district. 

 
(d) Should the employee receive less than a satisfactory overall 

end of the year performance evaluation ranking, that 
employee shall not be eligible for summer employment. 

 

(e) The School Board shall appoint eighty (80) percent of the 
summer school teachers.  The remaining twenty (20) percent 
shall be selected based on seniority in the district.   
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(f) Section (e) above notwithstanding, assignments to summer 
school positions may be made in exceptional student 

centers, Alternative Education Centers  and of guidance 
counselors, instrumental music teachers, 

agriculture/horticulture teachers and media specialists, in 
which cases seniority within the center or classification shall 
apply. 

 
4. Steward Superseniority:  One (1) union steward from each site as 

determined by the BTU shall be given superseniority.  Assignment 

of union stewards to summer school positions shall be in addition 
to the twenty (20) percent of the positions currently reserved for 

teachers assigned by seniority.  Should summer school not be 
offered at a steward's home school, the district shall place the 
steward in a summer school job at another location.   

 
Not later than March 1st of each school year, the BTU shall provide 

the Superintendent with a list of the one (1) steward at each school 
that this section as well as Article Twenty-Five, Section D, 5 
applies to.  If the steward at a school leaves this position for any 

reason, the BTU shall immediately notify the Superintendent and 
provide a replacement name. 

 

G. Supervisory Duties:  An employee shall not be required to perform 
managerial/supervisory duties as an assistant to or a substitute for a 

principal or other supervisor.  However, elementary principals may 
designate an employee, upon mutual agreement, as teacher-in-charge to 
act in emergencies when the principal is absent. 

 
H. Supervision of Employees:  All employees such as, but not limited to, 

psychologists, visiting teachers, and speech therapists, whose 

assignments involve working in or with more than one (1) school shall be 
under the supervision and direction of and responsible to the appropriate 

district central office administrator or his/her designee. 
 
I. Job Descriptions shall be established by the Board for all bargaining 

unit positions, including supplementary pay positions.  A copy of the job 
description shall be provided to the employee upon request. 

 
 Employees assigned to bargaining unit positions where the job 

description, board policy, and/or contract requires: 

 
1. a longer calendar, 
2. additional compensation, 

3. an accompanying supplement, or  
4. additional and/or broader job responsibilities, 
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shall be reassigned out of such positions only by mutual agreement 

between the supervising administrator and the affected employee, for just 
cause, or except when such reassignment is necessary for the 

operational needs of the district. 
 
J. Equal Opportunity:  The Board and the BTU are committed to assuring 

equal educational opportunity for all students, to recognizing the rights 
and dignity of all persons, and to implementing policies which provide 
equal opportunity and assure nondiscrimination in employment for all 

minorities and women.  The Board recognizes that minorities and women 
deserve equal opportunity for employment or promotion and that it has 

an affirmative responsibility to advance these opportunities. 
 
K. Bullying/Harassment:  School Board employees should not be 

subjected to harassment, abusive language, upbraiding, insults or 
interference by a parent or other person in the performance of the 

employee's duties.  A principal or assistant principal shall not be 
considered in violation of this section when providing input during a 
performance evaluation meeting with a teacher.  Bullying/Harassment 

shall be defined as unwanted and repeated written, verbal, or physical 
behavior, including any threatening, insulting, or dehumanizing gesture, 
by an adult or student that is severe or pervasive enough to create an 

intimidating, hostile or offensive educational environment, cause 
discomfort or humiliation, or unreasonably interfere with the individual’s 

school performance or participation. 
 

School administrators should not express unnecessary complaints or 

criticisms concerning an employee in the presence of other employees, 
students, or parents.  Employee complaints under this paragraph K shall 
not be subject to the provisions of Article Thirty-Four but shall first be 

directed to the appropriate Area Superintendent.  If the employee is not 
satisfied with the disposition of the complaint, the complaint shall be 

submitted to the Deputy Superintendent, Chief of Staff.  If the employee 
is not satisfied with the Deputy Superintendent, Chief of Staff’s decision, 
the complaint may be advanced to arbitration for the final and binding 

decision. 
 

L. Back to School Night:  All bargaining unit members may be required 
annually to attend one (1) back-to-school night.  With sufficient reasons, 
an employee may be released from attendance of this activity with prior 

approval of the principal.  Such employee shall participate in a similar 
type activity within the school year as mutually agreed upon by the 
employee and the principal. 
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High schools on a 4x4 block schedule may plan a second back-to-school 
night.  Employees who volunteer to attend shall be compensation for 

three (3) hours at their hourly rate. 
 

Should the employee and principal fail to reach agreement by January 
31st, the matter shall proceed to the Area Superintendent for final 
determination.  The Area Superintendent's decision is exempt from all 

provisions of Article Thirty-Four. 
 
M. Secretarial Services and Clerical Support: Secretarial services shall be 

available to elementary Guidance Counselors, ESE Specialists and Media 
Specialists to perform routine clerical duties (i.e. typing and filing) during 

periods where workloads are high and to the extent possible as 
determined by the principal.  When media specialists are assigned 
classes to instruct, their non-instructional workload shall be modified to 

accommodate these additional instructional responsibilities. 
 

N. Trade Organization Membership:  The vocational department 
chairperson shall offer input with his/her principal on school/individual 
membership to the employees trade organization in each vocational area.  

The principal shall make the final decision and the school shall assume 
all costs for membership fees. 

 

O. Electronic Grade Books:  The electronic grade book will be used in lieu 
of the traditional paper grade book when functionally possible at the 

work location. 
 
 The Teacher of Record will input a minimum of three (3) grades by the 

Interim Period.  By the end of each quarter, the grade book will reflect a 
minimum of nine (9) grades.  Recording grades in the areas of related 
arts and advanced placement subjects will vary. 

 
 Standard operating procedures should be followed for incomplete make-

up work. 
 
P. Sign Out Sheets:  In recognition of their professionalism, employees 

shall not be required to sign out of their worksite unless leaving the 
location during work hours. 
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ARTICLE SEVEN 
HEALTH AND SAFETY 

 
 

A. Unsafe/Hazardous Conditions: 
 

1. Potentially Unsafe/Unhealthy Conditions:  There shall be 

compliance with all applicable local, state and federal laws relating 
to health and safety of personnel.  Whenever an unsafe or 

unhealthy condition exists, the employee aware of the condition, 
shall report to the principal who shall attempt to correct the 
problem.  If the principal cannot correct the problem within ten 

(10) workdays of the date he/she is made aware of said problem, 
he/she shall notify the affected Area Superintendent for the 

purpose of taking appropriate action to investigate and resolve the 
matter.  This deadline may be extended by mutual agreement 
between the affected principal and building steward.  Each site’s 

Faculty Council, or subcommittee thereof, may review 
health/safety/air quality issues and make recommendations 

addressing such issues to the site principal/administrator.  If a 
majority of the Faculty Council at a site is not satisfied with the 
administrator’s response and the response of the Area Office, they 

may request that the Contract Administration Committee review 
the matters.  The District shall provide the BTU with reports of 

unsafe or unhealthy conditions generated periodically or as a 
result of a complaint.  The school locations will provide the BTU 
with monthly reports identifying work performed to correct 

deficiencies. 
 

2. Immediately Hazardous, Dangerous, or Infectious Conditions:  
Employees are expected to use appropriate judgment in evaluating 
immediately hazardous or dangerous conditions, and notifying the 

appropriate administrator when they believe an area should not be 
occupied by students or employees.  Administrators shall 

immediately respond to the employee’s concerns regarding 
hazardous, dangerous, or infectious conditions.  In order to ensure 
the safety of employees and students, the District shall follow the 

Center for Disease Control protocols when responding to infectious 
diseases.  When receiving a complaint regarding potentially 

hazardous, dangerous, or infectious situations, the administrator 
shall notify the area office.  For the purpose of taking appropriate 
action to resolve the aforementioned types of situations, the 

administrator/designee shall contact the appropriate district 
department (i.e Risk Management, Safety or Physical Plant 

Operations, etc.) or local emergency response providers (local 
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police and fire departments).  The administrator shall inform the 
notifying employee of the recommendation received and the action 

taken. 
 

B. Safety Equipment:  The Board shall provide safety glasses, lab coats 
and/or shop aprons for all employees assigned to subject areas where 
the employee is subjected to more-than-to-be-expected grease, dirt, 

chemicals, art materials and similar agents. 
 

Affected employees may, through their department head, make input to 
their principal on the type and quality of clothing mentioned above.  The 
principal shall make the final decision on the purchase of clothing. 

 
C. School Facilities:  The Board agrees to maintain classrooms, other 

learning areas, and school facilities in a clean and working condition 
conducive to effective teaching and learning. 

 

D. Bomb Threats:  In the event of a bomb threat, the worksite shall be 
evacuated until persons with appropriate expertise deem it to be safe.  

Employees shall not return to schools or other employment centers 
which have been evacuated due to bomb threats until clearance for such 
returns has been given by proper authorities.  Employees shall not 

search for bombs. 
 

E. Examining Students:   Employees shall not be required to examine 
students physically for the presence of any contagious diseases.  
Employees are encouraged to notify the administration immediately if 

they suspect a student of having a communicable or contagious disease. 
 

F. Air Quality And Health/Safety Committee:  The Broward Teachers 
Union shall appoint two (2) people to serve on the district's Air Quality 
Committee.  These representatives may bring recommendations and 

notifications of issues involving Indoor Air Quality to the attention of the 
Facilities Task Force Committee for appropriate redress.  Each site’s 

Faculty Council, or subcommittee thereof, may review health/safety/air 
quality issues and make recommendations addressing such issues to the 
site principal/ administrator.  If a majority of the Faculty Council at a 

site is not satisfied with the principal’s/administrator’s response and the 
response of the Area Office as provided in Section A above, they may 

request that the Contract Administration Committee review the matters. 
 

The Contract Administration Committee may recommend new/modified 

contract language and/or school board policy addressing concerns 
related to health/safety issues affecting bargaining unit members. 
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G. Health/Safety Component:  Each school's School Advisory Council 
(SAC) shall develop a health and safety component to be included in its 

School Improvement Plan. 
 

H. Labor/Management Meeting:  Any other concerns, not specifically 
covered herein regarding health and/or safety factors shall be addressed 
through the county-level Contract Administration Committee meetings, 

Article Thirty, Section H. 
 

I. Medical Procedures:  The district shall comply with all provisions of F.S. 
1006.062, Medical Procedures.  Except in case of emergency, bargaining 
unit members shall not be assigned responsibility for administering 

medical procedures or dispensing medication to students. 
 

J. Tools for Schools Program:  The district shall implement the Tools for 
Schools Program and comply with all components of the program in at 
least 20 additional schools each year starting with the 2005-2006 school 

year until all schools have implemented and comply with said 
components of the program.  Both parties agree to educate employees, 

BTU stewards and school administrators on the methodologies and need 
to fully participate in completing surveys in order for the program to 
succeed.  BTU will release a steward at each of the selected schools to 

participate in training. 
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ARTICLE EIGHT 
CURRICULUM AND INSTRUCTION 

 
 

A. Reference Materials:  The Board agrees to continue to make available to 
employees the reference materials maintained by the district.  Principals 
are encouraged to provide additional reference materials of high use in 

schools where feasible. 
 

B. Materials:  The Board agrees to provide the following materials to the 
degree finances permit: educational computer software, appropriate 
texts, library reference facilities, maps, globes, laboratory equipment, 

current periodicals, standard tests and questionnaires.  Adequate and 
appropriate testing materials, including one (1) complete test kit and an 

adequate supply of test forms for each test recommended by the current 
district procedures for identifying exceptional students, shall be provided 
for each psychologist.  The administration and employees shall seek and 

use the textbooks and supplementary materials which reflect the role 
and the contribution of minority groups to the history and the scientific 

and social development of the United States and which do not reflect 
stereotyping of sex roles or otherwise reflect adversely upon persons 
because of their sex. 

 
Special subject teachers, who are asked to work with students before or 

after school, shall be provided with reasonable funds when requested by 
the teacher and approved by the administration for such programs.  
Except in case of emergency, expenditures in excess of the amounts 

approved by the principal shall not be reimbursed.  An emergency shall 
be determined by the principal and such determination shall be made in 

a reasonable manner. 
 
C. Typing/Copying Equipment:  The Board agrees to make available and 

accessible in each school: typing equipment, copying facilities, and 
computer equipment with internet access to aid employees in the 

preparation of instructional materials.  Unreasonable restrictions shall 
not be placed on employees’ use of equipment. 

 

D. Media Center:  The district will make every effort to continue to provide 
a media center staffed by a media specialist in each school to supplement 

and complement the required curriculum. 
 
E. Submission Of Grades:  Employees in middle and high schools shall not 

be required to submit grades prior to the last day of any grading period.  
Elementary employees shall not be required to submit such reports prior 

to the next to last day of any grading period.  Vocational center 
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employees shall submit student grades within three (3) working days 
prior to the end of any grading period.  No employees shall collect 

postage or money for postage nor to otherwise prepare student report 
cards for mailing to students. 

 
F. Psychologists Information:  Psychologists shall have the right to refuse 

data or requests, which they consider to be invalid to the diagnostic 

process based on district and State requirements. 
 

G. Changing Grades:  The employee shall maintain the right and 
responsibility to determine grades and other evaluations of students 
within the policies of the district and affected State Statutes.  Any 

request to change a grade shall be made in writing to the employee and 
shall result in a conference with the employee, the principal, the Area 

Superintendent and a BTU representative. 
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ARTICLE NINE 
DEPARTMENT CHAIRPERSONS, CURRICULUM COUNCILS 

AND PROFESSIONAL DEVELOPMENT COUNCIL 
 

A. Selection of Department Chairpersons, Grade Level Chairpersons, 
and Team Leaders 

 

 1. Selection Process:   The bargaining unit members in each school 
and center shall meet not later than May 1st of each school year to 

recommend the name of a qualified unit member who wish to serve 
as department/grade chairperson or team leader.  Bargaining unit 
members may recommend the name of a non-qualified unit 

member if the members of the team/department/grade level who 
meet all supplementary job qualifications decline the position or if 

no team/department/grade level members meet the minimum job 
qualifications.  The principal shall consider this input and will then 
submit his/her recommendation to the Superintendent.  The 

Board shall act on the Superintendent's recommendation no later 
than the last workday in August.  The person selected shall be paid 

in accordance with the salary schedule for said position.  (See 
Appendix F) 

 

 2. Filling A Vacancy During The School Year:  If a vacancy occurs 
during the school term in a position described above or in case of a 

newly-created position, such vacancy shall be filled pursuant to 
the procedure described in Section A.1. above.  The input from the 
bargaining unit members shall be obtained within five (5) workdays 

of the occurrence of the vacancy and the principal shall submit 
his/her recommendation to the Superintendent.  The 

Superintendent shall submit his/her recommendation within five 
(5) workdays of receipt of the recommendation submitted by the 
principal.*  The Board shall act upon the Superintendent's 

recommendation at the first Board meeting following receipt and 
approval by the Personnel Office of the qualifications of the 

applicants. 
 

3. Appeal Meeting With Principal:   Should employees of the 

team/department/grade level disagree with the principal's 
recommendation for the position, a meeting shall be arranged with 

the principal to discuss the specific reasons for his/her selection.  
If the principal is unable to resolve the complaint, the employee 
may present the complaint to the Area Superintendent for review. 

 
If the Area Superintendent is unable to resolve the complaint, the 

Superintendent of Schools and the President of the BTU will meet 
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periodically to jointly resolve the unresolved complaints.  The 
resolution at this level is final and binding and shall not be further 

challenged under Article 34 of the contract. 
*See Article 19-F-2 

 
4. Chairperson/ Team Leader Duties:   The responsibility of the 

department or grade level chairperson or team leader shall be as 

prescribed in the Board-adopted job descriptions which may 
include but not be limited to: 

 
(a) serving on curriculum councils as set forth in these 

procedures, 

 
(b) implementing programs and curriculum adopted by the 

Board, 
 

(c) assisting and advising principals in all of the itemized 

performance responsibilities which are designed to maintain 
and improve employee performance, and where applicable, 

 
(d) serving on the Professional Development Council as outlined 

in the procedures of this Article when duly appointed by the 

Board, 
 

(e) Participate with principals and assistant principals in 
performance assessment conferences for the purpose of 
assisting unit members in understanding their strengths and 

possible areas for improvement.  Provide coaching 
opportunities and assist with curriculum development for 

teachers assigned to their departments/teams. 
 

(f) serve on professional development teams for teachers who 

need professional performance assistance. 
 

(g) monitor the implementation of school improvement plans. 
 
B. Release Time:   Department/grade level chairpersons and team leaders 

will be provided release time to carry out duties contained in their 
supplemental job descriptions and responsibilities listed in number four 

(4) above.  Elementary schools will provide one (1) day of release time per 
month (10 months) for up to seven (7) team leaders.  Middle, high, 
exceptional centers and adult schools will provide one (1) day of release 

time per month (10 months) for up to eight (8) department/grade level 
chairpersons. 
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ESE support facilitators, autism coaches, and ESE teachers who have an 
entire class comprised of ESE students shall be provided at least two (2) 

days of release time.  The ESE teachers at each work location shall 
schedule said days and use this time for the purpose of attending IEP 

meetings, writing IEP’s, completing individualized planning and other 
appropriate curricular activities for their students.  The principal shall 
approve the scheduling of these days. 

 
C. Professional Development Network (PDN) 

1. The Professional Development Network (PDN) serves as a liaison 
between the Education Program, Student Services, the Professional 
Development Division, classroom teachers and other stakeholders 

with concerns relating to student achievement and professional 
development. 

 
 Through collaboration, communication and support, PDN 

members assist with the development of activities designed to 

increase the skills and abilities of all educators and members of 
the school community to facilitate and enhance student 

achievement.  In addition, the Network assists with the 
implementation of the Broward Standards through appropriate 
professional development activities. 

 
A professional Development Network, hereinafter called the 

“Network” shall be established, and members shall be appointed 
annually by August, by the Board as follows: 

 

  a. The Network Committee shall have two (2) bargaining unit 
representatives elected by their peers from the elementary 

curriculum councils from the north, north central, south and 
south central areas (8) and 

 

  b. One (1) representative will be elected by their peers from 
subject area councils in each of the following areas: 

 

1 Language Arts/Reading   Middle 
1 Science      Middle 
1 Mathematics     Middle 

1 Social Studies     Middle 
1 Multi-Discipline    Middle 

1 Science      High 
1 Social Studies     High 
1 Mathematics     High 

1 English or Language Arts   High 
1 Multi-Discipline     High 

1 Adult/Community School   At-Large 
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1 ESE-Centered Based    At-Large 
1 ESE School Based    At-Large 

1 Social Worker/Attendance   At-Large 
1 Psychologist     At-Large 

1 Guidance Representative   At-Large 
1 VACE Representative    At-Large 
(Vocational Adult Community Education) 

1 Non-Instructional    At-Large 
2 Representatives Selected by the BTU At-Large 

2 Parents      At-Large 
 
  c. The Superintendent or designee shall be included as part of 

the PDN.  The Superintendent shall select other members for 
PDN as appropriate to align the Network with Florida State 

Statutes. 
 
  d. One (1) representative from each collaborating State University 

up to a maximum of two (2) from universities to be appointed 
by the Dean(s) of the College(s) of Education, and one (1) 

representative from Broward Community College. 
 
  e. The School Board shall reserve the right to request additional 

nominees from any of the above upon official notice.  The 
Chairperson shall be elected by and from the Network 

membership.  The Director of the Human Resource 
Development Division or designee shall serve as executive 
officer to the Network. 

 
  f. The Network shall not exceed thirty (30) bargaining-unit 

members.  All questions pertaining to representation shall be 
resolved by a majority vote of the Network. 

 

  g. The PDN Executive Board shall consist of eight (8) members 
recommended by the Superintendent.  The BTU shall appoint 

one (1) representative to the Executive Board.  The Executive 
Board meetings shall be scheduled monthly. 

 

  h. The Directors of Elementary and Secondary Education or 
designee shall attend Executive Board meetings. 

 
  i. The PDN committee bargaining unit members who conduct 

activities such as but not limited to, training programs, 

provide coaching assistance, coordinate curriculum council 
functions or offer assistance in planning and/or the 

implementation of professional development events shall be 
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compensated for their efforts beyond the normal workday at 
their hourly rate. 

 
 2. Reports:   The PDN shall present their respective reports and 

recommendations to the Board through the Superintendent and 
Council Chairpersons. 

 

 3. Sub-Committees-Curriculum Councils:  Curriculum councils 
shall function as sub-committees of the Professional Development 

Network (PDN).  All members of the PDN will serve on at least one 
curriculum council committee.   PDN members not associated with 
a designated content subject area may select the curriculum 

council committee on which they will serve. 
 

a. Curriculum councils shall be established under the direction 
of the Division of Instruction and shall be comprised of the 
department or grade level chairperson, team leader or other 

representative. 
 

b. The council shall be responsible for developing 
recommendations concerning the evaluation, planning, 
development, implementation and articulation of the 

respective subject areas and/or grade level curricula. 
 

c. The County Curriculum Council sub-committees shall elect a 
chairperson from among its members. 

 

d. Meetings of the Council shall be held as required to fulfill their 
duties and responsibilities. 

 
e. The Council’s sub-committee shall present their respective 

reports and recommendations to the Board through the 

Council Chairpersons, the Division of Instruction, and the 
Superintendent. 

 
f. District level subject area and/or grade level 

administrators/supervisors shall serve in advisory capacities 

to their respective curriculum council committees. 
 

g. The Directors of Elementary Education and Secondary 

Education shall serve in advisory capacities to the respective 
curriculum council committees and shall meet with the 

curriculum committees in their regularly scheduled monthly 
meetings. 
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4. The PDN shall perform the duties and responsibilities as provided 
by Florida Statutes and shall make recommendations for an 

appropriate budget. 
 

 5. All names submitted must meet the criteria contained in the Board 
approved job descriptions. 

 

 6. The PDN Committee shall select one of its members to serve on the 
Superintendent’s Ad Hoc Teachers Committee. 
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ARTICLE TEN 
EMPLOYEE PREPARATION, CONFERENCE AND PLANNING 

 
 

A. Elementary Preparation/Conference Time:  Elementary school 
employees shall have a preparation conference time totaling not less than 
sixty (60) minutes per day, excluding relief periods.  Additionally, 

elementary employees will use the time during which all their students 
are in special classes such as art, music, or physical education as a 

preparation/conference period and/or relief period. 
 
B. Secondary:  High school and Middle School Employees shall be given 

one (1) uninterrupted preparation/conference period per day of the same 
length as the regular class period.  Every effort shall be made to provide 

no more than three (3) different course preparations per day. 
 
C. Block Schedule:  Middle school and high school employees on a block 

schedule shall have a preparation conference time totaling not less than 
ninety (90) minutes per day, excluding relief periods. 

 
D. Optimal Time Usage:  Schedules in elementary and secondary schools 

shall be arranged to provide teachers with preparation/ conference time 

in the largest units of uninterrupted time possible.  If uninterrupted 
preparation/conference time of the duration required by sections A 

through C above are not possible, teachers shall be allowed with the 
agreement of the principal to flex their starting and/or ending times to 
provide a preparation/conference time in the greatest amount of 

uninterrupted time possible. 
 

E. Change of Teaching Stations:   Regular classroom employees in middle 
and high schools shall not be required to change subject area teaching 
stations more than two (2) times during the school day to the extent 

possible. 
 

F. Special Subject Teachers:  Teachers of art, music, physical education, 
laboratory sciences, media specialists, speech therapists, reading 
consultants, visiting teachers, counselors, all special education 

employees, cooperative education teachers and occupational specialists 
shall be provided preparation time to the same extent as other employees 

in the district and the time shall be used for that purpose.  Elementary 
schools shall make every effort to provide special subject teachers with a 
fair and equitable work schedule.  Schools shall not regularly assign 

guidance counselors to teach classes unless at least one full-time 
counselor without teaching responsibilities is available to maintain the 

counseling program.  Every effort shall be made to assign each special 
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subject teacher to his/her own classroom when assigned to instruct 
students on a regular schedule.  When such assignments is not possible, 

a reasonable period of time shall be allowed for a teacher to move 
between classes. 

 
G. Alternative Teaching Assignments:   Should the District choose to 

implement combination classes and/or team teaching models, it shall: 

 
1. First solicit volunteers to teach such classes through written 

notification at each affected worksite.  Employees desiring to teach 
such classes shall file a written statement with his/her school 
principal of such desire.  Voluntary requests shall receive first 

consideration. 
 

2. Involuntary assignments shall be made at the discretion of the 
principal provided the authority is exercised in a professional and 
fair manner, not arbitrary or capricious.  The principal shall advise 

the employee through a personal interview that the assignment is 
being recommended and the reasons therefore. 
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ARTICLE ELEVEN 
STUDENT DISCIPLINE 

 
 

A. Student discipline is based on the requirement that all students must 
adhere to a code of behavior and to conform with all school rules and 
regulations. 

 
B. District Discipline Committee:   The Student Conduct and Discipline 

Code adopted by the Board shall be reviewed once during the term of this 
contract by a committee appointed by the Superintendent.  However, by 
mutual agreement between the parties, the Code can be reviewed and 

amended at any time.  The Committee shall be comprised of the following 
individual/groups: 

 
1. Employees, including four (4) elementary, four (4) middle, four (4) 

high, one (1) exceptional child, two (2) vocational, (one from a high 

school and one from a vocational center), one (1) guidance, one (1) 
psychologist, and one (1) social worker.  Nine (9) of these 

employees shall be as recommended by the BTU. 
 

2. Four (4) parents or guardians, one (1) from each area of the 

district, selected by parents and guardians in a manner to be 
determined by the Superintendent. 

 
3. One (1) elementary, one (1) middle and one (1) high school, and 

one (1) center principal to be selected by their respective 

associations.   
 

4. Three (3) students selected by students in a manner to be 
determined by the Superintendent. 

 

5. The Superintendent or his/her designee and two (2) other 
designees of the Superintendent. 

 
6. The Chairperson shall be elected by and from the Committee 

members.  The Committee's request for any necessary assistance 

and other resources needed to complete its function, may be 
submitted to the Superintendent.  Such annual review of the Code 

shall be completed by May 1st of each year and any revisions of 
the Code recommended by the Committee shall be acted upon by 
the Board by July 1st of each year.  Upon adoption, copies of the 

Code shall be distributed to all employees and students. 
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7. The district shall update the Student Conduct & Discipline Code to 
reflect full compliance with F.S. 1006.09, (1) (C) which addresses 

students found to have intentionally made false accusations that 
jeopardize the professional reputation, employment or professional 

certification of a teacher. 
 
C. Support and Assistance To Employees:  The Board has the 

responsibility to give all reasonable support and assistance to employees 
with respect to the maintenance of control and discipline in the 

classroom and shall provide necessary services for the diagnosis and 
evaluation of exceptional students, including dispersal of medication, 
and for processing certificates of exemption from school attendance.   

 
The principal, or in his/her absence, the person designated to be in 

charge of the school, shall have the responsibility for maintaining overall 
discipline within the school setting.  Further, the principal shall delegate 
to the employee such responsibility for control and direction of the 

students as he/she considers desirable or as required by district policy 
and rules.  When and where such responsibility, including dispersal of 

medication, has been delegated, the employees shall be supported in any 
reasonable action they may take. 

 

Each pupil enrolled in a school shall, during the time he/she is attending 
school and during the time he/she is on the school premises, be under 

the authority of the principal or person designated to be in charge of the 
school, and under the immediate control and direction of the employee or 
other member of the instructional staff to whom such responsibility and 

authority may be assigned by the principal.   
 

D. School Board Responsibility:   The Board shall do everything within its 
legal power to protect and support the principal and employees in their 
disciplinary role. This shall include, but not be limited to, legal defense 

or reimbursement in accordance with Florida statutes for any civil or 
criminal action brought against any employee arising out of and in the 

scope of his/her employment unless such employee acted in bad faith or 
with malicious purposes or in a manner exhibiting wanton and willful 
disregard of human rights, safety, or property, and provided, however, 

that in any case where the employee pleads guilty or nolo contendere or 
is found guilty of such action, the employee shall reimburse the Board 

for the cost of any legal services for which the Board paid.  The 
provisions of this section shall not apply to action of the Board against 
an employee.  Each expenditure of funds for legal defense by the Board 

shall be acted upon at a public meeting with notice pursuant to Florida 
statutes.  In addition, the Board shall assist the principal, employee 

and/or other school staff members in bringing about penalties for the 
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disruption of school functions or assault or battery upon the 
instructional staff as set forth under Florida Statute 1006.145 and 

784.081. 
 

E. Classroom Discipline:  An employee may impose customary classroom 
discipline (except corporal punishment) where necessary in cases of 
minor infractions and may use such force as is necessary in protection 

from attack or to prevent injury to himself/herself or another person.  
The use of reasonable force necessary to isolate the disruptive student 

from the classroom shall not constitute corporal punishment as defined 
in accordance with Section C above, and shall not be used as a basis for 
the suspension of an employee nor for holding an employee liable for 

such an act unless the force used is degrading or unduly severe as to its 
nature.  The Administration shall, within five(5) days, accurately code 

student discipline actions in the Discipline Management System. 
 
F. Student Discipline Plan: 

 
1. Each school's School Advisory Council (SAC), working with 

teachers appointed by the school's Faculty Council, shall develop a 
comprehensive student discipline plan.  The administration shall 
utilize the Administrative Discipline Matrix to ensure consistency 

of student discipline throughout the District, except when its use 
conflicts with a student discipline plan developed and adopted 

through a faculty vote following the process below.  If a conflict 
between the Administrative Discipline Matrix and a school’s 
discipline plan arises, the parties shall form a joint intervention 

team of two members appointed by each party to meet with the 
school’s discipline committee to resolve any conflict and to ensure 

that the plan meets the intent of the matrix. 
 
2. The Plan shall incorporate the principles of progressive discipline 

and provide for clear guidelines and consequences as well as 
encourage consistency in its school-wide application by teachers 

and administrators.  Discipline procedures such as when and how 
a teacher should send a disruptive student to the administrative 
offices should also be addressed.  The plan shall include 

procedures for a teacher to exclude a student from class and for 
the subsequent development of a behavior contract.  The contract 

shall be developed by the committee recommending placement 
with input from the student’s teacher and shall delineate what 
further disciplinary action may be recommended should the 

student violate the behavior contract.  Said procedures shall be 
consistent with Florida Statutes and Board Policy.  For the purpose 
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of this project, the Faculty Council at each school shall appoint the 
following number of teachers to work with the SAC teams: 

 
a.  Elem. Schools, Exceptional & Alternative Educ. Ctrs. =3 teachers 
b.  Middle Schools       =4 teachers 
c.  High Schools and Vocational Centers    =6 teachers 

 
3. The plans will be developed and submitted as a component of the 

School Improvement Plan for implementation during the next 
school year. 

 
4. Faculty Vote:  Once the above-cited group finalizes the plans, the 

plans shall be voted on by the bargaining unit members in affected 

schools and must be approved by 66 2/3 percent of said members 
in accordance with the provision contained in Article Fifteen, 

Section G, 2-4 of this Agreement. 
 

The Broward Teachers Union shall receive one (1) copy of each 

school's discipline plan.   
 

If the plan is not approved, then Section 4 below of this contract 
shall be implemented. 

 

5. If the faculty at a school cannot agree and approve a discipline 
plan, then the following provisions shall be implemented: 

 
a. An employee may remove a student to the principal or 

his/her designee when the grossness of the offense, the 

persistence of the misbehavior or disruptive effect of the 
behavior makes the continued presence of the student in the 

classroom intolerable. 
 

b. Prior to such student being readmitted to the classroom, the 

principal or his/her designee to whom the student has been 
removed shall provide in writing to the employee a statement 

of the specific action taken and the consequences to the 
student if the incident recurs.  The teacher may exclude a 
student from the class in compliance with Florida Statutes 

and Board Policy. 
 

c. The form shall contain a space where the teacher may 
recommend a consequence to the principal/ administrator 
for the offense.  The administration shall utilize the 

Administrative Discipline Matrix and provide an explanation 
at the request of the referring teacher when the 
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principal/designee does not follow the teacher’s 
recommendation. 

 
d. The student referral form must contain a section indicating 

the specific action taken by the Administration and the 
consequences to the student if the incident recurs. 

 

G. District Standard Referral Form:  There shall be one (1) student 
referral form used throughout the district (see Appendix D).  When 

appropriate, teachers shall use this referral form to request 
administrative disciplinary action.  Such administrative action shall be 
noted on the form and the referring teacher shall be provided a copy.  A 

school may request a waiver of the district referral form consistent with 
the district waiver timeline and contract language concerning student 

discipline.  Should a school be granted the waiver of the referral form, it 
is not necessary to renew the waiver each year unless the school decides 
to make a significant revision to the referral form.  The referral form 

included in Appendix D may be modified with the agreement of both 
parties to achieve the goal of paperwork reduction while maintaining the 

requirements contained herein. 
 

H. Written Statement:  When a student is referred for disciplinary action, 

the employee shall furnish the principal or designated representative, as 
promptly as teaching obligations will allow, with full particulars on the 

problem or incident in writing utilizing the student referral form.  In 
cases where the student has been removed, the principal/designee shall 
furnish a written response on the referral form prior to returning the 

student to class.  In cases where the student has not been removed from 
class, the principal/designee’s response shall be provided to the 

employee within two (2) workdays. 
 

 
I. Student Discipline File:  Individual records will be maintained by the 

principal or his/her designee on student discipline and will be available 
to employees as an aid for determining disciplinary recommendations 
concerning particular students. 

 
J. Special Assistance:  Whenever it appears that a particular pupil 

requires the attention of special employees, the Board will take 
reasonable steps to assist the employee with respect to such pupils.  The 
Board recognizes that the employee shall not be expected to assume the 

ongoing responsibility for psychotherapy.  Additionally, the SIU shall 
provide schools with a copy of the Student Felony Arrest Information 

Transmittal for students who have been arrested for a felony crime, and 
the schools’ administration shall provide affected employees with a copy 
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of the form.  Teachers shall keep this information confidential pursuant 
to the requirements of state law. 

 
K. Reporting Incidents: 

 
1. Principals or other appropriate administrators shall be responsible 

for immediately reporting to the Superintendent, through the 

Special Investigative Unit, any person who (1) commits assault or 
battery upon any employee, and (2) any person, excluding a 

student, who upbraids, abuses or insults any employee during 
employment, on school property or at a school activity, and (3) any 
person who is not otherwise subject to the rules and regulations of 

the school who creates a disturbance on the property or grounds of 
any school, or who commits any act which interrupts the orderly 

conduct of a school or any activity thereof. 
 
2. Reports of death, and other threats of a violent nature made 

against an employee shall immediately be reported to the school 
administrator who shall immediately notify SIU and the affected 

employee.  The employee shall be given the opportunity to 
immediately notify law enforcement officials, the union and other 
appropriate individuals if the employee so desires. 

 
L. Filing Charges:  The Special Investigative Unit shall make an immediate 

investigation.  The Superintendent or his/her designee shall assist the 
employee in filing charges against the individual committing such act or 
acts if the employee chooses to file charges. 

 
M. Procedures To Correct Misbehavior:  School authorities will endeavor 

to achieve correction of student misbehavior through counseling, 
interviews and conferences, which when warranted, shall be extended to 
include the child's parents.  Suspension, alternate school placement, 

and/or other appropriate action as determined by Board policy, may be 
imposed for serious or persistent infractions of normal good behavior. 

 
N. Reimbursement To Employees:  The Board shall reimburse an 

employee for the cost of reasonable and necessary medical, surgical, or 

hospital services incurred as the result of any injury sustained in the 
course of his/her employment, less any such cost paid by district 

insurance programs or Worker's Compensation. 
 
O. Field Trips:  Students may be denied the privilege of participating in 

field trips, social and/or extra-curricular activities if said student(s) have 
been disruptive, violate the student code of conduct or fail to conform 

with school rules and regulations.  The teacher shall make this initial 



11-7 

decision and inform the affected student and the principal/designee as to 
the reason for the denial of the privilege.   

 
 

If the teacher's principal overrules this decision, the employee may 
appeal, in writing, to his/her Area Superintendent within two (2) work 

days of the principal's decision.  The Area Superintendent will meet with 
the affected teacher, a representative of their choice, and the principal.  

The Area Superintendent shall issue a final and binding decision, in 
writing, within two (2) work days of the meeting.  The Area 
Superintendent's decision is exempt from the provisions of Article Thirty-

Four of this contract. 
 

P. Student Removal and Placement Review Committee:   Within the first 
four (4) weeks of the school year, the principal shall inform the teachers 
in writing about the availability, the procedures, and the criteria for 

removing a student from class and the establishment of the Placement 
Review Committee.  The Placement Review Committee shall be organized 

according to procedures in Florida Statute and Board Policy. 
 
Q. The Contract Administration Committee shall discuss strategies to 

improve student discipline and employee safety in county schools and 
may make recommendations to the Superintendent and the President of 

BTU for appropriate action. 
 
Q. Child Protected Services:  Any person who knows, or who has 

reasonable cause to suspect child abuse, shall report it to the Child 
Protective Services.  Relaying the information to an administrator does 

not relieve a mandatory reporter from making contact with Child 
Protective Services (FSS39.2011). 



12-1 

ARTICLE TWELVE 
REDUCTION IN PAPERWORK 

 
 

A. Establishment:   The parties recognize the need to minimize the 
paperwork requirements for bargaining unit members.  To help facilitate 
this objective, the parties agree to establish a district level Data 

Collection Review Committee. 
 

B. Purpose:   The Committee shall study and recommend procedures to the 
Superintendent for eliminating, reducing, revising and consolidating 
employee paperwork requirements.  This shall include, but not be limited 

to: initiating a reports/form management system to ascertain that 
duplications in the collection of data does not exist; ascertaining that 

reports/form are prepared in a logical and uncomplicated format; 
reducing the number and complexity of required reports particularly at 
the school level; recommend the appropriate personnel and/or 

automated systems to prepare those forms/reports deemed necessary 
with the intent, where possible, of relieving teachers of this 

responsibility. 
 
C. Composition:   The President of the BTU shall appoint six (6) bargaining 

unit members and the Superintendent shall appoint five (5) people to the 
Committee.  The members of the Committee shall select a chairperson.  

The chairperson, or a classroom teacher member elected by the 
committee if the chairperson is not a classroom teacher, shall service as 
the district representative in reporting to the School Board and State 

Board of Education regarding paperwork reduction. 
 

Term:   Committee members shall serve for a two (2) year term of office 
and may be appointed for additional terms.  If any member cannot fulfill 
their term, he/she will be replaced by the person who appointed them to 

finish out the affected term of office.  Any Committee member may be 
replaced at any time by the person who appointed him/her.  

 

D. Responsibilities: 
 

1. The Committee shall meet quarterly on mutually agreed upon 
times and places. 

 

2. The Committee is authorized to create subcommittees to 
accomplish its tasks. 
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3. Any Committee member who misses three (3) successive meetings 
shall be removed from the Committee and a replacement shall be 

designated by the individual who made the original appointment. 
 

E. The Committee shall issue its written recommendations to the 
Superintendent no later than the last week in May. 

 

F. The Superintendent's Form Control Report provided to the Department of 
Education will also be provided to the BTU. 

 
G. Faculty Council/Paperwork:  The Faculty Council or a sub-committee 

of the Council shall review all forms and other paperwork created at their 

school and issue non-binding recommendation to the principal for 
eliminating, reducing, revising consolidating school generated 

paperwork.  If the majority of the affected faculty is dissatisfied with the 
principal's response to said recommendations, the faculty may request 
the district level Paperwork Control Committee to review said 

recommendations.  The Committee shall process this review pursuant to 
the provisions of this article. 

 
H. The Data Collection Review Committee may recommend new/modified 

contract language, addressing concerns related to the extensive amount 

of paperwork required of teachers.  Such recommendations will be 
referred to the Contract Administration Committee. 
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ARTICLE THIRTEEN 
ACADEMIC FREEDOM 

 
 

A. Democratic Tradition:   The parties agree, within the prescribed course 
of study of the Broward County public school system, to seek to educate 
young people in the democratic tradition, to foster a recognition of 

individual freedom and social responsibilities, to inspire meaningful 
awareness of and respect for the Constitution and laws of the State of 

Florida and the United States, and to instill appreciation of the values of 
individuality.  It is recognized that these democratic values can best be 
transmitted in an atmosphere which is free from censorship and artificial 

restraints upon free inquiry and learning, and in which academic 
freedom for employee and students is encouraged. 

 
B. Individual Rights:   Freedom of individual conscience, association and 

expression shall be encouraged and fair procedures developed to 

safeguard the legitimate interests of the schools and to exhibit by 
appropriate examples the basic objectives of a democratic society. 

 
C. Rights of Others:  While the employee must be free to live according to 

his/her own conscience, so must his/her students and the public 

he/she serves.  The employee may not infringe upon the freedom of 
students assembled involuntarily by application of attendance laws.  

Opinion and theory should be clearly stated and identified. 
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ARTICLE FOURTEEN 
POLITICAL ACTIVITY 

 
 

A. Political Action:   All employees shall have the entire liberty of political 
action when not engaged in their employment, provided such action is 
within the laws of the United States of America and the State of Florida. 

 
B. Political Materials:   Use of political material for instructional purposes 

in the classroom is permitted, but each employee must be accountable 
that the presentation is open-minded, fair, responsible, and respectful of 
the differing opinions of others.  Use of political material for political 

purposes in the classroom is prohibited. 
 

C. Political Coercion:   All employees shall be entirely free from political 
domination or coercion, or the pretended necessity of making political 
contributions of money, other things of value, or engaging in any political 

work or activity against their wishes under the assumption that failure to 
do so will in any way affect their status as employees of the school 

system. 
 



15-1 

ARTICLE FIFTEEN 
ACCOUNTABILITY 

 
 

A. School-site accountability is an ongoing process through which 
professionals working as a team have the opportunity for authentic 
participation in the school and greater responsibility for its process.  

Those most closely affected by decisions ought to be involved 
significantly in making those decisions on all issues.  This is the spirit of 
Florida's Blueprint 2000/Accountability. 

 
B. Committee Involvement: 

If the Superintendent creates a district-wide Accountability Committee, 
the President of the BTU shall appoint one (1) member. 

 

C. Training: 
1. Recognizing that professional development skills are vital, the 

Board agrees to provide inservice training to teachers to the extent 
funding permits. Training shall be designed to develop and 
enhance the operations of the SAC and be extended to involve the 

entire faculty through the various stages of change and school 
restructuring.  The Board and the BTU shall work together in the 
development and implementation of quality training related to 

accountability. 
 

2. School-based accountability funds allocated to the school may be 
used to support these training efforts. 

 

D. Reconciliation/Intervention Team: 
The parties agree to provide a reconciliation team to assist schools 
experiencing difficulties in making adequate progress in student 

achievement or who need assistance in group interactions or with other 
school conflicts.  The Superintendent shall decide the composition of the 

team, and when a team will be assigned to assist a school.  The president 
of the Broward Teachers Union may make a direct request to the 
Superintendent to send a team to a specific school.  The president of the 

Broward Teachers Union shall appoint two (2) team members. 
 

E. Shared Governance: 
The parties shall develop a variety of shared governance models which 
schools may consider.  Schools shall select a model that best suits their 

needs or the staff may develop an alternative model of governance with 
direct involvement by teachers, other staff and community 
representatives.  Staff approval and commitment to the model is 

essential.  The selected model of governance will be specifically described 
in each school's improvement plan. 



15-2 

 
F. School Advisory Council (SAC)  

 
1. The President of the Broward Teachers Union shall appoint one (1) 

teacher bargaining unit member from each school to serve on that 
school's SAC team.  The appointment is for a full school year.  If 
the selected employee must resign from the SAC, the President 

shall appoint a replacement.  The Broward Teachers Union shall 
provide updated lists of their SAC representatives by September 1 
of each year with subsequent changes provided in writing.  Also, 

pursuant to F. S. 1001.452, teachers at each school shall select 
the teacher representatives on SAC teams. 

 
The BTU president shall appoint one (1) steward/or designee to 
participate on the community interview/conversation committee as 

part of the process for the selection of the new principal from their 
school  The committee’s recommendations shall be submitted to 

the Superintendent of Schools for his/her consideration. 
 

2. The role of the SAC is to: 

(a) initiate, develop, implement and evaluate the School 
Improvement Plan and other school site issues to 
professionalize teaching and to improve student 

performance; 
(b) request technical assistance and staff development; 

(c) overseeing subcommittees as a result of action taken by the 
SAC;  

(d) others as decided by each school site. 

 
3. School Improvement Plan (SIP) 

Once the School Improvement Plan is developed by the SAC team it 

shall be presented to the faculty for final comments or suggested 
changes before the SAC takes a final vote on its plan. 

 
If the final approved SIP is substantially different from the one 
shared with the faculty before the SAC voted, the principal and 

building steward will brief the faculty on the changes.  For 
purposes of this section, the SAC members will determine if the 

plan is “substantially different.”  A final copy shall be available for 
review in the school's media center.   

 

The District will provide a BTU steward signature line on the 
School Improvement Plan document.  Said signature indicates that 
the steward has knowledge of the School Improvement Plan.  The 

steward may choose not to sign but the signature or lack thereof 
will not stop the implementation of the Plan. 
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4. School Improvement Funding 

The Board shall fully comply with F.S. 24.121 (5) (c) which 
addresses guidelines for the expenditure of lottery funds.  If the 

Florida Legislature deletes/amends the statute that this section is 
based on, or the State appropriation ends, this section #4 shall be 
amended or deleted to reflect the action taken by the Florida 

Legislators. 
 
G. Waivers: 

1. The waiver procedures for policies, State Board rules, Florida 
Statutes, Federal laws, collective bargaining agreements, etc., are 

contained in the district's Accountability Policy. 
 

2. Time Frame:   All waiver requests must be presented in writing to 

the faculty not less than three (3) work days before the official 
secret ballot vote is conducted.  The parties agree that the faculty 

cannot vote on a waiver addressing the same issue more than once 
each semester. 

 

(a) Any change in the elementary school calendar (in compliance 
with State Statute) or a change in the schedule or calendar 
(in compliance with State Statute) of a Middle School or High 

School must be the subject of a vote in accordance with the 
procedures set forth in this Article. 

 
(b) A vote regarding the total school schedule may be taken only 

one time per school year. 

 
(c) Schools which are voting for the first time to move to a new 

schedule must commit to a minimum of two years for such 

schedule.  Thereafter, such schools shall vote annually on 
whether to continue that schedule. 

 
(d) Schools shall first vote on their current alternative schedule.  

Should the vote be unsuccessful, then a new/modified 

version will be presented to the faculty for a vote. 
 

(e) In the event of that a faculty does not agree by 66 2/3 
percent to adopt the schedule, the school shall return to the 
school’s previous schedule. 

 
3. Secret Ballot Vote:   The vote shall be conducted through a secret 

ballot conducted by a bargaining unit representative chosen by the 

entire faculty who shall be responsible for securing ballots during 
this time.  The principal and a representative of the Broward 
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Teachers Union shall be official observers of the election and ballot 
counting.  Waiver request must be approved by 66 2/3 percent of 

the bargaining unit members in the school and not just those in 
attendance at the voting meeting (Example i.e. a school with 100 

bargaining unit members must have 67 positive votes regardless of 
the number of bargaining unit members voting.  (If the waiver does 
not affect the entire school, then a vote of 66 2/3 percent of the 

affected bargaining unit members is necessary. 
 

4. Notice of Election Day:   The date for the written ballot will be 

announced not less than twenty-four (24) hours prior to election 
day and will be conducted at the school.  Any bargaining unit 

member who will be on an approved leave of absence on the day of 
the official vote shall be provided the opportunity to vote prior to 
the scheduled official vote as long as the final waiver language is 

available for review by the affected employee.  Absent employees 
who return to work not later than one (1) work day after the 

election may procure an absentee ballot at the school, fill it out at 
the school and turn it in to the person selected by the faculty to 
conduct the vote. 

 
5. Challenge to the Voting Procedure:   If the Administration, the 

affected faculty or the Broward Teachers Union believe that 

improprieties have occurred with the election, the president of the 
Broward Teachers Union and the Superintendent’s designee shall 

meet and agree on a remedy. 
 

6. Community Endorsement and Steward Signature:   After the 

election is conducted, the waiver request must be reviewed and 
endorsed by the community at an advertised open meeting.  The 
district will provide a BTU steward signature line on the waiver 

request form.  Said signature indicates that the steward has 
knowledge of the waiver.  The steward may choose not to sign but 

the signature or lack of a signature will not stop the waiver from 
continuing throughout the District review process. 

 

7. Recommendation of the Superintendent:  Without such 2/3 
majority vote, a waiver shall still be submitted but will not have the 

recommendation of the Superintendent of Schools or the President 
of the Broward Teachers Union.  All waivers must be cost neutral.  
Window periods for waiver submission will be consistent with the 

district's Accountability Policy. 
 

8. Waiver Assistance Panel:  All waivers shall be reviewed by a 

Waiver Assistance Panel.  The president of the Broward Teachers 
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Union (designee) shall serve as a member of the Committee.  The 
Committee shall have no veto power. 

 
9. Impact Bargaining:  If the Broward Teachers Union believes that a 

waiver request impacts the collective bargaining agreement, the 
President of the Broward Teachers Union may request impact 
bargaining pursuant to provisions contained in PERC case law. 

 
10. Waiver Duration:  Waivers will be for one (1) year duration and 

non-precedent setting.   

 
A school may request a waiver of the district referral form 

consistent with the district waiver timeline and contract language 
concerning student discipline.  Should a school be granted the 
waiver of the referral form, it is not necessary to renew the waiver 

each year unless the school decides to make a significant revision 
to the referral form. 

 
H. Transition Team: 

The parties agree to create a transition team when a new principal is 

appointed at a school.  The President of the Broward Teachers Union 
shall appoint one (1) member of the team.  The Transition Team will 
assist in the transition of a new principal so that there is an easy and 

efficient change of leadership while the school continues to work toward 
its goal and objectives as specified in the School Improvement Plan.  

 
I. Funding: 

The Board will provide $80,000, which shall be used to further the goals 

of the district's Accountability Program.  Specifically, the funds may be 
spent in such areas, but not limited to: training, release time for teachers 
working on accountability projects, guest speakers, etc.  The BTU will 

keep a written record of expenditures charged to this fund and shall 
make this information available to the district. 

 
J. National Board for Professional Teaching Standards 

The Board shall offer professional incentives/assistance to employees 

working toward and/or attaining national certification including:  
 

1. Upon completion of the portfolio process, candidates shall receive 
sixty (60) inservice credits.  Candidates who complete the process 
and do not receive certificates shall receive sixty (60) inservice 

credits. 
 

2. Upon request, arrangements may be made with the principal to 

provide one (1) day of release time for the candidates to complete 
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the portfolio.  This time shall constitute temporary duty leave 
assignment consistent with applicable rules and policies. 

 
3. The district shall strive to provide technical assistance for use at 

home for the completion of the portfolio.  Candidates will contact 
HRD to facilitate assistance with video equipment.  Arrangements 
for the use of the referenced equipment shall be pursuant to board 

policy. 
 

4. Upon publication by the National Board of the guidelines and 

procedures for re-certification application, the committee will meet 
and confer to recommend appropriate incentives. 

 
5. Candidates who receive certification shall receive an additional 

sixty (60) inservice credits. 

 
6. Candidates who complete the process but do not qualify for 

certification, have the opportunity to bank their subject areas and 
retake the exam will be awarded sixty (60) inservice credits if they 
engage in the retake process. 

 
7. New teachers entering Broward County in 2004-2005 school year 

with NBPTS certification shall be awarded a one (1) time payment 

signing bonus of one thousand dollars and zero cents ($1,000.00) 
after verification by the district of their certification by January 15, 

2005 retroactive to the beginning of the 2004-2005 school year. 
 

8. Up to five (5) mentors who have exceeded ninety (90) hours of 

mentoring shall be eligible to attend the national conference and 
the district shall incur the expenses.  Selection shall be made on a 
rotating basis based upon the date the teacher became nationally 

board certified.  Should there be a tie, then selection shall be by 
seniority.  In addition to the five mentors attending, the District 

shall incur the expenses for up to two (2) mentors making 
presentations at the conference. 
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ARTICLE SIXTEEN 
STUDENT TEACHING ASSIGNMENTS 

 
 

A. Qualifications To Be A Supervising Teacher:   Employees supervising 
student teachers shall be continuing contract employees or annual 
contract employees with three (3) or more years' experience except that 

where such employees are not available in a particular subject area or 
grade level.  The principal may assign any employee who will voluntarily 

accept the assignment of supervising the student teacher. 
 
B. Number of Student Teachers:   No employee shall accept and supervise 

more than one (1) full-time student teacher per semester.  Any 
remuneration paid the district for accepting such student teacher shall 

be paid in full to the employee.  In cases where college credit tuition 
waivers are given instead of remuneration, the employee shall accept the 
college credit tuition waiver. 

 
C. Student Teacher As Substitute for Classroom Teacher:   No student 

teacher shall be used as a substitute teacher nor shall any student 
teacher be placed in sole charge of a classroom until the college or 
university supervisor, the employee, and the principal have mutually 

agreed that such experience is desirable. 
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ARTICLE SEVENTEEN 
FACULTY COUNCILS 

 
 

A. Establishment:   A council composed of bargaining unit members shall 
be established in each school.  Bargaining unit members who are 
assigned to a work location other than a school may also form a council 

provided that at least three (3) members are assigned to the location.  
The Council may request and shall be granted a meeting with the 

affected principal at any time during the school year on a mutually 
agreeable date and time. 

 

B. Purpose:   The purpose of the Council is to offer input from the faculty to 
the principal concerning any matters pertaining to the operation of the 

educational program of the school.  However, pending grievances may 
not be discussed. Recommendations of the Council shall be given full 
consideration by the principal.  

 
School Budget:   In order to provide appropriate input, the BTU steward 

shall be provided a complete copy of his/her school's budget.  
Recommendations of the Council shall be given full consideration by the 
principal. 

 
C. Composition of the Faculty Council shall be as follows:  In addition to 

the designated BTU steward, one-half (1/2) of the Council shall be 
composed of members of the bargaining unit designated by the union 
and one-half (1/2) of the Council shall be composed of members of the 

faculty elected by the faculty. Faculty Councils shall be established 
within thirty (30) days of the effective date of this contract.  The number 

of members shall be as follows: 
 

1. Elem. Schools, Exceptional & Alternative Educ. Ctrs. = 5 

2. Middle Schools = 7 
3. High Schools and Vocational Centers = 11 

 
The composition of the Council may differ from the one listed above by 
mutual agreement between the principal and a majority of bargaining 

unit members at each school.  Schools that choose a different method for 
selection and composition of the Council shall report their method to the 

Board's Department for Employee Relations, who shall in turn notify the 
BTU. 

 

D. Length of Office:   The term of office for members of the Council shall be 
for one (1) school year. 
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E. Meetings:   Faculty Councils are authorized to meet as often as 
necessary for the purpose of considering recommendations to be 

presented to the principal.  Upon notification by the BTU designated 
steward that an election is necessary, the principal shall, in a timely 

manner, call a faculty meeting for this purpose.  The Council shall elect a 
chairperson. 
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ARTICLE EIGHTEEN 
DUE PROCESS/PERSONNEL FILES/EMPLOYEE EVALUATION 

 
 

A. UNION REPRESENTATION: 
 

1. Written Notification of Reasons for Conference:  An employee 

shall be given two (2)three (3) work days notice of a scheduled 
conference with the principal or any other supervising 

administrator (designee) for the purpose of taking disciplinary 
action and a written statement of the reason(s) for the conference 
except in cases deemed to be an emergency.  For example, if the 

principal schedules the conference for a Wednesday, the employee 
must be notified on a Monday. 

 
2. Notice to the Employee by the Administrator:  Any employee 

summoned to the office of a principal or any other supervising 

administrator (designee) for a conference for the  purpose of taking 
disciplinary action or issuing a reprimand (this excludes informal 

warnings, criticisms, or suggestions for improvement) shall have 
the right to request BTU representation and shall be informed of 
this right.   When a request for such representation is made, no 

action shall be taken with respect to the employee until such 
representative of the BTU is present.  It is the employee's 

responsibility to have a BTU representative present within three (3) 
working days of such request. 

 

3. During the Meeting:   If during the course of a meeting that was 
not called for the purpose of issuing a reprimand, the necessity 

develops for issuing one, the principal shall notify the employee at 
that time that he/she is entitled to BTU representation. When BTU 
representation is requested and the employee is to be 

represented by the union, no action shall be taken with 
respect to the employee until such representative of the BTU 

is present. It is the employee's responsibility to have a 
representative present within three (3) working days of said 
request. 

 
B. EMPLOYEE RIGHTS: 

 
Assessment data is used to develop ratings which are recorded on the 
assessment form.  The forms become part of the employee's personnel 

file.  Data is used in decision-making for personnel selection, training, 
promotion, placement, and other matters consistent with School Board 

policy.  The following procedures apply to special situations: 
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1. Discipline and Renewal: 

 
a. Progressive Discipline:  Any discipline of an employee shall 

be for just cause.  The parties agree that the concept of just 
cause embodies the principles of progressive discipline 
appropriate under the circumstances.  Disciplinary 

procedures may include but are not limited to: 
verbal/written reprimand, suspension, demotion and 

termination.  The decision of the district not to renew an 
annual contract employee shall not be subject to this 
section.  In addition the parties agree that the principles of 

progressive discipline do not apply to employees who are 
placed in the 90-day process described in Florida Statutes 

1012.34. 
 

b. Probationary Period:  It is the intent of the parties to assure 

that an environment exists that encourages the success of 
employees on an initial annual contract.  Prior to making a 

recommendation for termination of an employee during an 
initial probationary period, the Area Superintendent shall 
review the recommendation and shall have the option of 

offering the employee a transfer to another location, which 
may offer the employee a greater chance for success.  The 

decision of the Area Superintendent shall be final and 
binding, and the decision shall not be subject to the 
grievance procedure in Article 34.  Nothing in this subsection 

shall be deemed to waive the rights of an employee under 
local, state or federal law. 

 
2. Complaints on Employees:  No action against an employee shall 

be taken on the basis of a complaint by a parent or student or 

other individual nor any notice of such action or complaint shall be 
included in the employee's personnel file, unless the matter is first 

reported to the employee in writing and the employee has had the 
opportunity to discuss the matter with his/her principal. 

 

3. Investigation of an Employee:  No investigation of an employee, 
beyond preliminary inquiry, by the Special Investigative Unit may 

be undertaken without written notice to the employee, such notice 
to include a statement of the cause giving rise to the investigation.  
Any information relied upon by SIU to take or recommend 

disciplinary action against an employee shall be provided to the 
employee and/or the BTU upon request. 
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4. Recommendation for Dismissal:  Any recommendation for 
dismissal of an employee because of incompetent performance, as 

specified on the employee's assessment form, shall not be made 
prior to the conclusion of a time period as set forth in the 

assessment form for the purpose of correcting such deficiency or 
deficiencies. 

 

5. Conferences:  Any conference or hearing with an employee 
regarding dismissal, non-renewal, suspension, demotion, or other 

discipline shall be conducted in a manner so as not to abrogate the 
employee's rights according to law and the provisions of this 
contract. 

 
6. Refusal To Sign Documents:   An employees refusal to sign 

evaluation forms and any disciplinary action forms that may be 
required/generated under the provisions of this article, shall not 
constitute any grounds for insubordination or for other action 

against the employee, when such signature is for the purpose of 
acknowledging that the document has been read and does not 

necessarily indicate agreement with its content. 
 
C. REEMPLOYMENT OF FIRST AND SECOND YEAR ANNUAL CONTRACT 

EMPLOYEES: 
 

1. Notice:  All annual contract employees whose contracts are not 
being renewed shall receive written notice of same no later than 
one month prior to the last workday of the regular school year.  

Any such employee not given such notice two weeks prior to the 
last workday of the regular school year shall be reemployed for the 

following school year. 
 

2. Reemployment:  First and second annual contract teachers who 

receive an overall evaluation rating of satisfactory in the end of the 
year evaluation shall be provided an instructional position 

provided that a vacant position exists in the district for which they 
are certified.  

 

3. Involuntary Transfer:  It may be necessary to surplus an annual 
contract teacher who has been renewed under the provisions of 

this section to another school.  The following procedures shall be 
utilized: 

 

a. Surplussing shall occur in accordance with Article Twenty-
Five, Section D of this agreement, Involuntary Transfers. 
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b. The Division of Human Resources shall be responsible for 
placing employees who meet the provisions of this section. 

 
c. If an instructional position is not available for which the 

affected employee is certified by the commencement of the 
subsequent school year, the Division of Human Resources 
shall place the affected employee on a waiting list until a 

position for which the teacher is certified becomes available.  
The employee shall not be on the district's payroll until a job 

becomes vacant. 
 

d. If an annual contract teacher refuses a job offer, the Board is 

relieved of its obligation to employ said person. 
 

e. If a position for which the affected person is certified is not 
available, the Board is not obligated to offer the affected 
teacher an alternative/dropout prevention position unless 

the Superintendent and affected employee agree to do so. 
 

f. The placement of a surplussed continuing contract 
professional services contract employee shall always receive 
preference over the placement of a surplussed annual 

contract teacher. 
 

D. RECOMMENDATION FOR PROFESSIONAL SERVICES CONTRACT: 
 

1. Assistance:   Consistent with this system, every effort shall be 

made by the district, through assessment and consultation, to 
assist annual contract employees so that during their third year of 

employment, they will have attained the desired level of 
competence that will result in a recommendation for professional 
services contract (PSC).  

 
2. Satisfactory Evaluation:   Annual contract employees who receive 

at least a satisfactory rating on their performance evaluations 
during each of their three probationary years of employment, shall 
be awarded a professional services contract (PSC) if they meet the 

requirements specified in Florida Statute 1012.33(3)(a) provided 
that a vacant position exists in the district for which they are 

certified. 
 

3. Placement:   The Division of Human Resources, shall be 

responsible for placing employees who meet the provisions of this 
section.  If an instructional position is not available for which the 

affected employee is certified by the commencement of the 
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subsequent school year, the Division of Human Resources shall 
place said employee's name on a list and will place the employees 

in the appropriate instructional positions as they become available.  
If an employee refuses a job offer, the Board is relieved of its 

obligation to employ said person.  The parties agree that if a 
position for which the affected person is certified is not available, 
said employees will not be placed in an alternative education 

position unless the Superintendent and affected employee agree to 
do so. 

 
E. PERSONNEL FILE - ACCESS AND SECURITY 
 

1. Number of Files:   There shall be no more than two (2) personnel 
files maintained for each employee.  The official file will be 

maintained at the district personnel office.  In the event two (2) 
such files are maintained, one (1) shall be kept in the principal's or 
director's office at the school or other location where the employee 

is then employed.  Each document placed into the employee's file 
maintained in the principal's or director's office shall be duplicated 

and the original transmitted to the district Personnel Office for 
inclusion within the employee's file maintained at the district 
Personnel Office.  When the employee transfers to another school 

within the district, the file will be transferred with the employee.  
When the employee leaves the district, the file maintained in the 

principal's or director's office may remain there for up to three (3) 
years or be destroyed if the principal leaves the school within the 
three (3) year period. 

 
2. Entries Log:   Each personnel file shall contain a form titled "Log 

of Entries" to include all of the following information regarding 
certificates, commendations, assessment documents, disciplinary 
matters and complaints placed in the files: (1) a brief description of 

the time; (2) the date shown on the item; (3) the date the item was 
first placed in the file; and (4) the identification of the source of the 

item. 
 

3. Anonymous Items:   No item from any anonymous source may be 

placed in the personnel file.  Any item(s) detrimental to an 
employee's employment status and which are without substance, 

no longer pertinent, or otherwise inappropriate may be removed 
from the employee's personnel file upon request by the employee to 
the Superintendent, provided that the Superintendent's refusal to 

do so may be subject to the grievance procedure. 
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4. Investigative File:   The file established by the district as a result 
of any investigation of an employee is not one of the two personnel 

files listed above.  Access to a file dealing with an investigation 
shall be in accordance with the provisions of Florida Statute 

1012.31.  If the preliminary investigation is concluded with the 
finding that there is not probably cause to proceed further and 
with no disciplinary action taken or charges filed, then the district 

will ask the Department of State, Division of Library and 
Information Services, for permission to destroy the investigation 

file. 
 

5. Notification To Employee:   Items may not be placed in an 

employee's official personnel file unless the item has been made 
known to the employee, pursuant to the methodology described in 

Florida Statute 1012.31(2)(c).  In addition, items challenged under 
the provisions of the grievance procedure may not be placed in the 
employee's file until the grievance has been resolved pursuant to 

the provisions of Article Thirty-Four of this contract.  The employee 
shall have the right to respond to any item(s) to be placed in 

his/her personnel file and to have the response attached to such 
item.  The employee's signature shall indicate only that he/she has 
read the item and shall not necessarily indicate agreement with its 

contents. 
 

6. Review and Copying of File:   Each employee shall have the right, 
upon request, to review and reproduce any contents of his/her 
personnel file.  A representative of BTU may, at the request of the 

employee, accompany the employee in such reviews and may, 
upon written authorization by the employee, review and reproduce 

any contents of the employee's personnel file.  The review or 
reproduction of the contents of an employee's personnel file shall 
be made in the presence of the administrator responsible for the 

safekeeping of such file.  An employee's personnel file shall be open 
to inspection pursuant to the criteria and requirements in Florida 

Statute 1012.31. 
 
F. INSTRUCTIONAL PERSONNEL ASSESSMENT SYSTEM (IPAS) 

Employee Evaluation 
 

1. Philosophy, Assumptions, and Guiding Principles 
 

a. The School Board of Broward County and the Broward 

Teachers Union (BTU) believe that to provide the best 
education possible to students, competent, capable and 

caring instructional personnel must shape the educational 
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environment in which its students participate.  The primary 
purpose of teacher assessment is the improvement of 

individual and collective teaching performance resulting in 
optimal student learning. 

 
b. The School Board and BTU acknowledge that the 

assessment process should recognize the professional nature 

of teaching and supervision.  Educational research has not 
identified a single uni-dimensional construct called “effective 

teaching.”  Teachers must pursue a variety of models of 
effective teaching.  It is recognized, moreover, that the 
educational environment is complex and variable and great 

weight should be placed on teacher judgment to guide the 
activities of student learning. 

 
c. The system must delineate responsibilities to assist 

individual in improving deficiencies as well as contribute to 

their professional growth and development.  The system 
must also ensure prompt exchange of performance data 

between teacher and administrator.  The result is an effective 
assessment system that provides the basis for a collective 
school climate focused on student learning. 

 
d. The Instructional Personnel Assessment System was 

founded on assumptions which relate to the design of an 
assessment system, teachers as individuals, the assessor, 
procedures, and instruments. 

 
e. Assumptions 

 
1. The major goal of an assessment system is 

instructional improvement. 

2. A sound assessment system focuses on teacher 
performance. 

3. The assessment system links programs to professional 
development activities. 

4. The assessment system recognizes outstanding 

teaching performance.  
5. The result of a sound and progressive assessment 

system is a climate in which administrators and 

teachers work to take collective responsibility for 
student progress. 

6. A comprehensive orientation program helps teachers 
to 
a) understand the system;  
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b) prepare for the assessment; and  
c) respond to the results of the assessment. 

7. The teacher wants to be a competent professional. 
8. Instruction is the primary element in the overall role of 

the teacher. It is possible to assess differences in 
teacher performance. The assessor has a commitment 
to instructional improvement.  

9. The process encourages diversity in teaching behavior. 
10. The effectiveness of teaching behavior is best assessed 

in light of learner, school and/or school system 
characteristics, needs, and organizational structure. 

11. The process focuses on patterns of teaching behavior 

that contribute to effective student learning. 
12.  Multiple sources of data are used to the development 

of a complete picture of teacher performance. 
13. All teaching can improve with additional support or 

assistance. 

14. The assessment process should impact significantly on 
personnel decisions. 

15. The instrument(s) are understood by all teachers and 
administrators. 

16. The instrument(s) assess the performance of 

competencies/ skills considered important to effective 
teaching. 

 
f. Guiding Principles 

 

1. The labor-management committee which designed the 
Instructional Personnel Assessment System developed 

the following principles to guide the initial 
implementation and ongoing operation of the system. 

 

a. Administrators and teachers should be familiar 
with specific models of effective instructional 

strategies. 
 

b. Teachers and administrators using this system 

should be trained. 
 

c. The system should promote professional and 
organizational growth. 

 

d. The process should be appropriate for all 
specialties and assignments. 
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e. The system should be reasonably easy to 
administer. 

 
f. The assessment process must meet legal 

requirements. 
 

g. The system should be based on the principle 

that performance can improve to higher levels of 
competency. 

 
h. ulti-dimensional approach shall be taken for 

assessment i.e., not every teacher is intensively 

assessed annually. 
 

i. Administrators, peers, curriculum specialists, 
and others should be included as a regular 
integrated part of the assessment process. 

 
j. The process should take a supportive, positive 

approach toward improving performance which 
acknowledges competence. 

 

k. The district must make a financial commitment 
to make the evaluation system work.  

 
2. Components and Procedures of the System 

 

a. Responsibilities:   The following persons, groups, 
departments, and offices are responsible for implementing 

components of the IPAS.  
 

1. Principals 

The principal implements IPAS activities at the school 
level.  He or she is responsible for ensuring that each 

instructional employee is oriented and that the 
required assessment is completed.  He or she may 
delegate some data collection activities to another 

administrator in the school. 
 

2. Annual Contract Teachers 
Teachers employed on annual contracts participate in 
the orientation program, review procedures, review 

criteria, and request assistance related to their 
performance, as needed. 
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3. Teachers on Professional Services or Continuing 
Contract 

Teachers employed on a continuing contract 
participate in the orientation program, review 

procedures, review criteria, and request assistance 
related to their performance, as needed.  In addition, 
they may participate in professional educator 

development activities organized for the IPAS. 
 

4. Division of Human Resources 
The Division of Human Resources develops and 
distributes an annual schedule of assessment 

activities.  In addition, it receives completed forms, 
ensures the implementation of the system, and 

maintains assessment records in personnel files. The 
Division of Human Resources coordinates the 
Instructional Personnel Assessment Committee with 

the Broward Teachers Union.  The Division periodically 
collaborates with the Department of Program 

Evaluation to evaluate the IPAS. 
 

5. Office for Professional Standards 

This office makes direct interventions with principals 
and teachers when performance is determined to be 

unsatisfactory.  In addition, it coordinates the New 
Educator Support System (NESS). 

 

6. Human Resource Development Department 
This department coordinates training programs for 

assessors and teachers. 
 

7. Broward Teachers Union 

The Union supports the implementation of the IPAS 
through representation on the Instructional Personnel 

Assessment Committee. 
 

8. Instructional Personnel Assessment Committee 

This committee is responsible for monitoring and 
modifying the IPAS as needed.  The committee 

monitors the implementation of the IPAS.  During the 
2004-2005 school year, the parties agree to develop 
necessary procedures to bring the IPAS into 

compliance with Florida Statutes including but not 
limited to implementation of the career ladder in 2005.  

The parties also agree that they will continue to work 
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on a system of peer assistance review, which may or 
may not be included in the career ladder design. 

 
9. Superintendent 

The Superintendent shall notify the Department of 
Education of any instructional personnel who receive 
two (2) consecutive unsatisfactory annual evaluations 

and who have been given written notice by the District 
that their employment is being terminated or is not 

being renewed or that the School Board intends to 
terminate, or not renew, their employment. 

 

b. Employee Orientation 
 

1. Employee orientation is an essential component of the 

IPAS. The principal or designee conducts an 
orientation program at the beginning of each school 

year. Instructional personnel are advised of the 
following points: 
a. Assessment criteria 

b. Assessment forms 
c. Assessment procedures and timelines 

 
2. Each new employee is given a copy of the assessment 

form and the assessment criteria before September 

15th or upon employment subsequent to September 
15th. 

 
c. Assessors 

 

Formal assessment of employees under this system shall be 
conducted by the appropriate administrators charged with 

the responsibility. 
 

d. Training 
 

1. Training, is conducted for school-based administrators 
and teachers to ensure the IPAS is implemented on a 

uniform basis across the District.  Nine (9) training 
programs support the IPAS.  The following table 

provides the name of each program and participation 
requirements. 
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TRAINING PROGRAM 

 Administrative 
Interns 

Assistant 
Principals 

Principals Teachers 

     

Florida 

Performance 
Measurement 
System (FPMS) 

 
 

 
 

 
 

 
 

     

FPMS Update 

every other 
year 

 
 

 
 

 
 

 
 

     

FPMS Overview     
     

New Educator 

Support 
System 

    

     

Interaction 
Management 

    

     

Clinical 

Educator 
Program 

 
 

 
 

 
 

 
 

     

Instructional 

Personnel 
Assessment 
System (IPAS) 

    
in cycle 

     

IPAS Update     
     

IPAS 

Orientation 

    

     

-Training is 
required 

 - Training is 
optional 

   

 
 

2. All assessors are required to complete the program 
entitled: 

 
Instructional Personnel Assessment System 
Comprehensive. 

 
Major topics presented during this program are listed 

below: 
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a. The District’s philosophy and guiding principles 

regarding the assessment of instructional 
personnel. 

 
b. The components of the IPAS. 

 

c. Understanding and interpreting assessment 
criteria. 

 
d. Completing assessment forms. 

 

e. Using rating scales. 
 

f. Preparing written documentation. 
 

g. Orientation requirements and methods. 

 
h. Professional educator development activities. 

 
i. Performance development plans and 

interventions. 

 
j. Collecting performance data through 

observations. 
 

k. Collecting performance data through other 

means. 
 

l. Current contract provisions and contract 
administration requirements. 

 

m. Due process and legal considerations. 
 

n. Conferencing skills. 
 

o. Remediation interventions. 

 
p. Implementation of the IPAS with employees 

assigned to different types of contracts including 
annual contracts, professional services 
contracts, and continuing contracts. 
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e. Required Assessments 

 
1. At least one (1) assessment of each employee will be 

conducted by the principal, director, or his/her 
designee. 

 

2. The IPAS is used with all instructional personnel 
including teachers, media specialists, guidance 

counselors, etc. 
 

a. Assessment of Beginning Teachers 

 
1. Assessment of employees enrolled in the 

New Educator Support System (NESS) 
conforms to the procedures for the 
evaluation of annual contract teachers 

contained in this contract. Observations, 
documentation, and conferences 
completed for these employees supports 

the completion of the assessment form 
required for the IPAS. 

 
2. The Board shall provide all teachers in the 

NESS a packet of pertinent information 

related to the Program. 
 

b. Assessment of Psychologists and Other 
Employees 
Psychologists and other employees whose 

assignments essentially involve extensive 
individual casework shall be assessed by 

observation and review of assigned casework at 
least once annually.  Such assessment(s) shall 
be conducted by the Director or Area 

Coordinators of Psychological Services for 
psychologists and the similar respective program 

director for other employees. 
 

f. Data Collection 

 
The following five (5) techniques are used to gather data on 

employee performance.  Assessors use multiple techniques 
to understand actual performance and develop performance 
ratings. 
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1. Informal classroom observations:  Informal 

observations are made periodically by the principal or 
designee.  A follow-up conference is not required 

subsequent to an informal classroom observation if 
performance is deemed satisfactory. 

 

2. Formal classroom observations:  Formal 
observations are primarily initiated by the principal or 

designee.  Employees may, however, request a formal 
observation.  These are not less than 30 minutes in 
duration and are conducted by the principal, director 

or his/her designee.  The 30 minute time period may 
be shortened by mutual agreement between the 
principal and the affected employee.  All observations 

of employees for the purpose of assessment shall be 
conducted openly with the full knowledge of the 

employee.  A conference is conducted after each formal 
observation. The FPMS or other educationally sound 
observation instruments which may be used for formal 

observations. 
 

3. Observations in non-classroom situations: 
Principals use opportunities outside the classroom to 
observe the performance of employees.  A follow-up 

conference is not required subsequent to this type of 
observation if performance is deemed satisfactory. 

 
4. Review of records and plans:   Principals review a 

variety of work samples prepared by the employee.  

These may include lesson plans, reports, grade card 
comments, discipline referral documents, etc.  In 

addition, specific records or plans may be requested 
for review.  A follow-up conference is not required 
subsequent to a review of records or plans if 

performance is deemed satisfactory. 
 

5. Review of performance portfolio:  The principal or 
designee and the employee may mutually decide that a 
performance portfolio is needed to provide additional 

information for the completion of the assessment 
ratings.  The design of a portfolio is determined by the 

principal and employee. A follow-up conference is not 
required subsequent to the submission of a 
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performance portfolio if performance is deemed 
satisfactory. 

 
g. Formal Observations 

 
1. Prior to each formal assessment of personnel on an 

annual contract, no fewer than one (1) observation in 

the classroom or equivalent work location, of no less 
than 30 minutes will be conducted by the principal, 

director or his/her designee during the first semester 
of the contract period.  The 30 minute time period may 
be shortened by mutual agreement between the 

principal and the affected employee.  All formal 
observations of employees for the purpose of 

assessment shall be conducted openly with the full 
knowledge of the affected employee.  Any classroom 
observations or other factors which are used for 

assessment purposes shall be included on the formal 
assessment and discussed with the employee.  No 

formal observations shall be conducted during the last 
week of the school year. 

 

2. Principals and designee may use the FPMS structured 
observation instrument in formal observations. 

 
a. Notification - Initial Observation of First Year 

Annual Contract Teachers 

For the first required observation of the first year 
annual contract employees the assessor shall 

notify the employee in advance of the week in 
which the observation is to take place.  However, 
employees with a continuing contract may 

receive no advance notification of observation. 
 

b. Employee Requested Follow-up Observation 
The employee may request a follow-up formal 
observation.  Such observation shall be 

conducted not less than ten (10) working days 
from the date of the request and shall be at least 

thirty (30) minutes in length, unless the affected 
employee and principal mutually agree to a 
shorter time period. Such observations shall be 

discussed and incorporated into the assessment 
process in accordance with this section, if 
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requested prior to the final assessment 
conference. 

 
h. Conferences 

 
Conferences are used to communicate the results of data 
collection activities and the completion of the assessment 

form.  Assessors are encouraged to give feedback to 
employees on a regular and frequent basis through formal 

and informal conferences.  Feedback includes 
recommendations for individual professional development 
and performance improvement. 

 
1. Post Observation Conference:   Not later than ten 

(10) working days after each observation and prior to 
completion of the assessment form, the assessor shall 
meet with the employee to discuss the intended 

written, formal assessment. 
 

2. Employee Requested Follow-up Conference:   Upon 
request of the employee, the assessor shall schedule a 
follow-up conference at which the employee may be 

represented.  Any change in the assessment as a 
result of this conference shall be initialed or signed by 

the assessor and employee and the final assessment 
shall be treated in a manner consistent with this 
section. 

 
3. Annual Assessment Conference:   A conference is 

conducted with each employee to review the annual 
assessment form.  After such discussion and upon 
completion of the formal assessment, the assessor and 

the employee shall sign the assessment form, with a 
copy to the employee before it is placed in the 

employee’s personnel file.  Such signature by the 
employee only acknowledges that the report has been 
read and does not necessarily indicate agreement with 

its contents.  No employee shall be required to sign a 
blank or incomplete assessment form.  The employee 

will be provided a copy of the signed assessment form 
within ten (10) working days following the discussion.  
No assessments and final assessment conferences 

shall be conducted during the last week of the school 
year. 
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4. Refusal To Sign Documents:   An employee's refusal 
to sign evaluation forms and any disciplinary action 

forms that may be required/generated under the 
provisions of this article, shall not constitute any 

ground for insubordination or for other action against 
the employee, when such signature is for the purpose 
of acknowledging that the document has been read 

and does not necessarily indicate agreement with its 
contents. 

 
i. Assessment Form 

 

1. The assessment form contained in Appendix I is used 
to document performance ratings.  It is used for all 

instructional personnel.  The form is completed by the 
assessor and signed by the employee.  The employee’s 
signature indicates only that he/she has read the form 

and does not necessarily indicate agreement with its 
content. 

 
2. Assessment forms will include the period of 

assessment and the date or dates of formal 

observations. 
 

3. The final assessment form and any attachments 
thereto become the complete documentary record of 
the employee’s performance during the particular 

performance period. 
 

j. Assessment Criteria 
 

Specific assessment criteria are defined in each of the 

following areas: A complete list of these criteria and 
respective performance indicators are contained in Appendix 

I. 
 

k. Rating Scales 

 
Two rating scales are used for the IPAS as indicated below. 

 
1. Rating Scale for Assessment Criteria 

 

a. Satisfactory 
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b. Needs Improvement:  Use of this rating requires 
written documentation and the implementation 

of a Performance Development Plan (See Section 
m). 

 
c. Unsatisfactory: Use of this rating requires 

written documentation and implementation of a 

Performance Development Plan (See Section m). 
 

2. Rating Scale for Overall Performance 
 

a. Satisfactory 

 
b. Needs Improvement:  This rating is used only 

when the performance of an annual contract 
employee needs improvement for one or more of 
the assessment criteria following the 

implementation of a Performance Development 
Plan (See Section m).  For purposes of 

reemployment of first or second year annual 
contract employees or for recommendation of an 
employee for Professional Services Contract only, 

a Needs Improvement rating shall have the same 
effect as a Satisfactory rating. 

 
c. Unsatisfactory - Decision rule:  This rating is 

used only when the performance of the employee 

remains at an unsatisfactory level for one or 
more of the assessment criteria following the 

implementation of a Performance Development 
Plan (See Section m).  The principal notifies the 
Office of Professional Standards when this rating 

is used. 
 

l. Professional Educator Development: 
 

1. This component provides instructional personnel 

opportunities to work individually or participate as a 
member of a team and focus on the improvement of 

instructional practices and school improvement.  
Appendix I contains more information on this 
component. 

 
2. This component is available to employees assigned to 

either a professional services contract or a continuing 
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contract.  Employees contract.  Employees may elect to 
participate in the activities described below. 

 
a. Work individually or together to devise a plan 

that includes: 
- objectives directed at school improvement 

consistent with the school’s strategic plan, 

- objectives directed at the development of 
team members, 

- development or improvement of advanced 
pedagogical skills, 

- strategies for addressing each objective, 

- a timeline, and 
- a description of final product(s). 

 
b. Coordinate their activities. 

 

c. Meet individually or as a team with the principal 
or designee at least three times. 

 
d. Create a final product consistent with objectives. 

 

m. Performance Development Plans 
 

1. When a rating of Needs Improvement or Unsatisfactory 
is used, a Performance Development Plan is developed 
by the principal in collaboration with the employee.  A 

copy of this plan is contained in Appendix I. 
 

2. Use and implementation of this plan requires: 
 

a. identification of deficiencies, 

 
b. definition of strategies for improvement, 

 
c. definition of an assistance timeline, 

 

d. definition of expected outcomes, 
 

e. definition of possible consequences for failure to 

remediate, 
 

f. multiple formal observations and conferences, 
 

g. completion of assistance activities, and 
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h. documentation. 

 
3. These plans should be implemented during the first 

semester whenever possible. 
 

4. When the overall performance of an employee is 

determined to be Unsatisfactory on the final 
assessment, the Office for Professional Standards is 

notified. 
 

n. Use of Data 

 
Assessment data are used to develop ratings which are 

recorded on the assessment form.  The forms become part of 
the employee’s personnel file.  Data are used in decision-
making for personnel selection, training, promotion, 

placement, and other matters consistent with School Board 
policy. 

 
o. Sequence of IPAS Events 

 

The flow charts in Appendix I illustrates the sequence of 
IPAS events for annual contract employees and two 

categories of continuing contract employees.  In addition an 
illustration of events for an employee on prescription is 
included.  These are included for illustrative purposes 

only and do not supersede any procedures defined in this 
Article.  

 
p. Parental Input 

 

Within thirty (30) days after the start of each school year, 
parents shall be notified in writing by each school 

administration of their right to provide input into employee 
performance assessments when appropriate in accordance 
with F.S. 1012.34. 

 
q. Performance Based Pay 

 
1. In compliance with Florida Statutes, the parties have 

agreed to implement a performance based pay program 

for instructional personnel.  This program shall allow 
instructional personnel who demonstrate outstanding 

performance as defined by statute to earn a monetary 
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supplement in addition to their individual, negotiated 
salary. 

 
2. In order to be eligible for this supplement, employees 

must have earned satisfactory performance ratings for 
their most recent three years, as well as the current 
year.  In addition to employment in the District, the 

parties shall recognize employment experience from 
outside the District for which it has granted employee 

experience credit.  It shall be the employee’s 
responsibility to provide documentation verifying 
satisfactory performance ratings not earned within the 

District. 
 

3. Employees desiring to participate in this process shall 
be assigned to one of two tracks.  Assignment shall be 
based on the employee’s work assignment and/or 

eligibility to participate in the National Board 
Certification process.  Employees eligible and assigned 

to a position where it is feasible to participate in the 
National Board process shall be required to do so.  The 
IPAS Committee shall make final determination of 

track assignment. 
 

4. Upon attainment of National Board Certification 
successful candidates shall receive the negotiated 
supplement (see Appendix F) for as long as they hold 

their certification and continue to earn satisfactory 
annual assessment ratings.  Employees forfeiting said 

supplement due to unsatisfactory annual assessment 
shall regain eligibility upon receiving a satisfactory 
rating.  Payment of the supplement shall resume at 

the beginning of the following year providing the 
employee meets eligibility requirements. 

 
5. Employees currently holding National Board 

Certification shall receive the supplement, prorated 

equally over each pay period.  Employees earning 
certification for the first time during the 2002-2003 

school year and thereafter shall receive said 
supplement prorated equally over each remaining pay 
period as well as a single payment retroactive to the 

start of the employees’ work calendar covering all prior 
pay periods. 
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6. Employees not eligible to participate in the National 
Board Certification Process (currently including but 

not limited to school social workers, psychologists, 
occupational and physical therapists, speech language 

pathologists, adult education teachers, guidance and 
family counselors, and health teachers) shall be 
eligible to participate in an alternative program, the 

Broward County Recognition Program (BCRP).  Said 
program, similar in format to the National Board 

Certification process, includes portfolio documentation 
with artifacts, videotaping of job performance, as well 
as written work samples.  Successful candidates 

participating in BCRP shall receive the negotiated 
supplement (see Appendix F) for three consecutive 

years and may be renewed in subsequent years so long 
as they continue to earn satisfactory annual 
assessment ratings.  Employees forfeiting said 

supplement due to unsatisfactory annual assessment 
shall become eligible for and receive payment upon 

satisfactorily fulfilling the terms of the professional 
development plan resulting from the unsatisfactory 
rating and receiving a satisfactory rating.  Participation 

in the BCRP process requires and application fee of 
$60. 

 
7. A panel comprised of National Board Certified teachers 

and/or other appropriately trained peers shall evaluate 

candidate’s submissions.  Assessments shall be based 
on a scored scale.  Employees serving on the panel 

shall be paid at their hourly rate for all such work 
beyond their regular workday. 

 

8. At the conclusion of the first year of the program, the 
parties agree that the IPAS Committee shall evaluate 

the panel’s effectiveness and report its findings to the 
CAC.  The CAC shall review the findings and decide if 
the composition of the panel should be changed or 

remain the same.  The parties agree to negotiate the 
minimum supplement for the Broward County 

Recognition Program at the conclusion of the first year.  
The parties shall consider the success rate of the local 
applicants compared to that of applicants for the 

NBPTS certification in Broward County as a factor for 
any such agreement. 
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9. A subcommittee of the IPAS Committee is currently 
establishing the BCRP procedures.  The IPAS 

Committee is authorized to establish necessary 
procedures and to recommend contract modifications 

to the CAC.  The CAC is authorized to modify the 
Collective Bargaining Agreement to include appropriate 
procedures. 

 
10. If the statute requiring a supplement for outstanding 

teachers is no longer in effect, the parties agree to 
make the program contained in this section a subject 
of negotiations. 
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ARTICLE NINETEEN 
PROFESSIONAL COMPENSATION 

 
 

A. Salary Schedule:   The basic salaries of employees shall be as set forth 

in Appendix E, which is attached to and incorporated in this Agreement 
for the full number of workdays in accordance with Article Twenty-Seven.  

The parties will form a committee to study the feasibility of developing a 
knowledge based salary schedule to reward training and degree 
achievement and the feasibility of offering incentives for teachers to 

transfer to low-performing schools.  Committee recommendations shall 
be submitted to the Contract Administration Committee for preliminary 
approval.  Modifications to the salary schedule and/or supplementary 

pay schedule shall be ratified and adopted by both parties prior to 
implementation. 

 
B. Military Service:   Full credit (up to four [4] years) will be allowed for 

military service if under contract at the time of induction.  Any employee 

previously granted more than four (4) years of credit for such service 
shall continue to receive such credit as previously granted if under 
contract at the time of induction.  Up to an additional four (4) years of 

credit may be granted provided such additional years of service is related 
to educational responsibilities. 

 
C. Stipends:   Bargaining unit members may qualify for stipends for 

advanced degrees which are "in-field."  Employees who held out-of-field 

stipends on the date of contract ratification by the BTU for the 1994-95 
school year shall be allowed to continue to receive said stipends until 

they leave the employment of the District. 
 
D. Salary Adjustments:   Verification of the completion of course 

requirements for adjustment to a higher salary level must be received by 
the Division of Human Resources not later than November 1st, first 
semester and not later than April 1st, second semester.  Salary 

adjustments to the verified higher rate will not be made if received after 
such dates submitted by the employee to the Certification Department of 

the Division of Human Resources.  If the verification is received during 
the year the course requirements are completed, the adjustment shall be 
made retroactively to the date of completion.  If the verification is 

received after the year the course requirements have been completed, the 
adjustment shall be made retroactively to the beginning of the school 

year in which the verification is received. 
 
E. Credit for Teaching Experience:   Effective July 1, 2002, pursuant to 

Florida State Statute all newly hired eligible employees shall receive 
experience credit for all previous teaching experience in the State of 
Florida or other teaching experience in a school district accredited by a 
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recognized accrediting agency.  No credit in excess of that authorized by 
the salary schedule shall be given, although no such credit previously 

granted by the Board will be retracted.  Current employees not yet 
granted experience credit for prior teaching experience shall be placed on 
the appropriate level of the salary schedule to reflect credit for all prior 

experience.  Such placement shall occur on July 1, 2009. 
 

Verification of previous employment must be received by the Division of 
Human Resources not later than four (4) months from the beginning date 
of employment in any school year to be effective during that school year.  

Individuals employed within the last four (4) months of the school year 
must furnish verification prior to the issuance of their last check. All 
final checks will reflect only verified experience.  Verified remunerated 

teaching experience under contract, or its equivalent, for one (1) day 
more than half the contract calendar will constitute a year of experience 

for this schedule. 
 

Substitute Status Changed to Full Time Employee:   An employee who 
served as a substitute employee in the same position to which the 

employee is later appointed by the Board, and where such substitute 
service immediately precedes such appointment, shall be paid 

retroactively at the employee's contracted salary rate for such substitute 
service.  Retroactive pay shall include paid holidays and accrual of sick 
leave days.  Days worked in such substitute status shall count toward 

seniority and toward experience credit.  The Contract Administration 
Committee shall discuss a process to review the termination of 
probationary employees. 

 
F. Supplementary pay positions: shall be those as set forth in Appendix F, 

which is attached to and incorporated in this Agreement.  Employees 
assigned to such positions shall be paid in accordance with said 
Appendix and all other provisions of this Agreement.  The seven and one-

half (7 1/2) hour day shall apply to the basic salary schedule only.  
Employees drawing supplemental pay or pay higher than the basic 

schedule may be assigned hours beyond the basic seven and one-half (7 
1/2) hour day when such assignment is in the work area for which the 
supplement is paid. 

 
1. Appendix F of this contract provides for supplements for 

department heads at high schools.  Department heads employed at 

the District's three (3) vocational centers shall have their 
supplement pro-rated over 242 work days or over the payroll 

selection option made annually. 
 

2. Qualifications: To receive the supplements for department head 

or team leader, a bargaining unit employee must meet the 
minimum requirements contained in the affected job descriptions.  
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However, an employee may receive the full supplement and not 
meet one (1) or more at the minimum job qualifications if: 

 
a. The member(s) of the team/department who meet all the 

qualifications decline to run or accept the nomination to the 

position. 
  

b. No one in the team/department meets the minimum job 
qualifications. 

 

G. Salary/Hourly Rate: 
 

1. The salary of any employee employed in excess of the 196 day work 

year shall be computed at a daily rate of 1/196 of the employee's 
basic annual contracted salary times the number of days 

employed.  The salary of an employee in summer school shall be 
computed on an hourly rate based on 1/196 of the employee's 
regular annual contracted salary divided by 7.5 times the number 

of hours worked.  One fourth (1/4) hour of planning time on 
campus with pay shall be counted per hour of student contact time 
in computing the total hours worked per day, provided that no 

employee shall be assigned fewer than two (2) hours of student 
contact time. 

 
Exceptions may be made for participation in Board-approved local, 
state or federal projects or programs on a voluntary basis beyond 

the normal workday or calendar.  Employees who volunteer to 
work programs beyond the workday/workyear shall be informed in 

writing of the compensation, duration of the program, proposed 
pay date, prior to the beginning of the assignment.  Such 
employees may not grieve the level of compensation provided that 

said compensation is the amount stated in the notice signed by the 
employee. 

 

2. Extra Pay: Employees receiving extra pay for agreeing to teach an 
extra period above and beyond a regular teaching load, e.g. 

teaching a sixth period in a high school, teaching an extra period 
in a high school with block scheduling, etc., shall receive said 
payment for all work days including planning days, early release 

days, field trips on workdays, approved TDA’s, etc.  A teacher 
absent without leave shall not receive said pay.  Said teacher who 

is on sick leave will be paid for all the hours in his/her regularly 
scheduled day.  An employee’s sick leave balance shall be reduced 
by an amount that reflects the employee’s regularly scheduled day.  

A one day reduction shall not exceed the monthly accrual rate.  
Employees hired to teach for the District’s virtual school for less 
than full time shall be compensated at their hourly rate and 
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treated in a manner consistent with those teachers teaching an 
extra period above and beyond a regular teaching load. 

 
H. Special Program Experience:   Recognized programs including Peace 

Corps, VISTA, shall be uniformly accepted in lieu of teaching experience 

if related to the assigned position provided, except for Peace Corps and 
VISTA experience, that at least one (1) year of contract teaching 

experience can also be verified at the time of employment.   
 
 

Other Experience for Credit:  
1. Employees hired after June 30, 2003 including but not limited to 

those with alternate certificates teaching three (3) or more hours of 

a subject in which they have had directly related work experience 
will be granted experience credit on the salary schedule in 

Appendix E for each year of verified experience not to exceed the 
maximum allowed in Section E above. 

 

2. Employees hired after June 30, 2003, other than classroom 
teachers, (Speech therapists, physical therapists, clinical social 
workers and family counselors) with no previous teaching 

experience will be granted experience credit on the salary schedule 
in Appendix E, for each year of verified directly related work 

experience credit: 
 

3. There shall be no reduction in experience credit previously granted 

as a result of the implementation of the above provisions. 
 

I. Mileage/Parking/Tolls Reimbursement:   Any employee required to 
own or have continuing access to an automobile in order properly to 
perform assigned duties shall be provided expense reimbursement at the 

rate specified by the Legislature, but no lower than that specified in 
Board Policy, for business travel or mileage.  All adjustments approved 
by the Legislature or the Board shall be passed along to teachers on the 

effective date specified in the affected legislation or by the Board.  The 
actual cost of tolls and parking when on district business shall also be 

reimbursed by the Board.  Employees participating on 
labor/management committees shall be reimbursed for mileage, parking, 
and tolls under this section. 

 
J. Travel Reimbursement:  Any employee traveling on school district 

business, other than as provided in Section HI above, shall be 
reimbursed in accordance with Board policy on travel and per diem 
expenses. 

 
K. Special Activities:  Each elementary school art or music teacher who 

accept assignments to work with students beyond the normal work 
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hours without a supplement for the activity (art fair, musical 
performances, etc.) shall be compensated at the rate of $75 per 

assignment up to a maximum of three (3) programs per year.  Employees 
in vocal or instrumental music assignments shall have the right to 
accept or reject requests for performance by musical groups to which 

they are assigned beyond the hours provided for supplemental pay.  
Employees who apply for a task assignment supplement for such 

performances in lieu of the above compensation shall receive the 
supplement only if the activities specified in the announcement of the 
supplement are provided; otherwise, the employee shall receive 

compensation as stipulated above. 
 
L. Admission to Events:  Employees shall be admitted, without charge, to 

any school sponsored athletic event within the district and to events 
sponsored by their primary work location.  The provision shall not apply 

to state athletic playoff events, banquets, grad night, and/or prom unless 
the request for participation has been approved by the Principal.  The 
employee will provide some form of identification that verifies their school 

board employment to gain admission.  This shall apply to employees 
only. 

 

M. Voluntary Participation:  Employee participation in extra-curricular 
activities or in extra-duty assignments shall be strictly voluntary. 

 
N. Salary Payments: 
 

1. The School Board of Broward County, Florida (SBBC) and the 
Broward Teachers Union (BTU) mutually agree that bargaining 

unit members shall be paid for the number of paid days in a pay 
period.  The dollar amount of their first and last paycheck can vary 
from the paycheck received during the remainder of the bargaining 

unit member’s contract year. 
 

Pay dates will be set for every other Friday, except if the first pay 

date of the bargaining unit member's contract year does not fall on 
the second Friday, a partial pay check will be cut for the number of 

days worked in the first week on the second Friday. 
 

2. A Paid Day shall be defined as all days from the start date through 

the end date of a bargaining unit member’s contract year, 
excluding weekends (unless they are part of the bargaining unit 

member’s work schedule).  For the majority of teachers, a work 
calendar is comprised of 214 paid days for the fiscal year 2007-
2008. 

 
3. Bargaining unit members shall earn their salary at the Equalized 

Daily Rate.  A bargaining unit member’s Equalized Daily Rate of 
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Pay shall be calculated based upon dividing the annual salary by 
the number of paid days in the bargaining unit member’s work 

calendar.  Upon termination, bargaining unit members shall be 
paid through their last day worked at the Equalized Daily Rate. 

 

4. Bargaining unit members may select the Year-Round Pay Option if 
they want to receive pay during summer months. 

 
5. Each employee on a full time basis shall receive four days of sick 

leave as of the first day of employment of each contract year, and 

thereafter earn ½ day of sick leave for each pay period of 
employment until the maximum accrual is met. 

 

6. The number of deductions for voluntary benefits such as union 
dues and cancer insurance will be standardized at 20. 

 
7. The parties agree to review the changes in the payroll program 

annually and propose modifications as necessary in contract 

language to improve its efficiency and customer friendliness.  This 
review shall be initiated no later than October 31st and concluded 
no later than January 13th of each school year.  Such changes as 

agreed to and approved by both parties shall be authorized for 
implementation for the following school year.  Topics for 

consideration shall include, but not be limited to, options for new 
employees, deductions for union dues and other contributions, 
variance from equal pay amounts for the first and last paychecks 

of a fiscal year, the schedule for issuing paychecks, direct deposit 
limitations and requirements, payroll cards, and procedures for 

current and new employee selection of payroll options.  In addition, 
the review shall study the income anticipated to be produced for 
the District from the money retained to pay teachers year-round 

during this and subsequent school years with the intention of 
returning such income to the benefit of employees. 

 

8. It is the intent of the parties to make applicable salary adjustments 
for employees within a time period not to exceed forty-five (45) days 

from the date of Board approval. 
 
O. Direct Deposit: Employees shall be able to directly deposit their 

paychecks to any bank or savings and loan institution or credit union 
accepting such services.  Employees shall be required to have their 

salaries paid via direct deposit to the financial institution of their choice.  
Direct deposits shall be deposited in no more than five (5) financial 
institutions.  The District shall not withdraw funds from any of the above 

institutions on or after the effective date of a paycheck without the 
express written consent of the employee.  (Note: Even though the 
withdrawal will be made prior to the effective date of the paycheck, an 
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employee’s bank statement may reflect such transaction occurring on the 
effective date of the paycheck.)  If funds are withdrawn prior to the 

effective date of the check, the employee will be notified in writing of the 
actual amount of the deposit if the amount is different from that printed 
on the remuneration statement on the effective date of the paycheck.  

The employee will be notified of the reasons for the adjustment within 
three (3) working days of the effective date of the paycheck. 

 
P. Employee Absences:  Deductions for personnel during the regular 

school term for daily absences not covered by provisions of this 

Agreement shall be made at the rate of 1/196 of the annual contractual 
salary per day except for those employees who have a greater than or less 
than 196 day contract year. 

 
Q. Errors In Paycheck 

 
1. Underpayment - In the event of a change which results in an 

underpayment to an employee, the employee shall be properly 

compensated on or before the next possible paycheck following 
discovery of the error.  The District shall provide the employee with 
specific written explanation for the underpayment through the 

Payroll Contact Person at the employee’s location.  The parties 
agree to continue to research the timeline outlined in Florida 

Statute, Chapter 95, Section 11(4)(c), for the collection of wage 
underpayment, for resolution no later than November 1, 2007. 

 

2. Overpayment $100 or less - If an employee has been overpaid by 
$100 or less, a corrective adjustment shall be made automatically 

in the affected employee’s next paycheck.  The employee shall be 
notified by their location payroll contact person prior to said 
adjustment and the deduction will be reflected on the employee’s 

pay stub as an adjustment.  The District shall provide the 
employee with specific written explanation for the overpayment 
through the Payroll Contact Person at the employee’s location. 

 
3. Overpayment Greater than $100 (except for former 

employees): 
 

a. The School Board may collect overpayments not to exceed 

two (2) years in duration from the date that the 
administration mails the notification of overpayment letter to 

the affected employee.  For example, if an employee was 
overpaid for the last five years, the Board can only recover 
the most recent two years of the overpayment. 

 
b. The Payroll Department shall notify the affected employee via 

a Notice of Salary Adjustment Form that an overpayment in 
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excess of $100 has occurred.  The form will contain two 
payback options for the employee from which the employee 

may select as well as specific written explanation for the 
overpayment.  If the employee finds one of the options 
acceptable, he/she shall complete the form and return it to 

the Payroll Department. 
 

c. If the employee does not find either of the options mentioned 
in subsection (b) above acceptable, he/she will check the box 
on the form requesting a meeting with the Payroll 

Department and return the signed form. 
 

d. If the affected employee requests the meeting referenced in 

subsection b above or does not return the signed form within 
five (5) workdays of receipt thereof, the Payroll Department 

shall set-up a meeting with the affected employee for the 
purpose of determining how the overpayment will be 
recouped.  The employee is entitled to be accompanied by a 

representative of his/her choice. 
 

e. Overpayments should be recouped in the calendar year in 

which it was discovered.  However, if the financial burden in 
doing so would be excessive, the Superintendent may extend 

the repayment plan into the next fiscal year except for 
employees who are leaving the school system or are on a 
year long unpaid leave of absence. 

 
f. If the Payroll Department and the affected employee cannot 

reach an agreement on a payback schedule during the 
meeting referenced in subsection c above, the 
Superintendent will determine the payback schedule and the 

amount of dollars per paycheck and notify the employee by 
certified mail prior to the first paycheck reduction.*  The 
number of payments in the pay back schedule shall not be 

less than the following: 
 

$1-$100.00    1 Payment 
$100.01- $500.00   4 Payments 
$500.01 - $1,000.00  8 Payments 

$1,000.01 - $1,800.00  12 Payments 
For amounts above $1,800.00 no payment shall exceed 

$200.00 per paycheck 
 

*If the affected employee is on an unpaid leave of absence, 

the payback will involve direct payment from the employee to 
the Board. 
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R. Voluntary Inservice/Stipend Rate: 
 

1. Bargaining unit members who attended and/or will attend District 
sponsored inservice workshops (including ESOL) during non-work 
hours shall receive compensation at the rate of fifteen dollars ($15) 

per hour if the federal government or the state legislature makes 
available a specific funding source.  Funding sources must be 

specific and clearly indicate that the funds are to be spent on a 
designated program such as the Summer Institute.  Funding 
sources may be listed in such locations as a federal grant, the 

State Appropriation Act or the School Board's budget. 
 
2. Employees who provide District sponsored in-service workshops as 

trainers outside normal working hours (evenings and/or weekends) 
shall receive compensation at their hourly rate for all time spent in 

training and preparation for such training.   Preparation time shall 
be provided at one-half the actual training time for employees 
providing a program for the first time and one-third of the program 

time for subsequent presentations of the same training program.  
Employees who are task assigned to a District Department may 
occasionally volunteer to flex their schedules to provide District in-

service training programs outside normal working hours. 
 

S. Aggregate Method of Computing Taxes:  The Board agrees to use the 
I.R.S. approved aggregate method of computing taxes on negotiated 
salary increases and one-time payments provided the I.R.S. allows this 

methodology at the time raises are paid. 
 

T. Cell Phone Reimbursement:  The Board agrees to provide itinerant 
employees a stipend for the cost of using a personal cellular phone for 
job related purposes.  Such employees shall receive a lump sum payment 

up to $350.00, less applicable taxes prior to the conclusion of their 
applicable work calendar for this purpose.  For those employees working 
less than their work calendar, the stipend shall be prorated at a rate of 

$35.00 per month.  Itinerant employees currently issued a cellular phone 
by the District shall be given the option annually of continuing to use the 

issued phone or receiving the lump sum payment.  Selection shall be 
made by each employee no later than September 30th each year.  In the 
absence of making a selection by the deadline date, employees shall 

continue with usage of the cellular phone. 
 

 For the purposes of this benefit, Itinerant Teachers shall be defined as 
those teachers whose duties require daily travel to two or more locations 
to provide services to students and/or student populations and requires 

accessibility to a phone between locations. 
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U. School Assignments:  School age children of an employee, including 
those of which they have legal guardianship, shall be eligible to attend 

school at the employee’s work location or any other appropriate school 
within the employee’s school zone with the exception of other schools 
within the zone at the same level to which an employee is assigned.  For 

example, an employee assigned to a middle school in a zone cannot 
register a school age dependent at another middle school within the 

same zone under the provisions of this agreement.  Employees choosing 
to send eligible children to schools other that their home schools shall 
provide transportation to and from school providing that regular school 

bus transportation is not available for that school in the area in which 
the child lives.  Children of employees must meet all requirements prior 
to acceptance into any special program. 

 
V. Before and After-School Care:  The Contract Administration Committee 

shall request a study of the feasibility and cost of providing before or 
after care for the school age children of employees in existing District 
programs.  The resulting report shall be presented to the School Board 

for consideration. 
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ARTICLE TWENTY 
PROMOTIONAL AND SUPPLEMENTARY PAY OPENINGS 

 
 

A. Posting of Positions:   Notice of any opening for a promotional position 
shall be posted in all schools and departments by the Division of Human 
Resources. 

 
B. Notice of Openings:   Notice of any opening for a bargaining unit 

supplementary pay position shall be posted in the school in which the 
opening occurs if the position is open only to employees in that school.  If 
the supplementary position is opened to personnel outside the school, 

the position shall be advertised in all schools and departments.  All 
qualifications being essentially equal, preference in making 

supplementary appointments shall be given to applicants within the 
district. 

 

C. Content of the Notices:  The notices of openings required by this Article 
shall include the school, where applicable, in which the opening will 

occur, the title of the position, effective date of the opening, 
qualifications, information concerning the securing of and deadline for 
filing of the application, and the person with whom the applicant is to be 

filed.  All such notices shall be posted at least seven (7) workdays before 
the deadline for filing applications.  During the summer months when 

the regular school calendar is not in operation or on an emergency basis 
during the regular school year, a vacant position may be filled on a 
temporary basis until the procedures of this Article can be followed. 

 
D. Qualified Employee:   The applicant must be qualified for the position.  

Any eligible and qualified employee may apply for the position described 
in this Article, and all applicants will be given due consideration. 

 

E. Application Form:   The applicant can secure application forms from the 
principal's office or from the Personnel office.  The application shall be 

filed with the appropriate administrator. 
 
F. Qualifications:   A qualified applicant for any bargaining unit 

supplementary pay position will be accepted before any qualified non-
applicant may be assigned to accept the position.  If qualifications are 

essentially equal, preference in making appointments to supplementary 
pay positions shall be given to employees with seniority.  All 
supplementary pay positions shall be annually vacated. 
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G. Preference of Applicants:   All qualifications being essentially equal, 
preference in making promotional appointments shall be given to 

applicants from within the district. 
 

H. Written Notice of Status:   All applicants for positions described in this 
Article shall receive written notice of the disposition of their applications 
promptly up filling of the position involved. All notices required in Section 

A above shall be made available to the BTU. 
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ARTICLE TWENTY-ONE 
ACHIEVEMENT INCENTIVE PAY 

 
 

A. Basic Incentive Award 
 

1. Any employee holding continuing contract and a Rank III 

(Bachelor's Degree or equivalent) or Rank II (Master's Degree or 
equivalent) certificate is eligible for the Basic Incentive Award. 

 
2. A minimum of fifteen (15) semester hours, earned after the date of 

the last degree, will be required to receive the Basic Incentive 

Award.  A minimum of twelve (12) of the fifteen (15) hours must be 
in the teaching field and/or related subjects in order to earn an in-

field Basic Incentive stipend. 
 

3. Courses which are acceptable for the professional and for the 

specialization areas of certificate requirements are acceptable for 
the Basic Incentive Award Program. 

 
4. All hours shall have been earned within ten (10) years prior to the 

awarding of the Basic Incentive Award. 

 
5. Applications must be submitted to the Division of Human 

Resources by September 15th and supporting grade reports or 
transcripts must be received by October 1st. 

 

6. Inservice programs will be recommended by the Superintendent 
and approved by the Board. 

 
7. When an employee transfers to a different subject area teaching 

assignment, the award is subject to review. 

 
8. Personnel will review applications, which have been disapproved, 

when requested in writing by the applicant. 
 
B. Advanced Incentive Award 

 
1. An employee holding a Continuing Contract and a Rank II 

(Master's Degree or equivalent) and ten (10) years of Florida service 
and holds the original fifteen (15) hour Basic Incentive Award or is 
eligible simultaneously for both awards is eligible for the Advanced 

Incentive Award. 
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2. A minimum of fifteen (15) semester hours, earned after the date of 
last degree, beyond what was required for the Basic Incentive 

Award will be required to receive the Advanced Incentive Award.  A 
minimum of twelve (12) of the fifteen (15) hours must be in the 

teaching field and/or related subjects in order to earn the in-field 
Basic Incentive stipend. 

 

3. Junior, senior or graduate level courses, which are acceptable for 
the professional and for the specialization areas of certification 

requirements are acceptable for the Advanced Incentive Award. 
 

4. All hours shall have been earned within ten (10) years prior to the 

awarding of the Advanced Incentive Award. 
 

5. Inservice progress may be used for Advanced Incentive Awards if 
approved by the Board. 

 

6. When an employee transfers to a different subject area teaching 
assignment, the award is subject to review. 

 
7. Personnel will review applications which have been disapproved, 

when requested in writing by the applicant. 

 
8. Applications must be submitted to the Division of Human 

Resources by September 15th and supporting grade reports or 
transcripts must be received by October 1st. 

 

9. An application is required for all employees even though it may be 
incomplete as to course work. 

 
10. Work must be completed by the opening day of school for 

employees. 

 
C. Sabbatical Leave: 

 
Critical Shortage Area:  Employees who are granted a sabbatical leave 
for the purpose of pursuing a plan leading to certification in an area in 

which a shortage of employees is developing, shall receive seventy-five 
percent (75%) of their base salary while on said sabbatical leave. 

 
To qualify for this section, an employee must meet all of the criteria and 
is subject to all of the procedures contained in Article Twenty-Three, 

Section D.  A maximum of thirty (30) sabbaticals per year shall be 
reserved for this critical shortage area.  In addition, employees who are 
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granted a sabbatical leave pursuant to this section shall agree in writing 
to teach in the district for three (3) years after returning from said leave.   

 
D. Continuity of Classroom Instruction:  To encourage and reward 

employees who assist in maintaining continuity of classroom instruction 
through good job attendance, the parties agree to the following incentive 
award: 

 
1. Employees who utilize two (2) sick leave days or less each school 

year shall upon request receive payment for the number of sick 
leave days earned in said school year.  For example, if a teacher is 
absent for sick leave purposes two (2) times during the 1995-96 

school year, he/she may receive payment for eight (8) days of sick 
leave, provided the employee worked the full school year.*  The 

following procedures apply to the payment of sick leave under this 
section. 

 

(a) An employee must have a minimum of twenty-five (25) days 
of accumulated sick leave remaining after the payment for 

unused sick leave under this section. 
 

(b) The payment of this incentive shall be paid to eligible 

employees no later than October 31st of the school year 
following the school year in which the employee qualified for 

the incentive pay. 
 

(c) For purposes of this section, sick leave shall be defined 

pursuant to all sections of F.S. 1012.61. 
 

(d) Days for which such award payment is received shall be 
deducted from the accumulated leave balance. 

 

(e) Number of eligible days times the affected employee's daily 
rate of base pay times eighty percent (80%). 

 
(f) The application of this section commences with the 1983-84 

school year.  Employees may not receive this award for sick 

leave earned prior to said school year. 
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ARTICLE TWENTY-TWO 
INSURANCE 

 
 

A. Coverage:   The Board shall provide, without cost to each employee, 
Group Term Life Insurance equal to one and one-quarter (1 1/4) times 
the employee's annual salary, rounded to the next higher multiple of one 

thousand dollars ($1,000), subject to a minimum of seven thousand 
dollars ($7,000) and a maximum of fifty thousand dollars ($50,000).  The 
employee shall have the option of purchasing at their own expense 

through payroll deduction, an additional amount of "group term" life 
insurance equal to that provided by the Board. 

 
Each employee shall have the option, at the employee's expense, through 
payroll deduction, to pre-convert the Group Term Life Insurance to 

ordinary life insurance prior to retirement or termination of employment.  
Each employee may also, at the employee's expense through payroll 

deduction, purchase additional amounts of insurance for the employee, 
the employee's spouse, and/or the employee's dependent children. 

 

B. 1. Premium Amount:  The Board shall pay the following premiums 
 for individual employees health and dental insurance for the life of 
 this contract: 

 
The premiums paid by the Board shall be to provide employees’ 

elected group health insurance plan (Humana/VISTA PPO plan or 
the Humana/VISTA HMO option or the Humana Consumer Driven 
Plan) plus a maximum of $10.80 per month toward dental 

insurance in accordance with the term and schedule of benefits in 
currently effect. The parties agree that the current insurance 
vendors may be deleted or new vendors added as providers as a 

result of future RFP health insurance awards. 
 

a. The Board agrees to pay 100% of the health insurance 
premiums for HMO and Consumer Driven Plan coverage for 
the individual employee for the term of this agreement. 

 
b. The Board agrees to implement a straight leveling model for 

the payment of health insurance premiums. 
 

1. The Board’s contribution for the straight leveling 

model will be determined by dividing the Board’s 
estimated cost for the following year (as established by 

responses to RFP’s received from insurance vendors in  
the current year) by the number of all school board 
employees (excluding dependents) enrolled in one of 
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the Board’s health insurance plans during the current 
calendar year. 

 
2. If the monthly premium cost for health insurance 

coverage elected by an employee is less than the 
amount of the School Board’s straight leveling 
contribution amount, the difference will be deposited 

into a cafeteria plan for the benefit of that employee. 
 

The employee shall be responsible for paying any 

monthly premium cost above the Board’s straight 
leveling contribution based upon the PPO coverage 

selected by the employee.  This does not include 
employees on HMO and Consumer Driven plan(s). 

 

c. The Board agrees to utilize 50% of the savings received from 
the increase in cost sharing for PPO coverage to offset 

dependent coverage in the HMO.  The remaining 50% of said 
savings shall be utilized for employee raises. 

 

2. All new employees may elect to enroll in a Board offered plan of 
their choice. 

 

3. After the Board has entered into a contract (s) with one or more 
vendors to provide group health insurance to bargaining unit 

members, during the fixed period of said contract (s) when 
premiums and benefit levels are established and guaranteed, the 
parties shall not modify established benefit levels or negotiate 

alternative benefit levels.  However, if said contract(s) has options 
to renew the contract for one or more years beyond the 

established/guaranteed period, either party may demand 
negotiations through the Superintendent or designee to amend 
benefit levels for the specific purpose of cost containment, (e.g., co-

payments, deductibles, etc.).  All profit-sharing funds returned by 
the health insurance carriers in accordance with the utilization 
targets delineated in the health insurance agreements with the 

School Board shall be applied to offset the plan’s dependent care 
coverage for the subsequent year. 

 
4. An employee eligible for health insurance may volunteer to decline 

such insurance.  Said employee shall be required to sign an 

affidavit indicating other medical coverage.  Employees shall be 
responsible to maintain proof of continuing insurance.  Employees 

choosing not to participate in the School Board of Broward 
County’s health insurance program shall be reimbursed at a rate 
of seven hundred fifty dollars and no cents ($750) per year.  Said 
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premiums shall be deposited into the employee’s cafeteria plan in a 
manner consistent with the provisions of said plan.  The parties 

mutually agree to discuss the opt-out plan as it pertains to 
premiums for other coverage. 

 
5. During the clearance process, new employees shall be informed in 

writing of the date on which their health insurance becomes 

effective. 
 

C. Disability Insurance:   The Board shall provide without cost to each 
employee Disability Income Insurance in accordance with terms and 
benefits in effect. 

 
D. Liability Insurance:   The Board shall provide Liability Insurance at no 

cost to employees in the amount of five hundred thousand ($500,000) for 

each employee in case of suit arising from or in the performance of the 
employee's duties. 

 
E. Annuity Programs:   The Board shall make available to all employees 

through payroll deduction, tax deferred annuity programs with 

companies which qualify and are approved under guidelines and criteria 
established by the Board. 

 
F. Indemnity Insurance:   The Board agrees that any savings from 

experience on the dependent portion of the Board's indemnity insurance 

plan shall be used in a manner that will benefit dependents covered by 
the Board's health plan.  Savings returned to the District form health 
care providers shall be reimbursed equally by cash payment to each 

employee electing dependent coverage from the insurance carrier 
producing the savings.  Reimbursement shall be based proportionally on 

the total number of District employees enrolled in the plan. 
 
G. Rate Increase:   Written notice of any rate increase in health and dental 

insurance for dependents coverage shall be provided to each employee 
within ten (10) days of the date the increase is made known to the Board. 

 
H. Employee Reimbursement: 
 

1. Personal Property:  If employees are attacked or assaulted or 
victim of theft or vandalism in the course of employment, the 
Board will insure or otherwise reimburse such employees for any 

loss, damage or destruction of clothing or personal property up to 
two hundred fifty dollars ($250) per employee per school year upon 

verification to the principal, unless the employee is otherwise 
reimbursed.   
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2. Automobile Vandalism:   If an employee's vehicle is damaged as a 
result of vandalism while on the property of a district school, the 

employee will be reimbursed for the damage not to exceed five 
hundred dollars ($500) when it is determined that the damage was 

caused on School Board property.  Such determination may be 
made by either a School Resource Officer, a School Security 
Specialist, or an SIU investigator (as determined by the 

Superintendent), witness testimony or apprehension of the 
person(s) responsible for the damage. Reimbursement to affected 
individuals shall be in the amount of their automobile insurance 

deductible, not to exceed the maximum reimbursement of five 
hundred dollars ($500). 

 
3. Any individual submitting a fraudulent claim under this provision 

shall be subject to disciplinary action up to and including 

termination.  The Board's maximum liability under this section is 
fifty thousand dollars ($50,000) per school year. 

 
I. Group Insurance Program:   Employees with a minimum of ten (10) 

years service with the Board retiring prior to Medicare eligibility may 

elect to remain in the Group Insurance Program until eligible for 
Medicare; rates applicable to the entire group; the cost of such insurance 
shall be borne by the retiree, except that the Board shall provide without 

charge for the collection and remittance of premiums for such insurance.  
Applications must be submitted within thirty (30) days of retirement. 

 
J. Cafeteria Insurance Program:   The Board agrees to provide a cafeteria 

insurance program to all bargaining unit members including those on 

Board-approved paid leaves.  Members on unpaid Board-approved leave 
are not eligible to participate in the program.  The following criteria shall 
apply to the granting of cafeteria insurance benefits:  

 
1. The Board will provide twenty-five dollars ($25) per month not to 

exceed three hundred dollars ($300) per employee per school year.  
Employees hired after the commencement of the school year, shall 
receive twenty-five dollars ($25) per month for each full month of 

employment. 
 

2. The specific benefit components of the cafeteria program shall be 
contained in a booklet, which shall be distributed to all eligible 
unit members. 

 
K. The parties agree to eliminate enrollment in the fourth tier dependent 

rate which is identified in insurance documents as the "children (both 

spouses School Board employees employed in the same plan)" effective at 
the conclusion of the open enrollment period (November, 1994) for the 
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1995 insurance plan year.  Employees enrolled in the fourth tier prior to 
the date indicated above may remain in this tier until the time their 

employment with the School Board ends.  Once all of the affected 
employees have left the employment of the Board, the fourth tier shall be 

eliminated. 
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ARTICLE TWENTY-THREE 
LEAVES 

 
 

A. Sick Leave: 
 

Any employee employed on a full-time basis who is unable to perform 

his/her duty in the school because of illness, or because of illness or 
death of father, mother, sister, brother, husband, wife, child, other close 
relative, or member of his/her own household and consequently has to 

be absent from his/her work, shall be granted leave of absence for 
sickness by the Superintendent, or by someone designated in writing by 

him/her to do so.  The following provisions shall govern sick leave: 
 

1. Accrual:   Each employee on a full-time basis shall be entitled to 

four (4) days of sick leave as of the first day of employment of each 
contract year, and shall thereafter earn one (1) day of sick leave for 

each month of employment, which shall be credited to the 
employee at the end of that month, and which shall not be used 
prior to the time it is earned and credited to the employee.  

However, the employee shall be entitled to earn no more than one 
(1) day of sick leave times the number of months of employment 
during the year of employment.  When an employee uses a sick 

leave day, it shall be paid at the affected employee's daily rate of 
pay at the time the day is utilized.  Also, when an employee uses a 

sick leave day, those days are earned at a lower rate of pay and 
shall be deducted before sick days having a higher value.  Such 
leave shall be taken only when necessary because of sickness as 

herein prescribed.  Such sick leave shall be cumulative from year 
to year.  There shall be no limit on the number of days of sick leave 
an employee may accrue, except that at least one half of this 

cumulative leave must be established within the district. 
 

Sick leave accumulated in another Florida district or districts: 
by an employee shall be accrued to the employee at a rate equal to 
the number of sick leave days allowed the employee during each 

year of employment in this district until such time as all sick leave 
accumulated in other Florida districts has been transferred to the 

district. 
 

Such transferred sick leave days shall be in addition to sick leave 

days to which the employee is entitled from this school district.  
Employees who are to be temporarily absent from school for any 
reason shall, if possible, notify the principal or his/her designee at 

least two (2) hours prior to school opening. 
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2. Personal Reasons:   Employees shall be granted up to six (6) days 
each school year for personal reasons.  However, such absences for 

personal reasons shall be charged only to accrued sick leave, and 
leave for personal reasons shall be non-cumulative.  Employees 

shall not be required to give reasons for personal leave, except that 
the leave is for "personal reasons." 

 

(a) Personal reasons leave shall not be granted on the day 
preceding or following a holiday* nor during the first or last 
week of school.  The first week of school starts on day one of 

the 196 day work calendar and the last week of school 
concludes on the final day of said calendar.  *(Notes:  A 

holiday on the official School Board calendar is any date 
marked as a "holiday" or "day off.") 

 

 3. BEREAVEMENT LEAVE (SICK LEAVE) 
 

Any employee who suffers the death of an immediate family 
member shall be granted bereavement leave in the following 
manner: 

 
a. If the funeral is to be held within 250 miles of the employee's 

home – the employee shall be allowed to utilize a maximum 

of four (4) days of sick leave for bereavement purposes. 
 

b. If the funeral is to be held more than 250 miles from the 
employee's home – the employee shall be allowed to utilize a 
maximum of five (5) days of sick leave for bereavement 

purposes. 
 

c. For the purposes of bereavement leave, an immediate family 

member shall be defined as the spouse, domestic cohabitant, 
child, stepchild, grandchild, mother, father, sister, brother, 

parents of domestic cohabitant, mother-in-law, father-in-law, 
grandmother, grandfather, daughter-in-law, son-in-law, 
brother-in-law, sister-in-law, domestic cohabitant’s 

sibling(s), grandparents of employee's spouse, grandparents 
of employee's domestic cohabitant, any other relative, or 

member of the employee's household.  Proof of relationship 
to the deceased may be required. 

 

d. The Board may require proof of death, within thirty (30) days 
after Bereavement Leave is taken.  A copy of the newspaper 
obituary or the funeral card/program for the deceased are 

examples of acceptable proof of death. 
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e. Bereavement leave as outlined above shall not count against 
the employee's attendance for sick leave buy back purposes 

provided in Article 21, Section D.  Nothing in this section 
shall be construed to limit an employee’s right to use sick 

leave under provisions of Section A above. 
 

4. Use of Sick Leave:   An employee shall have the right to use sick 

leave in one-half day or full-day units, for the purpose of medical 
or dental appointments. 

 

If an immediate supervisor suspects an abuse of sick leave, he or 
she shall first investigate the matter and discuss the findings with 

the affected employee. 
 

An abuse of sick leave is defined as a pattern or series of absences 

which occur over an extended period of time and on a regular and 
predictable basis and without adequate justification.  For example 

a regular and predictable basis would be: sick leave being used as 
soon as earned; absence on only Mondays or Fridays; absences 
occurring on the days before or after a holiday period; absences 

occurring on the day after a payday on a regular basis. 
 

If the investigation sustains that a documented pattern of abuse 

does exist the employee may be subject to disciplinary action as 
per Article 18 section B (1). 

 
5. Terminal Pay:   Any employee at normal retirement or his/her 

beneficiary if service is terminated by death, shall be provided 

terminal pay.  Such terminal pay shall not exceed an amount 
determined as follows: 

 

(a) During the first three (3) years of service: 
 

1. The affected employee's daily rate of pay on July 1, 
1994, multiplied by 35 percent multiplied by the 
number of unused sick leave days held on July 1, 

1994. 
 

2. The affected employee's daily rate of pay at the time 
sick leave is earned times 35 percent times the 
number of days of accumulated sick leave earned after 

July 1, 1994. 
 

(b) During the fourth (4th) through sixth (6th) years of service: 
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1. The affected employee's daily rate of pay on July 1, 
1994, multiplied by 40 percent multiplied by the 

number of unused sick leave days held on July 1, 
1994. 

 
2. The affected employee's daily rate of pay at the time 

sick leave* is earned multiplied by 40 percent 

multiplied by the number of days of accumulated sick 
leave earned after July 1, 1994. 

 

(c) During the seventh (7th) through ninth (9th) years of service: 
 

1. The affected employee's daily rate of pay on July 1, 
1994, multiplied by 45 percent multiplied by the 
number of unused sick leave days held on July 1, 

1994. 
 

2. The affected employee's daily rate of pay at the time 
sick leave* is earned multiplied by 45 percent 
multiplied by the number of days of accumulated sick 

leave earned after July 1, 1994. 
 

(d) During the tenth (10th) through the twelfth (12th) year of 

service: 
 

1. The affected employee's daily rate of pay on July 1, 
1994, multiplied by 50 percent multiplied by the 
number of unused sick leave days held on July 1, 

1994. 
 

2. The affected employee's daily rate of pay at the time 

sick leave* is earned multiplied by 50 percent 
multiplied by the number of days of accumulated sick 

leave earned after July 1, 1994. 
 

(e) During and after the thirteenth (13th) year of service: 

 
1. The affected employee's daily rate of pay on July 1, 

1994, multiplied by the number of unused sick leave 
days held on July 1, 1994. 

 

2. The affected employee's daily rate of pay at the time 
sick leave is earned* multiplied by the number of days 
of accumulated sick leave earned after July 1, 1994. 
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Employees who are granted an early retirement under 
the Board's program are eligible to receive the benefits 

outlined above if the employee meets the criteria 
contained in this section. 

 
(f) No employee who meets the eligibility requirements listed 

above may receive any compensation for sick leave payments 

unless they sign and execute the Payment of Sick Leave 
Upon Retirement Agreement provided by the Superintendent.  
This Agreement requires the retiring Board employee to seek, 

accept, and cash the first retirement benefit check issued by 
the Florida Retirement System. 

 
The employee must qualify for "normal retirement" which 
under this policy shall mean retirement under plan 

A,B,C,D,E under the Florida Retirement System or any other 
plan established by the Legislature with either full or 

reduced benefits as provided by law.  Normal retirement 
shall not be interpreted to include disability retirement. 

 

*Note: "At the time sick leave is earned" shall be interpreted 
to mean the value of sick leave at the end of each school year 
or at the time the affected employee retires, whichever comes 

first. 
 

B. Illness-In-Line-of-Duty:   Any permanent full-time employee shall be 
entitled to illness-in-line-of-duty leave with pay when he/she has to be 
absent from his/her duties because of a personal injury received in the 

discharge of duty or because of illness from any contagious or infectious 
disease contracted in school work.  Such leave shall be in addition to any 
other leave to which the employee may be entitled and such leave shall 

not be cumulative.  Each employee shall be entitled to a maximum of 
thirty-five (35) days of such leave.  Paid holidays occurring during such 

leave shall not be included in the computation of the number of days 
with respect to which such leave is applicable, provided that the 
employee shall be paid for such paid holidays.  A substantiating 

statement by a physician and a corroborating statement of the immediate 
supervisor may be subject to the grievance procedure. 

 
C. Verification of Leave:   An employee shall, before claiming and receiving 

compensation for the time absent from his/her duties, while absent 

because of leave as prescribed in A and B, make and file on a Board form 
by the end of the school month following his/her return from such 
absence, with the Superintendent or designee, a written certificate which 

shall set forth the day or days absent, that such absence was necessary 
and that he/she is entitled to receive pay for such absence in accordance 
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with provisions set forth above.  The Superintendent may, at his/her 
option, require a certificate of illness from a licensed physician or from 

the county health officer. 
 

D. Sabbatical Leave 
 

1. The Board will award up to thirty (30) sabbatical leaves per school 

year to applicants who will use said leave for the purpose of 
obtaining certification in an area in which the Board determines 
that a shortage of employees is developing. 

 
2. The Board will develop each school year a list of certification areas 

in which a shortage of employees is developing. 
 

3. Applications for sabbatical leave will be screened by a Committee 

of six (6) members.  Three (3) members of the Sabbatical 
Committee are to be appointed by the President of the BTU, and 

three (3) members are to be appointed by the Superintendent. 
 

4. An applicant must agree to pursue a plan approved by the 

Committee and leading to certification in an area in which a 
shortage of employees is developing. 

 

5. The applicant must provide a written recommendation from 
his/her principal, department head and the affected curriculum 

supervisor. 
 

6. Seniority shall not be a factor in awarding critical shortage 

sabbaticals. 
 

7. An application for sabbatical leave shall be submitted to the 

Superintendent not later than March 1st (or the last workday 
preceding March 1st) preceding the school year for which the leave 

is sought. 
 

However, this deadline may be extended by mutual agreement 

between the parties.  If the Committee requests clarification of an 
application, the Committee will inform the applicant of the time 

limit for supplying the information. 
 

8. The Superintendent will give written notice not later than the 

second Board meeting in April to each applicant regarding the 
disposition of the employee's application. 

 

9. An employee granted a sabbatical leave shall inform the 
Superintendent in writing of his/her intention to either accept or 


