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ABSTRACT

The purpose of th1s pract1cum was to develop a

model collective barga1n1ng procedure whereby local edu-

cators in smalI and medlum s1zed count1es 1n Florlda can
effectlvely barga1n collectlvely w1th local school.boards{'
The procedure was developed and subsequently approved and
1mplemented by the Columbla Educatlon Assoclatlon. The
successful 1mplementatlon of the procedure wh1ch culml—
T ' _nated in the s1gn1ng of a master contract between the’”

/J ase.

Columbla County School Board and the Columbla Educatlon

b e e SOV sk i [P R A P VS SN (st
e

'~Assoc1atlon suggests that the procedure may be useful in:
o*her countles (drstrlcts) of s1m11ar s1ze.1;lﬁ'" i
Although the pract1cum was concerned w1th 1mple—‘“‘”
mentatlon at the local level of Florida State Law,_the.
v_practlcum report descrlbes a process that should be useful;fib
.to any group anywhere 1n the Unlted States concerned Wlthvfub4

"developlng a model and 1mplement1ng to obta1n local

'representatlon. .
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INTRODUCTION -

‘ Educators in ‘some small and medium sized counties
in Florlda found themselves 1n a dllemma w1th ‘the advent ofn
the passage of the Publlc Employee "ollectlve—e rg u;nlng J
Law in 1974. Many.of them had worked dlllgently to‘bring

dabout its passage only\to f1nd themselves confronted w1th
“the problem of “how could they succeed in 1mplemen+1ng 1t°"‘
Spec1f1cally, they d1d not possess the. f1nanc1al resources,

know-how and/or expertlse to effect1vely bargaln collecﬁ

t1vely w1th local school boards who d1d have the f1nanc1al ;

PR VIS o B D e L et 4t o 57 s e bR T s e e

resources, know—how and/or expertlse via. the publlc tlll
(taxing powers).
| This Maxi II Practlcum report deals w1th the,
writer's efforts to design, develop, and 1mplement a model“
collective bargaining procedure{, The procedure was devel4
loped to'aid'those educatOrs referred to above in'preparing
themselves to “sit "across the table" as equals with’ school“‘
‘boards and to effectlvely bargaln collect1vely in behalf of
‘their fellow teachers. |
The . section on the status'of collective‘bargaining'
by teachers presents a brief h1stor1cal perspectlve of pro—j.
,fess1onal negotlatlons/collectlve bargalnlng by ' teachers in
: : 1" :
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the United States, the evolvement of the right of public
employees'(t;achers) in Florida to bargain with their
employers, and thé results of a survey of the preSen;
status of collective bargaining by‘teachers in small and
medium sized counties in Florida.

The:section on practicum procedure gives detailed
information on the design, development, approval, and/or
adoption of the model procedure.

The section on implementation of the procedure deals
w%EE the .actual implementaﬁionﬁof thé procedure in.Columbia .
County. |

Appendix A consists of the model collective bar-

~~gainingwprocedure;“A“Model“Collective“Bargaining'Procedure“”“”“~~“twf

for Use by Educators in Small and Medium Sized Counties in

Florida, as it was adopted by the Columbia Educafion AsSQ-
.ciation} and Appendik P‘prééentsithebculminatibn of the
entire Maxi II Practicum efforﬁ, a signed master contract
between the School Boérd of Columbia County and the'Columbia.

Education Association.




CHAPTER I
PRACTICUM RESEARCH

.. The 1974 session of the Florlda State Leglslature -
passed a bill guaranteelng all publlc employees 1n Florlda
the right to collect1ve bargalnlng.' The blll when.s1gned -
into law on May 30, 1974 by Governor Rubln Askew, became\

" the: Publlc Employee Collectlve Barga1n1ng Law of 1974
(CH 74- lOO) Florida Statute CH. 74-lOO~created the Public.

Employees Relatlons Commission (PERC or “Comm1ss10n") to

vywregulate and oversee the . 1mplementatlon of the Law.mww

Teachers, belng publlc employees, are covered by CH 74- lOO.d;
The rlghts and pr1v1leges guaranteed teachers under the Law
also required their assumptlon of certa1n respons1b111t1es.
The assumptlon of these respons1b111t1es appeared to present
problems for teachers in small and medlum slzea countles

who d1d not have the financial resources to h1re a profes-
" s1onal negotlator, and who did. not presently possess the
know-how and/or expertlse to effectlvely bargaln collec—

_tively with. local school boards.




Historical Perspective of Profes51Q§§L£E§E§Q§EEEQ§L
Collective Bargaining

A. United States

Professional negotiation (also Caljed collective

negotiation and collective bargaining) Wag a teX™ practi-

cally unheard of in the vocabulary of eleoyer’em910yee
relations in educétion prior to the 1950s_ 1n 1960, the
Pasadena, California, Board of EducatiON hbecame the first
to adopt a professional negotiation agfSement a5 2 result

of a resolution by the"National Education pgsocidtion

(NEA). Collective bargaining is an oldex - orm, USed by

labor and industry fdr a century. The Wagner Act of the

P P e v s

1930s stlmulated the usé of the negotlatlng prOceSS in
labor disputes but did not invent the ternh COllectlve
negotiation, a combination of the two ®®Ing, is likewise a
recent addition. to educational jargon. In the 19705, the
modifying word "professional" has been dr0pped ang the pro-
cess is referred to simply as negotiation or collective
bargéining, | B
Stinnet et al. defined "professional negotiation” as

a "set of procedures written and officially adoptedq py the

local staff organization and the school board'WhiQh prdﬁﬂesj

an orderly method for the school board ang gtaff Organi-

zation to negotiate on matters of mutu2l cgncer?s to reach

11
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agreement on theSe'ﬁétters, and to establish educationél
channels for mediation and appeal in event of an impasse."l
Lieberman and Moskow? defined "Collective nego-
tiations"as "a process whereby employees as a group and
their employers make offers and counteroffers in good faith
on the conditions of their employment relationships for the
purpose of reaching mutually acceptable agréement." As an
agreement-making proceés between a group of employees and
emplqyers, it should not be confused simply as the right of‘
teachers to be consulted or to be heard. Phelps3 defined
"collective'bargaining" as "a group action conéerned with'

reaching common. points of agreement. It is a wéy of

hkwwwamwarriving_atwdecisionswthatwinfiuence~terms~and~conditions
of employment, that is, .!governance of the shop.' It is
basically a negotiating and agreement-making proéess
involving give and take by both siaes.ﬁ It begihs_with
flexible positions from which both sides can retreat with
honor and presumes a similar degree of bargaining power for
representatives on éach 'side of the table.

1y, M. Stinnet, J. H. Kleinmen, and M. L. Ware,

Professional Negotiation in Public Education, New York:
Macmillan, 1966, p. 2.

2M. Lieberman and M. H. Moskow, Collective Negotia-
tions for Teachers, Chicago: Rand McNally, 1966, p. 1.

. 30orme W. Phelps, "Introduction to Labor Economics, B
- New York: McGraw-Hill Book Company, Inc., 1955, pp. 75-76. '

12
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The NEA prefers the term "professional negotiations,
whereas the Americah Federation of Teachers (AFT) :zends to
use "collective bargaining." éresently, therg'is consid-
erable debate about the full meaning of these terms as well
as about which should be employed in education. The dif-
ferenceé in meahing are slight. The terms have more in
common than the advocates of any one term wéuld care to
admit. More and more these terms are being used synony-
mously. Negotiations/collective bargaining is a means
whereby teachers formalize their access to the school power
structure. Both the NEA and AFT advocate collective‘action'
by teachers.

Today, Stéte Laws are basic in employer-employee
felations in public education. Wiscénsin was the only state
that had a comprehénsive law regulating negotiation in public

education prior to 1965. Between 1965 and 1967, 14 states

- ==plaska, California; Connecticut, Florida, Massachusetts, "~ =

Michigan, Minnisota, Nebraska, New Hampshire, New York,
Oregon, Rhode Island, Texas, and Washington--enacted legis-
lation guaranteeing the right of teachers to join or not to
join various types of employee organizgtions as well as tb
participéte'ih'proféssional negotiatioﬁ: Ey“l§72,‘29‘$tates
had enacted legislation defining in some manner teacher-
school board pegotiation. Maguire reports that "many state

statutes have taken major portions of their collective

~———
R,
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negotiatibnSvact verbatim from the Taft-Hartley Act (1947)" .

" and "used precedents established by the National Labor
" Relations Board in degiding disputed cases in teacher negof
tiations before state appeals boards."4

The content of such state laws variés greatly in
scdpe and substance; however, there seems to be little
question, from a legal standpoint, that certified school
employees have the right to organize‘whether affiliated
with a union or not. Several states have passed specific
statutes stipulating that public employees have the right
to join unions or other types oflorganizations. The
traditional judicial view is that teachers do not have the
right to strike, nor can compulsory'membership.be réquired.
Only in Hawaii are strikes legal under certain conditions.
In North Caroliné andzairginia negotia;}ng with public-

employee organizations is specifically prohibited.>

B. Florida
Prior to 1943, the Florida Law and the State's
~Constitution of 1885 were ;ileht concerning the right of
public emploYées tb'bargain with their employers. Florida's
43o0hn W. Maguire, "Professional Negotiations: State

or Federal Legislation?" School and Society, Vol. 98,
No. 2324, March, 1970, pp. 176-177.

5Stinnet et al., op. cit., pp. 27-28.

L et WY e Yot e e
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governmental employers‘helievedlthey were under no obligatiqn
to bargain with their employees. ‘ .

In 1943, the Florida Legislature enacted legislation
regulating the activities 6f union officials and certain:
aspects of‘labor and management relations. The law made no
mention of public employees, neither including nor excluding
then.

Three years later; the first case seriously ques-
-tioning the bargaining rights of governmental workers came
before the State Supreme Court. In the Qase‘of Miami’Water
Works Local 654 vs. the City of Miami, the union askearthe
court to require the city to batgain with the union. The
court found, however, that the city was not required to
recognize the union for the purpose of cdllective bargaining.

The questidn of public employee-unions remained

unanswered untll 1959 when the leglslature set down certaln

o i et v s e e+ o e L b

guldellnes. These guldellnes sald public agen01es could
not hire anyone who:
(1) participates in any strike;

(2) asserts the rlght to strlke against the state,
‘county, or any municipality; or :

(3) is a member of an organization of government
employees that asserts the right to:-strike
against the state, county, or any munlc.pallty.

The guldellnes dld assure publlc workers the rlght

to freedom of ass001at10n, self—organlzatlon, and the rlght

15
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to join or to remain a member of any labor organization
that met the requirements of the law. In addition, the lew

said employees had the right to submit proposals concerning

salaries and working.cohditions to their public employers.

In an opinion by the Florida Attorney Generel'the_

same year, the rigﬁ%?%d'submit proposals was qualified in

that employees could submit proposals; but public employers

were under no obligation to consider them.

éinelly,.in‘1968, the.Florida Supreme Court, in
Pinellas County Classroom Teacher Assodiafion vs. The Board
of Public Instruetion, established the iight of public-
workers to bargain as members of a union or labor organi-
zation. In the seﬁﬁ year, Fhe.pedple of Flofida appreved a
new State Constitution that included a section granting
public workers the right to collective bargaining. The
sectlon states.

The rlght of persons to work shall not be denled or
abrldged on account of membership or nonmembership

in any labor union or labor organization.  The right
of employees, by and through a labor organization,

to bargain collectively shall not be denied or
abridged. Public employees shall not have the rlght
to strike. :

The new constitution of 1968 essured the right to
bargain collectively to all workers; however, this consti-
tutional guerahtee still required legislative action.
Former Governor Claude Kirk, who strongly;cpposed the right

of public employees. to bargain,_issded an executive order
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‘prohibiting any state agency or officer from negotiating
with any labor organization repreeenting public employees.
Shortly after Governor Rubin Askew took office in |
1971, he issued an executive order that, aithoughrdiﬁ&nent
in tone, had the same effect as Governor Kirk's order.
Askew's order declined to permit collective_bargaining by
~public workers until the legislature approved procedures
for such bargaining. Implementing legislation was intro-
duced in each seSSion of the legislature from 1969 through
1973 but each time the 1egislation failed to pass. Then,
in an unprecedented move, the Florida Supreme Court .said
if the legislature failed to develop the necessary proce-
dures during the 1974 session, the court would do it.
Acting under the shadow of the-:court's ultimatum,
the 1974 Florida Legislature passed the Public Employeg

Collective Bargaining Law, Florida Statute CH 74- 100. 1In

NP . . S gy it o e —.

paSSing the legislation, the Florida Legislature created
the Public Employees Relations Commission (PERC) and man-
dated that the Commission deveiop its rules anamrequlations

by January, 1975.

Law Permitting Collective Bargaining By Public Employees

A. Public Employee Relations Law, Florida Statute
CH 74~100

. Section 1. Section 447.03} Florida Statutes, is

amended to read:

17',
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447.03 Employeés‘ right toAsélf-Organizationé—
Empioyees shall havé the right to self—organizgtion, to
.form{-join, or‘assist labor unions or 1abor'or§anizations
or to refrain from such activities, té bargain'cqiléctively
 through representatives of their own chéosing, and to
engage in concerted activities, for the purpose’of.colléc-
tive bargaining or 6ther mutual aid or prdtection;

Section 3. Part II of chapter 447, Florida'Sgat-
utes is created to read: | |

447.001 Statemen£ of policy——It’is declared that
the public poliéy of the»étate>and the purpose of this
part is to provide statutOry‘implementation of Section 6,
Article I of the Constitu.tiqn of the State of Florida, and
to promote harmoﬁious and codperative relationships between

government and its employees, both collectively and indi-

vidually, and to protect the public by assuring,h§§m§%¥mmwwwWWWW

times, the orderly and‘uninterrupted operétions andihndﬁ@ms
of government. It is the intent of the legislature_that
nothing herein shall‘be construed to either encdurage'pr
discourage organization of public employees. These policiés
are best effectuétedhby:

(1) granting té public employees the right. of organi-
zation and representation; ) .

(2) requiring the state, local governments, and other
political subdivisions to negotiate with bargain-
ing agents duly certified to represent. public
employees; ‘

~
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(3) creating a Public Employees Relations Commission
to assist in resolving disputes between public
employees and public employers; and
(4) recognizing the constitutional prohibition against
strikes by public employees' and providing remedies
for violations of such prohibition.
B. Public Employees Relations Commission
‘The Public Employees Relations Commission mas estab-

llshed as a result of the Publ’" Employee Collective Bar-

gaining Law, CH 74-100. It operates within~the‘Department

of Commerce but possesses independent quasi—judicial‘

.powers in fulfllllng 1ts functlons as mandated by the Law.

L3

The PERC has the power to amend promulgate, or resc1nd any
rules and/or regulatlons as 1t deems necessary to carry out
1ts functlons.

The PERC may subpoena w1tnesses, booxs, documents,_

,records, etc. as necessary eV1dence to conduct its 1nqu1ry,'

and 1t*may ------ admlnlster oaths and afflrmatlons'~ A—refusalmtow 4~f~§

T appear or produce the ev1dence requested by PERC ‘may be

"construed by the C1rcu1t Court, in the area 1n wh1ch hear-;f

‘j'punlshed by the. C1rcu1t Court.mmwu,;hu H.uf e

‘1ngs are be1ng held as contempt- and sa1d person may be

The PERC will dec1de who is ellglble to serve- as PR

mediator or spec1al~master, 1nvest}gate allyclalms of pro-,‘

vhibited practices and charges-of-striking by public

employees. The PERC is not subject to the control of the
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Department of Commerce wnen performing its dﬁties; there-
fore, 1t is a separate, 1ndependent entity (agency) w1th
1eglslatrve, executlve, and p011c1ng powers. Also, it has
the power to prov1de relief and remedy to the gr1eved;
party. The PERC was created to see that‘the process of
collective barga1n1ng is properly carried out by both
parties. As with all governmental agencies, the f1nd1ngs
of the PERC may be appealed tnrough the jggicial system.

. Present Status Of Collective Bargaining By Teachers In
Small And Medium Sized Counties In Florida (Spring, 1975)

A snrvey'instrument was developed by the writer
and mailed to forty—tnree county teacher associations/
organizations in small and medium sized counties in Florida
(See Appendix B). The purposes of this survey instrument
were to gather data in order to determine the present'
statns of collective bargaining by teachers in small and
"mééiﬁh‘élééd countles in Florlda, té”éé£€£mlﬁe'tﬁe"heéd forv7MWM'
a model collective bargaining procedure, and to gain input
from exisring agreements (master contracts) to be utilized
in preparingla model collective bargaining procedure.

of the*fortyfthree suryey_instruments mailed,
thirty—one were'returned.' As shown in‘Tabie I-1, only
three of the thirty;one oountieS'responding had any form
of bargaining or negotiations agreement in effeot. Two

were listed as professional negotiations agreements and one
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TABLE I-1

PRESENT STATUS OF COLLECTIVE BARGAINING BY EDUCATORSIHQSMADL
AND MEDIUM SIZED COUNTIES IN FLORIDA :

Counties :
Responding - - ‘Items

H=
[
=

: #1]#2|#3| #4| #5] #6 #8|#9{ #10
Baker X X[ X[ [X X
Bradford . ~ X ~ .
Calhoun
Columbia
Dixie : -
Flagler : Tx
‘Franklin | - ’
Gadsden™
Gilchrist ,
Highlands
Hamilton
Hendry ..
‘Hernando -
-Holmes T
Jackson N O x|
Jefferson B R
. Lafayette| | B "
Levy . » | T 1T 1x

__.Liberty ' | .
Madison 1
Martin - | xX.|
- Nassau- - C

- .Osceola S N R
Pasco - | |- | X|X
Putnam- ‘ ‘ e
St. Johns
Suwarisiee -
Sumter
Union
Wakulla .
Totals. 2({ol1]1
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10.

11.

12.

5

14.

15.

s | . P

Items

.t

‘Assoc1at10ns/organ1zatlons haV1ng professional nego-

tiations agreements

Associations/orgainzations haV1ng profess1onal nego-
tiations agreéments culminating in binding arbitration
Assoc1at10ns/organ1zatlons having collectlve bargalnlng
agreements .

Assoclatlons/organlzatlons hav1ng collectlve bargalnlng

. agreements culminating in binding arbitration

Associations/organizations registered with the PERC
Associations/organizations certified by the PERC
Associations/organizations planning to- become certi-
fied as the bargaining agent for this year (1975)
Associations/organizations presently_haV1ng members,‘

who have the know-how and/or expertise and are Prepared

to effectively bargaln collectlvely w1th the school
board -

‘Assoc1atlons/organ1zatlons plannlng to hlre a profes-
sional negotiator to bargain w1th the school board in

behalf of the teachers

Assoc1atlons/organlzat1ons belonglng to a parent group .

(state or national)  that will bargain with, or furnish

- the expertise to bargain with, the school board in

behalf of the teachers

Assoclatlons/organlzatlons plannlng to use (train) mem-
bers from their own ranks to bargaln with the school '
board for teachers.

Assoc1at10ns/organ1zatlons haV1ng access to a formal
procedure to use in training members in their own ranks

Assoc1atlons/organ1zatlons haV1ng access to a formal

. collective bargaining procedure available to other

associations/organizations at a minimal cost
Associations/organizations interested in having access
to such a formal procedure at mlnlmal cost (cost of
reproduction) :

Assoc1atlons/organ1zatlons haV1ng profess1onaL nego-
tlatlons/collectlveamﬂeements (master contracts) in
effect  who would be w1111ng to share and permit usage
of portions of the same’in developing a model col-
lective bargaining procedure :
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as a collective bargéining agreement. 'Oné of the three
contained a grievance procedure that culminated in binding
-arbitration, and the other two 1eftAreéplution of impa;se
with the school board. |
| Seﬁenteen of. the ﬁhirty—one réspbnding had:Fegis—
tered with the Public Employees Relations Commission, but
‘only three had been certified. Of particular interest was
the fact-that not éne association/organization planned to
hire a préfessional neg@tiator; however, nineteen of those
responding felt thatvthey_had members who presehtly had
the expertise and know—how‘to successfully bargain Collec-
tivelyAwith the school board for the tea?hers, or they
belonged to or were affiliated with ‘parent organizations,
who would either bargain for them or furnish the expertise

the same.

'””“““Twelﬁé"df”the'thifty+dne“réspOndihgwiﬁdiéaEéd”Eﬁéﬁm“w"wwm"W

fhey did not presently have the expertise and/or know-how.
to effectively bargain collectively wifh'thé school board
for the teachers in their county, that they did not have
the financial resources to_hire a professioﬁal négétiator,
and that they either did nof belong to a parent orgéni—
zatioh or their membership or affiliation with a parent
organization did not entitle them to a'representatiVe to

bargain for them or to be fﬁrnished with the expertise
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'and/or know—how to be tralned to accompllsh the same. ThreeQ
of the thlrty—one respondlng had a profe551onal negotlatlons
-and/or a collectlve bargalnlng agreement in effect, and
copies of these»were.furnished‘to the”writer; vThey.were:
tﬁe Baker County Educatioh Association;'the Martin County

Education Association, and the Pasco ClassroomﬁTeachersF

Association.

ERIC

Aruitoxt provided by Eic:




CHAPTER II
_PRACTICUM PROCEDURE

‘The wr1terbbecame 1nterested 1n the eVelopment of
a model collectlve bargalnlng prOcedufebas a re5u1t of the
passage of the Publlc Employees Collectlve Bargalhlng Law,wf'
) Florlda Statute CH 74=100, and having been requested by the ~
Pres1dent and Executlve Board of the Columbla couhty Edu“*‘u
catlon to serve as the chlef negot:i.ai:Or for the ASsoclat:l.on

Their request was motlvated by the fact that membErshlp

.dues were 1n (October,.1974), and 1t WaS apparent that
f1nanc1al resources were not avaJ.lable to hlre a profes—w
kslonal negotlator.. Also, that same month the Ass0c1at10n
" had voted not to afflllate w1th a, lab"r unlon,.PQr Se, thatfd'f
m~“"~“~“;wcould~have furnlshed the know—howﬂand/orwexpertlse tob;hri
. bargaln w1th the local school board Thelr requeSt of me fﬁm

B was based on my hav1ng been a former dlrector Of the

.-\

: Columbla Educatlon ASSOClatlon,x nd a fOrmer Superlntendentfﬂ

| of Schools 1n Columbla County.‘ : .
I decllned the 1nv1tat10n tO serve aS the Chlef
collectlve bargalnlng procedure to be lmplemented by the |
” "18,”"'»1 SRR b :
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;Assoc1atlon. The Executive Board bought”the iaéa; pIJ
Vadv1sed the Executlve Board at that t1me that I was g01ng
to propose to Nova Unlver51ty that the development of the‘}yhl
:collectlve barga1n1ng procedure serve as my Max1 II ‘
Practlcum. I proposed the same to Nova Un1ver51ty in early

January, 1975; and after maklng an addendum to the pro-

posal, rece1ved f1nal approval from Nova on March 25 1975.w;1f

gy

As stated in the proposal A Model Collect1ve ?31

: ".

Bargalnlng Procedure for Use by Educators in Small and

;Medlum Slzed Countles in Florlda, the overall goals orf'-

expected outcomes of the pract1cum were: to-‘

(1) des1gn, develop, and 1mplement a model collectlve .
© . bargaining procedure for use by educators in small o
and med1um s1zed countles 1n Florlda- o

(2) jaccompllsh the s1gn1ng of a master contract

~ between the .School Board and the teachers of-
Columbia County, recognizing the Columbia
Education Association as the exclus1ve bargalnlng
agent for teachers-«

“mww%B)nget the«model collectlve bargalnlng procedure ‘75?E%%~%
"+ adopted by the Columbla Educatlon Assoc1atlon for T ¥
future use; and - S ,

(4)~‘make the model colleCtive‘bargaining'procedure;
' - available to other organizations, assoc1atlons,7
»vand groups’ 1n other d1str1cts. ' :
The wr1ter, af ter a search of the llterature,
de51gned then developed a model collectlve bargalnlng
'procedure.u The procedure cons1sted of four 1nd1v1dual

rcomponents.» Each component was developed by the wr1ter and

submltted to the Executlve Board of the Columbla Educatlon
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Association for revision and/or approﬁal. Upon completion
and approval of phé entire procédure, it was adopted by the
Columbia EducationlAssociation Executive Board for imple-

mentation by the Association (see Appendix A).

“A. ‘Literature Search
A search of the literature was conducted to
determine the p'r:e‘s'éné””'séa!ttﬁs' of collective bargaining by
teachers in other states and in other‘counties_(districts)

in Florida. The results are summarized in Chapter I of this

27
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Qﬁpies of collective bargaining agree-

s) were Obtained from the Baker County

.on
t on
Equca”} AQ ci? ' the Martin county gducation Asso-

Q\ , [ t o cla
la.tloﬂ hQ paGG & sSroom Teachers' Association (small

Aivm count

'Qhﬂ.m@ N4 zed lag in Florlda): the Collier County

R On tion

Qu_a” AN soci? ' the Hillshoro Classroom Teachers'

3 tlQ . Dade s
\s0 c3? R, the County Classroom Teachers' Association o

3y 1879 | _iec s .
Ye tO Countl®S ip rlorida), and from the

ach  oft
Qiry 4’3 Svg un1 I'QQ al NO- 4, AFT, Gary, Indiana; the
uca N\soct . 9% gt. Mary:g county, st. Mary's

Q Ma . ang _ .
Sunty”’ 1 b&lﬁﬂd’ the gcottsqgle Education Association,
alea ng.

' ariz® These MaSter contracts were analyzed
t e : ' :
at Co
to hbes £h Wlg pe US2q jn the design and devel-
o el oo : o
Drmen? the,mod llectlVe bargaining procedure.

Dag. . the ) R
S £ QQ1leC.the'Bargalning Procedure

fo : )
. Agn r
Qqesi? the CB Procedure that was approved

EXa Dar
by the/ . Q\ltive B q

- tio . sted
A%socj’ﬂ h 9}5 , Of four Components-

of the Colympbia County Education

Beco’“ *hq Bardaining Agent

olleQ . .
The c tlv-e Bargalning Election

Col

3. 1
Loc2* Qg ive Bargalnlng Organlzatlon

4. 1le
cor+eq
. The tlv-e Bargalnlng Package
Q onen
Qh com? ¢ Was deVeloped by the writer, then

LeqQ : .
sl4bmi*’ \ the et ipe BOATA of the Columbia County

28
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Education Association for suggestions and/or recommendations

for improvement and final approval.

C. Development of the Collective Bargaining Procedure
1. Becoming the Bargaining Agent
The'development of the component on "Becoming

the Bargaining Agent" requiredwextehsive study and/or famil-
~iarization with the Publié’Empldyee'céllédtiVé Bargaining
Law, 1974 (Florida Statute CH 74-100), and the Public
Employees Relations Commission (PERC) Rules and Reguiations.
Both CH 74-100 and the‘;;RC Rﬁles and Regulations set forth
-séecific prdcedures that all unions/employee organizations
muét follow in order to become the exclusive bafgaining
agent for public employees (teachers).‘ Afterlcareful study
and familiarization, the writer exéerpted from CH 74-100
and the PERC Rules and-Regulétions those specific proce¥
dures. They were dividéd«into twbmavgrélivqa£egopigs, reg-
istration, aﬁd recognition and cerfificaﬁion. A detailed;
step-by-step outline was developed for eaéh caﬁegory along
with ediforial comments pertaining to the responsibilities
of..the employee organization seeking to become the bargain-
ing agent, suggestions for faCilitaging»the‘process, and.
possible consequences of not fﬁlly COmplyinglwith the Law,
Rules. and Reguiétions. A flow chart was develdped delin—x

eating the steps necessary for recognition and certification

29
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of an employee organizationvfor the purposes of'collective
bargaining. | |
All the forms, petitions, appllcatlons,‘etc. neces-
sary for reglstratlon, and recognltlon and cert1f1catlon.
were'obtalned from;the Publ;c Employees Relatlons Conmussxn;‘

__the Department of Commerce, or  were developed by the Writer-'

vand 1ncluded as Appendlces A—G of the Model CB Procedure ;Wmhl;ﬁlﬁ

(See Appendlx A).

“"The cOmponent was subnittedlto'the Executive Board
of the Columbla County Educatlon Assoc1atlon for approval"
on March 11, 1975. After only sllght rev151on of the
wording of the authorlzatlon card the Executlve Board
approved the component and authorlzed 1mmed1ate 1mplemen—
tatlon by the Association. . '

2. The Collective Bargalning.Election

In developing’“he component, "The Collectlve
. Bargalnlng Electlon," the wr1ter relied heav1ly upon his
past exper1ence in conduct1ng electlons, both successful

and unsuccessful ~and a brochure ent1tled, Guldebook to

Winning Collectlve Bargalnlng Electlons, prepared by

Vlncent Grove and Stanley Kern, ‘New York ‘State Un1ted
Teachers, D1v1s1on of Fleld Services, for the Florlda Edu—
‘catlon Assoc1atlon, Unlted Community College Faculty of.
Florlda. Where pOrthnS of the "Guloebook"'were 1nco,po—
| ratedlin»the component, a spec1al effort was made to adapt

said portions to the local situation.

30




23
Another very important consideration in preparing
this component was compliance-with the rules, Rule 8H-3.28,
Election Procedure; Rule 8H-3.29, ThefMethod of Conducting
Elections;~and Rule 8H-3.30, Runoff Eiections; of the Public

Employee Relations Commission. Thesefrules are in fact

administrative law and must be complied with by all unions/

‘employee organizations.

Suggestions and/or recommendations for.orgahizing
for an election, conducting the campaién,,election ground
roles, and eiectioh day activities were developed and
presented‘in detail form. When ‘the component was presented
_to the Executive Board of the Colombia-County Education
Association for approval, several of the board members'felt_
that the component was too elaborate for a county of our
size. Also, several members of the board felt that the
Association was 901ng to be cert1f1ed as. the bargalnlng
'~ agent w1thout a collectlve bargaining electlon, so the
component was not approved at that tlme. Two weeks 1ater
a rivalvemployee organizatioh intervened‘and the PERC, ----- :

. after a consent hearing, ordered an election. The Executive
Board convened ihASpecial_session and approved the com-
'ponent as it was origihally presented. - T

3. Local Collective Bargaining Organization

f
i

! The deVelopment of the component'on‘Local Collective

[y

Bargaining OrganizatiOn" was the most difficult of the four

31
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‘components that constitute the ove;ali Model Céllective
'Bargaining Procedure for the'writer. The newness of
collective bargaining for pub1ic employees (teachers) made
it difficult to obtain information on local collective

bargaining organization. The writer attempted to become as

familiar as possible with the collective‘bargaining process
through available literature and by attending two workshops
ibffered by the‘Florida Education Association/United; then
proceeded to develop the component. | |
The bargaining team's performance at the table is
of utmost importance;.sb the.déVelopﬁent 6f thé coﬁponent
éehtered;around suggestions and/or recommendations for the
selection, éssignmégt, and training of the team. Team
discipline, ﬁhe Caucus,lsupport fof the téém; and the
'development of table skills were also spoken'of in the
component.
The Executive Board of the Colﬁﬁbia County Educa-
tion Associatién fecogniZed the weaknesses of this dompo—
nent and apéarently,sympathized with the writer. As will
be elaborated on later in thié.report;-the Executive Board
approved thé component fof.implementaﬁion; and at the same’
time, appropriated funds for a workshop to bé conducted: by
a consultant. from thé Flérida Educatioh_Association/United
in the areas covered by this component.

4. The Collective Bargaining Package
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Ten coliective bargaining agreements (master con- 
tracts), seven from Florida coﬁnties and three from
counties (districts).in other states, were collected and
carefully analyzed for features that coﬁld'be appropriately
adapted to the local situation. The writer then developed
a detailed, step—by?étep outline fOrbeeparation of
demands,Aprgparation”of“package,‘1anguage of demands,
establishing priorities among demands, andla‘backage-check.
Suggestions for faciliating the bargaining procéss and a-
flow chart depicting the same were ihcluded in the compo-
nent. Also, survey instruments developed by the writer to L T
assist in the preparation of-demands and a moﬁél grievance -
procedure were inclUded-as Appendices H, I, and J of the

Model CB Procedure (See Appéndix A).
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CHAPTER III

PRACTICUM IMPLEMENTATION

—

' When thé Writer proposed the development of a Model

: MCollQ¢§iV§mBargaining;Proceduremas\awMaxi“IImPracticummto;M;;.Ler

NovavUniuereity, he was advised thatlthe‘developﬁent of the.
procedureialone would not be:sufficient-te.meetlthe
requirementshof a‘Maxi'Ii‘Practicdm' an addendum was made ~
to the orlglnai'proposal to 1nc1ude the 1mp1ementatlon of
the Procedure and the 51gn1ng of a. master contract The
wrlter now reallzes the. w1sdom of Nova s requlrlng hlS
active partlclpatlon 1n the melementatlon of the procedure.e

before g1v1ng,her flnal approvalmand agreee»that the

greatest learning experience of_ the Practicum was his

part101patlon in the 1mp1ementat10n of the Model CB
Procedure.

Implementatlon of the procedure ‘A Model Collectlve

Bargainlng Procedure for Use by Educators 1n'Smallvand

Medium 51zed Countieg in . Florlda, took approx1mate1y seven

| months The procedure con51sts of Eour components-
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I. Becoming thetBargaining Agent
II. The Collective'Bargaining Election
IITI. Local Collective Bargaining Organization
IV. The Collective Bargaining Péckage
Due to the time factor, it was necessary to imple-
ment the first component while the remaining three were
»being aé§g}oped. This did not, hdﬁeyef,,present_any;great
pfoblem for the writer, since implementationkpf the first
component mostly required f£illing out and.filing‘forms,
applications, etc. that had been developed by the writer . or

secured by him from the Public Employees Relations Commis-

sion or the Department of Commerce.

I. Becoming the‘Bargaining'Agent‘

Implementation of the component, "Becoming thé
Bargaining Agent," consiéted mainly of fiiling out forms,
applications, petitions, etc. and filing the same with the
appfbpriate agencies. The follbwing activities were

required:

A. Registration
1. Public Employees Relations Commission
a. Checklist of information submitted: -

(I) Name and address of local and parent
organization, officers, staff, etc.

'(II) Ambunt of dues

.
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'(III).Current‘financial statement (budget)'

Name and -address of "agent for serv1ce"
: (CEA Pres1dent)

'25 Nond1scr1m1natlon pledge
'?'rlor year f1nan01al report (audlted)

| (VII)YReglstratlon fee of $lS

(VIII) Constitution and bylaws of local

employee organlzatlon and 1ts parent._
~raffiliate~ : '

b. Submitted to: . Chairman .
S -~ Public Employees Relatlons<
. Commission
2005 Apalachee Parkway
‘ Tallahassee, Florlda 32301

Division of Labor, Florlda Department of
Commerce

a. Checklist of lnformation smeitted:
(I) Report of Labor Organlzatlon
| (A) Form requlred proper notarlzatlon
(B)-Accompan1ed~by $l_f111ng fee
(I1) aninesstAéent'Applloation‘ .

(A)‘Pbotographdrequlred o
'{B);Formbreqdired*proper;notarizationf'
(Cc) Accompanled by $l flllng fee

(III) FBI Fingerprint Card - ‘,
(A) Completed by'"agent of serv1ce

(B) Signed in the presence of offlclal;
doing fingerprinting : -
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b. Submitted to: Division of Labor
. Department. of Commerce
Room 220 ‘
1321 Executlve Center Dr1Ve—w
. Bast
Tallahassee, Florida 32301
B. Bargaining Unit Defined
Before the Columbia Education Association could be - -
recognlzed as the exclus1ve representatlve (bargalnlng
agent) for the teachers in Columbla County, 1t was necessary

to define the bargaining unit. This was done by the

Executive Board of the Columbla Educatlon ASSOClathn.

'Follow1ng guldellnes set forth 1n the Model CB Procedure,

cthe Executive Board. deflned ‘the bargalnlng un1t by llstlng _

those categorles (pos1tlons) it felt it could represent and'

tho would have vot1ng power. Some categorles were 1nc1uded(
" even thOugh there was some questlon as to whether or not
_they were “management" or_"confldentlal" employees. The

: flnal determlnatlon regardlng categorles to be 1ncluded 1n f

the bargalnlng unlt ‘was, by law, left to the PERC Hearlng

SR -vOfflcer

. C. Authorlzatlon Cards Slgned

Once the bargalnlng unlt had been deflned the e11¥p»~ﬁ4

gible- populatlon of the proposed bargalnlng unlt were askedgh

to cons1der slgnlng authorlzatlon cards deslgnatlng the

COlumbla Educatlon ASSOClathn as thelr exclus1ve bargalnlng

37
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agent for a period ofltwelve months. It was made clear to
the population of‘the proposed bargaining unit that indi-
vidual members did not have to be a member df'the Columbia
Education Association to designate it as their bargaining
égent. Fifty-seven per cent (;7%) of the population of
the pr0posed_bérgaininglunit signed authorization cards
designating the Columbia Education Associatibn as their
bargaining agent. | | 4_ N .

D. CEA Bid for Recognition as Bargalnlng Agent by
School Board

©

Encouraged by securing authorization cards from

more than fifty'ﬁer cent (50%) plus one (1) of the eligible
population in the propused barggining unit, thé president

of the CEA, Ms. Jeane NesSmith, presénted the Columbia

County School Board with a formal request for recognition
of the Columbia Education Association as the bargaining |
agent for the teachers in Columbia County for the 1975-76;
school year (see Appendix C). The School Board refused to
recognize the CEA, statiﬁg that they must first see the
signed authoriéation cards.l The President, desiring to
preserve the confidentiality of the signed cards, recom-
mended that the Superintendent, who has the authority'énd
Alega; responsibility to recommend the hiring, promoting,
démoting, and firing of all school personnel in the‘schoql,
system, not bé.given'aécess to the sigﬂéd“authorigatidn

38
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cards due to possible recrimination. She recommended,
instead, that a committee from the School Board or a neutral
third.party be appointed to verify the signatures. The
School Board again refused recognition of the CEA as the
bargaining agent. o

Immediately after the School Board refused to
recognize the CEA as the bargaining agent the Executive
Board of the CEA was called into special session. It voted
to exercise its prerogative under the PERC Rules and Regu-
lations of petitioning the PERC for certification as the
bargaining agent, since recognition had been denied by the
Schosl Board. The petition and the.signed,.notarizedg
authorization catds were immediately fotwarded to-the PERC
requesting_certification of the CEA as the bargaining agent

Between the time the petition was forwarded‘to the
PERC and the time a hearing was called by the PERC to
determine the suffiCiency of the petition, a rival employee,
organization intervened. The rival organization, the
Colnmbia AssocCiation of Professional Educators?(CAPE) had
not properly tegietered with the PERC; hewever,'it‘was'
permitted to intervene en'the grounds that it had submitted
signed authorization cards from eleVen per Cent (11%) of
the population of the proposed bargaining unit. Thus, a
consent hearing was called by the PERC (see Appendix D).

:wo weeks later a formal hearing was held by the PERC
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Hearing Officer. The appropriate collective bafgaining ‘
unit was agreed upon by the School Boara, the CAPE, and the
CEA; the public employer was identified‘forVCOllective
Largaining purposes, a collactiﬁe bargaining election was
ordered by thé PERC, and»eiedtiOneering rulas were ag:eed

to by the School Board, the CAPE, and the CEA (see

Appendix E).

II. The Collective Bargaining Election

. As stated earlier in this report, the Exeéutive
Board of the CEA had felt that‘a cpllective bargaining
election would not be necessary, since it had been‘able‘toi.
secure signed authorizatign cardsifrom.fiftyeéeven per . -
cent (57%)»0: the population of the proposed bargaining |
unit. However, this was not the case. Once the election - e
had been ordered by the PERC, the Columbia Education Asso-
‘ciation proceeded to implement the component, "The
Collective Bargaining Election," fiom the writer's Model-_’

Collective Bargaining Procedure.

A. Organizing for the Collective Bargaining-ElectiOnMM
An election committee waa'set up separate from the

existing officers and executive‘hgardil The committee was

given unquestioned autho:ity by the CEA Executive Board

but was charged with the task of producing a WIN! The

campaign manager was appointed and subcommittees were ...
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established. Assignments were made, and key CEA personnel
partiéipated in a Saturday training workshop; The training
workshop ggnsisted of:
(1) techniques in pefsonal contact; .
(2) familiarization with the CEA's program;

(3) facts on the CEA's successes in other areas;

(4) Dbackground information.on.the CAPE's failures in
other areas; '

(5) preparation of a .calendar of events for the
“campaign; and

(6) current collective bargaining activities and
developments in the area.

' In addition to the appointment of subcommittees for
the election campaign, building teams were set up for each
of the ten school centers. Each building team consisted of
at least three members, and no building team member was
given the responsibility for more than ten teachers. Also,
a communication chain or brigade was established that proved
very effective in keeping the workers informed and providing

- feedback on how the campaign was progressing.

B. Conducting the Campaign
That portion of the component that dealt with "Con-
ducting the Campaign" was followed very closely. The staff
survey and the negotiations gquestionnaire developed by the
writer proved very helpful in conducting the election

campaign and also in developing the CB package. Position

- 41
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preparatlon paid off. Two CEA poll watchers were statiohed
at each of the ten polls. The list of eligible voters was
checked periodically, and the names of eligibfe voters who
had not yet voted were given to the telephonersvso that -
they could be called and reminded to vote. It was not
necessary to challenge a single vote. When the polls
closed, ninety-four per cent (94%) of the elrglble voters
had voted. | ’

Once the polls had closed and the ballots had been

sealed, the ballots from each of the ten respectlve polllng

places “were-carried to a central location- (the"'OffJ.ce of o

the County Supervisor of Elections), commlngled and
counted. The Election Commlttee served as tally observers
for the CEA.

« .rThearesults of the election were a;tremendous
victory for the CEA ahd this writer. Of the 346 votes

.

cast, the CEA received 268 or seventy-seveh per cent (77%)
(see Appendix G). The election results were then certified
by the Coﬁnty Supervisor of Elections andgforwarded to the
PERC for certlflcatlon of the Columbia Educatlon Asso-

ciation as the first collective hargalnlng agent of

teachers in Columbia County.

I1I. Local Collective Bargaining Organization
Immediately after the writer had assumed the respon-

sibility for developing a model CB procedure to be
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implemented byuthe CEA, hevhad‘insisted that a Collective.
ﬁargaining Committee be appointed. The Commifteé was
appoiﬁted byvéﬂe President of the CEA and approved by the
CEA Executive BqardQ‘ It consisted of nineteen (;9) members

of which the writer was one (l), This Committee was given

PN araran

the collective bargaining process and developing the CB
packagé. The CB Committee was divided into four subcom-
mittees: the Format and Structure Committee, the Grievance

Procedure Committee, the Curriculum -and Instruction Com-

A. SeIQCting the Bargaining Team
The‘Bargaining Team consisted of five (5) members -
selécted from the.overail Collective Bargaining Committee.
One (1) alternate was selected for each Bargaining Team
membef. The primary considerations for selection oAf'i:he~
team members‘wefe interest, knowledge, articulation, and
availability. Each team member in turn was assigned a

pdsition (title) and a major area of concern:

Title B Major Area 6f Concern
1. A Spokesman , Padkage Rationale
2. A Recorder Proceedings
3. A Researcher ' Back-up Material
4. A Team Observer School Law and Finance
5. A School Board Observer School Board Policy
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'B. 'Team Training

Since none of the Collective Bargaining Committee
members had had actual experlence in the collectlve bar—
ga1n1ng process, per se, it was felt that the members of the
Bargalnlng Team should be afforded any available training.
_ The CEA Executive Board pa1d the expenses and workshOp fee
for the five (5) Bargalnlng Team members to attend two (2),
. one (l) day workshops offered by the Florlda Educatlon
Assoclatlon/Unlted | The team members returned to the
'county and shared the knowledge acqulred w1th_the CB - COm- S ——
m1ttee and the general membershlp of the CEA. coe

Training in the areas of package preparatlon, role
playlng, team dlSClpllne, caucu51ng procedures, and table
‘skllls produced a conf1dent team that performed llke pro- 3

fesslonals when they got to the barga1n1ng table.

Iv. Preparation>ofthe-Collective.Bargaining Package_f
This was a'monumentalptaskvthat required total

involvement on the part of.the-bargaining unit. ‘It had

been difficult to inform .the entlre membershlp of the bar--

ga1n1ng unit as to what collectlve barga1n1ng was all

about, but it was even more d1ff1cult to get total involve-

ment of -the bargalnlng unit in determlnlng what demands it ;

wanted to make of the School Board. . N i
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A. . Preparation of Demands

The data collected from the teacher survey and the
negotiations questionnaire during the election campaign
were carefully analyzed by the CB Committee along with the
ten (10) collective bargaining agreements (maS&er'contracts)
collected by the writer in developing the Model CB Pro-
cedure. These data were refined and adaptions made to
accommodate the local situation, then submitted’to the
 entire membership of theybargaining*unit for priority
rating as to inclus1on in the proposed CB package. The
”.endeavors to getm;otaivingoinemenr proved very time con-
suming; however, it paid off when the Bargaining Team needed

'support in defense of the items included in the CB package.

B. Establishing Priorities Among Demands’

The final decision as tc what demands werelmade of
the School Board was left to the CB Committee. That some
items were more important than others had been established
by the priority ratings of the members of the bargaining
unit. Where possible,.several items were consolidated into.
one (1) category»(article) in the CB package. A Special
effort was made to see that every member of the bargaining

‘unit could look at the package and identify some of the

demands that he had made.
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C. Construction;of tﬁe CB Package

The package was designed for ease of handling. It
was typed, double spaced, lines numbered and indexed. The
finél draft was proofed for fypographical errors and aléo
proofread for intent. No article was included unless it
had been researched and approved by the subcommittee
chairman responsible for that particular area. The com-
pleted package contained thirty—three (33) articles, seven
(7) appendices, and was ninety-one (91) pages‘iﬁ iength.

Sufficient copies were reproduced so that each member and

alternate member of the Bargaining Team, the President and
Vice-President of the CEA, the members of the School Board,
) , the Superintendent, and the School Board's negotiator were

provided with the same.

'D. The Baréaiping Team at the Table

N It was aﬁdoﬁcerned, but welf%prepared Bargaining
Team that faced the Columbia County ééhool Board's hired,
professional negotiator at the table on June 27, 1975 (see
Appendix H). The writer speaks from experiénée, siﬁce he .
waé'a member 6f the Collective‘Barggining‘Team for the
.teachers of Columbia County; Each of the team members had
been assigned titles (positions) andfareas of responsi-
bilities, and each had worked hard to prepare himself for

the task before him.
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The first meeting was devoted to establishing

ground rules for the gessions that were to follow, agreeing

‘ ﬁppn a neutral meeting place and physical. arrangements, °

presenting the bargainjng unit's CB package, and agreeing
on future meeting dateg. mThé School Board's negotiator

also agreed to present the School Board‘s counter proposéls

‘at the second meeting, and it was agreed that there would

be no new or additional proposals made by either party
after that time.

Once the Schopl Board had presented its counter

~proposals; negotiations-got under-way: ~"Negotiation—sessions

-

during the first five yweeks lasEedgbn*fhe average of.
apprOXimately four houfs.‘ This proved very beneficial to

both parties. The Bargaining Unit Team met after each

session during this period to critique the session while it .

was Stiil fresh on thejr minds and to preparé counter pro-
posals for the next segsion.

| ~The Bargaining Unit Team proved to be wéll prepared
and very well discipljned. Even thougﬁ.it was inexperi-
enced in collective bargaining, | it quickly gained confidence.
It was»encouraged by the fact that the School Board's nego-
tiator, while experienpced in collective.bargaining, was new
to Florida, had not negotiated a contract under the Florida
Public Employee C01le¢£ive Bargaining Law; and knew very
little about thé'OPeration of‘thé Ccolumbia County School
System. The situation was even furthér éoﬁp1icated wheﬁ
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the School Bdard's negotiator was réplacéd by another nego-
tiator from the same firm two weeks after negotiations gotﬁ
under way. .> ' “
| After several‘negotiétion sessions, the question
arose as to whether or not the School Board negotiator was
there to negotiate in good faith. The Bérgaining Unit Team
was aware that both parties were at tﬁe table to negotiate
a contract to serve each parties' own best iﬁteres%; |
however,. after the negotiator for the Sch;:i‘Bdard‘was
changed;‘aftef the"néw negofiator had difficulty finding
?wm“time~to~meet7wandwafterQseveralann?producfivewsessionSWW““““T”W?““
when he did find time to,meét, the Bargaining Unit Téam  .‘ .
"confrohted the School Board negbﬁiator with the question
of.Wﬁéther or not he Wasiéheré.to negbfiaté in good féith;
The teaéheré WHo had‘beén‘very supporti&e of their team
‘then £96k:their.césé_tb_ihe public.sayiﬁg,‘"the taﬁpaygrs'
' mqée?}thétfhad,beeﬁﬁqoliectéd to educate children was'béing

spent to pay a negotiator who was not there to negotiate in -

Eop

good faiﬁh."ﬂ This struck a sensitive nerve with‘the School ;*'
Board. The original'negotiaﬁor was called in and once |
again‘serious neéqtiations began. | |

B ‘Eight weeks after negotiétions had first begun,
embasse was:declared; and a mediator was appointéd by the
PERC. - He was very busy in sevérél'dther counties and could

only be present for two sessions. They proved to be
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productive sessions and tentative agreement was reached on
most of the items except salaries (see Appendix I). Both
parties agreed to two additional sessions without the.'
special master. When the parties;returned to the‘table,
the School.Board's negotiator announced that empasse had
once againzbeen reached; and thatvhe had asked for the
appointment of a speclal master by PERC. The mediator was
called in agaln for the purpose of stlpulatlng the issues
"m;emalnlng in dlspute." The seven (7) issues that remained
in dispute were stipulated and forwarded to the special
~master “who had’ 'b‘e’en"""a‘ppd‘i“ﬁt‘e‘a“‘ by "t‘h”é""PERC"“ I

A hearlng for the "Flndlng of Fact and Recommen-
datlons for settlement" was conducted by the special
master on September 16, 1976 (see Appendix J). The_speciel
master made recommendéticns favorable to the CEA on four
4) of the seven (7).stipulated5issues.- He did not make
recommendation on two (2) of the issues (see Appendix K).
Once again both partles returned to the table after
'rece1 1ng the speclal masters flndlngs of -facts and recom-

mendatiéns for settlement (see Appendix L). The School

- Board's negotlator said the School Board was 'willing to
accept that portion of the special master's report that
favored the School-Bderd: Since both issues were already
school policy; the spokesman for the bargaining unit said

this was nothing more than total rejection of the special
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master's report- and that the CEA was gOing to notify the |
PERC that it was Willing to accept the special master S |
recommendations! with the exception-of two (2); one dealing-
with job abolition,vthe other with terminal pay. The

. Segsion ended‘without any movement whatsoever. The School
Board's negotiator asked for a‘special session five’days'
later andmsuggested that he would make a recommendation that
would be "fair to all." The session lasted all of‘five
minutes. The magnanimous'offer'was for the schooi Board

to provide each employeehof the School Board with a $10,000

'term”1ife“insurance“policy“that“would;costfthemschooI”Board“”“””””‘

all of $1.67 per employee, per month. “The‘Bargainind Unit

Team rejected the offer out—right and’called for a p\*’ic
' hearing as proVided for in. the ‘Public Employees Colleﬂtive
Bargalning Law (see Appendix M.

The public hearing was conducted in a very formal

-manner. The Bargaining Unit Team was well supported by the

teachers ‘as there was. standing—room—only. After a two—hourn“

'Sesslon in Whlch both parties presented their pos1tions, )
the School Board recessed for. two weeks to get additional
lnformation.from the State Department of Educationicon—.n
Cerning finances and to get a recommendation fromitheir '

attorney (see hppendix N).-‘When the public hearing was

continued, the School Board accepted four and one-half
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(4 1/2) of the special master's recommendations. It also
froée teacher's salaries where they had béen for;the past.
~ year (see Appendlx o) .

On November 26, 1975, the members of the bargalnlng
un1t ratified the proposed contract as amended by the
School Board by almost 3 to 1 margln (see Appendlx P). On
December 1,.1975; the School Board ratified the contract,
. and history had been made in Columbia County.: The writer
'twas partlcularly pleased to have been a part of thlS h1story
making event and that h1s 51gnature was affixed to the
~»contractvaSWawmember~0f‘thewCollectlvewBargalnlnngeamwfor'W“wamrw

‘ teachers in Columbia County (see Appendix Q).

Ced¥
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'CHAPTER IV -
'CONCLUSIONS AND RECOMMBNDATIONS

During"the time ‘this practicum waS'being conduCtedfh'
by the:writer, collectlve barga1n1ng became a rea11ty for
: the pub11c employees of the State of Florlda.v The pros and

cons of collect1ve barga1n1ng contlnue to be debated-

' SR

however, regardless of personal feellngs, the collect1ve
“”"'““"bargalnlng law w1ll rema1n “inn effect”untll“lt 1s repealed’ T
" or declared unconstltutlonal

The OPPonents of the laW, hav1ng fa11ed to. prevent SRR

its passage, have pre—flled b111s to 1rm1t the scope of
:.collectlve bargalnlng., If llmltlng the scope of collectlve{‘"llﬁﬂb
bargalnlng were the true purposes of these pre-flled b111s,‘:uf}
i rather than contlnued attempts to d1smant1e the collectlve';f o
bargalnlng law or deny pub11c employees the rlght of '
: collectlve bargalnlng, the1r purposes could have been o
accompllshed by asklng that a court of competent jurls-zx‘;f
o d1ctlon de11neate those 1tems 1n the statute that are |
"non—negOtlable.;;f“hH ' ‘ _ . ‘ |
o The proponents of’the collectlve bargalnlng law
o contend that the collectlve bargalnlng law 1s bas1ca11y
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sonnd, but that strikes by,Public employees are inevitable .
unless the public can be forced to negotiatevin good faith,v'.
‘They suggest binding arbitration_as a viable:solution.:"
There seems'to‘be little gquestion as'fO whether or

not collective bargainingffdrvpublic employees is here’to
stay. The right to have a say-so in matters of employmentb
practices, terms and. conditions of work, etc., hav1ng been

fought for and won,'w111 not be readlly rellnqulshed

. Conclusions

_The._ results of. th1s practlcum 1nd1cate that S ——
teachers in small and medlum leed counties in Florlda are
. guite capable of effectively representing themselvesland
their fellow teachers in the collective bargaining process
with 1oca1 school boards, They possess the ablllty to
organize themselves, to acqulre the necessary skllls to
effectlvely negotiate, and to demonstrate prof1c1ency of
acquired skills at the table as equals w1th 1oca1 school
boards or the1r deslgnated representatlves.

Teachers are knowledgeable about the 1earn1ng
process and what goes on’1n the classroom. School boardk
members are knowledgeable ‘about pollcy maklng and what goes .

on at the bargaining table. collectlve bargalnlng offers

an opportunity for;bothwpartles to come to theptable as

Lo

equals, to negotiate in good faith, ‘and to arrive at-an:
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agreement through compromise that will be most beneficial

to all concerned.

Recommendations

As a result of the practicum, the following

recommendations are offered:

l.

It is recommended that professional ﬁegotiators
not be hired Eo negdtiate for teachers, but
instead, that loéai teachers be trainea to
negotiate for themselves and their fellow
teachers.

It is recommended that the negotiating team
members be selected with utmost care. Chief
cénsideration béing interest, knowledge, artic-
ulation, and availability.

It is recommended that bargaining team mémbers
be provided with cénsu%tant services and
ﬁraining at the expense Qf(the local employee
organization.

It 'is recommended that workshops and in-service

" training be provided for all the members of the

bargaining unit to familiarize them with the
collective bargaining process, and particularly
with their responsibility of policing the

master contract.
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It is récommended that the model collective“
bargaining procédﬁfe be up—date ahd/br révised

in light of experience gained durihg developﬁéht

"and implementation before re-adoption.

Because this p:acticum was conducted .in only one’
county in Florida, it would be useful-to imple—
ment the model collective bargaining procedure

in other counties.
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FOREWORD
.1h1s model collectlve bargalnlng procedure was
developed to ass1st 1oca1 educators in sma11 ‘and medium
slzed count1es in Florlda to effectlvely bargaln collec- h
2ft1ve1y W1th local school boards.: It should prove bene—u
ficial to educatlonal leaders who ‘do. not have the flnanc1a1
resources to h1re professional negotlators and.do not have'
' sufficient knowleage to bargaln effectlvely with 1oca1
school boards

“Four Components constltute +he overall procedure

Each component was deveJoped 1nd1v1dua]1y, correspondlng to
vchronologlcal and developmental phases in preparatlon for’ ‘ T?”
the actual collectlve bargalnlng process whlch takes place |
"at the taole. _They are: | |
1. Becomlng the Bargaining’Agent
2. The Collectlve Bargalnlng 1='1ectJ.on
‘3. Zbéar Collectlve Bargalnlng Organlzatlon'
4. vThe Collectlve Bargalnlng Package
Thisg procedure is not a "cookbook" of collectlve
barcalnlng knowledge and knowhow. Rather, 1t is an attempt
to hel p educators better understard thelr nghts and respon—z
ps1b111t1es under the Puollc Employees COJleCthe Barga1n1ng ”“”'f*m

i

ii

60




Law,‘Fiﬁrida Statute, CH.74—100, to familiarize them with
and prepare them for fhe collective bargaining process, and
to encourage them to probe for those incidents which may
.contribute to the successful achievement of a master

contract.

iii

61




TABLE OF CONTENTS

CFOREWORD . . . . . o ... ... ... oii
INTRODUCTION . « . . .+ o v « % v o o .1

BECOMING THE BARGAINING AGENT . . . . . . . . . 4
Registrationf:'

Recognitioﬁ-and]Certification

THE COLLECTIVE BARGAINI&QAQFFQTIQNL oo .. 12
.bérgénizing for an Eleétion '
Cohdﬁéting~the Campaign
Election Ground Rules

- Election Day Activities

LOCAL COLLECTIVE BARGAINING "ORGAN I'ZA'VI' ION‘ . . . . . 28

Selecting Your BargainingvTéam '
Assiénment of feam Members
Team“Tfaining |
~Team Discipline
The Caucus’

Support for the Team
Table skills -

iv




Table of Contents--Continued

_ THE COLLECTIVE BARGAINING PACKAGE . . . . . .

Preparation of Demands

Preparation of Package -

Language of Your Demands

SUMMARY

APPENDICES
. REGISTRATION WITH PERC . . . . . . .
" B. REGISTRATION WITH. DEPARTMENT OF COMMERCE .
C. FBI FINGERPRINT CARD . e 7,.4.4 ..
D. . AUTHORIZATION CARD AND AUTHORIZATION FOR
REPRESENTATION . '. . . . . . . .. .
'E. REQUEST FOR RECOGNITION AS BARGAINING_ o
(AGENT BY THE LOCAL SCHOOL BOARD . . . .
F. PETITION FOR CERTIFICATION BY PERC AS . L
' BARGAINING AGENT WITH BOARD RECOGNITION: . ..
G. PETITION FOR CERTIFICATION BY PERC AS
| BARGAINING -AGENT WITHOUT BOARD TR
© RECOGNITION . .. . . . . . . . . .
' H. TEACHER BACKGROUND SURVEY . . . . . .
I.V,STAFF SURVEY ;‘ ... e e e ST e

Establishing Priorities Among Demands
Package Check

Bargaining Process

MODEL GRIEVANCE PROCEDURE .. . . . . .

63

35

46

48
51
56

61
67

.'7‘0,
73

82



Table of Contents~-Continued
GLOSSARY OF NEGOTIATION TERMS . . . . . .

BIBLIOGRAPHY . . . . . . . .

Books
Pamphlets

Periodicals

64

88

97



INTRODUCTION

The Public Employees Collectlve Bargalnlng Law,

_ Florlda Statute, CH 74-100, signed into law on May 30, 1974
provided for the first time the guaranteed r1ght of publlc
employees to self—organlzatlon, to form, or ass1st labor

- unions or organizations: or refrain from the same, Uabargaln
collect1vely via representatlves of the1r own choos1ng, ‘and
‘to engage in concerted act1v1t1es orx other mutual a1d or'J

protectlon. The law- also prOV1des for publlc employers to

bargain 1n good faith w1th the collectlve barga1n1ng agents.{’

Teachers are cons1dered publlc employees and there—*

fore, ‘are ent1tled to the pr1v1leges of CH 74 lOO., nghts_y"'"

and pr1V1leges are - almost always accompanled by respons1—

'bllltles whlch must be fulfllled in order to contlnue to

‘._recelve the r1ghts under the law., For one to follow the\h-~ﬁfl*f

rlaw, one must have a general understandlng of the law.. For‘r"

one to. 1ntelllgently and effectlvely part1c1pate in- the

formal process known as collectlvely barga1n1ng, one mustv.
_not only be knowledgeable and have a clear understandlng of
1‘CH 74~ lOO he must also be knowledgeable and have a clear'

’understandlng of the Publlc Employees Relatlons Comm1ss1on

called PERC or "Commssmnr' _its purpose, function, and .-

wwauthorlty.-
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v The Public Employees Relations Commissionuwas estéb—
lished as a result of CH 74-100 to see‘thgtlcql;égpigfi_wm_ul
bargaining in the public sector is brbbe;lykcarried out by
both parties (management and labor). PERC is.an inde--
pendent, quasi-judicial entity (agency); and although
established within the Department of Commerce, it is not
subject to the control of the Department of‘CbmméEce when
performing its duties. PERC has the power to amend, promul-
gate, or rescind any rules and reguiations as it deems
necesséry to carry out iﬁs functions as:required by Florida:
Statute, CH 74-100. PERC also has the power to prdvidé‘v'
relief and remedy to.the.grieved.party;“Eherefore,'it is a
governmental aéency with legislétive, executivévahd,policing
powers. As with any gove#nmantal agenc&, the findings of
- PERC may be appealed through the judicial system.

The ultimate result of coilective-bargaining is a
binding contract between the two parties, management and
labor. Present reféfence is made to a contract between the
school board and the collective bargaining agent fo; the
teacher bargaining unit called a master contract. A contrat
is an’ agreement betweeh two or more partiés agreeing to do
or refrain from doing something that is ﬁéither illegal nor

impossible and is supported by consideration by both or all

parties. Such a contract was not heretofore allowed by law

in Florida for public employees. Florida Statute, CH 74100, , -
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pertains to labor unions or labor organizations, and all
coilective bargaining agents shall operate under the terms
of the Departmént of Commerce; therefore, éll collective
kargaining agents shall henceforth be known as .labor organi-
zations (unions). Under CH 74-100, any teacher organization
regardless of its name will be subject to the regulations
of the Department of Commerce.

Prior to CH 74~100, teachers were at the mercy of
their employer; and items of the teacher‘s contract were
not negotiable. 1Individually, teachers could bargain with
phg;school board, but Qﬁly with the school board's consent.’
Now, as a result of CH 74-100, not only arevschqol boards
bound to bargain collectively wiﬁh teachers}‘but also, there
must be a uniform procedure for grievances with‘specifid

steps to be negotiated at the local level.

B e et iy e
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BECOMING THE BARGAINING AGENT

Collectlve barga1n1ng is the process of negotlatlngng‘}'”

-condltlons of employment into one agreement (master con—»

tract) which will cover all the employees in a partlcularf" o

,group called the barga1n1ng un1t _ Negotlatlon 1s the

process by wh1ch a representatlve of management the school-5

board's 1epresentat1ve (chlef executlve school offlcer or.

his des1gnee), and Labor, the employee organlzatlon (the

[bargalnlng agent), bargain tc set wages, hours, terms and

condltlons of employment tand‘grlevance,procedures.‘*

Registration

Beﬁorefnegotiations can take place,:the;perspective RS

employee organization'mnst follow specific procednres as

prov1ded by law in order to become the exclusive barga1n1ng _‘-””t

‘agent for the teachers. The following steps outllne‘the'“

process of becom1ng a barga1n1ng agent One must remember

that these steps are set forth in CH 74-100 and are not -

"v'local'pollc1es.

I. Reg1stratlon with’ Publlc Employees Relatlons
_Commission :

- A. Before any employee organlzatlon can be
'recognlzed by a school board for the pur- "

pose of _collective barga1n1ng, 1t must

4 .
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adopt a constitution and bylaws and register

with PERC by filing a copy of same with an
annual report whlch includes:

1. The name and address of the organization
and of any parent organization or its
affiliate.

2. The name and address of its main officers
and representatives of the organization.

3. The amount of initial fee and monthly dues
each member must pay.

4. A current financial statement.

5. The name of its local agent for services of
process and address.

6. A pledge in a prescribed form stating that
. the employee organization will .conform to
the laws and accept members without regard
to race, age, sex, rellglon, or national
origin (Appendix A).

B. The organization must file with PERC an" annual
financial report in such detail as to adequately
describe the financial condition and operation
for the preceding fiscal year.

C. A reglstratlon fee must accompany the initial
report filed with PERC which will not exceed.
fifteen (15) dollars.

D. Every employee organization must keep an accurate
account of its income and exparses which are to
be open for inspection by any member of the
organization oxr PERC at all rs:asonable times.

E. A copy of the current constitution and by-laws
of the state and national group with which it
is affiliated must. accompany the annual report.

F. Any employee organization which is not regis-

~ered with PERC as described above is prohipited
LrDm seeking recognition by the employer for
purposes of collective bargaining.

It should be very"clear that the above requirements

must be met in total by any and all employee organizations
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before they can represent their members before the school
board in matters peftaining wages, hours, terms and con--
ditions of work, etc.

II. Registratiorn with the Division of Labor, Depart-
ment of Commerce

A. 1In accordance with Chapter 447.008, Florida
Statutes, every labor organization operating
in the State of Florida must register with tae
Division of Labor, Department of Commerce.
Every business agent for a labor organization
must similarly register. This can be accom-
plished by completion of the following forms:
1. A report of Labor Organization.

2. A Business Agent Application.

3. A Statement of Labor Organization
{Appendix B).

B. The kusiness agent must be fingerprinted and
photographed (Appendix C).

Faiiﬁre to register with the Department of Commerce
Iconstitutes a feiony which carries a fine, a sentence, or
both. All employee organizations operate under the U. S.
Department of Labor and the National Labor Relations Act
(Board). After an employée organization is properly fegis—
tered with the Public Employees Relations Commission and
the Division of Labor, Department gf Commerce, then’iflﬁay'

seek recognition from the employer.

Recognition and Certification

Before an employee organization can be officially

recognized &3 the exclusive bargaining agent, the bargaining
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unit must be defined. This means that the employee organi-
zation must decide who it feels it can represent and who
'will. have voting.ébﬁer. This is generally done on the basis
offgaministrative power. Those employees who havé the
authority to evaluate other personnel, recommend hiring and
firing, and also, "management" and “"confidential" personnel
will be excluded from the group. If inclusion in the bau:-
gaining unit of certain categories (assistant principals,.
media'specialists, etc.) is questionakie, inclusion should
be determined on an individual basis (job description)
since titles often imply various lévels of authority and
‘reéponsibility. Once an employee organization has deter-
inined its elegible populaﬁién, then theséwémployees will be
asked tc sign an authorization card (Appendix D) which may
be notorized, thereby authorizing a specific employée
Crgaﬁization grouy to be their collective bargaininé agent
for a twelve month period. An employee doesfnot‘have to
ha;; membership in an employee ofganization to authorize it
to be his collective bargaining agent. Once the-éhéloyee
organization has fifty per cent, plus cne, of the total
population eligible for inclusion in the collective bar-
gaining unit signed, it would seek recognition from the
school board (Appendix E).
Recognition can be facilitated by:
I. Drawing up a written description of the unit. Give

it close study. Again, bHe <€areful that titles are
not the only determinantc. ‘
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IT. ‘Plannlng the gacher1ng of proof-—the materlal,

*bﬂ can assrng, etc.

‘III.,“ nstructlng rour request for recognltlon (letter)
~"~ﬂnly after you have completed L and II.

IV."Observlng che requlred deaolxncs the school board
may . have for -exng placed on. the agenda.

V. Sending the request for recognlelon by reglstered,
return retelpt requested mail.

The schpol board, if satisfied with the majorlty
stutus of the employee organlzatlon and the approprlate-
ness of its un1t, may recognlze the employee organlzatlon
as the exclus1ve'barga1n1ng agent for all employees ell- o
gible for inclusion‘in the-bargaining»unit. If‘the school
board recognlzes the employee organlzatlon, then same must
petition (Appendix F) for cert1f1catlon by the Public
| Employees Relations Commission.: PERC will then review only
the appropriateness of the unit of the'employee organi4
zation; and.if?it appears sufficient to ?ERC,vthe employee
organization will be certified as the exclusive repre- .
sentative of_all‘employees invthe bargaining unit.

| ’If.the school board does‘not recognize the employee
__organizationﬂasﬂthe;exclusiveyrepresentative of the unit,... . . .
then‘the‘employee,organization may continuefits efforts to
be the representative of the'group by filing a petitiono
(Appendlx G) w1th PERC for certlflcatlon as the bargalnlng
" agent of the proposed unlt. The petltlon must be accom-

panied by dated statements s1gned by at least‘thlrty (30)
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per cent of the emﬁioyees in the proposed unit, indicating’
that such employees desire to be represented for purposes of
ﬁcollective bargaining by the petitioning employee organi-
.éation. The authorization cards which were signed, dated,
and notorized wili‘be Sufficient evidence.

H At this point an employee, employer, or employee
organization with such reason to believe that signatures on
the authorization cards were obtained by any means other
than voluntary consent or are otherwise invalid, will have
a reasonable opportunity to challenge the validity of the
signatures.‘ If the validity of the signatures on the
authorization cards is challenged, PFRC or its agent will
investigate. If the agent finds the petition sufficient,
PERC will then prtvide for a heazfng. Shonld PERC find the
petition sufficient at the time of the hearing, it will

- immediately: | : |

I. Define the unit to determine who shall be eligible
to vote.

II. Identify the public employer for purposes of col-
lective bargalnlng with the bargalnlng agent ‘

= III. Order an electlon Dy secret ballot.

A. If the employee organlzutlon is sL1ected by a
. majority vote, PERC will certify it as the.
- exclusive bargaining agent.

B: -If no choices receive a majority vote of the.
employees voting, a run-off election will be
held accordirg o rules promulgated by PEFRC.
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C. No new election can be held to determine the
@xclusive agent if an election. has been con-
.ducted within the preceedlng twelve (12) months.
A f£low chart of the'recognition and certification
procedure for the determ1nat10n of the exclu51ve bargalnnu;

agent is shown in Chart I.

(233
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CHART I

FLOW CHART OF RECOGNITION AND CERTIFICATION OF AN EMPLOYEE
ORGANIZATION FOR THE PURPOSES OF COLLECTIVE BARGAINING

Employee Organization
Adopts Constitution and
by Laws '

Employee-Organization Files
Required Forms and Registers
wWith PERC

Employee Organization Obtains
Majority of Possible Members
50% Plus One

' Employee-Organization asks-—3»School Board Does Not Recog-
School Board for Recognition nize Employee Organization

School Board Recognizes " Employee Organization Peti-
Employee Organization tions PERC
Employee Organization - ' Agent of PERC Reviews Petition

- Petitions to PERC -
' © PERC Holds Hearing

PERC Reviews Petition

- - .PERC Defines Unit

PERC Certifies Employee

Organization as Exclusive PERC Orders Vote
"Bargaining Agent for Unit ’ ‘
For Purposes of Collective Vote is Held
‘Rargaining -
There is a Majority There is no Majority
Vote ) Vote

"Run Off Election "

There is No Majority
Majority Vote
Vote

. o v
PERC Certifies Employee(————————J

Organization as Exclusive
Bargaining Agent for Unit for
Purposes of Collective Bargaining

v
No Employee Organizatim

]
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'THE COLLECTIVE BARGAINING ELECTION

H0pefully the employee organizatlon can be certified'
. without a collectlve bargalnlng election, however,_ once he
Public Employees Relations Comm1551on orders an electlon by
‘secret ballot,. the most important thing to remember is that‘
the name of ‘the game is WIN' There is no substltute for

- planning and organization to acoomplish the‘same. The
‘reader would do well to remember thatfthe‘lambrequires'that
the‘option~of "no'representation" pe includedion‘the ballot.
Also, had the school board- been willing to"certify the |
employee organization or had a competiné employee organi-
zation not intervened an election would not have been
neceesary. Elaborate planning and organization of the cam-
paign mav not’guarantee a winner, but without it, you are

guaranteed a loser.

.l“"-l

Organizing for an Election

T Start”as'soon as you feel thatmanheleotionvmay'beﬂ
held. It is not uncommon for the election.to‘be called ten
days after the "consent" hearing. Impress the leadership“
of the employee,organization‘with‘the'nrgenoy of,the‘elec—
'tion. Insist that the leadership famlliarize 1tself w1th
thoee portions of the Collectlve Bargaining bdw and’ the‘

-
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PERC Guidelines that have to do with elections, since all _
rules and regulations governing the local election must
conform. | -
Set up your organization. You may want to set up
a separate'structure from fhe existing officers and/or
executive board. Look over.your leaders carefully before.
choosing campaign leadership. Be sure to include as broad
a representation as possiﬁle,(males, females, elementary,
secondary, ethnic, religious, etc.).
| I. Personnel, Committees, and Assignments
A. The Campaign Manager:
1. Makes final decisions.
2. Has autﬁbrifyvunquéstionéd.
3. Coordinates all‘cdmﬁittegs.“,
B. The Strategy Committee (could éonsist of) :
1. The Campaign Manager.
2. The President of the Employee Organization.
3. The Public Relations Chairman.
4. A Social Chairman.
" C.” The Finance Committee:
l. Sets up a budget considering present,finah-
cial condition, future income, and future
expenses.
2. Plans to spend all available funds; there ‘
cannot be another election for twelve (12)
months.

3. Considers special assessments fcr the
‘campaign.
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Establlshes a system for the orderlng of
materlals and the payment of bllls

Publlo”Relatlons Committee
Compiles‘information‘on:

a. Telephone numbers ofllocal-news media.
b. Names of reporters and editors. |

c. Deadline time for stories.

d. Rates for newspaper ads and radio spots
Secures a good photographer.

Mail Committee:

- Secures names and addresses of all employees.

included in the approprlate un1t
Breaks down names into bulldlng llsts

Compiles names and addresses. of people you
may w1sh to receive spec1al malllngs

Telephone Commlttee

Collects the phone numbers of all ellglble
voters in the bargaining unit.

Divides the eligible voters into lists
according to buildings.

Establishes 3 X 5 card file with the name
and phone number of each ellglble voter.

.‘WEstabllshes a telephone cha1n or brlgade

Speakers Committee:

Works with the campaign manager in devel-
oping presentations on key issues of the
campaign.

Locates able ‘speakers from all levels of
the system

(L3
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II.mrTraining

A.

When possible, the training of your key person-
nel should start well in advance of the actual
campaign.

1. Once a week, or more often,:a workshop or
information meeting should be arranged.

The agenda for such a meeting could include:"
1. Techniques in personal contact.
2. The employee organization's program.

3. A fact sheet of'emplOYee organization's
successes in other areas. ' -

4. Background of oppositibn employee organiza-
tions' failures in other areas.

5. A calendar of events for the campaign.

6. Current union developments in the area and

whether or not there is a Labor. Union: Coun—-

cil in your dlstrlct.

7. Current employee organization developments
in the area.

III. Building Teams

A.

Each building team (building representatlves)
should have at least three members during the
election campaign. If any building has less
than three building representatives, the number
should be expanded durlng the election campaign
so that each building representatlve S respon-
"sibility will be llmlted to no more than ten
teachers

1. The Building Representatives:
a. Act as the eyes and ears<xfthecampaign

b. Judge the reaction of the teachers to
the issues.

c. Report what the opposition is saying.

79




16
4. Report on the burning_issues'andvthe.
-+ reaction of the teachers to the em-.
‘ployee organlzatlon s printed. mater1al.
2. The Bulldlng Representatlves should know:

a. What the problems 1n~h1s bulldlng are.

b. _What tactics w1ll appeal to or repulse
'the faculty in hlS bulldlng

c. Wthh teachers 'would be willing to
volunteer their services during the
campalgn :

IV. Communication Chaln or Brigade

A. Development of a cont1nu1ng communlcatlon Sys-—
' tem is most essent1al

B. Well informed workers give the best support and
-project a favorable image

C. Try not to have a teacher respons1ble for more
than five other calls. »

D. Once establlshed have a series of dry runs in
order to iron out any kinks that may develop.

E. Home and school chalns should be developed for
day and night communications.

Conducting.the Campaign

&

Each campaign must be tailored to fit theparticular p

‘needs of your dlstrlct'.h Be optimistic, but always run .

scared.
I. Know Your Opponent. .

A. Each member of the campaign committee should
" list the factors he thinks will gain votes for
the employee organization and those that will
lose votes.

B. Identify the leaders of the oppos1tlon by - :
llstlng the1r age, sex, grade level“ """" bulldlng;”“fmwm
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teachlng experience, and previous partlclpatlon
in employee organlzatlon groups.

Ascertain whether or not the opposition is
affiliated with or has the support of state and
national groups. :

Know and understand the opposition program.

II. Xnow Thyself

A.

B.

C.

F.

How many employees are in the bargaining unit?
How many in each building?

What is the age, sex,. teachlng experience, and

- ethnic-religious composition of each building

(Appendix H)?

Who are the leaders that the employee organi--
zation is asklng the voters to support? :

What is the voters' image of the employee
organlzatlon° ‘

Who has prov1ded leadershlp in the past and
where are they now?

ITII. Questionnaries

‘A.

c.
7" to the issues to be raised.

S

Utilize the information obtained from a staff

survey (Appendix I).

Build your campaign issues around the real.
burning issues as expressed by the employees in
the bargalnlng unit.

The Campalgn Commlttee must assign prlorltles

Iv. Actlon Program

A.

Position papers should be prepared on the major
aspects of the school program.

Take a.firm'stand‘on the issues.

'Be ‘positive at all times.

Offer answers to the employees' problems.
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Tell them what you are g01ng to do, ‘not what

-E.
you have done.

F.. D1str1bute your proposal for a b1nd1ng arb1—
tration grleVance procedure early.

G.'<D1str1bute your proposed electlon rules early."V'u

Tlmetable

A. . Attempt to avoid?any-spontaneous-activities;
‘hence, each’flier, every speech, and all
announcements must be calculated to evoke'a -
specific response from the members of the -
pbargalnlng unit. : :

B. 'Establlsh_a‘dally calendar and work backWards
from election day.to build the intenSity.

C. Maximum effort should be made dur1ng the last
ten days. .

D. Release your entire platform early and then
develop explanatlons durlng the campalgn

. E. " Have newspaper releases prepared well 1n
advance to insure publlcatlon

F. Be careful in deallng in local personalltles
during the campaignj;: accordlngly, attack 1ssues,
not people. :

' G. ’Always allow time each day to rev1ew the oppo-
sition's latest- flier and consider very
carefully if it warrants an answer.

H. Adopt a slogan early and use it often, ‘therefore, -
considerable thought should be given to assure
“that 'the "slogan ‘engenders spirit and” ‘evokes
feelings that the 1nd1v1dual members can .
identify with.
Bulletins
A. One picture is worth 10,000 words; so, use car-
toons or pictures with a brief message.
B. Plan for two or three bulletins a week.
C. Use printeddmaterial to:

P
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. VIII.

IX.
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1. Acquaint the voters with the total employee
organization program (goals and objectives).

2. Emphasize the employee organization's
accomplishments.

3. Answer the opposition's propaganda (only as
required after careful asseSsment).

4. Attack special problems as they arise.

Advertisements

A.

Daily or weekly paper v radio advertisements

will be expensive; s», be sure it is worth the
price, particularly if you are operating on a

limited budget.

Many times a "letter tc the editor" is just as
effective as paper or radio ads and is free.

The technique of having prominent citizens, ‘wvho
agree with the employee organization's position
on any issue in the campaign, write the "letter

to the editor" is much more effective and per-
"“suasive than an employee's letter.

Posters

Al

B.

Posters large enough for use on bulletin boards
or to display in store windows can be very
effective,

‘1. Be sure to use color.

2. Be brief.

Repeat your slogan along with a very simple
message.

Sample Ballots

A.

A sample ballot is an exact reproduction of the
ballot which will be ininded to the voter at the
polling place, and the reverse side can be
utilized for your message. .
Sample ballots should be distributed the day
before the election or on election day if the
election is being conducted in the afternoon or
evening.
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Election Ground Rules
'Before a collective bargaining election can be he‘ia,v” ,,

ground rules must ''. ~greed upon between the school board.
and those employe orcanizations viaing for exclusive rep-
resentation of the bargaining unit. Also, all. local rules
established must conform to the Florida Bargaining Law,
CH 74—100, the PERC Guidelines,'and the National Labor
Relations Board. A check-list fof establishing election
grduﬁd rules follows:

I. Appropriateness of the Unit

A. Suggestions of categories in i'.e appropriate
unit could possibly include:

1. Classroomuteachers,mmﬂ.

2. Specialized teachers, e. g., speech
therapists. '

3. Direct supporting functions, i.e.,
librarians_and counsellors.

4. Indirect supporting functions, i.e.,
attendance officers and nurses.

5. Substitutes and part—tiﬁevteéchers.
6. Department heads.

7. Supervisors.

8. Principals and assistant principals.

9. HMiddle-level central administrative:
personnel.

10. Other fringe personnel.

II. Eligibili:y Cut-off Date
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A. This is usually the most recent payroll period
prior to the date of the scheduled election.

III. Eligibility of Particular Classes of Voters Per- ~
: mitted to Vote in Collective Bargaining Agent
Election
A. Suggestions of special classes could include:
1. Sick leave. |
2. Maté?ﬁity leave.
3. Military leave.
4. Professional leave.
5. Other authorized leave.
IV. Date of Election

hA. It should be held during the school year.

B. A reasonable time should be allowed for the
campaign. 7

C. Select a day 6f the week when you expect the
greatest turn-out and avoid days before week-
I ends, holidays, etc.
V. Polling Places
A. Provide sufficient and appropriate locations to
permit maximum suffrage at minimum inconvenierce
to voters.
VI. Methods of Voting
A. Voting may be permitted by:
1. Absentee ballot.
2. Mail ballot.
3. Paper ballot.

4. Voting machine.

VII. Absentee Voting Procedure
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A. Permit mail balloting for bona fide absentees
under control-of-secrecy procedures.

VIII.

Iv.

XI.

XIT.

"g==rTE JATE8E the ballot return should be contem- """

_ poraneous with the date of the election.
Voting Hours

A. They should be sufflclent to permit complete-
suffrage.

B. Select a time period- that would normally over-
lap school closing hours.

Form of Ballot

A. If a single organization choice is offered,
indicate "Yes" or "No."

B. If a multiple-organizatior -choice iz «:rared, -
voters must be presented with the ch&ir: of
"No Representation"~--cflip coin for Lalliot
placement. :

~ C. .Care should be exer01sed to see that complete

names are- on the ballots tc 1d°nt1fv the
parties unambigiously. ’
Nurher of Votes

2

A. Fifty (50) per cent plus one (1) of the valid
ballots cast determine the majority status.

B. Flank and void ballots :aall be excluded.

C. Ballots with ambiguity of éhoice‘of,vcter
identification are not valid.

Run-off Elections

A. Make provisions for a second election ‘n case
of a tie. :

B. Make provisions for a second elerction, excluding
the lowest choice, if there is & Llack of a
majority for any of three ch01ceu.

Voter Id-~ntification
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A. Requlre any normal form of identification such
as a driver's license, a voting card a credit

L CAYA ;. B Ca o e e e e e e e e

Counting Ballots

A. The ballot boxes are to be safeguarded pending
the final count.

B. There should be a central common ballot count.

C. Ballots should be commingled before counting to
avoid pin-pointing blocks of voters in -
particular buildings.

Observers

A. There should be an equal number for each party
from among eligible voters only.

E. The functions of observers are:

1. To a551st the agency admlnlsterlng the
election.

2. To challenge 1nellglble voters on behalf of
the employee organization.

3. To observe and insure that proper voting
procedures =ve followed.

To report uny inappropriate ccnduct or
other "incidents" to a profc.51onal repre-
sentative of the employee organlzatlon
stationed -at-a central reporting-local
command post.’

-3
.

Challenged Ballot Procedure

A. The secrecy of all challenged ballots should be*

preserved.

B. The post-election challenge determlnatlons, if
necessary, should be made by a neutral election
moderator.

C. Such determinations should be made by the

election moderator on the spot, contemporaneous
with the ballot count if at all possible.
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Objection to Election

A.

Determination of. the..post~election-procedure—— - -

should be by a neutral election moderator.

The election moderator should make interim
canvass - of potential objections even prior to
the ballot count to determine parties' positions
as to election "fairness." . :

Notices of Election

A.

B.

The notices should be provided by a neutral
and/or administering agency allowing sufficient
time prior to the election.

Comprehensive school bulletin board posting
should be done. :

Voter Eligibility Lists

A. Names, home addresses, and telephone numbers of
all members of the appropriate bargaining unit
-should be provided to thé school board and to

..the_competing-organizationgy - = = S

B. There should be a list of voters' names broken

‘=down into eligible voters for each of the
respective polling places.

Flectioneering -

A. The possible imposition of neutrality on =he
school board should be considered.

B. Flexibility and pragmatic judgement should be
considered as to the use of administrators in .
election campaigning, whether or not they are
in the unit.

C. When vossible, use the school board facilities

for election campaigning; such as: R

1. Bulletin boards.
2. Mail boxes.
3. Meeting rooms.

4. Other communication facilities.
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'Pupils:should‘not be involved in the election

campaign in any form.

XXI.

"Wearlng normal-size organlzatlonal buttons or

insignia, even while voting is not improper
electloneerlng.

There must he a complete restriction on elec-
tioneering in the vicinity of polling places
and perhaps even in the entire school building,
during the voting hours.

Who Will Conduct Election and Administer Electlon
Details?

A.

Any neutral agency or person approVed by the
PERC Chairman may conduct a collective bargain-
1ng election; such as:

1. 'The Florida Medlatlon and Con0111atlon
Service (relatively inexpensive).

2. The neutral agenciee/persons,ﬂ

we@.. The Leéague Of. Women VOteTS., ... ... ..o,

b.. The Ministerial Alliance,
c. Or the County Superv1sor of Electlons.

3. The American Arbitration Assoclatlon (more
expensive) .

Election Costs

A.

In most cases, election expenses will be shared

equally by the school board and the competing
employee organlzatlon(s) on the ballot;. so, be
prepared to pay your share.

. In ‘some -circumstances, PERC can order one party

to pay the entire costs (PERC Rule 3.29).

Election Day Activities

I.

Workers

A.

The PollfWatchers,
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1. Their duties are:

a. To observe the voting procedure at-each.
polling place to see that everythlnq is
done properly. ' .

b. That they should have in their'poSsés—

.~ sion the written, ruleS‘of the election.’
¢.” To have the knowledge of how to chal—
lenge a vote. R

d. To have a list of eligible voters for .

’ his polling place and to check off the
name of each as he casts his ballot.

e. That after the first Wave of voting,
they should report by telephone to Cam-
paign Headquarters the names -of each
employee who has not voted; and, this y
should be repeated at intervals until i
‘all voters who are considered pro your
organization have gone to the polls.

_f. 'To observe the codhtihg‘of'the”ballots,@gw” o
if it is done at individual polllng
places.

2. They are certified by the Dlrector cf
Mediation.

3. A provision must be made to relieve the
poll watchers from time to time.

Greeters -

1. Their duties are to distribute literature
and sample ballots+near each of the polling
places. :

2. They must be instructed specificully re-

gardlng regulations that will: govern their
mov, menits.

Telephoners (assistance of telephone commlttee)

[

Lhelr duties are to:

a. Receive‘calls'fron the poll watchers.
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b. Phone absentees at their homes to remind:

them to vote.

b T rally OBSSEvers T
1. It is recommended that at least three mem-
bers of the employee organization, to
~..include the president, be present for the
-vote count.
2.. The Tally Observers duties are:

a. .To oversee the counting of votes at 'a
central location, usually the school
administration headquarters.

b. To be especially watchful to see that
the ballots returned from each polling
place match the exact number.

' As was stated at the beginning of this section, the

name of the game is WIN! Remember, there is no tomorrow if

‘you lose--only next year.
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LOCAL COLLECTIVE BARGAINING ORGANIZATION

After ﬁhe collective bargaining agent has been
certified by tﬁe Public Employees Relations Coﬁmﬁsshon then
and only then may bargaining begin.. HdQeVeif‘ =it until
you have been certified béfége.selectiné yo. - Lﬁning
team and preparing your CB péékageVCould pOSsibly~place you
in the position of "having won the battle, bdf lost the
- war.” Becoming the bargaining agent, as important,as'it
is, is only a preliminary e the big "plum" (gains at the
bargaining téble). Your success "at the table," to a great
‘extent,"will”aépéhd"dﬁ'EhémSélééti6nW6f”ydﬁfmbéfééih{ﬁg”“m
team and preparation of your CB package. Once you have
selected your bargaining team,‘it will prepare a pfoéosal'

for the master contract (CB package).

Selecting Your Bargaining Team

Your bargaining team should be small encugh to be
viable, so that’&ou can have meanihgful discussions and.- -
come to quick deéisions. It should also be large enough
to be broadly representative of the teachers for whoﬁ you
are.bargaining. Representation from the elementary and
-secondary level is a must. You cannot really know what

you are doing withotit it.
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Supplement your bargaining team with resource peophe

_.as you are bargaining... These are_people who really. Know— ...

that particular area in which ycu are bargaining at the
time. When you are bargaininé for coaches orvlibrarians,
have present a representative from that area as a resource
person. You will be surprised how much you and your team
know. Also, how very eloguent, under the stress and the
emotionalism of bargaining, you and they become; The School
Board members may be ignorant of what the practitionerx
faces in the classroom, but they are very knowledgeable of

. what goes on at the bargaining table.

Ass;gnment of Team Pos1tions

The number of members”on a team snould be odd (to
avoid deadlock) and small (to avoid awkwardness). Five is
" an appropriate number. One alternate should be selected
for each team member. Do not select one alternate‘and
Wexpect him to £ill in for-any of the team members. The
task is too great.

Members of the team should be selected with care.
The chief considerations should beﬁ

1. Interest
2. Knowledge
3. “Articulation

4. Availability
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The make-up of the team could be:

“WWMM~~M..“WMMMWM,Titlewﬂgwmwwmwmmwwwﬂ“WWWW.memMaiﬁmConéernmemwnm_mmmMmﬂg_
'J.. A SpoKeSmaN...,.eececeosecccoecs Package Rationale
2. A Recorder...... e e Proceedings '
" 3. A Researcher....... heeees _,,,..Back-up Material
4, A Team ObsServer.....cceceeesens School‘Law
5. A School Board Observer........ School Board Pdiicy

The team should be well disciplined (one spokesman,
notes, and caucuses) and well trained (training sessions,

role playing, package study, tasks assigned, etc.)-.

Team Training

The fact that.your team has not previously engaged

'“fﬁ“EblléétiﬁéwﬁéfﬁéiﬁiﬁgT'ﬁérb§é)fddésmhbt méan that it~

........

cannot acquire skills in the same. Very likely, one of
them has participated in some form of negotiations. Assign
this individual the responsibility of training the entire
team. In doing so he might want to attend training ses-
sions offered by experienced negotiators and then share the
informatipn with his team, hire'é-éonsultant to train his
team kusually very expensive), and maYbe seéure "how-to"
printed and non-printed méterials for use of the team.

Once the team members afe assigned tasks, they
should become ac familiar as possible wifh their roles.

This can be done by packagé familiarization--after the

v 91
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proposal for the master contract is completed, the team .
members should study for bargainin§ (ihcludeﬂin”ydp:_spud;es‘
"Flérida.School Laﬁé," the Collective Bargaining Law, PERC
Guidelines and Regulations, The Administrative Procedures
Act, and current school board policies). It can also be
done by role playing. The best way to practice bargaining -
is to bargain, and role playing serves this purpose.. You
will overcome your self—consciousneSS guickly and the

experience will be very rewarding "at the table."

Team Discipline

Once you are at the table, how do you proceed? If

you want to avoid bedlam, which can sometimes cause a

" Statement £6 Gome out that destroys or weakens your position,
you begin with one single bargainer, one spokesman. Select
the person who you think will do the very best job. That
person will become the chief spokesman for the team and will
run the show.

If your chief spokesman wants to bolster a state-
ment or have a management question answered, he will turn
and ask a member of the team to answer. If someone else on
the team feels that he has something to say in addition to
what the team member who was called on is saying, he should
write the chief spokesman a note. The chief spokesman will

judge whether that would be useful at that particular time
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(Have a container so notes are not left at the table during

caucus or recess) . -

‘The bargaihing team must understand the discipline
of coliective bargaining. Diséipliné prevents éveryone
talking at onceﬁand haking harmful admissions;..Afﬁer yéﬁ ,:
have gainéd experience at the table, you will begin to feel
more comfortable and relax. : |

thh experience is gained, you will not need per-
mission to speak because you will‘have learned what can bé:
damaging and what iS’helpful; You will move more freely in

the whole bargaining process. You will begin tough and

rigidbuntil you get team discipline‘and relax as you get

more of a feeling of confidence and more understanding of
what the process is. You will also develop a feel for the
people on the other side of the table and what they are
like. J
-The Caucus
- If there is any question or éﬁy‘disagreement about
;what;iémgbiné on at the table that cannot be handled.by
note,‘doiﬁgé‘vocally question it in front of the other
- side. Ask for a caucus. This should be a strict rule. If
~a note is passed to the chief spokesman with the word
"caucus" on -it, he should, as iﬁmediately as he can, call

for that caucus.
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If you are going to make any change in your posi-
tion, alter your demands, or reduce them, caucus first. If
you are goingbto change your position, or accept a counter-
offer of the Board's, or comé;;mise a position of your own,
caucus first. If you receive new written material, caucus
and consider recess.

You may have asked for the 25 maximum in class size.
Because of classroom restrictions and certain o%ﬁgr things,
it might not be possible in every teaching area. The team
might permit the number to go to 27 or 29 in some cases.

The board seems to be approaching a general aécept—
ance of your restrictions on class size; do4not just.éay
at that point, "O. K., we agree." When you are ready to
make that concession or to accept something that they have
offered, caucus first. Spend a few minutes with it even if
all you are doing out in the cauéus room is telling the
latest joke.

The team must caucus because you do not want the
other side of the table to feel that any single point you
are asking for is not really what you and the teachers must
have in the contract. The team must make the other side
feel that the concessions you make are the result of inner
torture and torment. If the other side detects thaf you

have asked for more than you expect, you will have to take

97



34
less than you are asking for on every demand. They must

feel they are wresting things from you.

Support for the Team

Ybﬁ should develop the techniques for keeping your
teacher support very high and provide evidence of it from
time to time. This may involve, right in the middle of the
negotiating procedure, a teacher demonstration to indicate
great concern to the Board. A petition or resclution might
be neceSsary to keep pressure on the Board. Remember that
collective bargaining must operate under the’Flb;ida‘;Sun—
shine Law." Always have a delegation of teachers present

to observe the proceedings. If the other side of the table

stalls unduly, call in a member of the Press.

Table Skills

The package (proposal for a master contract) is an
instrument of the bargaining team. Like most instruments,
it must be handled éorredtly to do its job. The skills
necessary to attain an agreemegf.dn a package are referred
to as tablé skills; Table skills are an art, not a science.
A?titude is important. Desire is essential. Hard work is

necessary.
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THE- COLLECTIVE BARGAINING PACKAGE

The basic objective in the entire collective
bargaining process is to reach an agreement. The ultimate
goal is a master contract signed by the chief executive
officer of the School Board and the bargéining agent. It ‘
should also be ratified by the School Board members and the
members of the bargaining unit. The basis of the master
contract is the demands of thé,members of the bargaining
unit on the School Board and a proposed griewvance procedure
that ends in blndlng arbltratlon. The formallzatlon of
Nthese demands and the proposed grievance procedure is

commonly called the CB package.

Preparation of Demands

The first step in. the preparation of the CB package
is to identify‘thé demands that you'(the bargaining unit)
are going to make on the School Board. In compiling these
demands, you will want total involvement on the part of the
members of the bargalnlng unit. You should use such means
as a series of meetings, questionnaires (Appéndix I), or
éersonal interviews (Appendix H) for getting from each
teacher that teacher'§ expression of what he ﬁeeds fpr an
ideal teaching situation. If you gét your teachers thinking

35
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along such lines as "What'do I need for a perfegt teaching
situation?" then you begin to get total involvement and a
really comprehensive set of demands.

| -You should secure a number of other local contracts
from districts. about your own size, and otherwise, if
available. See what is-going on elsewhere. ADo not just
copy whole sections of contracts without thinking, "Do
these really relate to my school system?" Do not attempt
to implement the language of other contracts. Remember,
the language is the’produCt of bargaining and compromise.
Use other EOntract clauses for some background and ideas,wm

but make sure that you know how it can be related to your

Preparation of Package

The package should be designed for ease of handling

(bound, typed, double spacéd, lines numbered, and indexed).

It should also be correct (free of typing errors, proofread

for intent, and backed by research). Desirability (priority
items) 1is most essential.
1. Preamble

It identifies the parties to the contract by
full name, establishes the beginning and
expiration date of. the contract, reaffirms the
good faith of the parties, and defines the
overall purposes of the contract itself.

2. Recognition~
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The bargaining unit is described, exclusivity
is noted, and the contract bar (see PERC'Rule
8H-300.3) is established.

Negotiation Procedures
This is to emphasize that the collective bar-

gaining process is a continuing process. fThat
is, it does not end when the CB contract is

.signed. It provides for communication between

the parties during the life of the contract on
formal and informal basis. : :

Employee Organization and Teacher Rights

This establishes the security which makes it
possible for the employee organization officers
and building representatives and members to
police the collective bargaining contract.
Grievance Procedure (Appendix J)

It establishes a due process procedure that will

safequard the rights of all members of the.cole . ...
~lective bargaining unit in an orderly manner

within a reasonable period of time.  The griev-

ance must provide for binding arbitration.

Teaching Conditions

This is to establish working conditions that
enhance the safety, health, performance, and o
comfort of teachers and childrpn.

Curriculum and Instruction

It minimizes the input of the non-teaching per-
sonnel in what rightfully is the business of the
teachers.

Class Size, Class Load, and Specialized Instruc-
tion - :
This is to reduce the ratio of students ‘to
teachers, thereby creating conditions that im-
prove the total quality of education in the
system. '

Teacher Authority and Protection
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It establishes the authority of the teacher to
discipline and to arrange for proper and ready
assistance.

General Employment Practices

This is to secure as many union rights as pos-
sible and to prevent the School Board from
including a management rights provision.

Transfer and Reassignments

An orderly process for transfer and reassign-
ments with objective criteria is constructed.

Vacancies and Promotions/Demotions

This is to provide for 6pportunity in an
equitable manner for filling vacancies and for
the establishment of a fair promotion/demotion
policy.

Teacher Evaluation

A proper..evaluation.procedure.is-established - oo

for members of the bargaining wunit.
Layoffs

This is to construct an orderly process for
layoffs with objective criteria.

Paid Leaves of Absence

Provisions for the taking of paid leaves of
absence for personal and other reasons are
established.

Unpaid Leaves of Absence

This is to establish time for leave on an un-
paid basis when personal reasons make absence
necessary.

Maintenance of Standards

it establishes‘safeguards for the continuation
of current standards.
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18. Academic Freedom

This is to insure that the First Amendment
rights of the teachers are inviolate.

19. Political Activity

The political and civil rights of teachers are
reinforced.

20. School Calendar

It achieves teacher involvement in the setting.
of the school calendar.

21. Professional Compensation and Fringe Benefits
The best possible economic package for the
members of the bargaining unit is to be
achieved.

22. Continuity of Operation

This is to reiterate CB Law, CH 74 100's unfalr
labor provisions 1n the contract.

23. Miscellaneous
It consolidates 1solated but important, matters

into one article.

Language of Your Demands

Being knowledgeablé and prepared on ycur .demands is
a must. Any set of words can have various meanings and
certainly any variety of methods of implementation, some of
which would be defeating what was really intended. You
must be knowledgeable and prepared to that extent. Go over
your'demands very, very carefully. How do you intend them

to be implemented? What do you really think they mean?

Those that you are not sure about, get back to the source.
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Find out what is really meant before you go in and begin to
look foolish before the negotiators on the other side of
the table. | |

You must also decide whether you are going in and
just present the demands on a list and explain them, or are
you actual}y going to reduce them-to what you consider to
be the optimum language with Binding enforceable terms.
You should write out each specific demand in the terms of a
contract clause, and be pfepared to ‘present all your
demands- at the first bargaining session. M

This method saves time in limiting and pinning down
the discussion. It begins the discussion at ybur optimum
point rather than any lesser or compromise point. " Writing "
the contract in advance gives you a better bargaining

position when you bring it to the table.

Establishing Priorities Among Demands

You should enter bargaining with a list of demands
as gomprehensi§e_as the members ofvthe baréaining unit have
indicated it should be at that particular time. Some are
more important tﬁan others. ~As members of the team, you
must establish a priority rating of each item's importance;
and, as you are bargaining and agreeing to things, you must
constantly evaluate the total package which is developing.

Be careful not to end up with many inconsequential demands
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gained only to realize that you have agreed to none of the
important things.

The first of three genergl areas that you will be
bargaining in is the organization area. This area is made
up of the items which estéblish you as an organization in
the school system; such as, your general relatlonshlp with
the School Board, the monthly meeting between the bargaining
team and the chief executive’school officer to discuss
general schecol policies and the general implementation of
the contract, the monthly consultation between the princi-
pal and the.building representative in.each school, and the
griévance procedure and arbitration. ‘

The second general area is téaching and learning
conditions. This includes such details aé'class size,
class load, conditions of work, employment practices, sched-
uling of routine, non-professional chores, and teaéher
rights and authority, etc.

Economics is the third general area. Salaries,
fringe benefits, and extra pay for extra duty, etc. are

included.

Padkage Check

Once you have completed your CB package, determined
when you will submit it to the School Board, and notified
PERC (as required by PERC Rule 8H-500.3) of your desire to

commence bargaining, the following package check is suggested:
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Design

A. 1Is the package bound?

B. 1Is the package typed?

C. Are the lines double spaced?

D. 1Is each line numbered on each page?

E. Do you have a table of contents?

F. Do you have sufflclent copies of the package
for your team, tlieir team, and reserve?

Precision

A. Is the material free of typographical errors?

B. Has the material been verified for intent?

C. Are items backed by research, where possible?

D. Have current School Board policies been ekmnined
to determine similarities, differences, addi-
tions, and deletions?

E. Have the Florida School Laws been examined to
to determine perm1551veness, confllct, and
appropriateness?

Support

"A. Have the concepts been approved hy the appro-
priate bodies of your employee organization?

B. Have the building representatives received ori-
entation on their roles during bargaining? '

C. Has the media been educated or made aware of
the process? :

Presentation . -

A. Have the "internal" priorities been established?

B. Have these priorities been reviewed in light of

the current economic decline?
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C. Have your back-off and trade-off items been
- studied? ' ~ -

D. Has your team rehearsed/practiced its
presentation?

E. Does your chief spokesman have rationale(s) for
each of your demands?

Bargaining Process

Aé stated earlier, the basic objective in the entire
collective bargaining process, and that includes bargaining
and all aspects of policing the contract, is togreach an
agreement. Because collective bargaining is so new to the
public sector (teachers included), there are likely to be
those in labor and management who will approach collective
bargaining as if it were some kind of trialgby combat or
-debating society.

Although the collective bargaining process is an
adversary relationship, it certainly is not and should not
be an elimination contest. 1In the bargaining process, a
winner-take-all attitude by you or the School Board raises
serious obstacles; not only to the development of a con-
structive relationship, but to good faith bafgaining itself.

Réasonableness and acceptability on your part
should be an indication of confidence, not a lack of it.

If the chief ‘spokesman of your bargaining team indicates
in any way that the team's propoéal might be turned down,

it will be.
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It is often difficult to reach a decision. The
more that rides on a given decision, generally the more
difficult it is to reach. The forced choice is an attempt
to ease the burdeﬁ of a weighty decision by offering a
choice between alternatives. There are many situations
where two alternatives may be of relatively equal value to
you. What you need to avoid, as much as possible, is
offering a choice between something and nothing.

By far, the most fruitful atmosphere for reaching
sound agreements is the recognition by both parties of
mutual interest in solving problems of common concern.

The greater the degree of objectivity that can be devel-
oped, the more_constrqctive'thevrelationship,

"The collective bérgaining‘process is complicated
aﬁd certainly has its shortcbmingé as a meéns of resolving
conflicting interests in employment. It happehs, however,
to be superior to most known alternatives for adjusting
differences in a free society.

The following flow chart (Chart II) is offered>for
your edifiéation, and hopefully, to enhance your under-

standing of the collective bargaining process.

108



45

CHART 1I

FLOW CHART OF BARGAINING PROCESS

Employee Organization
is Certified by PERC

Employee Organization
Develops Proposal

Selects Negotiating
Team

Negotiates With School

PNo Agreement After

Board Representatives4y Impasse¢———60 Days
Reaches Agreement Arbitrator is
Appointed
Agreement Put in
Writing If No Arbitrator
Appointed and Still"
Agreement Signed by  |—If not at Impasse
Both Negotiating Teams Ratified
by Both
Agreement is Ratified_J Parties
by School Board
v
Agreement is Ratified _Negotiations
by Employee 4 | Resume '
Organization
Contract is If no——>»PERC Selects
Implemented Agreement Special Masters
# v Special Master Holds

Both Parties Agreee——Hearing and Makes
to Decision Recommendation

in 20 Days

One or Both Parties Reject Part
or All of Decisions of Special Master

Special Master Submits Material
of Differences

School Board Holds Hearing

Parties Agreee Schqol Board Makes Decision

Parties Disagree-—————;OptEén of Litigation
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. SUMMARY

In the preceeding pages, the writer has attémpted
to provide the reader with information, suggestions, recom-
mendations, and hdpefully some helpful hints to better
prepare you and your negotiétion team to heet your employer
at the bargaining table. The procedures you use in pre-
paring you and your team for the co;lective bargaining
process will depend on.the size of your county,k(district),
past experience of your team.members in any form of
negotiations, financial resources, etc. ﬁo matter what
procedures, the key word is preparation.

The following materials are available to you free
of charge or at a minimal cost. They are:

‘1. Florida School Laws (Florida School Code)

2. State Board of Educatlon Regulatlons.

3. Florida Statute CH 74~100 (the Public Employees
Collective Bargaining Law).

4. The PERC Rules and Regulations.

5. Local Schqél Board Policies.

All of these are indispensable in your preparation
for the collective bargaining process. |

As has been stated earlier, elaborate planning and

preparation may not guarantee a winner; but without it, you

are guaranteed a loser. Happy Bargalnlng'
' 46
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5. It is recommended that the model collective
bargaining procedure be up-dated and/or revised
in light of experience gained during development
and implementation before re-adoptiﬁn.

6. Because this practicum was conducted in only one
county in Florida, it would be useful to imple-
ment the model collective bargaining procedure

in other counties.

t

Evaluation

Four overall goals and/or e¥pected outcomes were
established in ﬁhe Maxi II Practicum proposal and were
enumerated‘in dﬁapfer"II of this report. Each goal or
expected outcohé is dealt with separateiy for the sake

of clarity.

1. Goal or Expected Outcome--To design and develbp,

: and implement a model collective bargaining
' procedure for use by educators in small and”
medium sized counties in Florida.

Evaluation--The writer designed and developed,

and as a member of a five person negotiation

team, implemented aﬂmodel collective bargaining
procedure that consisted of four compoheﬁts.

- Evaluation checklists and questionnaires wére
developed by the writer to measure the effec-

tiveness of each component. A rating scale of:

Pzt
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48a
below average, average, and above average and a

space for comments or suggested improvements

.was;provided on each evaluation checklist and

questionnairé. Each component-was‘eVaiuated

by the negdtiation‘téam and the collective
bargaining committee before it was submitted to
the Columbia Education Association ExeCuﬁivé
Board for approval. _Suggestions for improve-
ments were considergd for each component before
it.was'adopged by the Colﬁmbia Education;
Association and incorporated in the model

collective bargaining procedure.

Goal or Expected Outcome--To aécomplish the

signing of a master contract between the School

Board and the teachers of Columbia County,

recognizing the Columbia Education Association

as the exclusive bargaining agent for teachers.

Evaluation--A master contract between the

School Board and the Columbia Education

Association was signed on December 1, 1975,

recognizing the Columbia Education‘Associaéion

as the exclusive bargaining agent for teachers
in Columbia County from July 1, 1975, through
June 30, 1976. The following were listed as

outcomes or gains to be expected from signing
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48b
the master contract when fhe Columbia Education
Association recommended ratification of the
negotiated agreement.

a. Teachers cannot be discriminated against
for joining the Columbia Education Asso-
ciation (union).

b. Teachers are assured of payroll deductions
for union dues.

c. Teachers have the right to check their
personnel files. No derogatory statement
can be placed in a teacher's file unless he
has seen it and is given an opportunity to
append written comment. Only one personnel
file may be kept on an individual teacher.
No secret files may be kept.

d. Teacher- have the right to an impartial
procedure for dispute or grievance settle-
ment and the right to representation by the
Columbia Education Association at every
level of the grievance procedure. The
decision of the arbitrator shall be final
and binding. There shall be no reprisal
for filing a grievance.

e. Teachers will be required to furnish a
certificate of good health for initial
employment only. Any further examinations

..that are required will be pald for by the

School Board.

f. Teacher participation in extra-curricular
duties outside the regular work day shall

be strictly voluntary. Non-teaching duties .

shall be scheduled on an equltable,
rotating basis. Compensatory time shall be
granted if teachers are required to serve
duty beyond regqularly scheduled duties.

g. Teachers shall be granted free admission to

all school sponsored activities including
athletics.
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h. Seniority provisions shall be observed
in teacher lay-off and recall.

i. Personal leave shall be used at the
discretion of the teacher. Up to twenty
(20) days accured sick: leav ™ may be used
for maternity leave.

j. Minimum plannlng time for teachers shall

be:
Kindergarten 100 minutes per_week
Elementary 200 minutes per week
Junior High 250 minutes per week
Senior High . 250 minutes per week

k. The School Board shall provide legal counsel
to any teacher who is assaulted by a :
student, parent, or other individual in the
llne of duty.

1. The. School Board: must notify a teacher of
any complaint by a parent, student, or
other individual before the Board can take
action agalnst a teacher or place the

~ complaint in'a teacher's file.-

x The negotiated agreement was ratified by the
teachers and with the signing of the master
contract between the School Board and the
Columbia Education Association, teechers were
guaranteed above mentioned outcomes or gains
for the first time. Also, through the grievance
procedure, teachers were ggarapteed these nego-
tiated rights without the cost of litigation.

3. Goal or Expected Outcome--To get the model .,." ‘. .-

collective bargaining:procedure adopted by the

Columbia Education Association for future use.
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Evaluation--Adoption of the model collective

bargaining procedure for future use was .
enhanced by the fact that the four components
that constitute the overall model had been
implemented by the bargaiqieg‘team after each
had been appfeyed by. the Columbia Education
Association Exee?tiVe Board. After the master
eont;acp had been signed, suggestionsefor

improvement by the negotiation team and the

'~ collective bargaining team‘were'considered~by

the Columbia Education ASsociatioh.Executive
Board. The model collective bargaining proce-
dure_was»adopted for future use.

Goal or Egpeeted Ogtcome——To.make the model

collective bargaining procedure available to

other organizations, associations, and groups.

in other distriéfs.

"Evaluation--The- wrlter ‘has- offered‘to make—MQMMwawwu

coples of the model collectlve bargalnlng pro—e,‘
cedure avallable at cost (approx1mate1y $15 00)
of reproductlon to the twelve dlstrlcts who

1nd1cated, 1n response to the survey on the

‘"Present Status of Collectlve_Bargalnlng by

Educators in Small and Medium Sized Counties in

Florida," that they did not have the expertise
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and/or knbw-how to effectlvely ‘bargain collec-
tively Wlth the School Boards for the teachers
in their county, and that they did nqt have the
fihancial resources to hire a professional

negotiator.

Overall Evaluation =~

The writer feels that a great majority of the geale
of the practicum were achieved; and given the imﬁlemeﬁmtion
of the model, educational leaders will have‘an orderly |

procedure for 1nput 1nto the decision maklng process. 'The
model also provides a guide whereby teachers ‘can formalize

their access to the school power structure.




Chairman

Public Employees Relations Commission
2005 Apalachee Parkway

Tallahassee, Fiorida 32301

Dear Sir:

Secﬁiqn‘447.008, PERC Rules and Regulations,
requires every employee organization to register with you
prior to requesting recdgnition_from a public gﬁployer.
The informatibn which we are herein prdviding is submitted
in an effort to fully comply in good faith with the
requlrements of that section.

Copies of our Constitution, By-laws, financial
report for the last fiscal year, and our check for .the

registration fee of fifteen dollars ($15 00) are enclosed.

A. NAME AND ADDRESS OF THE ORGANIZATION

B. NAME AND ADDRESS OF THE PARENT ORGANIZATION

49
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- C. NAMES AND ADDRESSES OF THE OFFICERS AND BUSINESS AGENT

(TITLE) (TITLE)

(TITLE) (TITLE)

D. THE AMOUNT OF THE INITIATION FEE WHICH MUST BE PAID
IS § . THE MONTHLY DUES ARE $ .

E. PROCESS MAY BE SERVED ON:

F. THE ORGANIZATION PLEDGES TO CONFORM TO THE LAWS AND
' CONSTITUTION OF THE STATE OF FLORIDA AND THE UNITED
STATES OF AMERICA. IT FURTHER PLEDGES TO ACCEPT MEM-
-BERS WITHOUT REGARD TO AGE, RACE, SEX, RELIGION, OR
NATIONAL ORIGIN.

SINCERELY,

President

Attachments: Current Budget
Prior Year Financial Report
- Local Constitution and By-~laws
State Affiliate Constitution and By-laws
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STATE OF FLORIDA DEPARTMENT OF COMMERCE

Division of Labor
1321 Executive Center Drive - East. Tallahassce 32301

_ Enclosed are the necessary applications for a Labor Organization
Report and Business Agent License. Please complete the enclosed
forms in their entirety, making a notation on any line where there
is a required response.

As part of the definition of Labor Organization in the Florida
- Statutes 447, it is required that the union be recognized by one or
more employers with an agreement w1th the employer as a bargalnlng
unit. .

As a reminder to the business agent, please fill in full middle
name when applicable. Enclosed is an F.B.I. fingerprint card which
must be completed for your business agent's application. -‘Please fill
out the upper portion of this card; name,+ &ddress, description, etc. .
Take this card to the sheriff's office or police department and have

them fingerprint you. Return the card to me at the above address.

""Please do not fold the fingerprint’ card
Please return these applications after notarization with a check
or money order to cover the filing fee of $1 for each of the appllca—
tions. Make payable to the Florida Department of Commerce.

If you neéd further assistance, please feel free to contact this

agency.
Sincerely,
- o William G. Monks
Administrator of Labor
Organizations
WGM/ja
» 121
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RRNTEOQF T TLA
DEEFASPRGHT GO O M RCE
DIVISION Ub' LASOR
Room 220
1321 Exccutive Center Drive-East ':
Tallahassee, Florida 32301
(904) 488-23480 o

Report of Labor Organization

!

Pursuant to the provisions of Chaptér 447, Florida Statutes, the following is submitted:

NAME OF ORGANIZATION

ADDRESS & PHONE

‘That the current officers of this orgnniza‘lion are as follows: B
' ADDRESS

, NAME
' ‘ - (Pxesi@cnt)
t:: — Secreta) -
= e —

(Business Agent)
.‘., ’ a— Lt hoos L ' .‘A " . . ‘
" (If there are additional Business Agents, list thiem with address on the other side of this form.)
f?;Céiﬁplél'é‘th‘c"folloWing‘schcdule indicating ihai your organization-has-be
"ot more employers as a unit of bargaining: (Start with most recent agreement.)

Name and address of Employer(s)

Date of Bargaining Agrecmci_\t

4

‘We the undersigned, certify
‘n:f--d by Statute. '

Length of

en -involved in collective bargaining, and.is:recognized.by.:éne;;.;

Agreement

—
——————

that the above statements are true and correct, and enclose thc annual fee of One Dollar (§1.00) as re-




this_ day of.
19
Notary Public

_ NOTE: This report MUST BE filed not later than July 1.

[f-nanc oot i

Attest:
President
Signatuse of Secictary
. £ s -
125 e .
($1.00 filing fee shill accompany this reportl) -



s , ' 0 B4
y STATE OF FLOKIDA 124 .
e DEPARTMENT OF CONMMERCE )
D1v1SI10H OF LAROR

' Room 220 .
. : 1321 Executive Center Drive-East

Tallahassce, Florida 32301
(904) 488-3480

Business Agent Application

- « e - ee— .. e i emte e —- 4= e — .

The undessigned applics for license OF perniit to act as business agent for

(Give namie and addicss of Tabor vnion)

BUSINESS PHONE:

and submits the following information: ’ '

NOTE *All questions must be answered before application can be filed. If questions 8,9, 10,11, 13 and 14 arc answered in the af—

firmative, give details o0 back.

1. Full Name ’ i
(figst) ‘ (Middie) ‘ _(Last)

2. Social Security Nember

3. Place and date of birth___— : )
- (City) (County) . (State)

(Datc of Birth)

"usincss Address__

h ) . . ’ {Addrcss)
. (State)

- (Gity)

5. Residence address
. (Address)

~(City) . {State) (Zip Code) {(How Long) .

2

'6. Are you a United States citizen,—______ If you arc a naturalized citizen, when and where were you naturalized

(Dato Gty (County) State)

7. Have you been a citizen of and resident of the United States for the past five ycars?

8. Have you cver been charged with the violation of any law governing labor organizations?

9. Have you ever becn refused a licensc or registration as a business agent for a labor organization in any State or had a license or re-

gistration suspended or revoked?

I0. Have you ever been charged With Violation of any internal law governing the operation of any labor organization?

|1. Have you cver been suspcndcd or cxcplled from any labor organization?

_“omplete the following schedule as to labor organizations with which you have been affiliated for the past five years to the present:

F\Name & Address of - Dates of Positions

Labor Organization  Affiliation Hcld .

ERIC

IToxt Provided by ERI
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RECENT
PHOTO
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=713, Tave you ever been convicted of any offemse othier than traffic violations? .

' ﬁ Have you cver been convicled of a felony? 1050, have your civil rights been restored? — (Give details below)
g ! : ’ _

Syorn to and subscribed before me at Dated
T —— day Ofueecrcncesenennnnes ' Signed i i
. . Signiture of Applicant
gD 12 2O -

NOTE: Usitrue statements are grounds for tefusal of a business
agents licensc.
1

Notary Public

STATEMENT OF LABOR ORGANIZATION

We, the undersigned, President and Secretary, respectively of

a labor union, with its pn’ncipbl place of business at '

:Q;eby centify that

Ce above applicant, has becn designated as our business agent as defined by paragraph 2 of Scction 447.02, Florida Statutes by being L
. electcd/appointed on the __day of _ , 19 to the office of v -

- We further certify that he qualifies under the provisions of Section 447.04, Florida Statutes.

Sworn to and subscribed bzfore mic at ’ ' Dated'
this....coeveuneens day Of..eceecveesnsereresnanns , Signed.

Signature of President

eevaressenantassastes sssbcessssnsa b s ae serata st susanas ' Signed

Signature of Sccretary

Notary Public

*Usc this space for additional information

/
{

L
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FL920270Z A
DEPT OF COMMERCE
DIVISION OF LABOR
TALLAHASSEE FLA

57
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AUTHORIZATION FOR REPRESENTATION

I, ) ‘ , a faculty member at

and an employee of the

School Board, by the execution of this -

‘authorization form select and designate

as my collective bargaining representative in all mattérs
pe;taining to the wages, hours, and conditiéns'of employ-
ment accorded me or to be accorded he by m§ employerQ By
the execution of this authorization, I hereby authorize

to act as my collective bargaining

representative pursuant tqwgggwpro#isionsyof Florida

Statute 447.009-(1) or 447.009 (2).

Date

(Signature)

... ST
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Dear (SChoql_Board Chairperson) =

The | i hereby requests that the

School Boardvrecogniie it as the exclu-

sive collective bargaining representative for the unit

consisting of the following categories: . -

Included -
1. Classroom Teacher
2. Librarian'
3. Couhselor
4. Dean

5. Any title not under "Excluded" and is certified
personnel . 1 '

6. Any new title for certified pérsonnél

The  following categories should be excluded:

Excluded
1. Swuperintendent
2.. Program Plahning Specialist
3. Coordinator, Guidance and Pupil Personnel Services
4. General Supervisor
5. Diréctor, Vocational And Technical Education
6. Céordinator, Atteﬁdance and Textbook Manager
7. Cobrdinator, Speéial Services
8. - Reading Coordinator

62
133



63
9. Finance Director
\ .
10. Principal

11. Assistant Principal = ' .

The has sufficient proof (;howing"“

of interest);that it_has thé majority Status in-the”pio-

posed appropriate unit.

proof to you and your representative(s) priOr.to thé-School ’

board meeting of - ;19 ..

VeryvtruIY‘yours;.

LR %

”,‘Presideht
| AésOCiation/Qfganization,_‘
. Date

134
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PETITION TO THE BOARD OF EDUCATION OF

The ‘undersigned certificated professional employees

of the Board of Education of '

constituting a majority of the employees of said Board of

Education, do hereby designate the

as the exclusive representative of all professional

employees of said Board for the purpose of negotiations

with said Board of Education of
to secure a comprehensive written agreement to include
amoﬁg its terms and conditions, salaries and all other con-

ditions of employment, and the undersigned hereby petition

the Board of Education of to so

recognize and certify the ~_ as such

exclusive representative for a period of one (1) year from

the date of such recognition, and enter into such nego-

tiations with the . . forthwith.
Signature Name (Print) School Date
1.
2. .
3.
4,
68 ' o

139



69

Signature Name (Print) School Date

5.

6.

7.

8.

9.

10.

11.

12.

13.

14.

15.

l6.

17.

18. .

19.

20.

21.

22.

23,

24.

25.

26.

27.

28.

140
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BACKGROUND SURVEY ON TEACHERS
IN EACH SCHOOL
TO BE COMPILED BY EACH SENIOR BUILDING REPRESENTATIVE FOR
USE IN COLLECTIVE BARGAINING ELECTION.

1. Name of school--address and phone number

2. Building Representative (your name)--address and phone
number )

" 3. Teacher count inu§our building

e 4 Ethnic group -count in your building -

5. Your membership count_in your building

6. 9p§ositi0n membership cbunt

7. Non-members in either érganization in your building_

8. Number of male teéchers in your buildiné |

9. Number of female teachers.in,yOur building
10. Number of single teachers in‘Ybur building
11. Number of married‘teachéré in your buildiné{ 
12. Number of teachers in your building bétwéen,ages'24534
13. Number of teachers in your building'betwéen\égéé.35-44
14. Number of'teaéhéts in yoﬁr buildiﬁg‘above age 45

15. Major 1ssue(s) in your, bulldlng (examples' salary,'
class size, d1501p11nary code, extra duty, etc.)

16. Socio- political rating: your bullulng—-llberal, conser-
- vative, etc.

17. Socio~sconomic status of the area within your school-
is located (of the communlty) .

- - 71




18.

19.

20.

21.

22.
23.

72
Names of three vocal teachers in your building--one of
your organization, one opposition, one uncommltted——
include address and phone number

Number of teachers in your building with three or less
years of teaching experience

Number of teachers in your building with four to ten
years teaching experience.

Number of teachers in your building with more than ten
years teaching experience

Number of teachers in your building on annual contract

Number of teachers in your building on continuing
contract

Number of teachers in your building who are the sole
wage earner ln hlS household

Number of teachers in your building who presently hold
part-time jobs or "moonlight" :

143






STAFF. SURVEY
COLLECTIVE BARGAINING QUESTIONNAIRE

The purpose of this survey is to determine the
issues as you see them. Should the XYZ Association be suc-
cessful in winning the collective bargaining election, the
same information will be used to establish priorities for
inclusion in negotlatlng the master contract.

Neither this survey or 1ts use is 1ntended to cast
discredit on the professional staff, administration, or
School Board of the school distriet. =~ = .

T -~ Consider each"questionnaire problem by itself.
Rate the problem on a scale of 1, 2, 3, or NA by circling
the appropriate number. , t

One (1) indicates the problem is very important.
Two (2) indicates the problem is important.

Three (3) 1ndlcates the problem is not 1mportant.
NA 1ndlcates the problem does not. applz - .

A. Curriculum and Instruction’
1. Limit class size _ ' : 1 2 3 NA

2. Reduce class load (i.e., number of . _
classes and total number of students) 1 2 3 NA

3. More teacher aideS-for'all schoels 1 2 3 NA

4. Increase staff to handle psychologlcal L :
testlng o A 1 2 3 NA

5. Reduce ratio of‘students to counselors 1 2 3 NA
6. Provide additional "visiting" teachers 1 2 3 NA

7. Establish a learning disabilities .
program : ' ' 1 2 3:NA

74
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10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.
24.
25.

26.

75

Music, PE, and art teachers for a1l
schools

Department and/or grade chairman for
all schools

Remedial reading teachers £Or each
school

Expand special education classges

Preparatlon/conference pericds for all
teachers

Human relations workshops for incréased
professional growth

Greater teacher say-so iﬁ t'e}ttbook
selection
aspects of the curricylum

More teacher control in determining
currlculum

Develop and implement year—a~round
school- plan

More teacher participation in determln-
ing in-service education PrOgramg

More supplementary texts and materials

Fewer interruptions during Class hours
(workmen, intercom, etc,)

‘More up-to-date Curriculum Materials

Professional librarieg in each school
Greater teacher ‘authority with students
Greater academic freedom -
Expanded vocational pfograms

Expanded summeX school progTrams

146

- Improve minority group- studiesg in a11--

o)

LT o S S R TR

NA

NA
NA
NA
NA
NA
NA
-
NA
NA

NA

NA

NA

' NA

NA
NA

NA

NA
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27. (Problems not listed--you £ill in)

1 3 NA
28. ‘1. 3 NA -
29. 1 3 NA
30. 1 2 3 na
Comments:
Personnel Policies
1. Less frequent and/or shorter faculty .
meetings : 1 3 NA
2. Relief from non=professional duties " 7"
such as lunchroom supervision, hall
duty, playground supervision, etc. 1 3 NA
3. Teacher partlclpat*on in hlrlng new B
teachers 1 3 NA
4. Teacher in-put and participation in
" all phases of teacher evaluation -1 3 NA
5. Teacher participation in administrative
‘and supervisory personnel evaluation 1 3 NA
6. Employ minority group teachers, sup-
© portive personnel and administrators
in accordance with minority population 1 3 NA
7. Hire'oniy cerfificeted“befsoﬁﬁei with
educational requirements in their o ,
areas -of competence - 1 3 NA
‘8. Develop standards under which student
" teachers will be accepted 1 3 NA
9. Released time for requlred or necessary
_conferences and meetings 1 3 NA
10. Pay for required meetings other than o
during normal school day 1 3. NA.

147



1l.
12.
13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

- 24.

25.

26.

77

Teacher assignment only in teacher's
area of certification 1

Duty free lunch period i

Allow teachers to use their non-
instructional/non-supervisory time as
they choose , 1

Provide adequate faculty lounges, wash-
rooms, etc. 1

Improve policy on teacher transfers and
reassignment 1

Earller notice to teachers of changes
in their schedules (semester to semes-

ter, year to year) R i1

Improve due process rights for. all

‘teachers in transfer and. dlsmlssal

cases “ F

Arrangements for teacher access to.

- buildings after school'and on weekends 1
All complaints by parents. or students
shall be reported to teachers 1
A "break" for all teachers in a.m. :
and p.m. 1
Improve procedufes in posting promo-
tional vacancies 1
Teacher partlclpatlon in fllllng promo- -
tional vacancies 1
Improve procedures in assignments to .
summer school positions , 1
No discrimination on basis of teacher's
political activities 1
Substitutes shall be hired for all
absent teachers 1
Make better use of non-student days
throughout the school year 1.

143

NA

NA

NA
NA

NA

NA

NA

NA

'NA

NA
NA
NA
NA

NA

'NA

NA
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i49

27. Early dismissal on primary and general _
’ election days 1 NA
28. Establish Building Committee in each
school to determine policies on matters :
unique to that school 1 NA
. 29. Allow elementary teachers to use spe-
cial periods (i.e., music class, P.E.
class, art class, etc.) as preparation
time rather than "sitting" in classes _
where a special teacher is present 1 NA
30. Improve school calendar - 1 NA
31. (Problems not listed--you £ill in) 1 NA
32. | 1 NA
33. 1 NA
o e
Salaries and Related Benefits
'lf”"Full payment by School Board of family
plan health and accident and major
medical insurance for all teachers 1 NA
2. Dental insurance fully paid bY.School
Board : 1 NA
3. Provide group term life insurance 1 NA
4. 1Income protection insurance fdlly paidv
by School Board 1 NA
5. Personal business leave days 1 NA
6. Sabbatical leave with pay 1 NA
7. Professional leave for attending con-
ferences, workshops, conventions, etc. 1 NA



10.
11.
12.
13.
14.

15.

16.

17.

18.

19.

20.

21.

22,

23.
24.
25,

26.

79

Leave for adoption of a child (similar
to maternity leave)

‘Improved maternity leave

Apply p011c1es on leaves to summer
school -

Leave for illness in family

Bereavement leave to also include close
friends

Emergency leave with pay up to two days
per year

School Board pay teacher's retirement
contribution

Make pension deductions optlonal for
extra .duty pay : S

Severance pay based on years of service

Provide salary credit for up to four
years military service

Optional pay periods of 10 or 12 months

Full salary credit for in-state teach-
ing experience

Extra pay for extra duty

Allow undergraduate and technical
courses for credit toward salary
adjustment

Costi—of-living factor on salary schedule
Reach maximum salary sooner

Improve the index on salary schedule

Increase base for beginning salary

_Strictly voluntary acceptahce of extra-

curricular assignments with pay if
assignments are accepted

150

NA

.NA

NA

NA

NA

NA

NA

‘NA

NA

NA

NA

‘NA

‘NA

NA

NA

NA'W.'

NA

NA -

NA
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. 151

27. Pay for covering absent teachers'
classes 1 2 NA
28. Allow outside accumulated sick leave to
be transferred 1 2 NA
'29. study adoption of merit pay plan in-
stead of index -1 2 NA
30. Require masters degree for all depart-
ment heads and/or grade level chairmen 1 2 NA
31. (Problems not listed--you fill in) 1 2 NA
32. 1 2 NA
33. 1 2 NA
Comments:
School Buildings, Facilities, and Materials
1. Greater teacher involvement in planning
construction of new school facilities 1 2 NA
2. Establish a central facility for spe-
cial education programs 1 2 NA
3. Special rooms in all schools for spe-
cial classes (art, music, etc.) 1 2 NA
4. sSpace in all schools fcr private con-
ferences with students and parents 1 2 NA
5. Private telephone facilities for
teacher use 1 2 NA
6. Teachers involved in planning their
individual school's budget 1 2 NA
7. More filing, storage, and desk space
(lockable) for teachers 1 2 NA
8. . More mechaniczal. equipment (AV equip- - . . : o
ment) 1 2 NA



10.

11.

12.

13.

14.

15.

le6.

81
Improved service of AV equipment 1 2
More classroom materials and supplies 1 2

Adequate off-street parking for
teachers 1 2

Improved custodial cleaning ‘services
in classroom and buildings in general 1 2

Provide safe and healthful teaching
conditions in accordance with appro-

priate standards 1 2
(Problems not liéted——you £i1l in) 1 2
o 1 2

1 2

Comments:

NA

NA

NA

NA

NA

- NA

NA

NA

E. Most Important Problems

In my opinion, the most important problems, no matter
what the category, are: (use reverse side of sheet if

needed)
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EXAMPLE QOF A MODEL,GRIEVANCE.PROCEDURE

A. Purpose
The purpose of this procedure is to provide the most
efficient, equitable, and fair disposition of claims by

teachers at the lowest administratiye 1evgl; i

B. .Definition

A grievance shall mean any claims-b§ the member(s5
in the employee organizafion regarding a violation, miéin~
terpretation, or misapplication of'the»terms of thehmaste?'b
contract, or any policy, regulation of the Séhool ﬁoard; or

and stétutory law.

C. No grievance will be processed without prior ngtifi—
cation to the collective bargaining agent and opportu-
nity for representative of the Collective bargaining

organization to be present.

D. In the event a teacher believes there is a basis for a
,wgrievanée, he shall first discuss the alleged grievance
with his imﬁediate supervisor either personnally or
accompaﬁied by his association representative.

83
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E. 1If, as a result of the informal discussions with the
immediate supervisor, a‘grievance still exists, a
formal procedure may beAimplementéd~through‘the’col~
lective bargaining organization on a form provided by
the bargaining agent. The form will be available
through the employee organizatiqn representative and
must be signed by the teacher and the employee organi-
zation representative in order to initiate the formal

procedure.

Step'I

- The teacher may submit to the immediate'supervisof
a copy of the grievance form. If the grievanée involves

" more than one building, it may be submitted to the super-
intendent or his designate. Within five (5) calendar days,-
the immedizte suéervisor and the collective bargaining
agent will meet to discuss the alleged grievance and the
immediate supervisor will indicate his decision in writing
within three (3) calendar days of the meeting a copy to the

‘collective bargaining agent.

Step II

If a grievance still exists as a result of the
immediate supervisors decision or if there has been ro
decision within five (5) calendar days of the meeting, the
grievance will be filed’with”the“éupérintendéht”Of'his
representatives. Within five (5) calendar days the
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collective bargainingTagent will me=et the superintendent cr
his representative and the representative oif superintendent
shell indiéate his decision.in writing within five (5)
calendar days after the meeting; furnishing a copy to the

collective bargaining agent.

Step III .
If as a result of the superintendents or his repre-
sentative's decision, a grievance still exists or if there
has been no decision within five (5) calendar'days of the
meeting, the grievance will be submitted to the School
Boerd, by filing a copy with the chairperson. The School
Board will meet witnin fourteen (14) calendar days with the
collective bargaining agent and the Sehool Board will indi-
cate their decision in writing within/seven (7) calendar

days of the mesting, furnishing a ébby to the collective

bargaining agent.

Step IV
If as a result ef the School Board's decision; a
grievancé still exists or no decision has been made in the
time period provided, the grievance may be submitted to a
neutral_arbitrator mutuallyiééréed“npon by the School Boaxd
and the bargaining agent. If the School Board and the
baryaining agent can not agree on the neutral arbitrator

within five (5) calendar-days from the notification that™
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. arbitration is to be used, the Federal Mediation and Con-

ciliation Service (FMCS) will select the arbitrator. The

arbitrator shail function according to the rules of FMCS.

Either party in arbitration can use only the evidence

already disclosed to the other party and both pérties will

share equally the fees and expenses of the arbitrator.

The decision of the arbitrator shall be final and binding

on both parties.

F.

Time limits will be strictly observed, but may be ex-

tended by written agreement of both parties.

All employees whose presence is‘required when -grievance
meetings and conferences are held during school hours

will be released with pay for that purpose.

All resolutions of any grievance will be consistent
witn the terms of the grievance procedure and the

collective bargaining agreement.

As provided by law, all teachers are entitled to fair,

reasonabile, and equitable treatment.

Any grievance arising during the term of this agreement
may be processed until resolution, regardless of the

expiration date of the agreement.
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K. If the School Board refuses to arbitrate a grievance
under the terms of this agreement, the arbitrator
appointed according to the above procedures will pro-

ceed on a ex parte basis.
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GLOSSARY OF NEGOTIATION TERMS

Agreement (Master) -~ A written, signed contract, arrived at
through the process of negotiation, which covers the
employees' terms and conditions of employment for a speci-

fied period of tiﬁe (usually one, two, or three‘years).

Arbitration - A method of settling disputes of the parties

to a contract by having an outside, impartial, third party.
(arbitrator) hear the grievance and render a decision as

to settlement of same.

Authorization Card - A card signed by an employee autho-

rizing a union to act as his agent in collective bargaining.

Award - Pertains to the decision rendered by the arbitrator.
His award will be in support of the contentions held by one
party or the other in the dispute that was placed before

~ him.

~Bargaining Agent ~ The formally designatedAdrganizatiqn E

which represents employees seeking or having a master

agreement.

Bargaining Team - The negotiators who will actually be at

g T s
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the bargaining table and actively involved in the nego-

tiation toward a contract.

Bargaining Unit - The group of employees that an employee
organization represents or seeks to fepresent,as bargaining
agent on wages, hodrs, and working coﬁditioﬁs; Criteria.
for determining a unit include similar job descriptions,
community of interest; salary schedules, fringe benefits,

etc.

Certification - Official recognition by an impartial labor

relations. board (in Florida, by the Public Empidyees Rela-
tions Commission) that an employee organizatioﬁ‘is, and
shall remain, the éxclusive repfesentative‘for all the
employees in an appropriate bargaining unit for the purpose
of collective bargaining, until it is replaced by another

employee organization, is decertified, or dissolves.

Collective Bargaining - The process of negotiating between
an organization of employees and their employer seeking a
collective bargaining contract or master agreement which

will cover all employees in the unit.

Conciliation (see Mediation) - Efforts by a third party,

usually selected by a labor board or commission, tovard the
accommodation of opposing viewpoints in a labor dispute so-

-as tOMéffect~a-voluntary”settlementr“
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Consent Election - Representation election held by a labor

board after the employer and the employee organizations
seeking to become the bargaining agent agree on terms under
which the election is to be held. Under the rules of the
Public Employees Relations Commission, consent of the
commission chairman must be obtained for such an election,

and on the appropriateness of the bargaining unit.

Contract - Usual terminology is "master contract" which is

the same as a "master agreement."

Contract-Bar Rules - Policies followed in determining when
an existing agreement between the employer and a union will
bar a representation election sought by a union attempting

to unseat .an incumbent emplsiyee organization (union).

Cost Items - Includes wages, hours, and other terms and
conditions of employment, the implementation of which re-

quires funding.

Cost-of-Living Adjustment - Periodic pay increases based on

changes in the Consumer Price Index, usually, according to

an escalator clause in a contract.

Decertification - Withdrawal of bargaining agency from em-

ployee organization (union) upon vote by employees in unit

that they no longer wish to be represented by said organizatim.
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Employee Election - Balloting by empld&éés for the purpose

of choosing a bargaining agent or unseating one previously

recognized.

Escalator Clause - Clause in collective bargaining contract

requiring wage and salary adjustment at stated intervals in

a ratio to changes in the cost of living.

Exclusive Recognition - The recognition of a single employee

organization as the only bargaining agent for all the em-

ployees (members and non-members) in the bargaining unit.

Fact Finding - An investigation by an individual, panel, or

board of a dispute between an employee organization and
management. The fact-finder renders a report deécribing
the issues and usually recommends a settlement. These

recommendations are not binding on either party.

Free Rider - A person who is a part of the bargaining unit,
is eligible for membefship in the employee organization

(union), but does not join nor pay any representation fee.

Fringe Benefits - Term used to encompass items such as

vacations, holidays, inSurance, medical benefits, pensions,
and other similar benefits that are given to an employee

under the master agreement in addition to direct wages.

.. Grievance - A claim by any member of the bargaining unit or

. by the bargaining agent that there has been misinterpretation
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or misapplication of the master agreement or any other rule,
order, or policy of the public employer. Such a charge is
adjustable through the grievance procedure which is set

forth as an article of the master agreement.

Impasse.~ A point reached in the process of negotiation
where both parties agree that they can go no further in the

process of proposal and counter-proposal. Their best

+ .offers (at that time) are on the table, neither of which is

acceptable to the other party, bringing them to a point of
impasse. In many negotiations, this point is reached sev-

eral times prior to the final settlement of the agreement.

Injunction - A court order restraining individuals Oor groups
from committing acts which the court determines will do
irreparable harm or where the health and welfare of the

community may be imperiled.

Management-Rights Clause ~ Collective bargaining contract

clause that expressly reserves to management certain rights
and specifies that the exercise of those rights shall not

be subject to the'grievahce”procedure or arbitration.

Mediation (or Conciliation) - Third party nonbinding, non-

compulsory, intervention and assistance, usually by a
" public mediation agency, to facilitate a reconciliation of

an impasse. between emp10yérswand,employees,.opwpthQEWQ§gmww@

164



94
to initiate, continue, resume, or bring about collective

bargaining negotiations between these parties.

National Labor Relations Act (N.L.R.A.) - (Wagner Act) -

Passed in 1935, which had the general effect of strength-
ening the position of orgéniZed labor. The law guaranteed
workers the right to organize and join unions, to bargain
collectively and to act in concert in persuit of their

objectives.

‘National ILabor Relations Board (N.L.R.B.) - Created by the

NLRA, the Board's primary duties are to hold elections to
determine union representation and to interpret and apply

the law concerning unfair labor practices.

Public Employees Relations Commission (PERC) - Labor board

established by the Florida Legislature to regulate and
guarantee the féir, efficient, and judiciocus enforcement
of the Public Employees Relations Act, giving public em-
ployees the rights of self-organization and collective

bargaining.

Ratification - A process whereby all of the members of the

bargaining unit are called to a meeting to review and dis-
cuss any and all provisions as negotiated for a master
contract. Folilowing the discussion, a vote will be taken

on the question of whether to vote for or against the
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contract. The voting by the membership constitutes the
ratification of the contract. A contract can only be
signed and become effective folloﬁing the ratification by

both parties.

o Recognition - An agreement by an employer to accept an

employee organization as the bargaining agent without re-

quiring a representation election.

Reopener Clause - A provision calling for reopening a cur-

rent contract at a specified time for negotiations on
stated subjects, such as a wage increase, pension, health

and welfare benefits, etc.

Representation Elaction - An election between or among rival

employee organizations to determine which organization shall

be the bargaining agent.

Special-Master - A disinterested, impartial person appointed

by..the labor commission to inquire fully into all matters
at issue in a collective bargaining dispute and make recom-
mendations for settlement. The special master is designated

when an impasse is not resolvéd in mediation.

.Unfair Labor Practice - An employer ¢r employee organization

practice forbidden by the Florida Public Employees Rela-

tions Act.
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Zipper Clause - Clause that seeks to close all employment

terms for the duration of the iabor contract by stating
that the agreement is "complete in itself" and "sets forth

all terms and conditions" of the agreerent.
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February 12, 1975

Dear ﬁduéaéor:

Some small and mediumlsized county educators fasso—
ciations/organizations) in Florida find themselves in a
dilemma witﬁ the passage of the Public Employees Collective
Bargaining Law, 1974. The problem is not the passage of
the law, but instead,."How can they succeed in imp;ementing
it?" Specifically, they do'not presently possess the
financial resources, know-how and/or ekpertise to effec-
.tively bargain collectively with local schéol boards:
There is little or no information describing a»@odel to
assist’local educators in E;eparing themselves for the
collective bargaining process. |
| The purposes of this sufvey_instrument are to
gather data in order to determine the present status of
collective bargaining by teachers in small and mediﬁm sized
counties in Florida, to determine the need for a model
colleqtive bargaining procedure, and to gain input from
existing agreements (master contracts) to be utilized in

preparing a model collective bargaining procedure. -
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Page Two
Your cooperation is needed for the attainment of
the obﬁéétive. Therefore, it would be greatly appreciated
if you would take time out of your busy schedule to respond
to the enclosed questionnaire.

Sincerely yours,

Silas Pittman
] ! . P-O- BOX 604

Lake City

Florida 32055



. , QUESTIONNAIRE CONCERNING
THE PRESENT STATUS OF COLLECTIVE BARGAINING BY TEACHERS
IN SMALL AND MEDIUM SIZED COUNTIES IN FLORIDA

The following questions are designed to determine
the present status of collective bargaining in small and
medium sized counties in Florida. Please circle the "yes"
or "no" following each of the questions below as it
reflects the present status of colchtlve bargaining in
your county.

1. Does your assoc1at10n/organ1zat10n have a pro-
fessional negotiations agreement in effect be-
tween the teachers and the school board of your

county? ........ wese o ettt edescecnnan sreescenas yes no
2. If yes, does it include a grlevance procedure
that culminates in binding arbitration? ...... - yes no

3. Does your association/organization have a
collective bargaining agreement in effect
between the teachers and the school board

Of YOUr COUNtY? tverieevrssnnsncenosnsonssnnons yes no
4. If yes, does it include a grievance procedure
that culminates in binding arbitration? ....... yes no

5. Does yoﬁr association/orgahlzdtlon have any
form (written) of bargaining or negotiations
agreement in effect between the teachers and

the school board in your county? .......eeseeee yes no
" . 6. If yes, does it include a grievance procedure
that culminates in binding arbitration? ....... yes no
7. Does any teacher association/organization

other than your association/organization have
any form (written) of bargaining or nego-
tiations agreement in effect between the
" teachers and the school board in your county? . yes no

8. If yes, does it have a grievance procedure
that culminates in binding arbitration? ....... yes no
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10.

11.

12.

13.

14.

15.

16.
17.

18.
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Has your association/organization registered

as the bargaining agent with the Public

Employees Relations Commission to represent

all the teachers in your county in collective
bargaining with the school board for this

year (1975) 2 .t ineenrnerssenossoacenoacasannns yes

If yes, has it been certified as the
bargaining agent by the Public Employees :
Relations Commission? ........ceceeeeennnnnnnns yes

Does your association/organization plan to
become certified as the bargaining agent
for the teachers in your county for this

vear (1975)72 ...ttt enenennanans e eee et e e ee e yes

Does your association/organization presently

have members who have the know-how and/or

expertise and are prepared to effectively

bargain collectively with the school board? ... yes

Does your association/organization plan to

hire a professional negotiator to bargain

with the school board in behalf of the

teachers in your county? ......c.ceeececsceceas yes

Does your association/organization belong to,

or is it affiliated with, a parent group

(state or national) that will bargain with,

the school board in behalf of the teachers in

YOULr COUNEY? :vueeneeesecococsonsoocsnsnassnnass yes

Does your association/organization plan to

use (train) members from within its own ranks to
bargain with the school board for the teachers

in YOUr COUNtY? ..iveecseessossnoscsnsosnnnnsensns yes

.If yes, does it have access to a formal proce-
dure with which to accomplish the same? ....... yes

If Yes, is this procedure available to other
associations/organizations at a minimal cost? . yes

Would your association/organization be inter-
ested in having access to a model collective
bargaining procedure if it could be made
available at a minimal cost (cost of

- reproduction? ............ eeceeencsenaenonennne yes

no

no

no

no

no

no

no

no

no

no



19.
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If your association/organization presently

has a professional negotiations/collective

bargaining agreement (master contract) in

effect would it be willing to share a copy

and permit portions to be used in the

development of a model collective

bargaining procedure? ..........ccceiitiecccenn yes no
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Soamrnns

GROUP 1

Diatrict
Alachua ~
Brevard
Sroward
Nade
Duval
Millghnroukh
Lean
Nrange
Palm Beach
Pinellas

Sarasota

*The five groups of school districts sp-wn above wor
index based upun a4 corbination or i
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69
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107

111

127

SROUP 2
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Charlotte
Clav

Cnllifer
Fscambia
Indtan Riyer
lLee R
“Yanatee
;;nroe
Okalnosa

Folk

Seminole

volusia
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PROFILES DISTRICT GROUPINGS™

Page

17
27
1
13
45

73

83
93
99

103

129

139

v different yapighles:

GROUP 3

District

A=A A

Columbia

Highlands

" Lake

Marion
Martin
nsceola
pasco
st. Johns

st. Lucie

santa Roea

Pape

35
67
81
95
97
109
13
121
123

125

GROUP &

Distrizt Page
Baker 15
Bradford 19
Citrus 29
De Soto 39
Flagler 47
Franklin 29
Guif 57
Hendry 63
Hernando 65
Jackaon 75
Nassau 101
Okeechadee 105
Putnam 119
Suwanuee 133
Taylor 135
Walton 143
Washington 145

e Jderived ving a wejghted
Ivpulation size,

average family jncoms, percent urhan, aedian ™ucation, aml number of white
These five variobles pave been shoun Lo be closely related
to many of the factors affecting edycation and should yivid 4roups that are

collar workers,

comparable along several such dimensjons-
within each group.

Dbata used in es

Information in ¢),e 1970 Census.

O

RIC

Aruitoxt provided by Eic:
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tablishing thesa groupings is based ypon
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e \1
GROUP §

District - Page
Calhcun 25
Dixie 41
Cadaden 51
Gilchrist 53
Gladea 55
Hemilton 59
Hardee 61
Holmesn 71
Jefferscn 77
Lafayette 79
'Levy 87
Liberty 82
MaAlson 91
umter iil
Unfion 137
Wakulla 161
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" GOLLECTIVE BARGAINIMG COUNTDGWN
ke We're registered with FRRC,

2. We have majority status (over 50%

166 -
CEA BID FOR RECOQNTLTON SNATKIED

Article frim Lake City Repurter, @
Febrmsary 21, 1975 :

The Colwmbia ldweation Assvelaticer bid for

recoznitien as the bargaining apeat for the
ceenty's teachers hit assmay last night whea
-30- We asked the Scheol Beard to recogaize CEA Prosident Jeane MNesSmith refused to per«

. : us on the basis of numbers 1 apg 2. it Superintendent Frank Phillips to see the
R e e : : sizned cards which she-says w111 verify tha ==
“hio" We could not agree om a method of fact that her orcanization ispresents over °
Ce verifying the cards. 50 percent of ths teachers.

'S. .WE ARE GOING TO FERC for reccgnitiimo

. ansigned authorizaticm eards).

Mrs. MagSmith aaked Bosrd Chairman Willie .
Martin o appoint either a committee of the -
scheel board members or a neutral third
Farty in oxder to verity ths cards, but
balked when ths board decided to meet as 8 -
group, nscessitating the presence of l’hi]lipso

At the rescheduled School Bosrd meeting,
Thursday,; February 20, your Tresident,
Jeane Nesmith, could not z2gree with the
Board on a methed of verifving the
anthorization cards. %acause the School
Board insisted verifying yous slgnatures
at an open meeting which wonld have in.
cluded the Superiantendent and ths press.

The verificatier procedure is necesyary
for recogniticn uwler the Collective Bare
gaining act which took effect the first of .
this year, N

The CEA did, however; subumit a latter of
certification from the Public Employees = °
Relatioms Council (FERC), amother step called.
for under the new law, - S

dven though we have majority status =nd
votild have been recosnized- your Presicent
felt that the confidentda iy of your
signed cards would have had to have baen
compromized,

-(ﬁr bargaining cormrittes has autherized
J NosSmith to sign a certificatice of
fepresmtative Status Form and to submit
your cards to TERC-FUBLIC EMFLOYEE
REIATIONS CQMMISSION, -

Mrs, RegSmith cald she coald uot agroe to o
having the supecinteadent son the signed
cords hecausze of the power he Yas to transfer
and determine job placemeats in the school
systen,

Ste sald that alloeing Pilllips to take
part ip the verification proces: would place
both partie: in an sskvard position ince _
the svperinteident ™mlght l2ter be accu rdh
of elliming the f2ct that ~ome <chool beard ,
sepleyee was signed with CEA tu infJuence hi .- )
denisions. E

TRESIDENTt: STATEMENT

Thie vz been an wwswlly difficult year.
Sur meuiizeship bas ovidenced difforences in
shdlosophy, but as Prasident, I have besn
comnitted t. express the teelings of the ,
najority. Mro. NeaSajth radd -he ri‘hed to Incure the

: _ TcecurAty" of lhe peoplu wi have signed the

On seversl occassions I have basn bafare - oards and would nat egres to tabuiating the _
‘he School Brard and I felt comfortable ' :
weanse 1 was presentlog the membaershir:
riews. - However, al, the Fehruary 20th
‘chcol Feard Meoting T wag tol2lly confl-
lent becanse I w~s repressnbing your wizhes
ind I keew I had yowr fvll swpport.

[¥]

sizratires In an open meesine,

The school board, veoethslans, padsed a _'
venClubicy calldup for o wperial meabing
Tuosday alght in order to pursve the mabtter .
f¢ Lher. ' ’

Electinm of delcrates to Fu E. A, / Uniled
- Corrrentizny to be reld ong M/{-«K )9 :

It was a pleaszare to :xpsmlr.' in your' hahalf,
tarke you for yemr undlivided sappo 2kl

AT (7
%x.’é’(/yz,(/ /(Ea/—’— ='£'77’7 "’0/{
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©FRIDAY COLLECTIVE BARGAINING EVENT

What?  Pormal P.E.R.C. Hearing

Who ? Hearing Officasr Steve FZeiffer from Divisien of
, d Administrative Hearings

C.E.A,: Corky Wainern, Keu Day, Jean NesSmith

Columbia County Sghool Board: Wallace Jopling,.
Mr. Rhodes

CQ‘AaPan: Lucy Lane

Where ? Grand Jury Room, Columbia County Ceurthouse,.
Lake City, Florida
When? Friday, April 11, 1975, 10:30 a.m,
Why ? Beciavige C.A.P.E, intervenad in C.E.A."g pfa:tition for

cartification with PoBoR.Coy 1.0,., an intervention by
another party calls for an elooction, ' .

PR « 1) To slerify the it
,QPUPPOSG of Hear| ng: 2) To ea%eblish slsection prosedurss

What 1) i‘t-twam eagagléelgag tn:tbconopofir?ag gtf%cé%lg .
nearveng n .84 no %én no <] Y FolboRoCo o
Ha ppen e.d ? the formal hearir:. ' A .

2) Af%ar ggreeoment foom CoEoA. the OfPicoy %ban‘@mlmmd'
& contlinusnee hnaring to be set in ths 1nmﬂd3.-g"s@ 4

3) After mutvsl agreement the hparing than wsnt ﬂ,hto '
aopnsant allks batuean repragentetives of C.EsA,,
C.A.P.EB. end the School Board,

4) The unit was agreed upon,

5) Consen® talls were abruptly endsd when Mr, Jopling
rofugdd 4o varify C.E.A.'3 suthorization osnrds with
Mp. Pfeiffsr or to accapt PoE.R.Co'a affidavit of same.

4f%er the conslusion of the hearing, Mrs, Lane and Mr. Rhodas ®¥ore
adviged by C.K.A.g repreaentative, Corky Welmsrn of ths ltems to bo
£gregd upen for the elsedion precadurss. Beosuse represontatives. of
CoA.P.B. ond th» Sshool Board ¥ere not prepared %o digcuss the items
no tsntative agreemants could be raachod, '

‘ CoBoAo wam prepared for: 1) A formal hearing

2) Congent %elks 183
3) To be reeognizad

WHO IS PREPARED TO REPRESENT YOU??2227
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Aruitoxt provided by Eic:

N

» your bargaining team

vICTORIA gLLIs

N o o
No. ont XN Owg petter

clasgl'oom tQa(_-hCI: What needs to
€ dgone "9 pyovide the pest educ-
8tion Possiblg fOr the children
°f columPla ~ounty.

than you, the

Yoy ,re the classroom expert; the
ONa 5ersON g tside the home whe
1S 10968t ¢ the chilg. vour
VOige MU3E kb neard jf quality
fducation iy (o be a yeality.

Too'ofteﬁ In the Past your-views
ang opi“-}"’ns wefe ignofed. Buct
Now plorilda ),w guarantees vou the
Flgp,e to w~e veard thrgugh collec-
ti"‘E b;’!fgaining, Mo longer nmust
rem31N gi1ent While others
Mike all the gecisions.

Yoy

| .y

QUINTILLA LYNCH SILAS pITTMAN

’4

|

JoyCE TUNSIL

Protect vour right to be involved;
vote to put classroom tegcehers

Tike vourself gt the bargyaining
table. Vote for the¢ Columbia
Education Association.

The CEA's baryaininy team conSists
of classroom tcachers tragined by
the Florida Kdu. ation Associationy
United in the nruutiatinglskills
necessary to represent you. Support
the CEA and vourself and the c¢hildyer
of Columbia County.

THE COLUMBIA EDUCATION ASSOCIATION
WE'RE ON THE RIGHT SIDE FOR TEACHERS
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‘Where ~ Coliective
To Vote Bargaining

Teachers will vote at the
school where they are employed.
Non-school-based personnel will
vote at Melrose.

Columbia High School
Lake City Junior High
Kichardson School
Minnie J. Niblack
Melrose

Summe rs

Eastside

Five points

Fort White
Kindergarten Center

ALL POLLING PLACES WIILIL BFE OPEN
B éqm 3:10 p.m. _to 5:10 p.nm. C e
T

HE COLUMBIA EDUCATION ASéOCIATlON
WE'RE ON THE RIGHT 5IDE FOR TEACHERS

Thanks to the Columbia
Education Association,
a collective bargaining
representation eleccion

' is scheduled for May 21
tEn (see details inside).

"’ | Nl
188

Q

ERIC

Aruitoxt provided by Eic:



Can Vote

--Classroom Teachers

--Librarians

—-Counselors

--Speech Therapists

--Occupational qpec1allsts

--School Psychologists

--Visiting Teachers

-=-Any other certified personnel
not listed under "EXCLUDED"

ddentification

Voters must present one of
the following at the polls:

--A driver's license with photo

--A voter's regislration card
--A Social Security card

174

Who Cannot
Vote | EXCLUDED)

--Superintendent
--Admin. of Special Education
--Dir. of Finance

--Coord. of Bookkeeping & Budget
--Coord. of Career Education
--Coord. of Transportation,

Maintenance & Grounds
--Dir. of Elementary Education
--Dir. of Adult Edication &
Community Schools
--Dir. of School Business Mgmt.
--Dir. of Secondary Ipnstruction

‘--Personnel Specialigtsg

--Project Admiristrator

--General Supervisor in :harge
of Curriculum

--Security Officer

--Superv. of Phys EAQd

--Superv. of Purchasing &
Warehousing

--Supervisor of Reading

--Superv. of Elem. Education

--Superv. of School Food Serv.

--Superv. of Vocational Ed

--Dir. of Vocational Eg

--Principals

--Assist. Principals who are
not regqular classroom teachers

--Supervisor or Director of
Tutorial Programs

O

ERIC

Aruitoxt provided by Eic:
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Collective bargaining

S iegelation tor The settlement of a collective agiee-
ment helween an cimployer and an employee.

Under Florida law

the leacher bargainimg agent and the superntendent
are required to Ubargain collectively in the determination of
wages, hows and terms and conditions ol employment of
the pubhic employees withi the bargaining unit.”

Is an agreement hetween the employer and the employee
reached through collective bargaining, establishing wages
houts, teaching/working conditions,

Any collective agreement

... between a teacher buinac.ning agent and a school board
must, under Flotida law, “contain all of the terms and
conditions of employment of the employees in the bargain-
ing umit during the term of the centract.””

The law also requires

.. . that “"any collective agreem nt reached by the negotia-
tors shall be reduced to writing snd such agreement shall be
signed by the [superintendent] and the bargaining agent
[teachers].” ‘

Therefore, it 1s veey important

.. . that teachers exercise great ci12 in “electing the organi-

zalion which will represent them at thz bargaining table. -

Compare the qualitv of leadershifs, the program, and ex-
perience. ’

THE COLUMBIA EDUCATION ASSOCIATION
WE’'RE ON THE RIGHT SIDE FOR TEACHERS

L1 L

" CER

SNINIvadve DRNINIEOY Y

@Y

T
A
-
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In Columbia Teacher Vote

The Times-Union Burcau

LARKE CITY -- The Col-
-umhia Fducation Associa
tion (CEA) casily won the
right Wednesday to repre-
sent  county teachers by
carrying 268 out of the 346
votes cast.

County Elections. Supcrvi-
sor Mary Jim Crews report-
cd thal CEA won over the
Columniia  Asunciation  of
Profei<ional Educators

“#7¢ which garnered 75
and Ahree teachers
‘1¢:1 no . representa-
: vaid 363 teachers
we ownible to vote.

. Balings were cast for two
hours following the regnlar
schieal homs at cach of th
county's schools. :

The election climaxed a
lengthy  hattle for recogni-

tion"during which CEA Pres- ™

jdent Jeane Nesmith ap-
ggared befure the

ard claiming that her or-

ganizatien represented a
majority of the teachers.

- ‘However, she consistently
refused to expose the names
of those she'said were jn her
ranks to the full board and

_ Supt. Frank Phillips..

She indicated that to do so
might lcad to retribution by
the superintendent.  She
agreed to let Board Atty.
Wallace .Jopling verify the

accuracy of the list, but he
declined on the grounds that
an atlorney must not keep
secrets from his ciient.
Mcanwhile, as CEA pro-
ceeded with moves to hring
about a county teachers’

‘eicction under the auspices

of the Public Employes Re-
lations Councii, CAPE inter-

vened.

Throughout  the per

id,

school heard meinters have |

gone on record

declaring

that theyre willing to ahide
by the colleclive bargaining.

stalules and recognize

any®

organizaticn that will prove,

it represents the majority of;

‘the teachers,

school -

1
l

in consent eleciion™

T

-+ Members of the Columnbia

.-e
LI

o

LR SRS

Teachers voie today

Today is the day when county teachers déé_ide whether or .
not they will have a bargaining agent and if so, who that

agent will be.

Education Association and the .-

Columbia Association of Professional Educators (CEA and '
" CAPE) have been campaigning for support in the schools for

the past several weekds in preparation for the con,sent '
election to be held this afternoon in each of the county’s .10

schools.

The teacher will be asked to mark paper ballots containing -
three alternatives: representation by CEA, representation

by CAPE

or no representation at all.

Voting will be done in each of the schools’ cafeterias and y

the ballots will be counted lat

er at acentral location.

The election will be held between 3:10and 5:10 p.m. today. -*

Thé winning teachers’ group, if that group garners more .

than 50 per cent the vots, will represent county teachers in -

cottract negotiations with

the school board under the. .’

provixions of the Public Einployee Bargaining Act enacted

for the first time this vear.

Both the CEA and CAPE h

ave been certified by the Public

Emplovees Relations Council (PERC) but neither has been

able to meet state requirements that a bargaining agent
- prove support {rom more than 50 per cent of the appropriate

bargaining agent. -
ClA claimea to nave that

majority ‘some months ago, but

" could hot reach an agreement with the school board con-
cerning the mechanics of verification. .

CAPE subsequently filed

a motjon as an intervener in the

election. making the consent election necessary.

1192 .
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Foni_7g
. ,unl[n,‘:l) . -
TAVE OTTY REPORTGR
IAAY v

. Teachers

1

i begin
:negmﬁaﬁ@ns .

Teachers and schoa) board negotiatorg

Wil meet for the first collective

bargaining- session Fn‘day, June 27 at
ity Hap,”

€ Session, which ~wi11‘begin'-ét'2 p.m,,
“will More thay litely ba brief, according
to Superinten Frank Phillips, and wij]
probably center around laying the
ground work fo. future bargaining talks,

€ teachers will be representeq by
Silag Pittman, Victoria Ellis, Joyce
Tunsi], AH, Stevens, and  Quintijj,

The administration has Secured the.
Services of the Educational Serviceg
Bureay jp Washington, D.C, a5 their.
Negotiators, .

The burgaining Sereions are open to ¢he
Public under the Provisions of the Florid,
Surshine Law,
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Teachers

PIREN

,

nearing
agreement

Representatives of the county’s teach-
ers will meet with school board
negotiators again today, Tuesday and .
. Wednesday in an attempt to reach a
- final contract agreement. :

The two sides have ‘scheduled
bargaining sessions from 48 p-m. today
and 10 am. to 8 p.m. Tuesday, and .
Columbia Education Association nego--
tiator Vickie Ellis says the two sides are
nearing an agrecement.

. The 1najor itern left to negotiate,
however, is salzries. - )

Superintendent  of Schools  Frank
Phillips says, however, “There can't be -
much debate becanse we haven't got that
much money.” Phillips says he bzlieves
discussions concerning “fringe benefits” .. - . -

~~will be more likely to delay the talks than
salary negotiaions. o

The teachers are asking that their base -

pay be increased from $8,000, to $8,600

" per year, board negotiators say they

' will ask the teachers to accept the same
pay as last year.. . .

A state- mediator appointed by the
Public Employees Relations Comrnission
(PERC) two weeks ago has not bzen
called into the talks since, and Phillips
says “There has been quite a bit of
movement” toward a final agreement.

The twosideslast week hammazred outa
majority of ‘the items dealing with
grievance procedures, Ellis ssid, but
have not yet reached any settlement on
teacher leaves, another issue which has
prompted some debate at the bargaining
tabke in recent weeks., - -

The negotiations are béing held at the
EMR Centr at Columbia High School and
" are open to the publie.

a4,
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SCHOOL BOARD SEP 29 1975
5CHOOL BOARD

D : ... .. FINDINGS OF FACT and
and : PUGLIC BTV aw D

1 RELAVOR it iVbpcoumpNDATIONS FOR SETTLEMENT
COLUMBIA COUNTY | o
FDUCATION ASSOCIATION ~° Cnse No. BU-5m-75-63

APPEARANCES

For the Board: v ' For- the Union: .
Jeffhey W. Bagham, Chief Spokesmén Victoria D, Eliis. Chief

Eric F. Rhodes, Board Representative Spokesman______
. - ' o S (S5ilas Pittman_-
—

N

Pursunnt to the previsions of Florida Statute,:Chantcr iy,

- Part 11, eatitled Public employces Relations Act, hereinafter
- referred to as the "Act", the Doard snd the Unlon, having recached

an impassc on a number of ternms and conditions of a collective :
targaining asreement, the Publie Emoloyces Relations Commission.. .. S

“(Gonnisston) annointed the undorsigned as wpeclal FMaster ts conduct

“‘hearinzs in order to deofine the areas of dispute, to detcriaine

facts rclating thercto and make findings of fact and tCCQmmendaf'

. tlons for settlenment.

- treat them as such in the discussion and disposition of the
- salary demands herein. - ' LT

Uvnon due notice to both“pabﬁiea, a hearing wns hecld on

September 16, 1975 in the Council Chombers of the City Hall,
Lake City, Florida. ' o o o

Both parties‘appédredtat the héuring'énd-wcrc'afforded
full ooportunity to be heard, to examine ond cross-cxamine all

~vitnesses nnd to introduce.evidence bearing upon the issucs.

v At the close of the hearing the parties requested and
¥ere affordeian opportunity to 'submit briefs. Br iefs- have
been submitted and duly considered..” -~ - -

SALARY DTMANDS

%he Union proposcs a 9.75 prer cent incresse in the annual.
salary paid to each employee in the bargaining unit, -Also pro-
posed 15 a somewhat larrer percentage salary increcase for those
nerforming services in the cnumerated "extra pay for extra work”
clagaifications. - These extra functions. are performed by regular
emnloyees and rrquire specialized skills, training and experience.
I view them as & separate part-time pegular positionsand will
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The Toard rcjects the salary demnds in toto on the basia that
"the financianl condition of the district is such that funds are not
availadle to onay an increase in salariecs. In supnort of this position,
the Poard shows without challenme, that it is confronted~with sharnly
increascd expenditures for the non-salary items of fucl, natural [;a8,
electricity, new buses, additional classroom space, contribution to
rctirement ploan and insurance nremiums. The record further schows
sizeable amount that rust be budgeted for salaries of new teachers
hired earlier this year.

It is undisputed in the record that the Roard has access to some -
%908,000 in additional revenues from all sources, this year over last
year.  The parties stipulated that the totnl cost of the Union's solary
proposals would cost approximate y £440,000. '

While "inability to pay" and the "public interest" are important
factors cntitled to rreat welght in considering salary increcasges, they
are by no mearis entirely dispositivc of the employecs' nceds when viewed
in the 1llght of the Board's access to additional funds.

_ - It is a matter of common knowledpe and I take officinl notice
that the consumor's price index has riscn some 27% in the Iast three
yearg. It is undisputed that the unit employces® incomes have lagped
badly bechind. I find that the employees are entitled to receive a
salary increase. o

, - The size of the increase should be the rcsult of a balancing
of the equitics betwee n the partiecs. The factors of -ability to pay.
and the public interest must be welghed agoinst the cquitsble needs of
the employecs. The lloard’s sharply . incrcased projected non-salary
¢xpenses, plus the cost of additional tcachers and its limited tax
raising power must be considercd in mitigation of the Union's demand.
The Union'’s demand, in the light of the scvere impact of rccent
inflationary pressurcs would be considered sg being falr-and rcason-
able provided that the Board was sufficiently financially affluent
to absorb it. But that is not the cage here and the principle of
"he who seeks equity must do equity" is applicable,

In view of all the circumstances, I recommend that the Board
grant a 5.25 per cent annual salary increace to cach employece in the
unit effective the commencement of thre current contract year and (2)
that effective the sane time, the gome annual salary increase be
Franted to each employee employed in the “"extra pay for extra duty”
positions. . : -

ARTICLE 3. ASSOCIATION AND TEACHER RIGHTS

Involved here is the last sentence ag proposcd by the Union:
"The private and personal 1ife of any tcacher 1is not within the anpro-
priate concern or attention of thc Board". Hejecting this proposal,
the Doard countorproposes the following substitution therefore: "The
Erivatc and personal life of a teacher is not within the concern of the
Joard, oxcept as it may affoct the teacher's effectiveness and the besgt

interests of the school system". -

199
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Fxtensive testimony was token on thlﬁhésf\c. ve Umigﬂ I
in substance that a tencher's private 1yfe 74 "ot 4 A ‘

) Doard Control, that they have the sole Hf_;hﬁld U eteFhrug Kot 2,
spend of f-duty time, and that the Ioard 5*’°“eac§% i1 N 10001
‘ag the tcacher'a cffcctiveness, ability (o ¥ and
of the schonl system arce unimpaired.

Asserting that the effectivenoss of D”Soﬁaaancﬁisg Yye G“?gshgom

1g the most imnortant part of ecducntion, thZ 1y Mg iﬂig %2 182 gy Mgt
have the latitude to question their perzenal, gty g (Mayg 13Nt 44s
concer n te establishinct the truth or falﬂibc Q) w2 qlﬁt U
eripnie tha effectivenr = of a teacher yu t“otivhqgfoaln EQ a0 ¥° i“hh
ticularly rumar: of toacher-student soxyged acoutltv' Woulln def
the rumer were found false, the teacher's T go plyio? ouqu‘vc o dged
by the Doard, If the charges proved tryes ¥ Ngpd ¥ 0 3 w0K® Qg

—oiplinary action againat the teachor. *

cven

c :

It 1s quite conceivadle, that in gomC, %gQ\hp a (0%
casarily regtricted to those specified by W7o n V) "11p8q0 o7
Justifindble cause to concern itself with the€ 1, “:mﬂlgzer of 2 s
and deal with the matter in a manner that ”aondu ws? thS th? ph)llc
intofeat, On the other hand, thore may pe 67, A0g or Erida iy eharg
acterlstica, which thourh offensive to g fQW'er“lﬂ 10nc&a“rnﬂb o
Juatify. the concern of the Doard becausg thoighe“bt,»cabya of Lhe Ang
volved tecacher in the classroom i3z not qimis uqu\”y A rind
that there are some types of conduct which W? I\ duob ,toiﬁtfugign h&
the toard into the pcrsonal 1ife of a toachoy,y ™y Qﬂerbn h)@bccb thu
public intcrest. The provicion as propoged. ™ he vps?" g ;09 P°Qq'.
since it would foreclose logitimate inauiry. ' ’

. 0s
Since. the Board has made a countQTPPOPﬂegé i

recommend that the parties undertake furgher. viob
this 1ssue.

L1 Ph gC¢3s Y
1018 tgméottla
YBEY

GRIFVANGE PRoGLED

) r .
The partiens have agrecd upon a'gricvvﬂggogrmaedu v ~m1“0§1"m
in final ond binding arbitration as its jsst ofn\ “Oorm \ tan (%“\
arrec on (1) tho Unlon's proposed dcrlngbidﬂc ty \ne t“t t @10°vnnt"
an? (2) with the propeaal that t he Uniop ho‘a’ N P10 Qe S gon bl e
and submit to arbitration any grievance gilc Q 18%€ “Nped ¥
the grievant", f

. - 10 Pl
- I will first deal with the Union's prop Sy gecp iy "ihe
term 'grievant' shall mcan an employce oy &r9 ° ON P N
Association filing a prievance".

17
The Board objects to permitting tho Uﬂéog Yo iﬂ;cégtﬁkg ﬁricvancc
on the pround that it 13 quite rare to aylow 44 hhlia duty°¥-vﬂrﬁiln‘
ing apent to initiate gricvances. Also that 11, W5 8 “uhg \, pFoUoct
the rights of all of 1ts employeecs, specyficd™™ Yy 082 \ no® '

support the Qnion and do not feel aggrieyed. 1,
. | S e tAy . thg
A discussion of the pollcies and ¢bJo5 s'n. of 'wn A
-pertinont in resolving the issue. Sec. uu?.aj Dbusid09~ Rmhgb
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"ghall have the right ==cie-- to bargain collectively through
representatives of thoir own choosing" —-w--- .
Scae, 447,001 provides " eoe-- - Thcnc'policics are baont

effectuated by: (1) Granting to public employccs the right of ww--
reprcscntatign". .

Sec. 447,002 provides in subd. (11) "Bargaining Agent" means
the employce organization which has been certified as representing the
omployecs in the bargaining dnit ----",

Sce. 447,002, subd. (14) wrovlides "Collective bargaining mcans
the performince of the mutual oblirntions of  the public cmployer and
the bargainin~ arent of the cmployece organization to mecrt at recasonable
times, to negotinte in good falth and to execute a written contract”.

Sec. 447,006 subd., (2) provides that "public employces shall’

have the right to -=--a. to be rapreaento:d in the deoterminatinn of
Lrievances ------. Public emnloyces shall have the right to refrain

from excrcising the right to be representea.

It 13 elementary that the grievance wroccdure 1s sinply an
extension of the colleetive bargaining process.Th@-arreenent is nero-
tiated by tho vargaining agent in behalf of the unit cmployecea and
then is adrministered by the bargaining gprcnt in behalf of such employces,
Part and narcel of such contract administration by the bargaining agent
13 the interpretation and application of tho collective arrcement which
frequently becomes a subject for invoking the grievance nrocedurcs.

~This-may involve the rights of 'a "single cmoloyec, a 7roup of cmnloyces 7
“or the entire unit. The entire concept-of the collcctive barraining

process ;enorally rulec out direct dealines betwee m an employer and ‘
his individual employcea. With few exceptions (which will be discussed
in connection with Union's proposcd Scction N) the Act mandates the
public employecr to decal with the "Collective barpaining representatiive®
or the "bargnining Agent". In thig very proceeding, the porties arc

the bargaining agent and the public employer. In the casc of an impasse
such as here the bargaining agent may-a@ppoint---a mediateree--",

Since the Act clothes the Collective bargaining agent. with the
duty, recsponsibility and authority to initiate and conduct statutory
proccdures designed to procure and prescrve terms and conditions of |
employment, I find that the right of a Union to file s grievance in.
bechalf of a single employee; a group of erpioyces, the entire unit
o; 2g 1Xstown behalf would be in harmony with the letter and spirit
o e c [ ]

, Ag to the Union's proposal Sec. N, demanding the right to process
a gricvance to arbitration despite 41ts withdrawal by tho gricvant, I
find that such proposal violates the Act. Scc. 447.006 (2) provides
that public cmployces shall have the right tp refrain from exercis-
ing the right to be represented in. the determination of grievances.
This is a mandatory employee freedom which cennot be bargained away.

Accordingly, I recommend (1) that the Board accept the Union's

prohosal that the term "grievant® ghall be defined as including "the

201 - | 4,
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Aasocintion filinﬁ a grievance", a nd (2) that the Roard deny the
proposnl) that "the Association on its own, may conbtinue and aubnit
to Arbitration any rricvance filed and later dropped by & grievant".

TERURE_AND_DUE OROCESS RIGHTS

, - The Doard rejects Union proposals A, B, C, D, E, F and ¢ under
Article 1€ relating to "tenure" of non-tenure teachers and nlszo re-

" Jecta provosals A, B, C and D under the heading "Duc Process Rirhig"

on grounds that the subject matter provided therein ij5 non-ncotinble

because it 15 moverncd by state law. The Board contends further that

the Specinl Naster has no nuthority to rule on the nepotiability of

4 proposal cince that question is within the Jurisdiction of the

Commigeion to determine. : .

Inm inclined to sgree with the Board's position. Scction Lhp,004
(6) vests in the Comnissfon tho futhority to "investimate chargen of
enagement in prohibited practices". Scotion W47.016 (1) (d) nrohlbits
o public employer from encaging in the unfair labor praocticc of
"refusing to bargain collectively. or failing to. bargain collectively in
£00d faith ---- with the certificd bargaining agent for the public
employces in the bargaining unit". The question of whether a particular
subjecct matter ig negotiable hos been traditionally resolved by the
Notlonal Labor Relations Board end state labor reiations boards under
the unfair lebor practice-refusal to bargain sancltions. Scetion Lhyz,017
provides for the 11iny of charges with the Commission allefine w-{aipr

labor prnctices to be followed by investipation into the rerits, and a =

,formalthaninnw(ifwind1catcdmby“thcﬁcvidcncc)“bcforc“theﬁcomﬁlds16ﬁ to’
~determine whether on unfair 1labor practice hag been committed. If an
affirmative finding i3 mode, the Commi sion will 1ssuc an appropriate
" remedial order. In thig caae, if the Commission finds that the Union's
proposals are in fact ncpotiable, its order would dircct the Board . to
 bargain with the Union on the subject matter thercér. ' '

" Under the circumstances, I find that the guestion of non-
necotinbility of the Tenure and Due Process demandg is within the
exclusive jurisdiction of the Commission to determine; and that the

special master has no authority to make findings with respect thercto.

Acéordingly, the uﬁacrsigned withholds the making of ani reco-
muendation pertaining to the issue of Tenure and Due Proccqs. .

PAID HOLIDAYS

, «Tfhe Union's proposal that teachers shall rcceive aix paid

holidays is rejected by the Board. The Union contends that since the
six holidays would come out of the 196 contract days annuilly worked,
there would be no additional cost to the Board. The U nion further

§°1“t3 out that thers is legisiation permitting effectuation of thisg
crnand. :

James David F1lis, prineipal of a sccondary school testified
without contradiction that 196 days of n teacher's work ycar is the
bare  minimum nceded to fulfill the oblipations and necds of the
schonl systemj that althourh teachcers spend 180 days in classroom
teachinp, tho additional 16 days of teacher work is neccessary in order
to elither prepare thecschool for students to be enrolled or set the .




program and implement the educationnl process for the folloulny year,
or to close out the school year ngs neaded as far as records, praden,
checking in bookg and the many other dutles and respongibilitles that
it takes to opcrate asccondary gchool.

I an persuaded by Mr. 111is' testimony to conelule that a loas
of oix tecacher working days would indeed impair the cducatlonal proceus
of the wchool gystem in Columbin County in view of the wany and diverse
non-instructional functions that must be performed before and after
the npenins and closing of classea. The facts that the holidays are
lepally permitbed and there would be no additional exnenze to the Doard
is found to be subordinate to the work needa of the ochool syastem as
reflected by the Ellis testikony.

Accordingly, I recommend that the Board deny the proposal for
six paild holidays. : '

..’

INSUBANCE

. The Union proposes an imoroved health and 1ife 1insurance plan.
The Boord asscrts that it can afford no increased expenditurces on this
jtem. The Union han offercd no affirmative cvidence in sunport of its
position. Rare pronosals without more cnannot be considercd evidentiary
in and of themselves. Evidence in: the record, oral and documentary
13 the fuel that powers the fact finding procedures of the Speclal

' Faster nrocess. Yithout affirmative record proof, there is no basis

. for-determinin~ wvheother proposals are fair, recasonable or cquitable.
The Act instructs the Snecinl Master to pive welpht to certnin
emumernted factors, but he is not limited therrcby and may receclve
evilerice of other Tactors that are relevant to and sunportive of
the oartics' vositions on a disputed issue. Tho “Speclal lHaster cannot
deoz2rt from the rccord to fill a voild in the eviderce. The record
alens ie what he must consider in the making of fihdings.

On the insurance issue, the Board offers to continue 1its
nresent npolicies and practices. By reason of abscnce of sunportive
evidence, I find that the Union's insurance proposals are without

" merit. g

Accordingly, 1 recommend that (1) the Union's insurance pro-
posals be deanied and (2) that the parties incorporate the current
' insurance’ practices into their contract. :

" TLRMINAL_PAY. DBENEFITS

One of the issues i3 whether terminnl pny should be computed
by multiplying the separatee's dally rato of pay by one-half of the
total number of his accrued sick lecave days up to a maximum of
fixty days whichever 18 lcss. This is the Union's propozal and
the Doard countcroffers on the basis of one-fourth of 120 days

b accrued sick leave or a maximum of 30 days. ' -

-Ordinarily, I would be persuaded to find in favor of the |
203 6.
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Urinn'a nronnanl £ar 1t annenrs only £air and caultahle that the
asnraten or hin calate should be in the neoition of recanturing Ehn
valur of murh of the earned and anccrued sick lcave days na noanlble.
In view of the ctroumstnnces that I have recommended n salary In-
erense, 1 find that any addition to thim expense would be incqultable
and contrary to the public interest. :

Accordingly, I rccommend that the Unlon accopt the Board's
counternronosal as outlined above.

The seconl 18-ue whtwh anpeara to he rnlsed by the Noard for
the very Tirst time in Toint Wifteen of its brief.. The Poard would
rcject the Unlon proposaal baainp eligibility for terminal pay on not
less than three ycars of service.

I have examined my notes, the tranacript of the reccord nnd thc
exhibita recelved in evidence, but fail to find thal the Doard ob-
Jected ta the proposal during the hearing. T connot conalider the
nerits of the TNoard’'s nrpuments because the Unlon hna had no
nonortunity to rebut the Doard at the hearing. WNot wichling to fore -
close the Doard fram further exploring this issue, I will withhold mnk-
ing an offirmative finding of fact.

However, 1 do recommend that the parties undertake further nego-

tiationos to settle the iasuc.

JOR ARQIITION

“ince tha Unlon ¢1d not object at the hearing to the Doard's
nroposal to abolish Fanks 1 and 1A, and taking the one employece who

“is fank 1 and "Frandfathering him, I recommend that thc partics adopt
this proposal.

i %//////

YN WLHTHIH
SPECIAL MASTER

DATED® September 26, 1975

7o
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Special Master’s report

BY ED HARDEE

: Managing Editor
A Special Master called into Colunbia
- County’s - stalled teacher contract
negotiations has recommended that
county teachers receive a 5.25 percent
" salary increase this year, the Reporter

_haslearned. . .

: been underway since July, school board
representatives have offered no salary
increases while the Columbia Education

_ Association has sought a 9.75 percent

teacher pay hike.

In a seven-page report filed this week -

with the Public Employevs Relation
:Commission in Tallahassee, Special
- Master David Werther of Miami
- recommended" a 5.25 percent salary
" increase “effective (with) the con-
~mencement of the current contract
.year,” which apparently would be
~ retroactive to the start of this year's
.. school term. co
- The school board is under no obligation
to accept the Special Master’s recom-
ndations. However, another
~egotiations session apparently will be
.-scheduled within two weeks in an at-
~tempt to reach a contract scttlement.
-'; Werther's report cited school board
arguments that the board *'is confronted

“with sharply increased expenditures for

= .o @ Sies .,

the non-salary items of fuel, natural gas,
electricity, new buses, additional
classroom space’ and other expenses.

But Werther also said it is ‘“‘un-
disputed' that the school board has
access to $908,000 in additional revenue

e e e o o this year over..last—year.w-,..w- e
During.the contract tatks, which have : :

206

25% salary hilke
ed for teachers

“It is a matter of common knosvledge
and I take official notice that the con-
sumner’s price index has risen some 27
percent in the last three years,” Werther
wrote. ‘It is undisputed that the
(teachers’) incomes have lagged far
behind.

e "(Continued'onPagc‘Z) e e e ——
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“I find that the employees &re entitled
to receive a pay increase,” he stated,
adding that the school board's expenses
against jts employees’ needs.

Werther’s report also dealt with
several other contested items in the
current contract talks.

‘The - Special Master recommended
further negotiations on the question of

testitnony™ has been taken on the issue.

“The (CKA) argues that a teacher's
private life should not be subject to board
control,”” Werther stated, while *‘the
board irsists that it must have the
latitude to question (teachers') personal
lives.”

He said the schoal board would “‘limit
its concern to establishing the truth or
falsity of rumors that would cripple the
effectiveness of a teacher in the
classroom and more particularly rumors
of teacher-student sexual activity.”

Werther stated that ‘‘there are some

intrusion by the board into the personal
life of a teacher in order to protect the
public interest,”” and recomwricnded
further negotiations on the matter.

In the area of grievance procedures,
Wetther defended the CEA's right to file
a grievance in behalf of one or more
employees, or in its own behulf.

But he said the school board should
deny a proposal that the CEA could
submit to arbitration any grievance that
has been dropped by the person filing it.

Also recommended for denial was a

CEA -request for- six - paid teacher
holidays. . . .
Although the holidays are legally

- tn meer s S —r o

Bf RONEHATS 1')

—~Joe Sheppard, charged with passing
worthless checks, was not prosecutad;

-James Vesta Yemnans Jr. and Jerry
Markus Gaskins, charged with grand
larceny, were not prosecuted;

-~Jerry Martin Barwick and John
Frederick Croinin, charged with grand
- larceny, were not prosecuted because

i

. that
teacher rights, noting that “extensive .

types of conduct which would justify -

Fegr ) Salary hike -

permitted and would be no additional
expense to the board, Columbia County's
school system would suffer if the six non-
instructional work days were lost,”
Wether stated. .

The special master reconunended that

CEA proposals, for improved health and

life insurance be denied.

He said the school board and contended
it could not afford additional
spending for insyrance, and that the CEA
had offered no evidence to support its
position. Therefore, he said, current
insurance practices should be written
into the new contracts.

Werther also recommended that school

board proposals dealing with terminal

pay benefits and a job abolition clause be
accepted.

CEA negotiater Vickie Ellis said late |

Thursday that the teacher group is
generally pleaged with the report's

 findings.

“I think the report is fair,” she said.
“We didn't get everything we wanted,
but the recommendations were favorable
in the most iinportant areas.”

.b;?e said another negotiating session
wi
negotiating representatives can be
reached. )

Werther was appointed by PERC as
Special Master to make recom-

be held when school board:

mendotions an findings of fact after the’

Columbia County contract tulks reached -

impasse. A hearing on the disputed
issues was held last month.

The bill for Werther's services
reportedly will reach about $1700, half of

- which will be paid by the teacher group

and half of which will be paid by the
school board.

Lab report

they are being tried in Hamilton County
for charges of pessession of “stolen
property; . :

~Cato Souter pled guilly to breaking and
entering with intent to conunit potty
larceny, a pre-sentence investigation
was ordered.

Y

stablished at' the company's White
prings plant, but no dwellings are in the
rea. . Pt
Before lands are used for buildings, !

forner Hooks of the Florida Phosphate
‘ouncil said the industry will study ways R

P reolaimies the Taed ta emiv tha erile

Chos
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contract tallks

¢

Another negotiations meeting between
- -representatives of the Colurnbia County
School Board and Columbia Education
; scheduled for
four o’'clock,
accortling to CEA spokesman Vickie

b‘.Associntion has been
* .Thursday' afternoon at

Elis.

<t " She' said she is hopeful that final
longcontinuing
reached at the

agrcement in  the
“contract talks can be

v
3

~, “is aware now that the money is there”

- for teacher pay rajses. :
- On' other disputed items, such ‘as
- grievances, teacher rights and holidays,
' Ms. Ellis said T think we're close enough
-that we can work them al] out and get jt

" over with,” T ’
- She said the school board “would have
, 1o come.up with a pretty good reason”
not to offer teacher salary increases, in

e R

Choo

meeting,

The session is scheduled to be held in th.e '

- work-study lab at Columbia High School,
Contract negotiations have been going
on for over three months, but ngo
agreeinent on several basje issues -
including salaries '~ hag been'reachcd
thus far, :

However, a Special Master’s report i

received last week listed srr'eral

the wake of the Special - Master’s
recommendations, S

. School Supt. Frank Phillips told the
Reporter last weck he was uncertain
whether the proposed pay increases -
granted. He said the school
finance office had been Guthful in saying
the pay hikes_ were unaffordable, based
on available information,

- Ms. Eillis saig that salary ihcreases

PO~ N9y

209

FeSUTIE

recommendationg
contract package,
" Included among the Special Magter's
recommendations was a eall for techer
salary increases of 5.25 per cent thig
year, . - :
“We are very hopeful vie can settle .
everything at Thursday’s meeting,” Mg,
Eillis told the Reporter Monday..
She said she believes the school board

for . concluding the

would not be: reflected in Octoter's

paychecks for county teachers, even if an -

-agreement 'is reached st Thursday’s

meeting,

“We still ha\'é.tbe whole ratification
Process to go through " she noted. -

_ However, she said “‘we're aiming for the

increases to show up in November
paychecks” if salary hikes are granted,
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 BYEDHARDEE
Managing Editor

Columbia County teacher represen-

. tatives rejectec a “fina!" contract affer
~ from the county schoo! heard Tuescay,
columinating negotiations which have
continued since June 27 of this vear,

' Sohool board negouators presented
their {inal offer to the teachers Tuesday
afternoon, following a scheduled closed-

negotiating team,
The board's offer included a freeze on’
teacher salaries for the coming year.
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door session between the board and its -

Tomt— e

diee

© Teacher negotiators had originally

sought a pay raise in excess of nine per
cent, while a Special Master ‘who heard
arguments from both sides last month
had recommended that county teachers
receiver. 2 5.05 per cent raise,

Viekie ZUis, chief negotiator for the
Columbia Ecucation Association, called

the salary frecze offer “punitive asfar as

I'm concerned.” |

She said the board's final offer also
included a $1.67-per month pagment by
ihé school board toward teacher life
insurance policies, -

1

B

of yemanim t o Hley

means that the Columbia County Schoot
Board itself will make the final decision
on teacher contracts this year.
According to the, state’s collective
b’argaining act the recommendations of
the Special Master may be rejected in
whole or inpart by either party within 13
days after [iling, or the recom-
mendations wil be considered accepted.
Presumably both the school board and
teacher group will reject some of
special master's recommendations.
. The nextstep according to the law, wil
be for- School Supt, Frank Phillips to
submit his own recorpmendations ‘for

At Ol

TRMATMT
A/

place’ of &

payments already being made toward
Ble Cross-Blue Shield coverage,

The board's offer on grievance
procedures, she said, was in violation of
ho state Collective Bargaining Act,

Members of the teacher organization
hat apparenlly anticipated a lengthy

“bargaining session yesterday and federal

mediator Nathan Kazin was on hand at-
the meeting,

However, after receiving the school
board's offer, teacher representatives
cancussed briefly and then refected the
package.offer “in toto.",

ey

settling the coniract disphte.
"hen, the School Board will condnet

. a public hearing at which both sides .t °

required 10 wexplain" their positin:- in
the contract talks. | .
Finally, the School Board “shal lake

suchaction asit deems 2o be in U public

interest, including the interes of the

public employes involved.”
Although  the - superin‘endent’s
recommendations are to b, submilted

. .yithin 10 days, there is no specific

deadtine for the school boardto hold its

publc hearing o to make 1 decision on :

eentracts.

| (7
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School board negotiator Jefrey
Basham said the contract package was .
uthe final offer of the (board's.
negotiating) team at this point,”

" He-said the teachers could contact |

Kazin if they “feel the need for any

further discussion,” S
Teacher representatives were ex-

- pected to notify the Public Employees

Relation Commission by telegram this

morning that the final contract offer has

been rejected. \
The negotiating deadlock apparently .

3 (Continued mPageld)
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'BY EDHARDEE
Managing Edifor

Fhe Columbia County School Board

mmeets tonight to hear spokesmen for both

sides in the dcodlocked contract
- negotiations botween  school  board
representatives - and  the  Columbia

Educstion Acsociation, which reprecents
county teachers, .
Tenight's pubhc hearing is the final

‘step called for in the stale's Collective

Bargairing Act bafore the scheol board
itself decides how the deadlock will be
resolved.

- The hearing beg,ms at 7 p.m. in the

City Commission goom at City Hall, and’

.CFA spokesmen urged this week that

meinbers of the public attend the
special mecting.
Negotiations b*t-“enn the:teachers and

" gohool basrd representatives began on

June 27 this year, under  the new
guidclines of the state’s collective
bargaining law.

“The coniract negotiztions reached an
impasse several \wcel.s ago when both
sides could not rcach agrecm"nt on a
number of contract issues, including
salaries, teacher privacy, and gne\ ance
procedures

The CEA had originally sought a 97 -

r cent across-the-board pay increase,

which would have raised base starting -

_ salaries from $8,200 annually to 9,000

with comparab]e hikes at each hxgher
step in the school system’s pay schedu]e.

Repre<entatwes of %
adsiinistration countered tha the board
could not afford to give any pay

" increases, due to increxsed costs in a

" number of crpera'lonal areas.

“eahilol .

 cont ”&@L tallk tonig|

A sfateappointcd special master .

heard arguments from both sides in" a
Scptember hearing, thoen issued a
recommendation that the tcachers be

granted a 5.25 per. cent increase in salary.'

this vear. -

Howev: er, the school board is under no
mandate to accept the special in~ster's
recoonmendations. At a board meeling
last week, School Supt. Frank Phillips
recemunended that no sz2lary increases
be grant.d for county tzachurs, and that
selaries and supplements be froznn at
last ycar's levels.

The CEA and school board negotlators
alsa have' been unable to
agreement on the wording of a contract

clause which would profect teachers
disciplinary

from discrimination or
action due to their private lives.

The administration
paragraph to read that a teacher’s
private life will not be a matter of board

attention unless the teacher’s actions are”

not “in the best interest of the school
system.”

"CEA negotiators mambun a teacher’s
private life should be the subject of
interest for his or her einployer only

when it affects the teacher’s perform
. ance in the classroom.’ :

Phillips told the board last week that
the administration’s last offer on teacher
privacy was “the best we could do” and
recommended that the admmxstratlon [

“position be adopted. :
Phillips_also recommended last week

that the  administration’s stand on
grievance procedures be adopted, rather
than the CEA’s stand that it should be
given the right to initiate grievance

procedures asa group whenit feels there

213

reach -

wants the -

. involved.”

c:@

has been a contract vxo]atlon - .
- The Special Master had recommended

‘a CEA plank that the term “grievant” be

defined to include the association. He had

also recommended that the board reject

a CEA stand that the organization should

be allowed to carry to arbitration any -

. grievance that has been dropped by the

person filing it.

Phillips said last week that due process
rights being sought by the CEA are
f‘non-negd!iable." He recommended that
they not be included in the new teacher

"ontracfs

He also recommended two paid

holidays for teachers per-year (the CEA -

improvements on the special master’s
proposals on terminal pay for teachers.
Recommendations from the school

collective bargaining act after negotia-

tions between the school board and CEA
_ representatives were broken off.

. The next step is tonight's public hearing

_ of the school board, Both sides will be

required to “cxplain” their posxtxons in
the contract {alks at the meetmg

. had sought six,) and recommended -

_superintendent were called for under the -

——

Then, according to the law, the school _

. board “ishall take such action as it deems "
- to be in the public interest, including the .
en‘ployees i

intorest of the pubhc

According to federal medJator Nathan

Kazin, who has been involved in the :

action followmg the scheduled pubhc_'_

hearmg

‘schoo! contract talks, there is no specific_ -
deadline for the school board to take its .
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: County Schoo! Board, the current Salary schedule (Which would the sehoo! ooard has eliminated an ad- pyge ). o

‘A99 -

. county leachers. have 10 cut back on sehool Supolies and e arguments from both sides in the
- The two-hour session began with 2 other items " al) goet Calegories™ n- Columbia County teacher contract i -

-, about 100 persons in atlendznce; the. increase based_onyearspfsel'Vice WO vear he gaid, -
- bourd heard presentations and contract cost about $I300 with the S0 pitman said the CEA would aceept a in

e schodh systen and e Columbia  changes, ‘ .
.+ Education  Association, reprosenting.  Philips sedd the sehoo! systom WOl tate.appointed speclal master who
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BYEDHARDEE . Sehol sy chedle W o~ Pitoman sy noed gt the sthool el vt opUng e e
+ . Managing Ecitor SL1, (0. Funds for 510’0001%'{‘ o' board hag adopted a tax levy of 7317 lage 8§ L v additong} s of
~ Adecision on new teacher slries and poliies and rani changes woulg i, misfor thecurrent year, belowthestale | “guf §1565 x5 L coming 't
- eonlractsforthe curent school year was - adciional $00. msimum eight il - oty Pt b b, Yoy

deiayed Thursday night by th Columbia S5 altemative proposal, b reativate By acopting the lower millage figre  the funds are. availahle (fora;pay\\b
i G

Wb 2 sancingroomanly eowe o - enile iehers 1 e 2 By gl o8 B el b B i e el Rl Ny
He sald adoption of the 535 per cent .
crease Woud “shoy good faith on the
“Part of hoth parties, and woud continye
the very excellont relationshlp tiat hgg
\Fxisted between the Columbia Coupty.
" (Flease urn to page 6) '

proposa’s from represen'ativeg of both  addiional for ingurance and rak .29 percent across{he-board pay raise,
as recommended earlier this month by a

recommencation from School Supt, order to fund the salary hikes, neufiations,

Prank Phillps: that all school systems However, in a lengthy presentation,  He said the percentage total of the

- emplayes receive across-theoard ray CEA spokesmen presented ‘hudget sohoql board's budget spent for teachers

luereases of $150 per year, or that the  figures wich'ipc’jcated‘ that the sehool  and instructional salaries has decreased.
schol system’s existing salary schedule  board has received ahut threequarters *avery year for the past six years, while

- be maintained, of amillion dolars in additional revenue gy tota! for administration and super-
- In-alt previows negotiating sessions, thisyear, o vision has increased annually,
* schoo! board reprasentalives hag refused CEA spckesman Silas Pittman said e nercentage total for teacher

o offer any pay inereases county “Sworn testimony hagd been given at a salaries and instructional was 34

- teachers, saying the school system could  hearing Jast month ingicating that about percent of the budget in 196970, s

pot afford them, The CEA had originally 000,00 in additonal revenues would e compared with 46.4 percent last year, he

- sought & 975 per cent salary hike, . received from the stape this year, with gaid.

Phitips said his irst propasal, the $150  2bout $95.000 from logal sources as well

s hedezrrsiesforal employees . “Ginre the time of the hearmp tha ,
- whie maintaining a freeze oo the current  figure for ocal funds has been umpeg by

P e wam . anaCgiional $60,00 for a grand tota] of
siate and local funds over last year of
anprovimately $150,000," Pittman said, ]
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School Board and the teachers of this .

county.” : . o
After hearing the CEA presentation,
the board members set Nov. 13 to con-
tinue the public hearing with a possible
decicion at that time. '
They indicated that, in the interim,
they would seck additional budget in-
formation, .
Prior to the remnarks from the teacher
group, beard memter L. H. Mathis
pointed out that. none of the county’s
“schools are operating under budgets this
. ycar. . Lo .
. “Ican’treally vote for anything at the
present time until budgets are adepted
for cach individual school (and) we see
kow much money we have,” he said.
“The money's disappearing mighty
fast,”” Mathis remarked. “I'm alraid
ve’ll be out by the cnd of the year at the
rate it's going now.” ) )
School {inance officer Tom Harkleroad
said Dz felt the school system could 2af-
furd the salary proposals offercd by
Phillips, particulary with a projected
$63,000 savings in utilities which had been
budgetzd for the new Columbia Senior
Hizh School. 2 -
Phillips also indicated that tco many
purchase orders are being issued at some
scheols. ‘“We have_people buying items
it's questionable whiether they should be
buying,” he said. . . .
Board member Mrs, June Epperson

said Columbia County had been genzrous

with pay increases when the meney was
available, but that due to inflation, the
expanses are just tremendous,” this
year. ., S
“If the moncy is all spant and there’s
none in the budget (at the end of the
year) none of you will get paid,” she told
the teachers. “Nobady thought New York
would go broke but it's happened.” )
" CEA negotiator Vickie Ellis addressed
the board on contract items other than
salaries which still have not been
resolved. =~ . N :

She noted that the school board must
act as “an impartial third party” in
determining a solution to the negotiating
deadlock.” . L :

Pointing qut that the board members

" themselves received pay raises of 11.6
per cent this year through a legislative
formula, she said “ncw it's time for the
board to take care of the teachers’ in-
terests.” ’ . e

She said teachers have continued in the

Decision

classroom “without cornplaint this year -

as negotiations continued, and had also ’

served the county in years past. “We feel
this is the time to berewarded,” she said.
Ms. Ellis said the teacher group had
already rejected the proposal for $10,000
Aife insurance pellcies, saying they
amount to about §3 per month per
teacher and would not benefit-many of
them. . .
. She asked the board to zcopt the
special master’s recommmendation that
teachers receive the same insurance
package they have received in the past..
On the issuz of tenure and due process,
Ms. Ellis said ““wé fcel the board would

have no rcason to dismiss a teacher |

without just cause.” She said teachers
are not “‘indentured servants who can be
released at will.”
She also said the special master’s
_recommendations on grievances should
be adopted. The special master had

recommended one of two planks sought ,

by the.CEA on grievances, which would

2llow the organization to file grievances

in its own pame. ~

In the area of tcacher privacy, Ms.
Ellis said, “we feel very strongly that
unless (private life) affects the teecher’s
performance in the classroom, it's really
no one’s business but your own.”

She also said that Columbia County had

ranked high on the teacher-salary scale’

statewide in the past, but that based on
recént contract changes in 10-15 Florida
counties, “we're falling far behind in
salaries as well as fringe benefits.”

Following the meeting, School Supt.

Phillips indicated to the ‘Reporter -that -
the salary recommendations presented
Thursday will not necessarily be his f'mal :

offer. L .
“Aslzng as we keep laying it cat on the
table, we want to kecp a deor cracked,”
. Phillips ‘remarked. *“If everything’s
there I hope I'm big enough to look at it
and stay open minded about it” when the
total budget information is compiled. .
But he added, “I'm, not willing to

obligate the board or the county to things .

they cannot do.” :

Phillips said the 'school ‘system is’
textremnely well stocked” with supplies ,

“in that the cutback in supplies he:

recommended in order to finance the

proposed pay increases would not have

an adverse effect inthe classroom.
“We have supplies that would be the

envy of any county in f.he area,” he said. .
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 ADDENDA AND DELETIONS

Article III Association and Teachcr_Righcs

H. doleatad
Article V Gfiovanceprocedureb

B. Definitions

Grleuant 'shall include tho Association prOV1dad that
" theo Association on its _awn may not continue and submitto

| arbitration any grievanca filed and later droppad by an individual
grievant.

Article V Grievance Procedure
N. Continuance _ _
refer to definition
Article XVIII Professional Compensation
| '4,To grant incroments and board approved rank changes.,
C. (Rafer to A)
- Article XXIV Terminal.Pay

- ' Tho Board grant tho tcachor s demand on torminal
..pay of 1/2 instcad of the 1/4 rocommended by tho. Speecial mastor.

" and since incromonts stop atj fiFteon years, longth of sarvico

be sot at fifteon yoars.

"'Afticlo XXV Paid Holidays
The Bcafd grant two days péid‘vacation.' e
Article XXVI Tenure and Due Procoss

(delated)

G G GP TR OGP AF "D L WL WP G S AP ap S o A -----’- ----------- W ED as an A AR En Eh AR Gy SR TN D e YDA ) S e D AP e A W ar

; Tho i oms on this page aro takon diroctly from the

- School Board's document concerning tho itoms thoy wero to
considor from tho .Spocial Mastcr's raport. As soon 3s wo -

have clarification from Dr.vphillips on thasc we will pass tho .
y.’inFormation on to you. : v v

. Your c, B Taam
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hATIFICHTION
WHO? Pargeining Unit (CEs4 mermbers and WHAT? Votihg'on collective
' non-nenbers) bargeining contract
Teechers
Iikrarians

Speech Therapists
Occurational Srecislists
School Fsychologists
Visiting Teachers

' WHEEE? Tison suditorium, City Hall WEEN? Tuesdacy, Nov. 25,1975

4

TIHKE? . 4:00 -~ 4:30 Guestions
4:30 -« 5:30 Voting

4L simple rmajority of those voting will determine the outcore  (50% +1).1 

Voting will be done by secret_basllot and building representatives will
be responsible for certifying eligible voters,

Below is the questibn you will be voting on:
(SuibFLE B4I10T)

. I ratify the collective bargesining contract between the Con
and the Columbia County School Eoard. : '

———

Yes - No

VOTIKG FhLOCRDUKLE

l, Stete your neme to the polling clerk

2, Sign next to -your neme on the pblling clerk's -list
3. lieceive your tellot o

L, Lark your bellot cleerly =nd carefully

5.-Deposit the bellot in the ballot box

EilLELEER .
1, Elank ballots'will be discarded

2. Bellots with arbiguity of vote (erased or more than one uark, etc,)
will be discerded '
. 221
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BY EDHARDEE
"Managing Editor
. Columbia County teachers
“‘voted better than two-to-one
Tuesday to ratify a rew con-
" tract for the 197576 scho00: year

offered by the Columbia County -

School Board.
The action paves the way for
+ g scheduled hoard mecting
Monday aftemoon, when the
board members themselves wil
decide whether to ratify the
contract agreement.

)

5} 9= mergin

:

Roughly half of Colambia
County's -instructional per-
sonne! cast balots in Tuesday's
ratification vote, with the
catcome never in douht after-
tha hallot count began. -

- The final tally showed 138

- were in Tuescay, CEA officials

that we didn't get an increasein.  Miss Ellis - said county
salary,” teachers ratified the contract

The CEA had sought a$,25 per because *‘they reallize i's the
cent pay raise for instructional best they're going to get from

began in June of thi year, had
expressed  guarded en-
dorsement of the school board's
final contract offer.
When the ratification results ,
was recommended in Sep- She said negotiations for @
admitted. mixed feelings -but. tember by a state-appointed - new 197677 .. contract.. are
scheduled to begin in March,

personnel after the pay hike the people we're dealing with"

special master, The -school

teackers had voted to ratify the - vowed that “this is only the first
board, fearing cutbacks in state

contract, with o2 voting to reject  step” in collective bargaining
the pact. e o]
.The Columbia Educatlon . “We're happy so many
Association, which represented teachers tumed out to vote,”.
teachers during lengthy said CEA- chief negotiator
negotiating sessions which Viclde Ellis, "Ve're not happy

pay increases other than lifting
afreeze on regular incremental
raises based on years of teacher
service. -

.. »for Columbia County teachers: . revenue, declined to offer any .

and that county teachers
evidently felt “there. wouidn't,
be any purpose to hold up on this
mer" . .
Although ‘the teachers now
have ratified the negotiated
contract, the school board still

" rust do so in order to make the

Miss Ellis, who wes among

CEA members twho voluntecred

their services as negotiators for

the teacher croun, said the

primary cissatisézction tmong

teachers stems from te lnck of

salary increases in the new

contrac! provosal,
But the CEA members

maintained that severe! nlanks

in the pronosed contrect wowd

not have ‘een incledad if

collective bersaining had not | , '

been carriec: throuah, : '
They cited wuaronteed

planning time, brewxs for

elementary teachers, maternity -

" leave and time limis o1 ad-

pact official,
Board members emphasized
at a special meeting last week

" that they had not yet ratified the

document, The board will meet

Monday afternoon at 4 pm. at -
the Columbia County Cour--

thouse to congider ratification
of the agreement,

" CEA President Sharon
Richards seid ratification by
the school board Monday “will

show that they have heen
bargaining in good faith”
during the lengthy contract
sessiong.

If the contract ia not ratified

by the board Monday “we go

back to the negotialing table,”

said CEA official Sandy

Braddock.

ok
w
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CONTRACT

School Board of Columbia C0unty
and

Columbia Education Association .

1975 - 1976
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Preamble -

This agreement is entered into this FIRST . day of DECEMBER , 1975, and

- continuing through the THIRTIETH day of JUNE , 1976 , by and between the

School Board of Columbia County, Florida, hereinafter called the "Board," and the

‘Columbia Education ASSociation, hefinafter‘éélle& tﬁe'"Asédéiation;">
" The Board and Association have negotiated in'good faith with respect to

salaries, hours, and all other terms and conditions of employmént and have

reached these agreements:




»

" are certified personnel.

article I Recognition

: The Board hereby recognizes the Association as the sole and exclusive bar-

l': gaining agent for the following employees: all certified, contractual regular

employees who work as Classroom Teachers, Librarians, Counselors, Speech Therapist,

Occupational Specialists, School Psychologist Visiting Teachers and those not on

B

the excluded list as certified by the Public Employees Relations . Commission and .

—

vhh-B.‘ The -procedure -for decertification, unit clarification, and impasse shall be

those set forth under applicable PERC rules and regulations.

Ty (\.




o

IT. DEFINITIONS

80ARD: Shall mean the Schecol Board of Colurbia County, Florida.

ASSOCIATION: Shall mean cge Columbia Education Association.

BARGAINING UNIT: Shall wmean all certified, contractual, regular emplovees
who work as classroom teachers, Librarians, Speech Therapists, Occupational
Specialfsts, School Psychologists and Visiting'Teachers (and those not on the
excluded list.)

TEACHER: Shall mean any employee’as defined in the bargaining units.
AGREEMENT: Shall mean the agreements reached between the negotiating team of
the Columbian Educatian Association and the negotiating team of the Columbia -
County School Board which have been redgced to writing, signed by the two
reépective negotiating teams and ratified by the Columbia County School Board
and the Columbia Education Association. : , e
SUPERINTENDENT: Shall mean the chief executive officer of the school system

or his.designee.



e

III. Association and Teacher Rights

The Board hereby agrees that every employee in the Bargaining Unit shall have

.the right to form, join, and participate in, or to refrain from forming, .join~-

ing, or participating in any employee organization of their own choosing. No
téacher shall be discriminated against ia regard to wages, hours, and any other
term or condition of employment as a result of membership in the Association

or for his/her participation in Association ;ctivities or grievance broceegiééér
Nothlng contained herein shall be construed to deny or restrict to any teacher
rights he may have under the Florida School Laws or other applicable laws and
regulations. The rights granted to teachers herein shall -be deemed to be ip
addltlon, to those provided elsewhere.-

The Association and its rzpresentative shall have the right to use school build-
ings on the same basis as other non-profit commupity organizations.

The Association and its fepresentatives shall have the right to use school

' equipment on the same basis as any other non-profit community organizationms,

determined in each school center and/or administrative centers.

The Association shall have the right to the exclusive use of one bulletin board
(at least 9 square feet of surface space) in each school at a location arranged
with the principal and to place official notices in facultylmailbo;es.

Duly authorized representatives of the Associétion shall be permifted to tran-
sact official Association business on school property as long as it does not
interfére with student contact time or planning time of those parties involved.
The Boafd agrees to furnish the Association upon request and at no morebthan

.

cost, any materials that are a matter of public record.
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fﬁé orovisions of this Agreement shall be "applied without regard to race,

" creed, color, religion, mational origin, age, sex or marital status. The
Board shall fiot abridge these or any other constitutional rights.

(1) An& teachef who 1s a member of the Association, or who has applied for
[membership may ,S;‘gnu and deliver to the Board an assignment authorizing deduc- .

tion of membership dues in the Association. Such authorization shall continue

in effécf"ffdﬁ“ye;; ;o yea; ;ﬁ;;égter as long as the Association remains the
bargaining agent unless revoked in writing with thirty days (30) notice given
to ghe Board.and Association.

(2) The Board shall deduct such dues as are authorized by bargaining unig

members under (1) z -ve in four eq“al'm°?§hlymi“Stallmentswfrom”fﬁé“g§56E557§

regular salary ch «xs, BééiAﬁing_with’the salary check fecéived by the teacher -
‘in the month following éhe date of authorization ;nd gontinuing for the fol-
lowing three months. The sums deducted shall be remitted to thé Association
within ten days after the salary checks are issued. Upon termination of a
teacher's émployment, the Board_shall deduct all?unpaid_Association dues from
the remaining paycheck(s) ‘and remit such payment%tq the Association.»

(3) For the services rendéred-by the Board in (2) above the Aésociation agrees
to pay an annual fee equal to the cost of sucﬁméervices. 'This.amount is to be
agreed upon anually by the Superintendent and the president of the Association,
based upon cost estimate supplied-by the businéss office. Provided, however,

that such cost shall not exceed one (1) dollar per member per year.
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Tpon appropriate wrigten authorization from the teacher, the Board shall deducf
Zror the salary of any teacher and make appropriate remittance for all existiné"”
pavroll deductions.

with respect to all sums deducted by the Board pursuant to authofization of the

ecployee, the Board agrees to promptly disburse said sums to the proper designee.

"Meetings and conferences with Association officers and administrators or the =~

board which may be required in administration of this agreement shall normally

be held outside of regular teacher work hours. In the event that an'adminis-'”

" trator should schedule a meeting during work hours, teachers involved would

attend such meetings without loss of pay or leave benefits.

' A representative of the Association shall be given an opportunity to speak

. briefly at the end of each regularly scheduled faculty meeting.

A teacher and/or his/her designee shall be allowed to review materials, except
those materials expressly prohibited by law,uin‘ﬁis/her personﬁel file with
appropriate notice. No material derrogatory to a teacher's character shall be
placed in his/he: personnel file unless the teacher has been given an oppor-
tunity to read and comment upon such material. |

There shall be one official file for each teacher and any material relevant to

the teachers professional performance or character shall be kept in that file.
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“IV. Negotiation Procedures

It i1s agreed that matters not specifically covered in this Agreement but of
common concern to the partles may be subject to negotiations between thém from
time to time during the period of this Agreement by mutual consent.
Representatives of the board and the Association ﬁay meet during the regular
school year at a time convenient to both parties for thé purpose of discussing

problems which could necessitate reopening negotiations.

Further, the requesting party will submit to the other, at least twenty-four

- (24) hours prior to the meeting an agenda covering what they wish to discuss.

'Should'such’heétings lead to reopened negotiations which culminate in a mutually

acceptable amendment to this Agreement, then the‘amendment shall bebsubject to
ratification by the boa:d and members of the bargaiﬁing unit the same as this
Agreement,

If eithe: party desires to modify, amend, or terminate this Agreement, a writfen
notice must be-submitted to the other party prior to March 15 of the year in
which the Agreement éxpires. If such notice is given, negotiations shall be
initiated on or before April 1.

In any negotiations described in this Agreement, neither party‘shaii haye any
control over the selection of the negotiating representatives @f the other
party. It is recognized that no final Agreement between the parﬁies ﬁay be
executed without ragification by a majority.of the Board and by a ﬁajorityv
vote of employegs voting in the &nit, but the parties»mutuélly pledée that
their representatives shall be clozied wiﬁh allbnecessaryvpower and ahthorit?
to make-proposals, consider p;opoéals, and make concessions and reach‘agfee-
ment in the course of negotiations. Throughout negotiatigns, all t;ntative
agreements shall be signed-by representatives deéignated by each party.

There shall be four (4) signed copies®of any final agreement. Two (2) copies.

'shall -be retained by the Board “and two (2) by the Association. =
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V. Grievance Procedure

Purpose. The purpose of this procedure is to secure at the lowest possible

-adninistrative level, equitable solutions to the disputes which may arise con-

cerning the application of this agreement. Both parties agree that these pro-
cedures will be kept as informal and confidential as may be appropriate at
any level of the procedure.

Definitions. The term "grievance" shall refer to a written allegation by a

grievant that an interpretation or application of the terms of this agreement
has been violated. The term "grievant" shall mean an employee or group of
employees or the Association, provided, however, the Association on its owm
may not cbntiﬁue and submit to arbitration any grievance filed‘and later with-
drawn by a griévant other‘ﬁhaﬁ‘the Assééiati§ﬁ;’ -

The term "employer" shall mean the School Board.

The term "days" shall mean working days.

Time Limits. Since it is most important that grievances be processed as rap-

idly as possible the number of days indicated at each level is to be considered
the maximum and every effort should be :iiade to expedlte the process before

the deadlines are reached. Time limits may, however, be extended by mutual
writteﬁ agreement of the parﬁies.

Enc of Year Grievance. In the event that a grievance is filed within the last

two weeks of the school year the time limits contained herein shall be reduced

by 1/2 at each level.

Peleased Time. Grievances will ordinarily be processed outside the regular

wcrk day. If the Board or its representative should elect to schedule meetings
during the regular workday, then release time shall b.: provided to all parti-

cipants and witnesscs.
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Grievance Procedure

Tiling., Within 5 days following knowledge of the act er condition which is

the basis for the zrievance, the grievant may file a grievance with the school

principal or other irmediate supervisor or designated representative.

~"Representation; All employees shall have the right of Association rerresen-

tation at each step of the grievance procedure. No grievant may be required
to discuss any grievance if the Association representative is not present.
The Association shall be given prior notice of any meeting held at level one
(1) or above to resolve a grievanée.

Any individual employee or group of employees (in the bargaining unit)
shall have the right at any time to present a grievance to the designated
representatives of the Board énd to have said grievance adjusted without the.
intervention of the bargg}ping agent as long as the adjustment is not incon-
sistent with the collective bargaining agreement apd the bargaining agent has
been given the opportunity to be present at any step after the informal level.
Copies of the employer decisions at any step of the grievance procedure. what-
soever shall be speedily deiivered to the bargaining agent.

A grievant shall not be represented by any person who might be required
to take action, or against whom action might be taken, in order to adjust the

grievance, or by a representative of any other employee organization.

Informal Discussion. In the event that an individual teacher beliewves there

is a basis for grievance, the individuel shall first discuss the aliegecd
grievance with the building principal or immediate supervisor either cersonally

or accompanied ty the organization's representative.
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Grievance Procedure

Level One. If, as a result of the informal discussion witb the principal or

i::ediate‘supervisor, a grievance still exists the greivant may invoke the
formal grievance procedure by filing with the principal or supervisor on a
form signed by the grievant stating ‘the nature of the grievance and the relief
sought. A copy of the grievance shall be sent to the Association. If the
grievance involves more than one school building or unit, it may be.filed with

the Superintendent or his designated grievance representative at Level Two.

'Ihe school principal or designated representative or the immediate supervisor

shall have eight (8) days after receipt of the grievance in which to hold a

conference with the griévant and to give a written decision to the grievant.

Level Two. If the grievance is not settled to the grievant's satisfaction

or if a written decision is not submitted within the designated time limits -
at Level One, the grievant may move grievance to Level Two by written notice
to the Superinteﬁdent or his designated representative within 8 days. &fée
Superintendent or the designated representative shall have eight days after
receipt of the grievance in which to hold a conference with the grievént and
shall give a written decision to the grievant within eight (8) days after the

conferencz.

Level Three. If the grievance is not solved at Level Two to the grievant's

satisfaction, or if a written decision is not submitted within thg designated
time limits of Level Two, the grievant after notifying the Association may
move the grievance to arbitration by notifying the Board within eight {8) days. '

The parties shall then contact the F¥CS to secure a list of arbitrators
and the arbitrator shall be selected and shall function according to the rules
of FMCS. If the question of arbitrability is raised by the Board, the question
shall be detérmined in the first instance by the arbitratér.
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Grievance Procedure

The arbitrator shall confer with the representatives of the Board and the
Association and hold hearings promptly and shall issue a decision not later
than twenty (20) days from the date of the close of the hearings or finzl sub-
missions. The arbitrators decision shalli be in writing and shall set forth
findings of facts, reasoning and conclusions on the issues submitted. The
decision of the arbitrator shall be submitted to the Board and the Association.
The arbitrator shall not have the power to add to, subtract from, modify‘or
alter the terms of this agreement or gc beyond the issues presented. The deci-
sion of the arbitrator sﬁall be final and binding upon the parties.

L. Costs. The costs for the services of the arbitrato: shall be borne equally |

by the grievant and the board.

M. No Reprisals. No reprisals shall be invoked against any employee for processing

a grievance or participating in any way in the grievance procedure.

No documents of any kind or form pertaining to the initiation, processing
or settlement of any grievance whatsoever shall be placed in the personnel
file of any non-administ;ative or non-supervisonal employee but shall be kept
in a separate file.

N. Notwithétanding the expiration of this Agreement, any claim or grievance
arising before the expiration'date may be processed through the grievance pro-
cedure .until resolution.

The grievant may be permitted to withdraw the grievance at any point during
the process.

The Association shall be notified of such withdrawal at that time.
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VI. Teaching Conditions

Duties otner than classroom duties shall be scheduled on an equitable rotating
basis, exzcept for those teachers specifically exempted from same. Teachers
requirec to serve duty beyond that which has been scheduled shall be granted

compensatcry time at a time mutuallyuagreeable to the teacher and the principal.

~ A duty free lunch period consisting of 25 consecutive minutes shall be scheduled

by the principal for each teacher each day. When a teacher is required to
assume duties during his/her assigned lunch period, compensatory time at the
end of the student day shall be arranged mutually between the teacher and the

principal.

The Board shall make available‘in each school one room, air conditioned when

- possible, for-use by teachers as a-lounge. --Restroom and-lavatory facilities

shall also be made available for use by teachers. These facilities shail ‘
exclude students unless an emergency situation preyails.
The Board shall endeavor to maintain classrooms and other learning .areas in a
clean condition. This shall usually be QOne with other than instructional
personnel except in the case of an emergency.
The Board shall endeavor further that class periods are as free as possible
from interruption and that measures are taken to ensure the safety and welfare
of members of the bargaiﬁing uﬁit within the limiﬁs of reésonableness.
Where scheduling permits an area or areas shall be designated for necessary
teacher conferences with parents and/or students. |
No”eiemeﬁtary teache; shéll be required to have more than one'hundred and twenty
(120) inutes of continuous student contact time without being assigned by
the principal a ten (10) minute break. The principal shall endeavor to schedule
the break during the contact hours. Yo more than one such relief pcriod shall o

be scheduled per day.
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Teachér participation in extra-curricular activities scheduled outside the
regular teacher woikday for which no additional compensation is paid shall

be strictly voluntary. Teacher participation in extra-curricular activities
scheduled during the regular teacher workday shall be assigned by the'principall
Teachers shall be.requiyed to remain at the end of the school day for the pur-
pose of attending regularly scheduled faculty meetings oriother professional
meetings one (1) time per week if needed during the schéél year. These meetings
shall not exceed thirty (30) minutes past the regular schcol day. These pro-
visions do not apply to faculty or other professional meetings held during

pre or post planning periods or emergency situations.

~When school -is not-in-session,-teachers may be given-access to-the-building by -

arranging such access with the principal.

Observations of a teacher's class by persons other than school system admin-
istrative/supervisory personnel shall be allowed only after written consent
has been granted by the principal. The teacher to be‘observed shall be noti-
fied a; the time written consent is given by the principal.

The.principal shall appoint one (1) department chgirperson, grade level chair-
person, or wing leader in each department, grade level or wing.

In the secondary schools release time shall be granted at the rate of one
class period per day for each department chairperson with teﬁ (10) "or more
teachers in the department. Release tiﬁe may be granted by the primcipzl if
he/she deems it necessary for department chairpersons with less thkan ten (10)
teachers in the department.

In the elementary schcol release time may be granted by the prin:i;él if
he/she deems it necessary for grade level chairpersohs or wing leaders.

The board shall provide faculty mailboxes in each school.
238
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M. The length of the teacher workday shall be no more than 7 1/2 hours.
P}anningwtime within the workday shall be allocated as follows:
High Scheol - ﬂo less than 250 minﬁtes per week
Junior High - no less than 250 minutes per week
Elementary - no less than 200 minutes per week
Kindergarten- no less than 100 minutes per week
Teachers teaching 6 periods (high school and junior high) shall have their

planﬁing time during the time when morning and afternoon duty is scheduled.
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VI, Teachers' Authority and Protection

A written statement by the Board governing the use of corporal punishmént
of students shall be provided to all teachers no later than the first week
of school, if possible, and amendments thereto as they become available.
The administration shall publicize to all students a code governing student
conduct and discipline during thelfirst week of school when practical.
Individual records will be m;intained on student discipline and made avail-
able to teachers as an aid for determining disciplinary recommendations for
particular studgnts to the principal.

Any case of assault upon a teacher shall promptly be reported in writing to
the Board. The BoaréiFhall provide legal counsel to advise the teacher of

his rights and obligations with respect to the assault.

No action against a teacher shall be taken on the basis of a complaint by a

parent or student or other individual nor any notice thereof shall be included
in the teacher's personnel file unless the teacher is given a cépy of such
notice.
Upon request a teacher may have present a representative of the Association
when he/she is to be reﬁfimanded about a situation when he/she or the princi-
pal believes such could 1ead to dismissal or return to annual cdntract. Prior
notice of such conference shall be made.
Whenever in the opinion of the Board or its representatives it appears that
ﬁhe presence of a particular student in a class will impede the orderly
process of edﬁcation because of disrupéipns caused by said student; the
Board or its repfesentative shall endeavér to correct the situation.
Time lost by a teachef in connection with any incidént incurred in the line
of duty shall be handled as follows:

. Time for appearances before a judicial body or legal authority shall

result in no loss of wages or reduction in accumulated leave.
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VIII. General Employment Practices

Marital status, race, creed, religion, color, sex, "age, national origin or

" association affiliation, or number of years teaching experience shall not be

made a condition of employment.

Each teacher shall present a certificate stating that they are physically

able to perform the duties of the position. Such e&idence shall be .obtained
from a licensed physician of the teacher's choice, cost of such examination
shall rest with the teacher. If any medical examinations are required subse-
quent to this examination by a physician designated:by the Board, cost of said

examination(s) shall be borne by the Board. Examination forms will be avail-

‘able from each principal or the personnel office.

Salaries of teachers employed in Summer school,levening school or other pro-

grams in the school district will be computed on an hourly rate based on the
following formula: 1/196 x the teacher's respective current annual salary

x 1/7.5. |

Salaries for teachers shall be paid in twelve (12) equal payments on the 15th

day of each month during the school year and in three (3) checks of equal-

- amount to be delivered on June 15th. * Summer school paychecks shall be paid

on the last teaching day of the summer term.
Deductions for personnel during the reguiar school'year 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.

All high school and junior high school counselors shall be émployed five (5)
school days beyond the regular school term and then five (5) days prior to
the regular school term at a daily rate of pay based on 1/196th of the

counselor's regular annual contractual salary.
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IX. Professional Qualifications and Assignments

A. The Board shall endeavor to give all teachers written notice df'their schedules

for the forthcoming semester no later than January 1 for the second sercester.

B. Teachers shall not be required to arrange for substitutes.

ERIC

Aruitoxt provided by Eic:




X. Teacher Transfer

> &ny teacher who wishes to make application for transfer to any vacancy shall

subzit his/her request in writing to the personnel 6ffiéz and sucﬁ.application_
stall include in ofder of preference, the schédl or ééhools; subjéét(s) 6f
gerade level desired. - | )
8. TIransfers and change in assignﬁents’ﬁill be based on mutual agreement‘of

teacher and administration.
C. Transfer and change in assignments will be on a voiuntary basis whenever poss-

ible. Transfer or change of assignment will be temporary until approved by the

Cschool board.

'2;453
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XI. Promotions & Vacancies

Known. openings for positions in the district for which certification is
‘required shall be posted in each school by May 1 by the Board. The posting shall
clearly 'set forth a description of required qualifications. No vacancy shall te
filled except on a temporary basis ungil such notice has been postéd for at least
ten (iO) days prior to the last day on which applications will be accepted.

During the summer months when school is not in regular operation or on an

emergency basis during the regular school year, a vacancy may be filled on a tem-

porary basis until the procedures of this article can be followed.
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X1X. Teacher Evaluation

A. Al]l teachers shall be given a copy of the aséessment form du;ing preplanning
of each year. S ' S

B. Assessments sﬁall occur at least twice a year and shall normally occur at least
once each semester. If mechanical devices_are‘to be used in the ‘evaluation of
a teacher, prior notification will be given.

C. The teacher shall sign and be given a copy éf the completed assessment form,
thougﬁ the signature does not necessarily indicate agreement with its coﬁtent.

)

The teacher shall be given the 0pportunity to comment thereon.
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#1111, Reduction in Personnel and Recall -

\. If the board de;ermines that the number of teaching positions muse be reduced,
the board shall determine the grade levelvennyor subjects affected and shall notify
teachers who may We affected and notify the assoc1at10n.

3, ax-off

Reduction among grade level or subjecﬁs shall normally occur as follows:

1. Annual contract teachers shall be reduced first. If the board must choose

among its annual contract teachers priority criteria shall be: certificati
suitability and seniority as to current date of employment.

2. Continuing contract teachers shall be next.

-

~

If, during six months following such reduction openings occur for whlch indl-»ﬂ
viduals reduced are quallfied they shall be recalled in inverse order of lay-off

Nothing in this article shall prevent'the board from maintainlng a racially

" balanced staff.
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XIV. Leaves

A. Leave is ernission granted in advance for a teacher to be absent from his/her
contractual duties for a specified period of time. Permission is granted in
advance and shall not be granted retroactively. Sicklleavé“éﬂéméﬁe;éégé§ lééQé
are deexmed to be granted in advance provided prompt report is made to the pro-
per authority.

B.. Four (4) days sick leave shall be credited to each teacher at the beginning
of the school year and one day for each month thereafter until the number of
days granted equals the number of months worked. Sick leave days may be used
for personal illness including pregnancy related ailments or disability of the
teacher, or death, disability or serious illness of father, mother, brother,
sister, husband, wife, child, or other close relative or member of his/her
household. Such leave shall be cumulative'from year to year without limit
as to the number of days that may be accrued. The teacher shall endeavor to
notify the principal or his designee of this absence in advance.

Any employee who has used all accrued sick leave shall be granted sick
leave without pay. Accrued sick leave shall be transferred upon request from

other school districts provided that one-half of this accrued leave be estab-

lished in Columbia Counvy.

d

C. Emergency Leave

Two days of emergency leave with pay may be allowed by the board for an

employee each school year. Such leave shall be charged to accrued sick leave

and is non-cumulative.
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Personal Leave .

A teacher is entitled to up to two (2) days of personal leave with pay

which must be granted by the board. Personal leave cust be requested and

-granted.in advance. Personal leave shall be charged to accrued sick leave

and is non-cumulative. Personal leave may be used at the discretion of the

teacher.

Personal leave without pay may be granted by the board for a period of
up to but not to exceed one year. This does not apply to personnel under
annual contract.

Maternity Leave

Sick leave for normal child bearing purposes shall be granted for a per—
iod'of>up to twenty (20) days to be deducted from accumulated sick leave.
Additional accumulated sick leave for pregnancy related_complicatiops shall
be granted when substantiated by a written statement from the teacher's
physician. Additional maternity leave without pay shall be granted for the

remainder of the school year or after exhaustion of accrued sick leave.
Alternatively, maternity leave without pay may be granted at the teacher's
request.
Jury Duty N

A teacher serving on a jury shall be granted jury duty leave with pay.
If the application is approved, he/she shall receive his regular salary but
shall remit to the school board by check the amount received for jury duty

iess the amount received for travel and expenses.



Military Leave

Teachers participating in annual military exercises shall endeavor to

have such duty scheduled during the summer menths when school is not in

‘'session. If the teacher is unable to schedule such duties outside the work

year he/she shall present to the béard copies of such orders and shall be
granted leave up to a maximum of seventeen (17) days military leave. . Such
leave shall be without loss of compensation.

Illness in the Line of Dﬁty

Any teacher who is absent from work as a result of some injury or illness
sustained on the job may be gfanted illness-in-the line of duty leave for up
to ten (10) days. Such leave if granted by the board shall not be charged
te accumulated sick leave. Th; board may consider requests for extehsions
of leave beyond the ten days provided that the employee is under contract during
the time of such leave and compensation.

Witness Duty

Where a teacher is under subpoena as a witness in connection with his
official duties or in a court action in which he is not a party to the liti-

gation, he shall be granted leave. Such leave shall be with or without pay

-at the discretion of the board. ;

Professional Leave

1. Limited Proféssional Leave: Leave up to thirty days may be granted
authorizing absence from contrac;ual duties to engage in activities which will
result in professional advasicement or which will comtribute to the teaching
profession. This type of leave may be granted by tﬁe.ﬁoard and when 80 granted

shall be with or without pay at the discretion of theé board.
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2. Extended professional leave without pay may be granted for professional

improvement in excess of thirty days but fur a period not to exceed one year.

Temporary Duty

A member of the instructlonal staff may be granted temporary duty for

short term professlonal duties inside or outside the school district. Any

employee granted temporary duty shall receive his regular pay and may be
allowed expenses as provided elsewhere in this agreement.

Terminal Pay .

The board shall provide terminal pay to any teacher who has coucluded
fifteen (15) years of service upon the teacher's retirement or to the teacherfs
beneficiary if service is terminated by death. Such terminal pay shall be an
amount determined by the daily rate of pay of the teacher in the final year of
employment multiplied by one-half the total number of accumulated sick leave
days credited to the teacher at the time of retirement or death, or sixty (60)

days whichever is less. "Retirement" shall mean retirement under any applicable

Florida teachers' retirement system program.

’Paideolidays

Teachers shall be entitled to two (2) paid holidays which shall be included
in the 195 regular working days. The two (2) paid holidays shall be scheduled

by the board.

T 2 5 O : ) X '
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XV. Student Teaching Assignments

No teacher shall accept and supervice more than one full-time student teacher
per school term. Any remureration paid.the district for accepting such student

teacher shall be paid in full to the supervisory master’ teacher.

R
3,
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XVI. Emergency School Closing

When, in the judgement of the superintendent, extreme weather conditions,
-fire,- or. other acts of-God require cloéihg of the schrols, and the decision
is made prior to the‘regular opening time, information about such closing
shall be released‘to the local radio stations.

B. If school is closed after the regular opening hour, the superintendent or
his designee will notify teachers through the building principals of the
closing and the method by which they will be notified when to return.

C. When schools are closed by the superintendent for reasons set forth in

paragraph A, but exc¢luding concerted absences of school system employeeé,

members of the bargaining unit will be paid their regular salaries and no

leave days previously arranged by a teacher will be deducted’ for such

emergency days.

-?T




XVII. Academic Freedom

Teachers shall be expected to follow courses of study, approved textbooks,
or other guides eétablished or approved by the board for the teaching of the grade
or subject assigned. Within these guidelines the teacher shouid sot bé prohibited
from permitting students to express their views or to refrain from discussion of
areas apéropriate to the course of study so long as a sincere effort is made to

present all sides of issues which may be controversial...



’ XVIII. Professional Compensation

A. The basic salaries of teachers covered by this Agreement shall be as set forth
in Appendix "A" of this agreement.
B. Credit'on'the ;élafy schedulemshall be given a téacher for eaéh year of military
service up to'a maximum of four (4) years.
C. Extra-pay-for-extra-duty positions shall be those as set forth in Appendix--—
which 1is attached to and incorporatedlin this Agreement. Teachers assigned
to such positions shall be paid in accordance with said Appendix.
D. Change of Rank: Upon presentation of original valid certificate of increase
of rank or proof of completion of necessary requirements for change of rank on
or before September 1 or February 1 by the teacher to the district personnel
office, the teacher will receive the appropriate increase in salary according
’ to the salary schedule for the following pay period and from thereon for the
balance of the teacher's contract period.
Consideration for change of :énk shall be contingent upon proof or
application filed in the personnel office.
E. Non-owners Insurance Coverage: The board shall provide non-owners insurance
- coverage to protect teachers who are authorized to transport students or other
persons in a privately owned vehicle on school and/or school reiated activities.
F. Free Attendance at échool Activities: All teachers may attend, free of charge,
all school activities including athletic eﬁents in Columbia County.
‘G. Errors in Teacher Paycﬁecks: Errors made on teachers' payroll checks shall be

corrected and paid in full in the next check if possible.
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XIX. Miscellaneous

This Agreement shall constitute the full and complete commitments between
both parties and may be altered, ;hangeqzmgdded to, deleted from or modified
only through the voluntary mutual consent of the parties in written and

-

signed awendment to this aéreement.
Should any provisién of this Agreement be declared illegal by a court of com-
petent jurisdiction or as a result of state or federal ‘Yegislation, said
provision shall be automatically modified by mutual agreeﬁent of the parties
to the extent that it violates the law but the remaining provisions shall
remain in full force and effect for the duration of this Agreement, if not
affected by the deleted provision.

This Agreement shall supersede any rules, regulations, or practices of the
Board which shall be contr;fy to or inconsistent with the tefms of this
Agreement. The provisions of this "Agreement shall be incorporated into and
be considered part of the eétablished policies of the Board.

Any individual contracf between the Board and an individual teacher shall be
made expressly subject to the terms of this Agreemeqt. va an individual con}
tract contains any lanéuage inconsistent with this Agreement, this Agreement,
during its duration, shall be contrclling.

The Board agrees that it will not modify any condition of employment agreed
upon herein until such’condition has been a subject of negotiations and rati-

fied by both parties under such procedures for negotiations as defined in this

Agreement,
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Copies of this Agréemen: titled "Agreement between the Columbia Education
Association and the School Board of Columbia County" shall be printed at the
joint expense of the Board and the Association within thirty (30) days after
the agreement is signed and shall be presented to all teachers now employéd
and hereafter employed. Further, the Association shall be furnished
twenty-five (25). copies of said printed Agreement. The Association and the
Board shall confer upon the format and cost of such printing and mutually

-

agree on the printing.
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XX. Management Rights

Nothing contained herein shall be considerecd tc deny or restrict the Board
of their rights and responsibilities under the Florida School Laws or any other
”laws. All the rights the Board had ﬁrior to this agreement are retained by the
Board whether oé nct such rights have been exercised by the Board in the past.

It is expressly agreed that all rights which ordinarily vest in and have been
exercised by the Board, except those which areclearly expressly relinquished herein
by the Board, shall :‘continue to vest exclusively in and be gxercised exclusively

" by the Board without prior negotiations with the Association either aé to thé taking
of action under such rights or with respect to the consequence of such action during

@

the‘term.of this agreement.

The matters contained in this agreement and/or the exercise of any such rights
of ﬁhe Board age not'subjéct to further negotiations between the parties during
the term of this agreement except as specifically provided by this agreement.

It shall be the riéit of the Board to hire emplovees and determine their
qualifications, their plécement, layoff, and to promote and transfer all such

employvees except as specifically provided by this agreement.
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XXI. Assuciation and Board Accountability

The Association and Board agree to adhere to the responsibilities vested

in them as the certified bargaining agent and the public employer respectively.
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XXII. ‘No Strike Clause

The Association agrees that it shall not authorize, sanctibn, condoneg, engage
or acquiescein any strike as prohibited in Florida Statue; Section 447.018.
Strike shall be defined as sit—ins,‘picketing, boycotts, work stoppage

of any kind,'the concerted failure to report fbr duty, the concerted submission
of resignations, the stoppage of work, or the concerted abstinence from the
full faithful and proper performance of the duties of employment, for the pur-
pose of inducing, influencing, condoning or coercing'é change in terms_and

conditions of employment, or the rights, privileges, or obligations of employ-

{

ment, and any other concertedAactivitiesxhaving the effect of interrupting
work or interference of any kind wh;tsoever with the operation of any of the.
facilities of the Board.

Any violation of this article shall mean that the association may be held

liable for any and all damages, injuries or expenses incured or suffered by

the Board.
Any employee whose participation in a strike as defined in "A" above may be
subject to disciplinary action without recourse to the grievénce procedure.

Factual disputes concerning such participation may be processed as a grievance.
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XXIII. Save Harmless

.

The Association agrees to indemnify the Board for all claimS, demands, cost,
and legal action brought against the Board as a result of proven negligence

on the part of the.Association's actions in compiiance with this agféement

as determined by a court of competent jurisdiction cencerning use of buildings,
bulletin boards, equipment, and mailboxes.

The Association agrees to reimburse the Board the actual amount for any errors
in dues deduction, remitted to the Association, further, the Association agrees

to pay court cost incured by the Board resulting from a suit brought against

the Board due to erronecus or faulty data.pertaining to dues dedudtion submitted

to the Board by the Association.



APPENDIX "A"

Columbia County School Eoard

Payroll Period Schedules for the 1975-76 K-12 Salary Schedule

Middle of Month

Regular 10 months personnel and instructional substitutes are to be
paid on the fifteenth of the month unless it falls on a Saturday
or Sunday. In fhat event, personnel will be paid on the last working

day prior to the fifteenth.

End of Month

Regular 12 months personnel, bus drivers, school lunch, adult
education, non-instructional substitutes, teacher aides, non=-
iwytructional hourly personnel are to be paid on the last day of the

month unless it falls on a Saturday or Sunday. In that event, they

will he paid on the last working day prior to the end of the month.,

Summer Program

All summer program personnel will be paid on July 15th and/or
August 15th unless those days fall on a Saturday or Sunday. In that
event, personnel will be paid on the last working day prior to the

fifteenth.
During the month of December, the end 2f the month pay checks will be

iaeﬁed as soon after the middle of the month payroll as possible in

order that employees may be paid before Christmas,
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COLUMBIA COUNTY SCHOOL BOARD
1975-76 Salary Schedule
" For Ten Scholastic Months or 196 Days of Service

“ k)
Out of County Sarvica: Tho maximum allowable experionce for which credit may be ‘
givan for placomont on tha Sslary Uchedule is 15 yeara of Florlida axperience and
10 yoars out-of-state expariancn. Five years credit may bo given for active
military duly, but will not increasa the out-ol-state experiance bevend tho ten
yonr muirum. All experience, including employment and military Mity, st be
ofticlally verified befora credit may be given.

Salary Formular: 10 Months Salary X Days of Service

166
RANX IIT ,
YEAR AC CC cC-7 CC-1D cC-1S
000 8200
.01 8323
.03 3un6
0L 8569 1.10 9020

8692 1.13 9266
8814 1.16 9512
8918 1.19 . 9748
.105 9061 1.22 10004 1.25 10250
9184, 1.25 10250 1.28 10496
1.135 9307 1.28 10496 1.31 10742
1.150 9430 1.31  107hE 1.34 10988 1.37 11234 .
1.165 9553 1.3L 10988 1.37 11234 1.0 11480
1.180 9676 1.37 11234 1.4,0 11180 1.43 11726
1) 1.199 9799 1.4,0 11480 1.3 11726 1.6 11972
15 1.210 9922 1.43 11726 1.6 11972 1.49 12218 ‘
16 1.55 12710
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RANK II
YEAR AC cc - — cCc-7 CC-10 ¢Cc-15
1 1.150 9h20
2 1.165 9553
3 1.180 9576
b 1.195 9799 1.25 10250
5 1.210 9922 1.23 104?26 o
6 1.225  1004L5 1.3 10742
7 1.2,0 10168 1.3 10988
8 1.2% 10291 1.37 11234 1.k 11480
9 1.270  1ou1y 1.50 11420 l.x3 11726
10 1.285 10937 1.3 126 I.u00 11972
1. 1.390 10660 1.6 11972 1.49 12218 1.52 12464
12 1.31% 107833 1.49 12218 1.%2 12454 1.55 12726
13 1.320 10906 1.52 12461 1.55 12710 1.58 12956
14 1.2%5 11029 1.55 12710 1.53 129¢6 1.61 13202 .
15 1.3%0 11152 © 1.68 12956 1.61 13202 1.6 13448 Q’
16 1.70 13€
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RANK I-A

. YEAR AC cc — __©cC-7 CC-12 cC-15
| 1.225 10045
' 2 1.240 10163

3 1.255 10291

L '1.270 1041l 1.325 10865

5 1.285 10537 1.355 11111

6 1.300 10660  1.335 11357

7 1.315 . 10783 1.!45 11403 -

8 1.330 10906 1.5 11849 1.475 12095

9 1.345 11029  1.475 12095 1.505 12311

10  1.360 11152  1.505 12341  1.535 12587

11 1.375 11275 1.535 12587 1.565 12833 1.595 13079
12 1.390 11398  1.565 12833,  1.595 13079  1.625 13325
13 1.405 11521 1.595 13079  1.625 13325  1.655 1ii7A
1y 1.420 11644 1.425 13325 1.655 13571 1,685 1,7
15 1.435 11767 - 1.655 13571  1.685 13817  1.715  1LC63

16 1.775 14555
RANK I ]
YEAR AC cc cc-7 CC-in CC-15
1 1.300 10660
2 1.315 10783
3 1.330 10906
4 1.345 11029 1.0 11i80
5 1.360 11152 1.43 11726
Q 6 1.375 11275 1.6 11972
-7 1.390 11398 1.9 12218
8 1.105 11521 1.52 1246} 1.55 12710
9 1.420 1364k 1.55° 12710 1.58 12956
10 1.435 212757 1.58 12956 1.61 3202
11 1.450 11890 1.61 13202 1.64 213448 1.67 1369
12 1.165 12613 1.6 13448 1.67 13694 1.70 13940
13 1.480 12136 1.67 1359y 1.70 13940 1.73 14186
14 1.495 12255 1.70 13940 1.73 14186 1.76 14432
15 1.510 12382 1.73 . 14186 1.76 1yu3? 1.79 14678
16 1.85 15170

JROTC INSTRUCTIGRS

Pay for all JROTC instructors will be an amount, which when added to their retired
pay, will equai the amourt of their active duty pay, exclusive of hazardous duty -

. pay and as verified by che responsible Zinance anii accounting officer of the United
States First Army Headquarters at Fort Rragg, North Carolina.
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SALARY SCHEDULE FOR CERTIFIED SUMMER INSTRUCTORS

ANK CONTRACT STATUS DAILY 'm"v'
v SR 17,19
™ AC 18.21
111 4c 31.68
2 33,92
CCI"'“}-’ 36.Ch
£6-10 38.24
oC-15 L2.27
11 AC : 37.32
ce 39.56
cc-7 L1.69
cC-10 E ) L3.89
cc-15 L7.96
I-A . AC : L1.32
cc . . L3.56
cc-7 ' L45.68
cc-10 _ L7.88
CC-15. ' 51.18
1 AC ' , _ 45.31 ‘
cc ' . - U7.54
cc-10 : 51.86
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D.

The following hourly rates shall be paid for regular or substitute part-time

employeos in recreational or other adult and community school programs that
are not oligible to earn state ITE funds, or in other cases based 9on the
flexible needs of the adult and community school programs:

Below Rank 3 (or bolow I year college degree) $3.00 per hour
Rark 3 (or L year college degreo) - }4.00 per hour
Rank 2 (or master's degreo or highor) 5.00 per hour

In addition to other provisions, regular or substitute part-time non-instructional

assignrments in the adult and commnity school program may be paid at hourly rates
based on the regular full-time salary schedule for similar full-time positions;
provided, the Superintendent may waive the high school graduation requirement
when it would be applicable if employment were full-time. ’

The rate for in-service training'(workshops; etc.) for the adult and commnity
schocl program normally shall be the same as for other programs. -



SALARIES FOR PART-TIME ADULT AND COMMUNITY SCHOOL EMPLOYEES

A, Instructionai salaries for part-tims, reslar or substitute assignments in pro-
grami nligible Lo earn atate TS funds: (1) ALl regular part-time employees are

oligible also to subatitu2e, in addition to those approved as substitutes, only .
{2) "Typo of Contract' holow refers primarily to regular day-program instructional
contracts held by employwns also amployed part-time in this program, as other
part-t{mn employames are eligirla for only the "AC" (Annual Contract$ hourly rates.
(3) Non-certificatod perusons employed for 160 hours or less per fiscal year under
State Beard Regulations, Section SA-6.11, shall be paid for the respective ranks
thay would hold if certified on the basis of college credit; provided, certified
public accountants and attorneys shall be entitled to not less than the beginning
rates for Rankz XII and I, raapectively.

(2374-75)
Rank Type of Contract Hourly Rate

Vi, vV, IV and IIX AC 6.90
IIX cc - 7.12
cc-7 7.32
cc-10 7.90
cC-15 8.65
II AC 7.32
cC 7.98
- CC-7 8.43
cc-10 9.02

cG-15 ‘ 9.83 @
I-A Ct AC 8.10
cc 8.77
cc-7 9.23
CC-10 9.82
CcC-15 : 10.63
I AC 8.88
cC 9.55"
2e-7 10.02
ce-17 10.62
GCm2h 11.43
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1975-76 COLJMB1A COUNTY SCHOOL BOARD

SCHEDUIE OF SALARY SUPPLEMENTS

ECORY SENIOR HIGH ggglgﬂ;ﬂégﬂ-
ATHLATICS:
Athletic Director ‘ T 1248
Head Football Coach - 1677 741
Hoad Assistant Football Coach 1170
Aasistant Foothall Coachas : 663 296
Head Basketball Coach : 905 398
Head Wrestling Coach 662 '
Assistant Basketball Coaches - 515 226
Head Track Coach : ' 663 ‘
Asaistant Track Coach 562
Head sasaball Coach 663
Asslstant Baseball Coach 562
Golf Coach - Boys : 390
Golf Coach - Girls 390
Tennis Coach - Boys 390
Tenndls Coach -~ Girls 390
Cheerleader Sponsor » 273 . 140
Gcirl's Softball Coach 308
Girl's Basketball Coach 308
OTHER SUVPIFMENTS
Band 2457 ’2%&E
6 Director of Intramrals (9-12) 1950 '
Home Economics Teacher (A1l Schools) 390
Agriculture Teachers (All Schools) . 390
Ouidance Counselors (Senior High Schools) 390
School Psychologist ' 651
Military Property Custodian 600
Assistant Military Property Custodian 600
School Nurse 50G

- JHWE
Co~op coordinators may be remnerated for occupational experience up to 10 years over
. the 1 yeoar required for certification purposes.

DCT DE

-

Co-op coordinators may be remunerated for occupational axperience up‘to 10 yééié cvér o

the 2 years required for certification purposes.

INDUSTRIAI EDUCATION

Occupational oxperisnce will be allowed in addition to teaching experience up to 10
ysars over the 6 years required for certification purposes. .

QUALIFYING OCCUPATIONAL FEXPERIENCES

@ 111510z vork expertonce in rield(s) to be taught mst be verified by submitting the

original lettars from employers on business stationary giving: (1) beginning and ending
-dates of -employment; (2) job titles; (3) descriptions of duties and responsibilities;

(4) dogren of success.
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APPENDTX "5

OFFICIAL GRIEVANCE FORM

]
1(‘53 .

NAME:
SCHOOL: ASSIGNMENT:
HOME ADDRESS: HOME PHONE:.

STEP I °
A. DATE CAUSE OF GRIEVANCE OCCURRED:
B. RELATES TO ARTICLE(S): OF CONTRACT OR POLICY:
C. STATEMENT OF GRIEVANCE:
D. RELIEF SOUGHT:

(Signature) (Date)
E. DISPOSITION BY IMMEDIATE’SUPERVISOR:

(Signature) (Date)

1l copy to immedinte supervisor

1 copy to associstion- ‘
o 1 copy for. grievant . 268
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IToxt Provided by ERI

GRIEVANCE NO.




TERM OF AGREEMENT

A. This Agreement shall be effective as of July 1, 1975 and shall continue in
effect through June 30, 1976. This Agreement shall not be extended orally

"and it is expressly understood that it shall expire on the date indicated.

COLUMBIA COUNTY EDUCATION SCHOOL BOARD OF COLUMBIA

ASSOCIATION . COUNTY

)4/./2,1 OA ﬁ/ ﬁ‘v/\ AT 'éb B : A
President
. B 75/ = .

‘\ Superintendent

’ Secreta

7

Ny s ﬁ%/ﬂz/m

‘Executive Conyitte "Member rd Member

,

A 7L ~ |
AT Y/ 22, Al N A > —a—

Executive Commiftee Member

Board Member

| » ‘/E’;étd‘ %emberly/. /%
l/’://i(/é/ //(4// // ‘

’Vegotlatlons Committee SRairperson Negotiations Committee Chairperson
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