THE SCHOOL DISTRICT OF LEE COUNTY and
THE TEACHERS ASSOCIATION OF LEE COUNTY

TALC Bargaining Committee
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1. Check-In
2. Minutes
3. Article 10 (Compensation)
4. Article 14 (Acceptance, Duration and Reopening)
5. Check-out

Mission: To ensure that each student achieves his/her highest personal potential
Vision: To be a world-class school system
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THE SCHOOL DISTRICT OF LEE COUNTY and
THE TEACHERS ASSOCIATION OF LEE COUNTY

TALC Negotiation Minutes
FY19 (2018-2019 school year)

February 25, 2019

Agenda
Check-in

Minutes

Acrticle 10 (Compensation)

Article 14 (Acceptance, Duration, and Reopening)
Check-out

Check-in

Time Constraints: 7:00 PM**, 4:55 PM

Elephants: (none)

Missing: Brian-Whams, Bonnie McFarland, Kim Hutchins, Carl-Buraside
Expectation: make progress ****x¥kxkdkikkixkix  emphasize equity

Minutes: February 4, 2019
o Approved as amended

Story - Article 10 (Compensation)

e Review of Snapshot and Interests from June 4, 2018. Please remember anyone can add an
interest if needed

« Since the bargaining session on February 4, 2019, TALC has met as a bargaining team
and the TALC Representative Assembly has spoken to many TALC members about
where we are at in bargaining

« At previous bargaining sessions, we looked at $1,580.00 for a “Highly Effective” teacher
and $790.00 for an “Effective” teacher

e TALC has considered $1,500.00 for a “Highly Effective” and $850.00 for an “Effective”
because our members feel the gap between “Highly Effective” and “Effective” is too
great, so we would like to start the discussion tonight with another option: $1,300.00 for a
“Highly Effective” and $900.00 for an “Effective”

Option
2. $1,300.00 for a “Highly Effective” and $900.00 for an “Effective” with all other parts of
Option 1 to remain the same
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Story - Article 10 (Compensation)(continued)

When developing Option 2, TALC considered changes in Florida Statute that resulted
from Senate Bill 736 and TALC feels Option 2 satisfies the statutory requirements;
TALC would like to only change the “Highly Effective” and “Effective” amounts from
Option 1

Did you consider the impact of the $1,000.00 salary increase for Career Ladder
Movement when developing Option 2? Reviewing these numbers for compliance with
Florida Statute, someone who is eligible for Career Ladder Movement and “Effective”
would receive 82% of what someone who is eligible for Career Ladder Movement and
“Highly Effective” would receive; because of this Option 2 is not in compliance with
Florida Statute

Salary increases associated with Career Ladder Movement are part of Performance Based
Pay; providing a greater amount to employees based on their classification as “eligible”
and “ineligible” for Career Ladder Movement is what allows us to provide all ineligible
employees the same salary increase

Is the higher amount for an “Effective” creating the issue that leads to it being at 82%? If
so, what amount do we need in order to meet the statutory requirement of being at 75%°?
We provided TALC with our spreadsheet to help determine whether we’re in compliance
with Florida Statute, we can put it up on the screen and talk through some scenarios (see
attachment)

We have been told that principals are only allowed to award a certain number of “Highly
Effective” ratings each year, is this true? No, that is not true; there has never been, nor
will there ever be such a communication from the District to principals

How is it beneficial to a teacher to require them to defend a “Highly Effective” rating to
their principal?

With any evaluation rubric there is going to be some flexibility or room for interpretation;
it is the District’s expectation that performance evaluations be done collaboratively with
principals and teachers; principals should know as much about the performance of an
individual teacher as the teacher knows themselves

It’s important to note that Florida Statute requires that Performance Based Pay be related
to the Final Performance Evaluation, which means that it’s the Manager’s rating and the
VAM rating; the Manager’s rating is just one part of the Final Performance Evaluation
For Option 2 to be in compliance with Florida Statute, and for the amounts for “Highly
Effective” and “Effective” to remain the same, teachers who are eligible for Career
Ladder Movement would only receive an additional $300.00

This creates an equity issue since almost 500 people are eligible and Career Ladder
Movement has been associated with a $1,000.00 salary increase; the recommendation of
the Career Ladder Committee has been to keep that amount consistent, so that there is no
“buyer’s remorse” in terms of people wishing they had moved on the Career Ladder
sooner or later due to different amounts being associated with Career Ladder Movement
For the benefit of the audience, I think we should take a step back and explain how
compliance is determined, so that they understand the complication created by the Florida
Legislature
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Florida Statute 1012.22 states that the highest salary increase must be available to
employees who are “Highly Effective”, employees who are “Effective” must receive
between 50% and 75% of what an employee who is “Highly Effective” receives, and
Cost of Living Adjustments must be no greater than 50% of what an employee who is
“Effective” receives

The creation of the Career Ladder allowed our District additional flexibility necessary to
address historic equity concerns resulting from how restrictive the statutory language is
What would the amount need to be for “Effective”, if “Highly Effective” was $1,300.00
and the Career Ladder Movement was worth $1000.00?

At the last bargaining session, the amounts that were shared were $1500.00 and $850.00;
how does Option 2 not work?

Florida Statute requires a salary increase associated with an “Effective” be valued at 50%
to 75% of the value of a “Highly Effective”; if you add $1,000.00 to those amounts for
the almost 500 individuals who were eligible for Career Ladder Movement, then you’ll
see that it does not work

The District’s proposed Option 1 in December and the amounts were $1,580.00 for
“Highly Effective” and $790.00 for “Effective”; the amounts that you’re mentioning are
not officially an option yet, but are numbers that TALC asked the District to prepare to
see if they would be in compliance with Florida Statute

For clarification, do the amounts for those that are ineligible to move on the Career
Ladder need to be at 75% of what’s available to those who are eligible to move on the
Career Ladder? To stay in the 50% to 75% range what do those amounts need to be?
How many teachers are eligible for Career Ladder movement? Can we do anything to
close the gap between eligible and ineligible?

Approximately 500 teachers are eligible to move on the Career Ladder

The Career Ladder Committee met on February 21, 2019 and their recommendation is
that the dollar amount associated with Career Ladder Movement remain consistent

An option with $1,500.00 for “Highly Effective” and $850.00 for “Effective” was not
ever proposed at the bargaining table; it’s something that TALC discussed

Practically speaking, what would the total cost be if we had $1,500.00 for “Highly
Effective” and $850.00 for “Effective”?

Are we still talking about a July 2019 payout and a December 2019 payout (once VAM
ratings are received)? Yes, that’s the option that was mentioned, but that has not yet been
presented; those numbers are compliant and within our bargaining authority

Would $1,475.00 for “Highly Effective” and $875.00 for “Effective” be compliant with
Florida Statute? No

Are we talking about an increase for FY19 (2018-2019 school year) that would be
effective in July 2019? Yes

Is there any way to put money in teacher’s pockets by the end of FY19 (2018-2019
school year)? Can we tap into the reserves and then pay it back later?

There is no money sitting in reserves, except for the 3% that we’re required to maintain at
all times by law; all other monies are currently in use throughout the District

So the General Fund balance of 10% that we talked about earlier cannot be allocated and
then repaid later?

The General Fund balance of 10% is a snapshot from June 30, 2018; all of the money
available to the district through the General Fund goes out to schools to be used
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e The only reserve is the 3% required by state law to cover us in the event of an emergency

o There is a second snapshot of the General Fund balance taken in November; as of
November 2018 the General Fund balance was down to less than $20M, which means we
have enough cash on hand to run the District for about 10 days

e The General Fund balance is not a reserve and it’s not a savings account, although some
people seem to be confused about how this works

e For FY19 (2018-2019 school year), there is only $2.6M available to put toward pay
increases, the additional money available has already been committed to increasing the
Board Contribution to Flex Credits for health insurance

o Governor DeSantis is doing away with the Common Core and the textbook adoption
committee is not moving forward with the adoption of math textbooks as planned; can
these funds be put toward compensation?

e No, the State gives districts money specifically earmarked for instructional materials;
therefore, these funds can only be used for the purchase of instructional materials

Caucus
TALC Report out: TALC discussed the options at length and would like to propose another
option.

District Report out: The District reviewed the options and ran the numbers for Option 2 again to
check for compliance and to see if it is within our bargaining authority.

Story - Article 10 (Compensation) (continued)

e We have been looking at these numbers at length; the fact is the State gave the District an
increase of only 47 cents per student; this is only one of the reasons that TALC will be
rallying with teachers across the state on March 4, 2019 to mark the start of the
legislative session

Option
3. $1,400.00 for a “Highly Effective” and $800.00 for an “Effective” and keep the amount for the
Career Ladder movement at $1000.00

Caucus

District Report out: We ran the numbers for Option 3 and it would put us over budget by at least
$1M dollars. For FY19 (2018-2019 school year), there is only $2.6M available at this time.
Option 3 is $1.1M over the $2.6M that’s available for FY'19 (2018-2019 school year).

TALC Report out: We reviewed the options and it was our assumption that amount for the
Career Ladder movement would not be cut in half, because it’s only available for half the year.

Story - Article 10 (Compensation) (continued)
e The differences in Option 1 and the other options, in terms of compliance, is a result of
the increase for Career Ladder Movement
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The increase for Career Ladder Movement has to in the full amount in order to be
compliant; the statute mentions the terms “available” and “provided” and we need to
account for both

Does that mean that if we were to start payment at Paycheck 13 in FY19 (2018-2019
school year) we would not be in compliance, because of the increase for Career Ladder
Movement?

No, it means that we would need to take the Career Ladder Movement into consideration
when determining whether we’re in compliance when it comes time for implementation
If we increased it to the full $1000 for Career Ladder Movement what would the other
amounts look like?

We would need to look at it more closely before we would be able to say whether it could
be compliant

The option includes an increase to base salary with no retroactive pay and the amount of
the increases meets the ratios required by Florida Statute, so why would there be a
potential issue in terms of compliance?

For the record, the bigger issue is that the option is not within our bargaining authority
and may not be in compliance with Florida Statute either; the option is $1.1M beyond
what the District has been provided by the Board

The bigger issue is affordability, teachers cannot live on their current incomes

The District agrees with TALC; teachers are not paid enough, but the money is not there
for us to provide what is being asked

Teachers know that the funding issues start with the State, not the District

The District added compensation for Career Ladder Movement, which allowed us the
ability to increase the amount that would be available to teachers on the Grandfathered
Salary Schedule for a “Highly Effective” Final Performance Evaluation rating

We were challenged on this decision and prevailed; an increase for Career Ladder
Movement is part of what has allowed us to improve pay equity among teachers over the
past three years

Legal challenges not only throw everything into question, they’re also very costly, which
means that they take money away from the overall pot of money we have to increase pay
In addition, the Florida Legislature has shown they will rewrite laws as many times as
necessary in order to address districts that they feel have gone astray from what they
think is best, which is performance-based pay

Our bargaining team is struggling to come to terms with the bargaining authority that has
been made available for FY19 (2018-2019 school year); it amounts to just $500.00 for a
“Highly Effective” and $250.00 for an “Effective”, which is not a lot

We understand the money is what it is, but we have heard from TALC members that it is
more important to put money in their pockets by the end of this school year than it is to
put money in their pockets next school year

Supporting teachers does not always involve more money; | have been on the bargaining
team for the last 12 or 13 years and we have discussed other things that impact teacher
retention, like taking things off of teacher’s plates

One thing that can be offered is to take the additional 30 minutes per week of planning
off of their plate and to allow them to continue to receive that pay; adjust the language in
Avrticle 7 (Work Schedule) on Page 23 of the TALC contract to make the workday 7.5
hours, instead of 7.6 hours
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Option
4. On Page 23 of the TALC Contract, change the workday language to remove the additional 30
minutes for the purpose of planning.

Story - Article 10 (Compensation) (continued)

e A teacher’s base salary does not include the additional 30 minutes for planning; this 30
minutes is an additional line item on the paycheck

o That is not correct; a teacher’s base salary does include the additional 30 minutes for
planning, the 30 minutes is an additional line item on the paycheck, but this is due to a
programming issue; it is part of the base salary it is just displayed differently on
PeopleSoft and on the paycheck

e We cannot just reduce the work day and allow people to keep their pay; in other words,
we can’t pay teachers or any other employee for work they’re not doing

« Past audits have shown we do not track work hours well enough, especially when it
comes to work hours for teachers

o We appreciate the spirit of what is being said, but it is not as simple as it appears to be

Caucus

TALC Report-out: We are still struggling as a team, so we discussed the options again. The issue
seems to come down to $1M and in the grand scheme we think this is just a small part of the
overall District budget. We would like to request that the District go back to the Board and ask
for additional bargaining authority for FY19 (2018-2019 school year) to go toward teacher
compensation. We would like to allow time for the District to consider this request, before we
continue the discussion.

District Report-out: No caucus

Story - Article 10 (Compensation) (continued)

e Option 4 was not meant to be in lieu of the proposed compensation in other options, it
was meant to be in addition to the proposed compensation in other options; since it’s
already budgeted for FY19 (2018-2019 school year), it would not impact the bargaining
authority

« Option 4 is meant to give teachers the time back and to allow them to decide how to use
that additional 30 minutes a week without it having to be scheduled work hours

e The District will present TALC’s request to the Superintendent

Calendar
e March 4, 2019, TALC is unable to meet due to Fund Our Future rally
e March 18, 2019 is Spring Break
« The next bargaining session will be on March 11, 2019
e TALC President, Kevin Daly, encouraged those in attendance to go to the Island Coast
FEA website and sign-up for the March 4, 2019 event; the official headcount, as reported
on the website, suggests there will be a lower turnout than TALC actually expects
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Estimate of Fiscal Impact for TALC FY19 Contract Options

Budget vs. Proposed Estimates

Budgeted Amount of TALC Increases s 2,600,000.00
Estimated Performance Pay FY19 (Effective 1/2 the school year) ) 3,316,880.56
Estimated Career Ladder Movement FY18 S 395,253.10
Total of Proposed Changes S 3,712,133.66

Difference| $ (1,112,133.66)

Performance Pay Details

Estimated number of IPRF Employees 3,747
Estimated number of ITUN/IRTC Employees 2,163
Estimated Total Number of Instructional Employees 5,910
Retirement Rate 8.26%
FICA/Med Rate 7.65%
Estimates: Performance Pay FY19 (Full Year Estimate)
Proposed Estimated Total
Estimated Number|performance Pay Estimated FRS Retirement with FRS and
Final Evaluation Rating of Employees Amount Estimated Total and FICA/Med FICA/MED
IPRF
Highly Effective 1,356 | $ 1,400.00 | $ 1,898,400.00 | $ 302,035.44 | $ 2,200,435.44
Effective 1,776 | $ 800.00 | $§ 1,420,800.00 | $ 226,049.28 | $ 1,646,849.28
Other/No Increase 615 | S - S - S - S -
ITUN/IRTC
Highly Effective 1,148 [ S 1,400.00 | § 1,607,200.00 | $ 255,705.52 | $ 1,862,905.52
Effective 996 | S 800.00 | S 796,800.00 | $ 126,770.88 | $ 923,570.88
Other/No Increase 195§ - 5 - S - S -
Totals 5,910 s 5,723,200.00 | $ 910,561.12 | $  6,633,761.12
FY18 Career Ladder Movement (Full Year Estimate)
Career Ladder Estimated Total
Estimated Number| Movement Estimated FRS Retirement with FRS and
Career Ladder Level of Employees Incentive Estimated Total and FICA/Med FICA/MED
Apprentice to Career 334 S 1,000.00 | § 334,000.00 | $ 53,139.40 | $ 387,139.40
Career to Accomplished 7 S 1,000.00 S 7,000.00 | $ 1,113.70 | $ 8,113.70
Totals 341 S 341,000.00 | $ 54,253.10 | $ 395,253.10
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Estimate of Fiscal Impact for TALC FY19 Contract Options

Budget vs. Proposed Estimates

Budgeted Amount of TALC Increases S 16,250,000.00
Estimated Performance Pay FY19 S 7,164,976.65
Estimated Performance Pay FY20 S 7,164,976.65
Estimated Career Ladder Movement FY18 S 395,253.10
Estimated Career Ladder Movement FY19 S 492,617.50
New Hire Salary Schedule S 1,114,212.50
Total of Proposed Changes S 16,332,036.40

Difference| $ (82,036.40)

Performance Pay Details

Estimated number of IPRF Employees 3,747
Estimated number of ITUN/IRTC Employees 2,163
Estimated Total Number of Instructional Employees 5,910
Retirement Rate 8.26%
FICA/Med Rate 7.65%

Estimates: Performance Pay FY19

Estimated Proposed Estimated Total

Number of Performance Estimated FRS Retirement| with FRS and

Final Evaluation Rating Employees Pay Amount Estimated Total and FICA/Med FICA/MED

IPRF

Highly Effective 1,356 | § 1,500.00 | $ 2,034,000.00 | $ 323,609.40 | $  2,357,609.40
Effective 1776 |$  amo0|$S 1,554,000.00 | $ 247,241.40 | $  1,801,241.40

Other/No Inzrease 615 | $ - s - s -

ITUN/IRTC

Highly Effective 1,148 | $ 1,500.00 | $ 1,722,000.00 | $ 273,970.20 | $  1,995,970.20
Effective 996 |5 875.00|$ 871,500.00 | $ 138,655.65 | $  1,010,155.65

Other/No Inzrease 19 |8 S - S - S -
Totals 5,910 S 6,181,500.00 | $ 983,476.65 | $  7,164,976.65

Estimates: Performance Pay FY20

Estimated Proposed Estimated Total

MNumber of Performance Estimated FRS Retirement| with FRS and

Final Evaluation Rating Employees Pay Amount Estimated Total and FICA/Med FICA/MED

IPRF

Highly Effective 1,356 | $ 1,500.00 | $ 2,034,000.00 | $ 323,609.40 | $  2,357,609.40
Effective 1,776 | & 875.00 | S 1,554,000.00 | $ 247,241.40 | S 1,801,241.40

Other/No Inzrease 615 | 8 S - S - S -

ITUN/IRTC

Highly Effective 1,148 | § 1,500.00 | $ 1,722,000.00 | $ 273,970.20 | $  1,995,970.20
Effective 996 | 5 875.00| S 871,500.00 | $ 138,655.65 [ $  1,010,155.65

Other/No Inzrease 19 | 5 S - S - S -
Totals 5,910 S 6,181,500.00 | $ 983,476.65 | $  7,164,976.65

FY18 Career Ladder Movement




Career

Estimated Ladder Estimated Total
Number of Movement Estimated FRS Retirement| with FRS and
Career Ladder Level Employees Incentive Estimated Total and FICA/Med FICA/MED
Apprentice to Career 334 $ 1,000.00 | 334,000.00 | $ 53,139.40 | $ 387,139.40
Career to Accomplished 7 S 1,000.00 | 5 7,000.00 | $ 1,113.70 | $ 8,113.70
Totals 341 5 341,000.00 | $ 54,253.10 | $ 395,253.10
FY19 Career Ladder Movement
Career
Estimated Ladder Estimated Total
Number of Movement Estimated FRS Retirement| with FRS and
Career Ladder Level Employees Incentive Estimated Total and FICA/Med FICA/MED
Apprentice to Career 350 $ 1,000.00 | & 350,000.00 | $ 55,685.00 | $ 405,685.00
Career to Accomplished 75 5 1,000.00 | & 75,000.00 | $ 11,932.50 | $ 86,932.50
Totals 425 S 425,000.00 | $ 67,617.50 | $ 492,617.50
Estimates: Proposed New Hire Salary Schedule
Effective July 1, 2019
Estimated Estimated Estimated Total
a1 ?;).I?n: Increase Number of Average Estimated FRS Retirement| with FRS and
(541, BT Employees Increase Estimated Total and FICA/Med FICA/MED
Tru-Up for Current Employees 275 $ 1,000.00 | $ 275,000.00 | $ 43,752.50 | $ 318,752.50
New Hires 600 $ 1,000.00 | 600,000.00 | $ 95,460.00 | $ 695,460.00
Salary Supplements 5 100,000.00 | $ - S 100,000.00
Totals 875 S 875,000.00 | $ 139,212.50 | $ 1,114,212.50




Highly Effective
Effective
Career Ladder

Highly Effective
Effective
Career Ladder

Sample Calculator

$ 1,400.00
S 800.00
$ 1,000.00

$ 1,300.00
S 900.00
S 300.00

57.14%
75.00%

69.23%
75.00%

50-75%
50-75%

50-75%
50-75%

$ 2,400.00
$ 1,800.00
75.00%





























