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Jeff Mandel Okay so let's go on the record then.  Today's June 23rd of 2022 and these are 
negotiations between Orange County CTA and the Orange County Public Schools. I 
appreciate everybody being here. Just to let you know is that when, after we met last 
week, the request was made to see if there's some way that we could have another 
bargaining session this week. So I agreed to carve out a two hour block this morning, 
even though I need to be in Vero Beach for negotiations later on today.  So I just 
wanted everybody to know upfront that I have a hard stop, I gotta be in the car by 10 
o'clock to get to Vero in time for when I'm supposed to meet with them. So I didn't 
want there to be any surprises along those lines. 

Mark Richard You made that clear to us the other day. 

Jeff Mandel Yeah, and I just wanted everybody else to know who wasn't privy to those 
conversations that I'm not trying to be rude by saying I have to run. So we met last 
week. We gave you a proposal that included the pay increases that you're asking for 
plus a little bit more. You didn’t accept it and I understand you have a counter. So I’ll 
let you go ahead and present that. 

Mark Richard Give us a second to bring it up.  Morning to everybody. 

Wendy Doromal All right, and I believe Lucia will share that. 

Lucia Piva So I have it up on my screen. I hope that everyone can see it okay. The change in the 
counter proposal is adding paragraph five, which reads, any member of the 
bargaining unit who’s increase is less than any salary increase received by any other 
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OCPS employee for the 2022-23 school year will receive an additional increase of the 
difference. This provision excludes wage increases to $15 to $18 per hour, promotional 
increases within OCPS and any other increases due to an internal position change. In 
the event that any other OCPS employee receives a supplement or bonus for or 
starting in the 2022-23 school year, the parties agree to provide the same supplement 
or bonus to eligible CTA bargaining unit employees. And then you will notice that at 
the end of the document the District had rejected the language regarding the adjunct 
and that was removed from the proposal. Those are the changes.  (See Appendix A) 

Jeff Mandel So help me understand your proposal, because I understand that and maybe I'm 
wrong, please correct me if I am. But the teacher salaries are established through 
statutory mandate, which includes an evaluation component, the folks that you're 
comparing yourselves to that you want, well, I was about to say a Me Too. It's not 
truly Me Too, because a Me Too means you get the same thing as everybody else. This 
is more in the nature of a Most Favored Nation Clause where you get the best of what 
everybody else gets, anybody else gets. But putting that aside, I'm not sure even how 
this works from a logistics standpoint. So if I'm reading your proposal correctly, then 
if we give an effective teacher $2,700 And there's somebody outside the bargaining 
unit that gets a pay increase that exceeds $2,700, then everybody in the bargaining 
unit gets the additional amount. Is that the intent of the proposal? 

Wendy Doromal That's not the intent. And I'll let Lucia and Mark explain it better. But typically, we've 
had Me Too clauses. For instance, last year, the other bargaining unit OESPA, put a 
Me Too clause and everyone in their bargaining unit got a longevity supplement. 
Also, the administrators receive the longevity supplement due to the work and 
bargaining CTA. In previous years, bonuses, we don't really support bonuses, they're 
not added usually to your income, reoccurring income, but for supplements and 
bonuses, if other bargaining units get those we would expect to get those, too. Thank 
you. 

Jeff Mandel Can somebody still explain to me how this would work from a logistics standpoint? 

Mark Richard Sure, so and good morning again. So again, this was done basically last time, but I 
think, Wendy was it percentage or dollar amount, I mean it was it was the same 
framework. And so the idea is, this is so important for both sides. In terms of 
recruitment, retention, we see the shortage of teachers nationwide and as well in 
Orange. We are all working together to recruit the best and the brightest to come to 
Orange schools. And what we're trying to deal with, Jeff, is to make sure that as the 
District negotiates, or does raises which we hope everyone does well, we're rooting 
for everyone in the District because it's one, it's it is one team, that we don't get 
ourselves in a morale situation where all of a sudden the teacher wakes up and she 
feels that money sort of was held off to the side. Not to give just equitable and raises 
to everybody but to give some sort of raise that would, you know, make folks come 
back and feel like, “Why did we do this at this time? We should have gone last, we 
should have waited and seen.” So it's from a recruitment retention perspective. And 
it's a fairness issue. So what it's trying to say, in practicality is if any group of 
employees, any group bargaining unit or not, gets a raise that is greater than the raises 
proposed here, then we would get that raise applied in the similar way. So it doesn't 
mean if someone's highly effective, and someone in other in a different category gets 
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a raise that is greater then everybody gets that raise. We're just trying to make sure 
that the caps the overall raise is, if you will, comparable and not greater to this raise. 
So it is more like a we're not trying, it is more like a Most Favored Nations to your 
correct point. But it's just, it's about fairness and equity here. We don't want to turn 
around tomorrow and say, you know, management got a 25% pay raise. I mean, that's 
just going to turn the school system upside down. 

Jeff Mandel Well, I can pretty much maybe I'm speaking out of turn, but I can guarantee you that 
if if that were to happen, we'd be coming back to the CTA and saying somehow we 
have found additional money. Obviously, we're not going to go out of our way to 
create a morale situation. My understanding is is that there have been times in the 
past where there has been extra money and the District has sat down with the union 
and you all negotiate and agree to the additional money. But the concern that I have 
still stands based on the way that this thing is proposed is that it still reads to me like 
if some group of employees outside the bargaining unit get more than $2,700 then 
everybody in the bargaining unit gets the difference. 

Mark Richard Then we can wordsmith it because the intent is not to change the formulaic 
requirements or requisites, nor any statutory nor to change the overall. For lack of a 
better word, the algorithms here we're not trying to change those. We're just trying to 
create a backstop. We can talk you know, further with you and try to get the right 
language. We're just trying to create a backstop. We so we don't we do believe the 
Board and the Board is not going to do this. But we just want to have some guardrails 
here. It's more of a guardrail situation than a guarantee that, you're right someone 
getting that amount because someone else got it doesn't mean everybody gets it. But 
if the top gross overall amounts here, percentage wise is around 6%. Okay, I'm using 
that illustratively and then tomorrow, the group gets again, I'm using it illustratively, 
a 10%, 9%, 8% raise, we've got a problem with that, because we were told this is the 
amount, this is the maximum, everybody's been really earnest. And you know, I think 
very respectful, usually here to get to this point. It's a historic moment. And we just 
want to make sure when someone raises their hand in a meeting, and one of those 
teachers who's deciding, do I retire, do I go into DROP or whatever, and says, “Are 
we going to be are we going to be treated, you know, fairly vis a vis the rest of the 
employees because we're first in line,” we want to be able to say yes, there is a 
sentence in here that assures us that this is going to be in line with whatever else is 
done out there. 

Wendy Doromal I think it would be helpful if Maribel could also expand on this, Maribel? 

Mark Richard Jeff’s trying to understand the applicability, I think he understands the goal. 

Wendy Doromal It's more about a raise to the line item or to percentages and is Maribel there? 

Maribel Rigsby Yes, I'm here. 

Mark Richard How would we do the apples to apples comparison that Jeff is… 

Maribel Rigsby It is exactly the way that Mark was explaining right now with the percentage. I think 
that Mark captured that pretty well talking about the percentage. 

Mark Richard Steph, I think you are on mute. We can’t hear Stephanie’s screen. I think you’re saying 
you agree to everything on the table. I’m a really good lip reader. 



Page 4 

Maribel Rigsby No, I was saying that you were right. 

Mark Richard It’s Jeff I can't hear, you were loud and clear. 

Jeff Mandel Jeff hasn't said anything. 

Mark Richard Oh, the red mute sign is on. 

Jeff Mandel The only thing I said is I can't hear anybody. So you know look, with respect to this 
fairness issue. I hear what you're saying. But I can't imagine what would be what is 
more fair than you all, as Wendy said last bargaining session, you all went ahead and 
created a wage proposal targeted at the maximum that you believe that the District 
could afford based upon the calculations that were done by your national and it turns 
out, yes, those calculations were, you know, were pretty right. And, you know, we 
had the option coming into these negotiations, you know, we could have come in and 
said, “All right, you know, instead of, you know, $2700, $1,800 for teachers with 
effective rating we’ll will give you $1,300 or $1,500 and negotiate it up.” But a 
conscious decision was made as is that no, we want to change the dynamics of the 
negotiations, and we want to get these folks, the teachers, these substantial pay 
increases and retention bonuses that we all agree they deserve. So instead of going 
ahead and belaboring these negotiations by, you know, going through the traditional, 
you know, we start low we move and you know, slowly incrementally and get to 
where everybody believes a fair increase is that, we said, okay, fine, you know, we 
can afford what the union is asking for, it's the outer limits, but, you know, we've 
always made the representation to the bargaining unit that if we had the money, we're 
going to do it so we go ahead and we put that out on the table. And, look, I don't, I'm 
not suggesting that this is the true motivation, but it just seems to us, like what's 
happening now is the goalposts are being moved. Once we agree to the union’s 
proposal, which I assume the union believed that was fair at the time that it was 
provided. I do want to comment on that issue of the previous agreement, to a Me Too 
for this bargaining unit, when that Me Too occurred there were no merit increases, 
performance based increases for that year. And so we didn't have that type of issue. 
And in fact, nobody else got a pay increase. You all were the only ones that got a pay 
increase and we didn't turn around say well, because we can't afford to give the pay 
increase anybody else, we're not going to give it to you. So look, there have been times 
where we've been able to take care of you, you know, better than the rest of the 
employees here and I'm not, you know, I'm not criticizing that, in any way, shape, or 
form. You know, we care about you and we're trying to take care of you. But, you 
know, it seems to me that, you know, at the end of the day, really, what you're asking 
for is to dictate to the Board what we're gonna pay to the nonunion employees and 
tying our hands when it comes to the administrative raises. And we think that's 
inappropriate. We believe that's unreasonable. And frankly, I don't understand for 
the life of me why we didn't sign this on, what was the last, on the 15th, when we met? 
I don't understand why we didn’t sign on the 15th and I don't understand why we 
were signing that we're not signing, you know what we put on the table last time. 

Mark Richard Well, it’s a package. We have a few other items that we've talked about that we want 
to put together as a package today. So see if this helps, Jeff. What we're trying to say 
is this, we agree, based on the District's representations which our experts believe 
because remember you can you guys have the numbers. 
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Jeff Mandel Sure. 

Mark Richard Correct, in other words, we believe that we looked at the budget we looked at as 
closely as we could. You all control, you know, a lot of budget decisions. The budget 
is based on you know, CAFR in Florida, categories, that this is you know, you're 
stretching the District as it should is stretching itself and the Board. So, you know, 
took that position and we're very you know, much giving the Board that 
acknowledgement that they've kept their word here, as has Wendy and the OCCTA, 
you know, the CTA leadership. It’s a good thing that you know, you didn't do what 
you you know, you said we negotiators normally do, because I think it's time and you 
know, delivered to that extent so has Wendy and this team. So we really all 
acknowledge it, but in their implicit in all that is there are budget decisions. We could 
never do a forensic audit, we could never go forward and say certain money that's 
been parked here in the budget is being done for this reason or that reason, because 
we don't control budget decisions. And there's always budget surpluses. So within all 
that, we have relied heavily as we should, on the good faith behind this budget, which 
we you know, we accept that representation. The Board is really trying to change I 
would I forget the word you used earlier, the tone and tenor of these negotiations, so 
noted and so appreciate it. That being said, if all of a sudden there's money to do, 
again I’m using this illustratively, don't quote me on it, but if there's an across the 
board aggregate equivalent to another unit of 9%, just making it up illustratively and 
then we apply that to this budget, someone's gonna say, “well, wait a minute, what 
about all those representations that everybody stretched?” And that and that's all. So 
maybe you can help us with that, there's nothing nefarious here. It's just to make sure 
when, teachers are going to say, they've already been saying to us, based on the things 
that happened previously before. I think some of it, the Board was not even privy to, 
where monies were alleged to have been put in certain categories so that things look 
bleaker than they were. Not not pointing fingers, just saying there is a perception that 
money is held back. And now we're doing things differently. And your help on this 
is again, recognized and the Board stature or stance rather is recognized, as is the fight 
of OCCTA, they have drawn a line as well. We want to be able to say that with all 
honesty that when someone says well, how do you know what happened in the past 
isn't going to happen again, literally?  How do you know there's going to be these 
huge surpluses at the end? And you get to use the surpluses as as you deem fit. We 
want to be able to say, A, we believe the Chair and we believe the Board and they 
have so said that.  And further we have a sentence that if for some reason, for lack of 
a better word, that is a backstop that of you know so you have a mechanic's here if 
you have a representation you can make but we need some sort of understanding that 
there's a backstop here. So all the good progress that's being made here and let's face 
it, teachers deserve and should have even more than this raise everybody on both 
sides agrees. Administrators, the other unions I mean public schools have, I believe 
been woefully underfunded for too long. And so no, you know, everybody deserves 
and earns it professionally, should be recognized at a higher level. But we are at the 
mercy of times of our Tallahassee funding but Tallahassee did a better job as well this 
time, and we're coming in with a Contract that could be, if we reach agreement, you 
know, really a record, a record for all of us. How do we have that backstop, Jeff? How 
do we make sure that the aggregate total for any other group on a percentage basis 
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some apples to apples basis? No, we're not looking to get it because we don't think 
you're going to do it. But we want to make sure that that the teachers don't walk away 
as they're making these decisions, saying, boy, something happened here where we 
were actually, we feel that we were not treated fairly here. So, go ahead Wendy. 

Wendy Doromal I just want to say that in 2019, we had a Me Too clause, and there were no evaluations. 

Jeff Mandel Right. Yeah, that's what I was alluding to. Yeah, that mean so it made it easier to do 
it. I wasn't, I wasn't there so I can't speak to the the rationale behind it. 

Mark Richard We can add something that says I mean, obviously within the confines of the law, it's 
implied we're never asking to do anything that pushes, we're not looking for 
additional money here. We're looking for a guardrail so that the morale and the 
achievement here is not eroded. 

Jeff Mandel Well, putting aside whether it's a good idea, a bad idea, or otherwise, I still see it as a 
logistic problem because the basic premise of what you're saying is that the teachers 
are getting on average 6%. The 6% is the percentage of payroll, the actual percentage 
that's, you know, a highly rated teacher is going to get depends upon what their base 
salary is. And I suspect that there are folks in the bargaining unit that are getting more 
than 6%. And so, you know, so what are we saying that if the administrators get, 
administrators get 9% that we're going to give additional money to somebody that's 
getting 10%? 

Mark Richard No, the way we've done it in other places, is one, most folks don't do it, but I've done 
it and you have to, or I hope, wherever, if it did happen, and it has happened and 
we've gotten a phone call at the college I've worked with once, and the college 
president said I was able to do a greater amount. We work through the night and we 
have an understanding and that extra percent is going to be spread on the same 
algorithms. It was a much simpler algorithm that K-12. 

Jeff Mandel That that's, that's the issue is that but you know… 

Mark Richard We can, we can, we can negotiate that part out if there turns out to be extra money. 
We, if the overall aggregate equals x, we can sit and talk with you about it. We're 
trying we don't believe it's gonna get triggered. We just want to be able to look folks 
in the eye and say we have an understanding that the goal of the District is not to give 
a greater aggregate overall percentage. Kyle I don't know if you, you have a, you're 
doing them all across the country. And I know we've done these in a few places. But 
Jeff asked the right question. How does the mechanics work on a granular level, but 
we're more interested in a global backstop than a granular application. 

Jeff Mandel Well, look, I can tell you know, since you asked, what I do in other places, I'm always 
hesitant to do a Me Too. I don't believe in Me Too’s. I believe that each bargaining 
unit as the bargaining units always tell me when I try to raise something that is being 
done for another bargaining unit or non union folks, I'm always told, we don't, we 
don't negotiate on behalf of those folks, we only negotiate for our folks. And we don't 
really care what's happening somewhere else. And I suggest to you that if we turned 
around to you and said, came in and said, well look you know what, we're only going 
to give you, you know $1,500 in pay increases because, you know, that's all we can 
afford for the other folks, you know, the non union you would turn around say I don't 
care what you're doing for non union folks. I'm here to represent the teachers and I'm 
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gonna negotiate the best deal that I can for on behalf of the teachers. And so I just 
don't necessarily understand for the life of me, tying these pay increases to what other, 
some other group who has a different delivery system for pay increases. 

Mark Richard We’re not, let me just say one thing and I'm just gonna get right to you Wendy.  When 
we sat down to do our numbers and OCCTA does this and AFT does this and we're 
proud of it. A, we root for other bargaining units and any employee, everybody has a 
family. We're not doing that. But we also assume, because we believe it's the right 
thing, that the money is going to go from the District to other employees, including 
people sitting at the table with you. We contemplate that in our algorithm, in our 
math. We do it all the time because we believe a working family at OESPA, a 
principal’s family, everybody's all boats have to rise that's what a union does. And to 
the, you're right. I don't normally I don't always do them either. But so when Kyle 
crunched these numbers, Wendy and the team, I don't want to speak out of school. 
But you know, we also said well, we have to assume that they're going to be giving 
raises to everyone could even be the superintendent I mean, that's not our business, 
but we don't look to ever pull someone else down so we can go up we just don't do it. 
We don't do the math that way. Randi doesn't do it, and Wendy doesn't do it, and I 
know Clinton won't do it. That being said, once we get to the place when 
representations are made these surpluses for legitimate reason this budgeting 
categories for legitimate reasons, we put these general funds and made these 
discretions over here. We are unable and we don't have the ability to get behind all of 
those and question those. All of a sudden, if money is freed up and a huge amount of 
money is coming to any group of employees and we would expect the same to us if it 
happened to us from a fairness point of view. Everybody just wants to make sure 
there are guardrails out here that we don't wake up. So it may be something we can 
do by representation. We just want to make sure that those budget representations 
that were made on paper to us are not being used to you know in essence park money 
to give someone an aggregate overall greater raise and we don't believe that's the 
intention. Wendy, I interrupted you and I apologize. 

Wendy Doromal I think you said everything I was gonna say. Thank you. 

Jeff Mandel You know, look, I still can't help but feel that the only reason we're here is because we 
agreed to your proposal too early, which gave somebody there the notion that we're 
sitting on a whole bunch of more money and agreed to your proposal because it saved 
us money, which surely isn't the case. 

Mark Richard No, lets disway that now, that's 100% not correct. We did this in 19. We did this before, 
it's the same reason. 

Jeff Mandel Except that when you did it before there were no merit increases. There were no 
performance based increases. It was a different delivery system of the pay increases 
back then so the problem is, is that we're comparing apples to oranges here. And 
here's my question for you. It’s that your concern is that you know, we're going to 
turn around and give 3% more in aggregate to, you know, the administrators or 
whoever else outside the bargaining unit. You know, I mean, when has that ever 
happened? Where the non bargaining employees got 3% more than what the CTA, 
bargaining unit employees got? 
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Mark Richard We'll go, we're gonna go through that and we'll give you some, we'll go get some 
examples for you. That's a fair question. We'll show you areas where we had concerns 
before and no we do not think, we based our the entire proposal we had was based 
on the parameters you'd want them to be based on what's the budget, what's going 
on across the state? With inflation and what people deserve these raises should 
probably be double that we know that you don't have a printing press. Hey, you're 
not the treasury. So, no one has any second doubts about it. You came in because 
Teresa Jacobs and others, the Board directed these bargainings to and Wendy did too. 
Let's just bargain the way we would teach our students in 11th grade government 
class, let’s bargain with the highest of caliber and quality. And I hope that continues 
because that's how it's been. So, no, it had nothing to do with that. It was literally 
based on the representations we've gotten. Is there a way to have a backstop to make 
sure and we'll go take a look at what you said. 

Jeff Mandel Yeah, I mean, I, I hope that we're not teaching the students that it's a good idea for 
management to agree to Most Favored Nation clauses. But… 

Mark Richard But, people do that all the time. I agree, I just did one in Puerto Rico for 28,000 
teachers, literally a Most Favored Nation Clause. It was done because we were in the 
middle of a financial crisis. And they represented to us, you know, this, these crises 
were real. Some of them we could verify and when you have what was over $55 billion 
in debt, and underfunded pensions and things along that you couldn't pierce through 
every single number. You just couldn't, it's too complex, we'd have to hire every major 
accounting firm in the country. And so we did a lot of due diligence. But there did 
come a point that said, you've represented this we just want to keep you at your word 
that you have stretched to the maximum so that we're just, it's a backstop Jeff. 

Jeff Mandel So yeah, and this would make all the sense in the world to me if this was a situation 
where we're coming to you kind of like in Puerto Rico and there's a financial 
emergency and we return and we said, look, because of the financial emergency, we 
can't give pay increases to anybody. I can understand this language, you know, if that 
were the case, and where you're protecting against your folks getting nothing, and 
somebody getting something. But, you know, honestly, I still have a problem. But for 
me, you know, my personal preferences really don't apply here. It's what the District 
wants to do. And I'm gonna just tell you right now, we're not in favor of doing this. 
And look, I'm probably gonna get in trouble for saying this. But you know, if you all 
are that concerned about what everybody else gets, then okay, maybe wait and see 
what everybody else gets first. If you're that concerned about going first. 

Mark Richard We're not concerned about going first. 

Wendy Doromal That’s not the point. 

Mark Richard We want to make sure that the words. We went through a hell of attention in these 
impasse hearings. And it became clear to us that there was a better way for both sides. 
Your team came in and their view represented at the beginning that there was going 
to be a different approach, which was the approach Wendy asked and you even 
remind us last time when it got tense. Hey, aren't we on a different path? And your 
reminder was well received, period. So in that spirit, we're just trying to continue 
along that.  We'll look at it, we'll come back to. If you can represent that this is the 
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trajectory that the Board is going to be on with everyone else. You know, that will go 
a long way we just, it's not you we just have a history. We can give you examples 
where people have said the exact same thing and all of a sudden, money that was 
earmarked turns into one of the state's largest budget surpluses in these fund 
balances. Some of them are some point they were three or four times the state average. 
So people are looking at us and saying how could there be so much money over here 
that we're sworn to is going to be spent and then it's never spent 10 years in a row. 
And there's consistent, large budget surpluses, you're always one sided. And these 
fund balances are almost an art of continuing. So we're just doing a due diligence to 
make sure we can get some representation somewhere that this and we believe the 
Board is representing that to us. That it's this is going to be done with that kind of 
spirit. It's a guardrail kind of approach. It is no second guessing, no doubting on our 
proposal or your proposal. It's not. We’ll get back to you. 

Jeff Mandel I hear you.  I'm not gonna, you know, I'm not going to debate with respect to the 
budget surpluses. Having read some of the documents on the impasses it's clear that 
there was some disagreement with respect to those fund balances. But frankly, you 
know, putting that aside, I don't want to live in the past. I want to live in the future. I 
mean, we all agreed that we were going to try to chart a new path forward. I, you 
know, I'm still honestly I just don't get it. You know, if this Me Too was so important 
to you, why didn't you propose it before? I mean, it just look, I don't want this to come 
across like I'm accusing you of acting in bad faith. You know, that's what not what the 
tone and tenure of these negotiations should be. But I, you know, I still have a problem 
with the fact that you put a proposal on the table, you know, we agreed to it, plus 
more, and now you're coming back and saying, okay, that's great. Thank you so much 
for agreeing to it. But we want something else. 

Mark Richard No, we don’t  want anything else. 

Wendy Doromal Actually , no, that’s not it at all. 

Jeff Mandel And that's the way it comes across. But that's the way, but that's the perception and 
you know, perception is 99% of reality. 

Wendy Doromal That’s not at all what we’re saying. 

Mark Richard All right. Let's try to educate the perception here we appreciate the perception it's, 
we're respectfully suggesting it's incorrect. Go ahead Wendy. 

Wendy Doromal That's not at all what we're saying. We're saying that yes, we're trying to make a new 
path, but there has been a long, long, long, long history, and we are just trying to 
protect the members of our bargaining unit in case there is another supplement or 
bonus. We see that the District when they do bonuses or supplements, they tend to 
do them across every bargaining unit, to the administrators, to OESPA. So obviously 
you're saying they're not going to do that they're not going to have more money. 
They're not, it's a fair deal. So if it's such a fair deal, there should be no concern with 
this clause. That's how I look at it. 

Jeff Mandel I'm not making any representations with respect to any other group of employees 
because I don't negotiate the OESPA Contract. I'm sure you all probably know what's 
been proposed on it. 

Mark Richard Yeah, they are our colleagues. 
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Jeff Mandel Yeah. I mean, so you probably already know what's been proposed. 

Wendy Doromal Well, it’s been said at School Board meetings what, you know, their focus is on that 
too. But we're not trying to, and as Mark said, we support every single employee in 
OCPS is getting the very best. There should be no concern or suspicion on this clause 
if the District is absolutely gonna to do what you said. So I don't understand that 
position at all. 

Jeff Mandel Well, let me stop you because you didn't hear the words out of my mouth about what 
pay increases anybody else's gonna get, because I don't know.  I don't make the 
decision with respect to what increases the administrators get. I don't know what 
delivery system they're going to do. You know, maybe unlike you, maybe instead of 
everything being added to base, maybe you're going to turn around for these folks 
and say we'll give you a certain percentage plus the rest of it as bonus. Which under 
your proposal, you all would then get the bonus. You know, and that just that doesn't 
make any sense to me whatsoever. 

Mark Richard No, our proposal wouldn’t do that. If you if all of a sudden there was a 9% aggregate 
overall group raise, we would then say how are and then some of it may be logical, 
right? Because the state law requiring the $15, which is so long overdue and not, 
enough, but we just would want to, we would want to talk to you, we believe you all 
it's implicit if it's not explicit from the Board, there's going to be equitable treatment 
around here. And they have made it clear that it's a new day and you said it and 
you've walked it and we have to Wendy's walked it, this team's walked it. So that's 
all, it's in that spirit. We'll look, we'll go back and look at it. Your mechanics, pushback 
is sensical, in terms of how it applies. We just want you to take a second and step back 
and think if there's something that can, that can be understood between the parties, 
that there's no intention to do you know, like we said, we're not supposed to look 
backwards, but we can't ignore some things that have happened in the back. Don’t 
want to tag you with it. And the Board has said the line has been drawn, that those 
days are over. But we you know, honestly, there's still some things again, that get us 
nervous, but let's see what else you have on the other stuff. 

Jeff Mandel Well, you know, we're going to be meeting again on on Monday. So if you have some 
of those examples, where you believe that the non union folks got more than you all, 
you know, let me know. You know, with respect to, with with respect to the grievance 
arbitration article, appreciate the movement. I think we're getting closer but you 
know, our position right now is is that we're standing where we are on that, you 
know, pending what we ended up doing as far as the wages. 

Mark Richard So. 

Wendy Doromal I'm confused with that statement. 

Jeff Mandel I'm not, I'm not okay. Let me make it clear. We are not moving on the grievance and 
arbitration article, unless and until we come to an agreement on the wages. 

Mark Richard Okay. So you're doing what we're doing, which is fair, because we're trying to 
package the whole thing. 

Jeff Mandel Right. 
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Mark Richard Okay, and we get that. Just so we can put it on the record. This is, how do I say it 
Wendy? And if I’m inartful, please correct me. I don't want to say this is equally 
critically important to our members because it is the key to the, to the courthouse. It's 
the we're the ones that filed grievances. Teachers are the ones who allege improper 
treatment in violation of a contract. Keeping each other's word in that Contract is 
critical, and we have expressed and I don't want to repeat it, that it's, the system's not 
working. So we want to be like, we believe the other 66 districts, if not 66 it’s 64. I 
mean, it's it's I've never seen it where either side has the key to the door to the 
courthouse. So this is a critical one and we'll get back to you. But I think what I'm 
hearing is if we're able to come to a whole deal, you all will revisit this. I hope I'm not 
hearing that you absolutely can't move it because we just want to be blunt, and Wendy 
you can come into it. This is as critical and we want to get a TA today or we want to 
get a TA on Monday but we prefer today. So just as you're saying your issue on Me 
Too, something you want us to reconsider. Can't speak for the team in caucus, but I 
wanted to let you know we have to have a situation that the parties can try to agree 
to set arbitrations. But if there is no agreement, the arbitrator makes the decision like 
it's done for you and me and Lucia everywhere else in the world. I literally know of 
no other place. I've never seen this and we want the past practice that the District’s 
relied upon, fair or not, to come to an end, that we're starting a new day that these 
will be done administratively. And the scheduling as as by agreement, and if that 
agreement fails, the arbitrator, like the judge, if you and I can't agree on a date, the 
judge and every other arbitrator, in fact sets it. So we just want you to know that that's 
very critical to us. And we want to know that's got to be in the package too or we're 
going to end up not getting to an agreement here as well. We want to just be that frank 
with you. 

Jeff Mandel Oh you’ve, you've made that clear since day one on that. 

Mark Richard Thank you sir. 

Jeff Mandel And we understand that. 

Wendy Doromal Okay, and… 

Jeff Mandel But before we do that, I just do have one question because you just mentioned and it's 
also in the proposal that you gave us on the grievance arbitration article that we're 
going to be essentially, for lack of a better term, doing away with the past practice as 
it relates to the scheduling of these grievances. And I'm trying to figure out what we 
are saying we're not going to do going forward that isn't already covered by the 
language of the Contract. 

Mark Richard Yeah, great question. I'm a be, and we think it is we think this language completely 
vitiates, is the right word, Lucia? Abrogates, ends the past practice. So we were just 
doing you know, we can you could represent that on the record, but I'm just being as 
honest as I can. I have never in 41 years am I going on, no, 43. Holy moly, Jeff, we're 
getting old. In 43 years of practicing labor law, I have not ever seen anything like this 
and I was stunned. And it was my fault when we dropped a bunch of grievances that 
we had put in for timekeeping only, you know, for preservation of time on it. So we 
dropped, we didn't drop anything that we thought shouldn’t eventually be dropped, 
right? I have never ever seen a school district ever.  I don't think I've seen a public 
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employer ever and I’m not being Bambi here, purposely run a clock out so a grievance 
would go stale. To not find an answer out as what happened with the high school 
experiments, I, I've never seen. This School Board has integrity. I don't, I don't think 
they fully understood what their folks were doing. So we are so jaded by the 
manipulation, our word, of the scheduling of grievances and then we remove, 
understandably so 20 or so get down to six or eight cases opened up and I'm sorry, 
dates opened up, and then we couldn't get plugin. And then we get letters that when 
we call arbitrators, you know, we're not allowed to reach out even ccing you, that can 
only be done through that person. So we just want to make clear that we've got a new 
day on this, and then we're going to do it in the new fashion. That was the only 
purpose of the sentence. You want to represent that. We would look at it. We’re just, 
this is one when we were doing belt and suspenders because Jeff honestly counsel to 
counsel, I've never seen anything like it. And we kept calling and saying what do we 
need to do to get this fixed? We would be told things, we would unilaterally do them, 
and nothing would change. Absolutely nothing. And then we end up you know, so 
it's even in litigation. And so it's crazy. It's literally crazy. So we're just trying to put 
this era to bed so that we can move forward lockstep to settling cases, withdrawing 
cases and in those, we don't go to that many arbitrations, and when we get to those 
arbitrations, they can get scheduled. And if the parties can't agree, the arbitrator sets 
the date but now we have one party, who's the one being quote “sued,” who has the 
complete control over when these things get heard. It's it's astonishing, frankly. So 
that's all, that was the point. 

Wendy Doromal Not just that, but then when they do get the District’s are okay, now it's there is no 
justice for the grievance. It's a terrible system. I keep hearing that from the School 
Board members and from you, quite frankly, that this is a new page that the District 
wants to turn. They want to have trust with the union. They want to make sure that 
we can move forward but at the same time, we see the same players who deceived us, 
who misrepresented statements, who actually outright lied, pulling strings in the 
background or being consulted. So I think that it's really hard for us to have that trust 
and when we say we put that in the salary agreement just to protect our teachers, 
there was nothing more than that. And if we can reduce it to better language, we'd 
like to do that. But we have to protect ourselves. 

Jeff Mandel I accept it. Yes, the only problem is the trust is only going one way here. And that's 
because clearly, you're not trusting us when it comes to the wages. You know, that's 
the reason why you want the Most Favored Nation. 

Wendy Doromal I don’t think it’s saying that we trust you because we absolutely put the highest wages 
forward that we could. We're just saying that at times, and I know you haven't been 
here, but let me give you an example. We went to impasse on salaries twice. And we 
were told, each time, there is absolutely no more money. We're giving you the 
absolute top that we can give you. We're not going any higher. And there's nothing 
that can be done. But every time we went to impasse there was, there was that money 
there. So this is not the same situation because I do have more trust now. I've talked 
with the School Board Chair. I absolutely had a conversation with her and believe her, 
okay, and other School Board members. I don't believe they had all the facts. At the 
time when we were told that there was no more money. Okay, and that's what I was 
told. But this is not the same thing. It's, it's saying that if money comes up, we're not 
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saying you don't have the money now, but we're saying if something happens with 
the ESSER funds or with other funds, or with, you discover something in reserves. 
That if you do find that and you give a bonus to someone else it or some supplement, 
you would do the same thing just like at impasse. When we proposed longevity, it 
was given to everyone and so we would expect the District to do that. It's not like 
we're saying we don't trust, it's just like putting it there. Does that explain it or no? 

Jeff Mandel No, but what you're telling me is is that you trust what the Chair and the Board are 
telling you. Yet you don't trust them enough because you want to put language in 
there. 

Wendy Doromal Well, we keep hearing that you’re a new face and bad players have been removed but 
then we keep hearing at the same time that the bad players are being consulted to 
make the final decisions. 

Jeff Mandel Let me just stop you there Wendy they because you've now accused the people that 
sat here before me of being bad players. You've accused them of being liars, you've 
accused them of misrepresenting facts. Obviously they're not here to defend 
themselves. If you want to turn this into a debate, you know with respect to who was 
lying and who was not at the next bargaining session, I can bring those folks in and 
we can spend the whole bargaining session debating those issues. I thought we were 
trying to move away from it. And you know, if you believe if anybody there believes, 
you know, that you know accusing the those that went before of being liars and 
misrepresenting. If you think that that is helpful in forging a new path forward. I'm 
gonna tell you right now it's not. 

Mark Richard We're not saying it's helpful. We're just saying it's it would be derelict on our part, to 
just not to forget that history like we are starting new. So, for example, we just got a 
public records request that came through. It's not, it is partly related to this and we'll 
get to it, but we were told flat out multiple times, the District had no role in the 
legislation, blah, blah, blah, and I don't want to get into it. But we now have a public 
records request of emails going back and forth, that we believe are completely 
contradictory to what was told to us. We were told at the bargaining tables again, 
we're not, we're not gonna even call names out there. We just want you to have the 
understanding. Let's get past it. Your points well made. But we were when we would 
say things like, “is there one more dollar?” We would use that expression and we 
were told there's not another dollar. So that kind of stuff I know that are just a little 
strange for all of us. And I might even you know these are people you know, that are 
professionals. So we're gonna we still consider and hold them out as professionals. So 
it's not personal. We're not getting there. But we need you to get to our proposal on 
on the arbitration. In fact, we might do some wordsmithing based upon what you've 
said here. We're gonna re-look at what you're saying, I don't know what we can do, 
but your representation and most importantly, when these conversations with the 
Board and the Chair, resonate very, very loudly with us. And your, your actions are 
in concert with what they're telling our President and our President Elect. So we'll 
look at both of those. I mean, I want you to look at our arbitration, it's really really 
important to teachers, educators, to know that this is an equally run system where 
disputes at the end are decided by the neutral, not by either party, and we want to 
put that part to rest. You want us to hear you that your representations today are a 
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new day. Not casting any judgment on the past but to take it for what you and Chair 
Jacobs and others are saying and we want to and we hear you on that. 

Jeff Mandel I appreciate that. And look, at the end of the day, I understand that you're, you know 
Wendy’s providing me background for the, for the proposal. 

Mark Richard That’s all it is. 

Jeff Mandel But the thing is, is that I've heard the same thing three times already. And it's, I 
understand, believe me, I've been doing this long enough that I understand where 
you're coming from, you know, it's not necessary to continue to raise these issues if 
we're looking for a path forward. That's my point. I don't want to turn this into a 
debate regarding who lied who, who can be trusted, who can't be trusted. I just want 
to move forward and get a Contract and get these folks their raises. 

Mark Richard So if we look at it, the hardest part in some ways or one of the hard parts, the numbers 
we seem to be you know, as part of a package that we’re there, right? On the adjunct 
issue, we were willing to rethink that if we could get a whole deal done. So let's 
assume for a moment that the economics can be done because it looks like we're on 
that trajectory. We're gonna look, rethink your issue, or we're going to look at, you 
know, and contemplate what you have said on Most Favored Nations. And you 
know, how much we need you to look at our language, and we might even send 
something over I just want to really tighten it up. 

Jeff Mandel Okay. 

Mark Richard So there's no tripping over this on our arbitration. And then I guess, and I want to be 
corrected by Wendy, the last other issue is that we were going to because we’re, you 
know, we have space to put one more reopener article on. Ours was going to be on 
evaluation. And you and I talked on a legal basis wasn't bargaining, obvious. 

Jeff Mandel Right. 

Mark Richard And we just, you know, we confirmed which I believe was our discussion for sure 
that the District completely understandable relies on a new statute that says it's a 
management right and would not be bargained here. In terms of that, we absolutely 
believe it's not and we believe it's unconstitutional.  Both has applied and that and 
we, we were actually drafting it and it just makes no sense given both sides positions 
which are understandable to both sides. 

Jeff Mandel Sure. 

Mark Richard Totally. I think if you and I switched our legal hats, we will be saying the same exact 
thing. And as you know, and I know you confirmed that, I just want to confirm it here 
before we then know that we're not going to put anything else on the table. And, you 
know, we're ready to go into caucus or get ready to come back with those issues. You 
know, we want to hear you but we need to have a caucus. So I don't want we're not 
going to put based on that, the evaluation on the table for for futility. It would be a 
nullity to put it on, because we have such different readings and application of I forgot 
the new statute, but you know what I'm talking about. 

Jeff Mandel I know exactly what you're talking about. Yeah, and look, I appreciate the approach 
that you're taking on that because, you know, anything we add at this point in time is 
just going to delay these folks getting their raises. And we do not and I repeat, we do 
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not want to delay these folks from getting the significant increases and their retention 
bonuses, so very much appreciated. So yeah, I mean, the thing is… 

Mark Richard And you believe it's a management right? I mean, you do believe. 

Jeff Mandel And if you want me to confirm on the record that we believe it's a management right? 
Yes, because the statute says it's a management right. 

Mark Richard And we won’t open up the box of how that statute reads. 

Jeff Mandel And I appreciate that because we you and I cannot decide the constitutionality of a 
statute. 

Mark Richard Wendy we’re not going to do that. 

Wendy Doromal The courts can. 

Jeff Mandel Yeah, absolutely. That's up to the court. 

Mark Richard Thank you for confirming what was in the email. Yeah. Should we go to caucus? I 
know you have a hard stop. 

Jeff Mandel Right. Well, that's the thing is, is that are we going to be able, I don't know how long 
you're going to be in caucus. And, obviously, if you come back with something 
different than I'm going to have, we're going to have the caucus. Maybe the better 
thing to do is is that you were saying that you're going to revisit this and you may put 
together some revised proposal. Why don't we go ahead, you all do your thing. Send 
us the revised proposal and then Monday, we hopefully sign a deal. 

Wendy Doromal I would like to say something about Monday. 

Jeff Mandel Sure. 

Wendy Doromal Okay, so we're supposed to have every other meeting, one at the Union, one at the 
District and somehow it was set at the District so I’m not sure who decided that or 
what happened? 

Jeff Mandel So I asked Lucia if we could do it here today. In part because I have to get on the road. 

Wendy Doromal Yeah. And of course, we understand. 

Jeff Mandel But here's the other thing. I don't understand why all of these people that are sitting 
in the room here today that are attending in person have to drive over the union hall 
to look at you all on a video camera. I mean, so basically, you have one person from 
the CTA that's coming over. I'm not chastising you for that at all. And, you know, we 
love to see and we love to see her but it doesn't make any sense for 10 people to have 
to travel to you and one here and so that's, that was the rationale. 

Wendy Doromal Okay. And I understand that rationale. I'm just cautious because then we hear from 
the District, “Well, that's past practice so now we're gonna have them all forever at 
the District Office.” And that was my concern because that’s what happens. 

Mark Richard We’re setting no precedent, right? By doing this. 

Jeff Mandel We’re setting no precedent. 

Wendy Doromal I want to say too that… 

Jeff Mandel I'm sorry, Wendy do you if I was standing on precedent, I would never have agreed 
to go over the CTA last time that we went over. You know, we I represented to you 
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that we’ll come over there. It just doesn't make a lot of sense for us to come over there 
and sit in an empty room. 

Wendy Doromal And I did want to say the reason we're on Zoom is because the according to The New 
York Times, the positivity rate in Orlando was 27.1% and there's no mask mandate 
for in the ELC. And that's why we're on Zoom. 

Jeff Mandel I’m not criticizing the fact that you all are all doing it on Zoom in any way shape or 
form. 

Wendy Doromal Yes, just a question. 

Mark Richard Can you do this? You had a hard stop at 10, right? Yeah, we don't want you to be late. 
I wouldn't be bad if you got on the road a little early when traffic is these days. Could 
we just take a 15 minute caucus, just in case we can move faster or… 

Jeff Mandel Sure. I don’t have a problem. 

Mark Richard Let me just ask you a question. If we were able to get to that sort of package that, you 
know, I think both of both sides and Wendy and you were discussing. Is that 
something you're able to do today or are you representing you still wouldn't be able 
to do it today? 

Jeff Mandel Depending upon what the package looks like. I may be able to do that today. 

Mark Richard Okay. 

Jeff Mandel You know, obviously, whatever you come back with, I'm gonna have to caucus and, 
you know, run that new language by somebody. But look, if there's a way to get it 
done today, I'm not trying to delay this to Monday. 

Mark Richard We didn’t think you were trying to delay. 

Jeff Mandel Yeah, I'd be thrilled to death to go ahead and put pen to paper today and resolve this. 

Mark Richard No, we didn’t think you were trying to delay this. If I came off that way, I apologize. 

Jeff Mandel Oh, no, no, I don't think so. 

Mark Richard Your logistical challenges because I live the life you live. Okay. 

Jeff Mandel But let's go ahead and take the 15 minute caucus. 

Mark Richard Wendy, is that okay to take a 15 minute caucus. 

Wendy Doromal Sure, I like it, thank you. 

Mark Richard Okay, we’ll be back at 9:16? 

Jeff Mandel Sounds great, thank you. 

CAUCUS 

Mark Richard So, may we proceed? 

Jeff Mandel Please. 

Mark Richard Alright, so being cognizant of time and taking you at your word, that there's a 
possibility that not possible we would like to all get this today, put pen to paper, I 
think your expression. What we would like to do as a package is, again as a package, 
withdraw the language on the Most Favored Nations, Me Too. You know, we hear 
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what you've said and most importantly, we hear what the board has said, and their 
commitments to how they're going to treat us. And we take that seriously. We've 
already discussed on the record, the futility of putting on the evaluation article, so 
that's not going to be put on and, and and then the adjunct issue and the economics 
would not be there. We would that would be withdrawn. So that language, I think, is 
completely done. And we did a little wordsmithing in our 15 minutes to the grievance 
article. Just to make it crystal clear. So because it's about scheduling, which we're 
going to show you and that I believe is the last open issue. And we if you will accept 
this article, we believe we have a TA. So, in paragraph seven, I had me it’s me, some 
PTSD over you know, just some what's happened so but you said to look forward, go 
forward. So we wanted the paragraphs to be parallel up here and below to be 
identical. So it just says all grievance meetings including arbitration hearing shall be 
held at times and dates mutually agreed to by the parties. And we've added this from 
below, just so it's parallel. However, the arbitrator has the ultimate authority to decide 
and unresolved issues relating to scheduling. So we will continue to try to work it out 
mutually, we should, but for any reason, we added the word however in that sentence 
from below, and then if you go down below everything else was agreed to by you. 
We just paralleled this, and it says to be held on dates and time mutually agreed to 
however, and it's identical, The arbitrator has the ultimate authority to decide any 
unresolved issues. And we very much want this about the past practice but we are 
reemphasizing it's with regards to arbitration scheduling. We want to bring that to 
your attention. This paragraph represents the entire agreement and represents any 
past practice with regards to arbitration scheduling. So if you are able to accept this 
language we are ready to say that we have a TA given what we did on evaluation, 
what we discussed on Me Too, Most Favored Nation and withdrawing the adjunct. 
So we are this close to having what I think is a historic moment, literally, both in terms 
of content, as well as process.  (See Appendix B) 

Jeff Mandel So let me just comment on paragraph seven. Because it seems to me that you're adding 
that additional language solely to address the issue of arbitration because obviously, 
the arbitrator is not going to be deciding on the timing of grievance meetings. 

Mark Richard You want to bring it back up Lucia.  Just so I can see what you're saying. We just want, 
you're correct. We want it to be parallel to arbitration. 

Jeff Mandel So the thing is, is that the only reason why you need to put that language regarding 
the arbitrator’s ultimate authority is because paragraph seven speaks to both 
grievance meetings and arbitration hearings. 

Mark Richard Correct. 

Jeff Mandel Whereas we have a separate paragraph that addresses just the issue of arbitration 
scheduling. Wouldn’t it just be easier to cross out, including arbitration hearings and 
say all grievance meetings will be scheduled on times and dates mutually agreeable 
to the parties. And then you turn to the arbitration hearing and the arbitration hearing 
talks about the arbitrator having the ultimate authority. Seems to me that's cleaner 
way of doing it as opposed to having to look at two separate articles of the Contract 
that address the same exact thing. 

Mark Richard You're correct, because the word arbitration was above, we didn’t want any argument 
that be made that that somehow vitiates or nullifies below, but we didn't, you know, 
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that's up to Wendy. Is that your only issue if we just struck the words including 
arbitration hearings, in seven like strike through that, and then I would say all 
grievance meetings shall be times mutually agreed to by the parties. And then after 
that, it would be a period after the word parties, right? 

Jeff Mandel Right. 

Mark Richard That way, we know that those things the arbitrator is not involved in those, there's 
not even an arbitrator at that point. It's a little weird there. And then we would 
continue, we wanted to strike out that other language and I think you agreed to the 
rest of that strike out. 

Jeff Mandel Yes. 

Mark Richard Okay. Wendy, does, do we want to caucus? Are you able to, Jeff, the intent is that 
clearly below when it comes to an arbitration scheduling, we will try to work it out, 
but the scheduling but if we can't, the arbitrator will have the right to resolve it. 

Jeff Mandel Well, arbitration scheduling is addressed in paragraph three on page six. We don't 
really need to have it in paragraph seven on page one. 

Mark Richard Right. But I just want to make sure when you and I agree on three… 

Wendy Doromal I agree. 

Mark Richard That we will try to work it with the arbitrator. However, if, we added that word, 
however, that was me. The arbitrator has the ultimate authority. So if we can’t arrive 
at a mutual date, which will be very rare, but boom, just like court, like any other 
arbitrator, the arbitrator will will issue the date, will decide the date. 

Jeff Mandel So you know, we need to take a caucus. But, but I do have to say I'm still a little bit 
concerned about this past practice language in paragraph three. Only from the 
standpoint is that I think we're all in agreement, that the past practice that the union 
is seeking to change is addressed by the language above that that says that the 
arbitrator shall have the ultimate authority to decide any unresolved scheduling 
issues. So I you know, I'm always apprehensive and this has nothing to do with the 
CTA whatsoever or anybody that is representing the CTA, I'm always very 
apprehensive about putting language in a contract that really isn’t necessary and has 
unintended consequences. I don't want there to be disputes going forward, you know, 
with respect to what is or what is not a past practice. It seems to me the issue that 
you're trying to resolve here, your primary concern is making sure that the arbitrator 
gets to decide when the hearing is going to occur if the parties can't come into an 
agreement. So, that's just a concern that I'm voicing. But, you know, we can come 
back, you know, let us take a caucus and we'll come back. 

Mark Richard Let me just respond because I think it's a very fair thing. We really, it is partly me, we 
really want this in here and I, I would be saying exactly what you'd be saying. Because 
there was litigation we obviously know if we settle this language today we’ll all 
withdraw you know, the litigation will go away on both sides because if we sued each 
other, which I think is a good thing. But the reason we're doing it is because things 
kept being brought up. I just want to put an end to that, to that line of reasoning. 
You're right by doing it the way we've set it. The past practice is ended, but I need 
that belt and suspenders. I'm just asking you to really, really consider that. It's really 
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critical to us. And only because of this PTSD we just want both sides to start fresh and 
new. And nothing, anyone coming up and saying, well 12 years ago, we got to, you 
know, do blank. It's a fresh new start. It's exactly as you said it. We’ll agree on a date 
if we can't, the arbitrator is going to mandate the date. 

Jeff Mandel But I guess I'm still coming back to the point of what could we possibly come back 
and say that, you know, we did six years ago, that would negate the language that 
says that the arbitrator has the ultimate authority to decide any unresolved 
scheduling. 

Mark Richard I don’t think you could. So two reasons I would say please accept it. One is because 
you're right, so then this language won't hurt you. But I promise you just to the extent 
that we've known each other for these years. I have seen such creativity, I'm using a 
nice word here, it could be another word. I just want to know that it's ended. We just 
don't want to wake up tomorrow on our system of justice. And have anyone come up 
and say there's the arbitrator can't schedule it because of blank and something 
happened in 1912. Just, you're right, it may be superfluous language because it's dead 
now, the past practice by operation of this but it was really, really, really important to 
us. I'm just, I can't emphasize enough. We just want to know we we have 1000s of 
teacher dollars and hundreds of hours arguing over this. We just want to know that 
the arbitration scheduling is now the way you, you said it. It's in the hands of the 
arbitrator. 

Jeff Mandel All right, well, give us. Tell you what, give us 10 minutes. 

Mark Richard We'll see you back in, we’ll give you 10 minutes. 

CAUCUS 

Jeff Mandel Is Mark back? 

Mark Richard I am sir. 

Jeff Mandel Okay, super. Point of clarification with respect to the grievance procedure, and really 
just to try to avoid issues down the road. Obviously the system that as it currently 
works is that Kristie, on our end is the one that does all of the coordination. 
Understand that from your proposal, you don't want that that, you know, basically, 
we're going to mutually agree and then if we can't, we go to the arbitrator, but I want 
to just make sure that by agreeing to the language regarding past practice doesn't 
mean that we still can't have Kristie as the District's coordinator working with the 
union to schedule the dates. 

Mark Richard Wendy, we would never tell you who to use and you would not tell us it would just 
be that it would be done mutually with the arbitrator and not unilateral. 

Jeff Mandel Well, and that just goes back to the concern I had before is, is that I don't want to get 
into arguments over what past practices are. And I while I know you would never do 
it, Lucia would never do it. Somebody could, may turn around later on say, “Well, 
wait a second. You know, the parties agreed that you can’t follow the past practices, 
that means Kristie can't be involved in this anymore.” And so I just want that on the 
record. And if that's your representation, we can move forward. 

Wendy Doromal Sure. She, of course, she should be involved. 
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Unknown 1:31 She's not the issue. You have our representation that we will not tell you that it 
couldn't be Kristie or whoever it would be. Thank you. 

Wendy Doromal And she, she could be involved coordinating with the union. 

Mark Richard Just as you said it. 

Jeff Mandel Okay, so we're on the same page there. So, here's what we're willing to sign off today, 
is the District's June 15, 2022 proposal on salaries, the union's proposal from today on 
grievance procedure, with only one change, and that is is that in paragraph seven on 
page one, we cross through including arbitration hearings. And other than that we're 
agreeing to the rest of the language you proposed on grievance procedures. So 
hopefully that closes the deal. 

Mark Richard Wendy, I think we have a TA. 

Wendy Doromal We have a TA, okay. Thank you very much. 

Jeff Mandel Do you want my address for the thank you card? 

Mark Richard For your signature. 

Wendy Doromal Sure, send me your address. 

Jeff Mandel For the record, for the record, that was a joke just in case. 

Wendy Doromal I know. I’ll give you mine too 

Jeff Mandel So I think the the process that we've used in the past is that somebody over here puts 
together the language and signature lines and we email it over to you all and then if 
everybody's in agreement, which I can't imagine that they're not going to be and we 
go ahead and we physically sign. 

Wendy Doromal Sure, either party I know in the past too, we've had Lucia do the language. Either 
party can. 

Jeff Mandel Got it. 

Wendy Doromal And we'll look at it and then sign. 

Mark Richard If you want Jeff we we have, we can have it back to you in 10 or 15. You’ve gotta go 
but Lucia can send the first package over because we have it up on our screen. 

Jeff Mandel Yes, either way. I actually I think we have somebody in the back working on it right 
now as well. So tell you what, I'll let, I'll leave you all, I gotta run.  I'll leave you all to 
work out the logistics. I'm just happy we have a deal. 

Wendy Doromal Okay, thank you so much. 

Mark Richard Okay. We'll send it over and then your person can work on it and it'll be initialed. Can 
we get initialing today? Who’s gonna initial on your side because you're on the road? 

Jeff Mandel I don't know. Let me figure that out. 

Wendy Doromal When you have whoever it is, I'll come sign it today. 

Jeff Mandel Sounds great. Thank you very much. 

Mark Richard Drive safe. Bye, everybody. Congratulations. 
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ARTICLE XVI 

SALARY 

A. Salaries shall be as set forth in Appendix A, which is incorporated into, and hereby made a 
part of this Contract and shall be retroactive to the first duty day of the current school year.  
For school year 2021-22 2022-23, there will be no retroactive pay for any teacher who 
leaves the district prior to final ratification. 

1. There will be a cost of living adjustment of $100 for all personnel regardless of 
instructional practice score. 

2. Teachers with a summative performance rating of Effective shall receive an additional 
$200. 

3. Teachers with a summative performance rating of Highly Effective shall receive an 
additional $400. 

4. The total salary increase shall be paid beginning with the first check after ratification 
of this Contract. 

1. There will be a cost of living adjustment of $900 for all personnel regardless of 
instructional practice score. 

2. Teachers with a summative performance rating of Effective shall receive an additional 
$1,800. 

3. Teachers with a summative performance rating of Highly Effective shall receive an 
additional $2,425. 

4. The cost of living adjustment shall be paid beginning with the first check after 
ratification of this Contract.  Raises based on performance shall be paid after the 
Student Growth scores have been finalized and combined with the Instructional 
Practice score to create the Summative Evaluation score.  This will occur after all 
assessment scores used in the calculation of local student learning growth models are 
received by the district, verified, and final calculations completed. 

5.   Any member of the bargaining unit whose increase is less than any salary increase 
received by any other OCPS employee for the 2022-2023 School Year will receive an 
additional increase of the difference. This provision excludes wage increases to $15-
$18 per hour, promotional increases within OCPS and any other increases due to an 
internal position change. In the event that any other OCPS employee receives a 
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supplement or bonus for or starting in the 2022-2023 School Year, the parties agree 
to provide the same supplement or bonus to eligible CTA bargaining unit members. 

B. Differential Pay 

1. Supplement for Advanced Degrees 

a. The Advanced Degree Supplement shall be subject to the following: 

1) The employee must provide an official college transcript of record showing 
the award of the earned degree to the Employment Services Department. 

2) If the transcript does not indicate the date on which the degree was 
awarded, the employee must provide additional confirmation of the 
degree by submitting an updated transcript showing the date of the award, 
a copy of an official letter from the institution indicating the date the 
degree was awarded, or a copy of an official diploma from the institution 
indicating the date the advanced degree was awarded. 

3) It is understood that the advanced degree shall have been granted by a 
standard institution or shall have been properly validated as described in 
the State Board of Education Rules. 

b. The advanced degree differential shall be at least the same percentage as the 
increase in the entry teacher’s salary. 

c. The advanced degree must be held in the teacher’s area of certification for 
teachers hired on or after July 1, 2011. 

d. Teachers shall be paid the supplement once the advanced degree is verified.  The 
supplement for advanced degrees shall be retroactive to the date the degree 
was awarded or the beginning of the teacher’s primary contract school year, 
whichever is later. 
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2. Re-employment of retired teachers from the Florida Retirement System (FRS) or any 
other educational retirement system.  This includes employees retiring under either 
the Defined Benefit plan or the Defined Contribution or both in FRS. 

a. Salary Placement 

1) Initial placement of re-employed retired teachers with more than ten (10) 
years of experience shall be 12% above the entry teacher pay. Pay 
increases in subsequent years in accordance with the movement of other 
bargaining unit members which is contingent upon negotiated contractual 
provisions.  

2) Initial placement of re-employed retired school psychologists with twelve 
(12) years or more experience shall be at the twelve (12) year minimum of 
the school psychologist salary structure.   Pay increases in subsequent 
years in accordance with the movement of other bargaining unit members 
which is contingent upon negotiated contractual provisions. 

b. Any retired teacher who returns to work with less than ten (10) years of 
experience (or fifteen (15) years of experience for Focus or Priority schools) shall 
receive credit for each year of full-time public school teaching for which the 
employee received an effective performance evaluation or higher.  

c. Any retired teacher who returns to work at a Focus or Priority school shall be paid 
at 22% above entry teacher pay while they work at these schools during the time 
the schools are designated Focus or Priority.   

d. If in subsequent years, the school does not remain a Focus or Priority school, the 
teachers shall remain at the Focus or Priority pay rate with any earned increases 
for one year and if the school maintains the higher grade, the teacher’s salary shall 
decrease by 10% which shall maintain any earned pay increases  

3. Differential pay/Supplemental activities shall be compensated as set forth in 
Appendices A-1 through A-4 which is incorporated into, and hereby made a part of, 
this Contract. 
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4. Supplement Handbook 

a. The Board shall publish and post a Supplement Handbook on the websites: 
www.ocps.net/es/laborrelations and www.orangecta.fea.aft.org.  

b. The Supplement Handbook will provide information regarding the use of 
supplements, requirements of the supplement receiver, number of each 
supplement, and related information. 

c. No changes shall be made in the Supplement Handbook without CTA and the 
District meeting to negotiate such changes. 

5. Additional Period Pay  

a. The parties recognize that in some K-12 schools, teachers may volunteer to 
teach more than the required number of teaching periods.  Teachers who accept 
these extended teaching assignments may not be scheduled with the same 
amounts of planning time, student contact time, or other duty assignments as 
other teachers.  If more teachers volunteer than are needed, teachers shall be 
selected according to seniority from among those qualified to hold a position. 

b. For teaching each additional instructional period during, before or after the 
regular student day, the amount of the supplement the teacher receives for 
teaching the additional period should be based on the hourly rate of pay for an 
entry teacher with no experience based on the current year’s salary schedule.  
Calculations will be as follows:  the annual salary of entry teacher based on the 
previous year’s salary schedule/197 days in a teacher’s contract year/7.5 hours 
in a teacher’s workday x 180 instructional days of instruction in a year, rounded 
to the nearest one hundred dollars.  This amount may be prorated by semester 
based on the school’s academic needs.  For teachers with the additional 
instructional period before or after the regular student day, the normal teacher 
load must be completed during the regular student day.  

c. This shall not preclude a teacher whose primary assignment is non-classroom 
teaching from receiving the supplement in B.5.a. above upon approval of the 
Superintendent’s designee. 

d. Any Florida statutory requirement of schools to provide additional instruction 
outside of the standard student day or year shall adhere to the following: 

http://www.ocps.net/es/laborrelations
http://www.orangecta./
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1) The assignment for instructors at these schools to teach during the extended 
day or year is required on the part of the teacher.  In doing so, these teachers 
shall receive an additional pay equal to their hourly rate. 

2) Teachers at the designated schools may request in writing a transfer within 
ten (10) days of notification.  A teacher shall be placed in his/her same school 
level (elementary, middle, or high) if such a vacancy exists.   If a school level 
vacancy does not exist, the teacher shall be placed in a vacancy for which 
s/he is certified.  Teachers shall be placed in their equivalent school if such 
vacancies exist.  The District shall make a reasonable effort to transfer the 
teacher to a position in close proximity to his/her original assignment. 

3) Class size requirements for the additional instructional period shall follow 
state guidelines 

4) Observations made during the additional instructional period are for 
feedback purposes only and shall not be used as a part of the Instructional 
Evaluation System 

5) Support with curriculum and materials shall be provided to the teacher upon 
request to assist in planning for the additional instructional period. 

6. Irregular Schedule Pay 

Employees, who are assigned irregular schedules in accordance with Article XIV 
Section P, shall be compensated as follows: 

a. Teachers assigned a split shift on a regular basis for a 37.5 hour week including 
meal breaks shall be paid an additional $2,520 per year.  A split shift shall be 
defined as a shift that is not continuous. 

b. Teachers in post-secondary schools who are given an additional hour of assigned 
instructional responsibility per day beyond the normal six hours shall be paid an 
additional $3,000 per year. 

c. Teachers selected for these supplements who have not had a break in service 
since 1996-97, shall be assured of the applicable amount as set forth above or 
the amount received in 1996-97, whichever is greater. 

C. The fiscal year for 10 and 11 month teachers begins with the first day of their primary 
contract.  The number of duty days in a teacher’s primary contract is specified in Article 
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XV.A. The daily rate of pay for teachers shall be determined by dividing their annual salary 
for their primary contract of employment by the number of duty days specified therein.   

D. In-service training and planning on a non-duty day will be compensated at a minimum of 
$60 for a three hour day and $120 for a six hour day, provided the funding is available.  Non-
monetary consideration in lieu of the above may be agreed to between the administrator 
and the employee.  This provision shall apply to compensate teachers newly hired to the 
District for work performed prior to the start of their contract.  Such payment shall be 
authorized only upon successful completion of background screening including 
fingerprinting and drug testing. This will not become effective until the date of final 
ratification of the 2014-15 contract.  This language is not retroactive to the beginning of the 
2014-15 SY. 

E. Summer session employment shall be paid at the teacher’s rate of pay per their primary 
contract for the school year just completed. 

F. Method of Payment 

1. Employees shall be paid biweekly beginning on the third week of their work year. The 
number of payments to be issued will correspond to the length of time from the first 
to the last duty day in the school year.  Two payments per year will be for eight days 
each and will occur during pay periods where there are no insurance deductions.  The 
remaining payments will be for equal amounts of nine days each. 

2. If requested on or before the last day of preplanning, ten-month teachers shall be 
placed on deferred pay status.  These employees shall receive their regular salary in 
biweekly installments, and their remaining salary shall be paid at the time of the 
employee’s final payment of the year. 

 3. To the extent permitted by law, and provided employees will not be paid in advance 
of time worked, payments shall be issued biweekly. When a payday falls on a bank 
holiday, the payment will be made on the business day prior to the bank holiday. 

4. The parties agree to mandatory direct deposit effective for all employees by 
December 31, 2006.  Upon request of an employee, the Board shall provide direct 
deposit of each of his/her payment to the financial institution of the employee’s 
choice, subject to regulations relating to direct deposit. 

5. The Board shall issue payments to employees employed in summer school in equal 
installments on a biweekly schedule, insofar as possible. 
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6. Under normal circumstances, supplements will be included in the employee’s regular 
payment. 

a. Payment for high school winter sports will begin in November and for spring 
sports in February. 

b. Payment for middle school sports will begin the month following the beginning 
of each sport season. 

c. Up to $100 of the agribusiness and/or FFA supplements may be held until after 
completion of all required activities during the month of June. 

7. Payments shall be generated in a manner that guarantees privacy. 

8. Any payment which must be rewritten due to an employee’s absence(s) near or at the 
end of the work year shall be reissued within one week following his/her last duty day. 

9. It is understood that the last payment in the fiscal year may not be distributed until 
after the final duty day. 

G. If active service is terminated by death, all salary owed at the time of death shall be paid to 
the employee’s designated beneficiary or estate if no beneficiary has been designated. 
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H. Employees shall be paid entry salary with no experience until such time as verification for 
experience is received by the Board.  Upon verification of experience any adjustment of 
salary shall be made by the end of the next payroll period.  Any salary adjustment for 
experience credit shall be retroactive to the first duty day of the employee’s primary 
contract, in the fiscal year in which the verification is received.   

 One day more than the number of days constituting one-half year of another district’s 
regular school year shall be considered as one year of credit. 

A teacher shall be paid on the salary schedule, based upon the following criteria: 

1. Teaching Experience 

a. In-state public school teaching experience:  Credit shall be given for each year of 
full-time public school teaching service earned in the state of Florida which is 
verified by previous employer(s).  Re-employed retirees are exempt from this 
provision.  Experience credit shall be reviewed and pay shall be based on what 
similar teachers with the same amount of experience credit are compensated.   

 For 2014-2015, newly hired teachers who worked at another Florida school 
district or charter school during the 2013-2014 school year will receive a one-
time recruitment bonus, equivalent to half of the respective 2014-2015 salary 
increase amounts (COLA plus performance) based on their officially documented 
2013-2014 summative evaluation rating.  Documentation consisting of print 
screens of the evaluation rating must be provided to Human Resources during 
the teacher’s first calendar year.  Teachers who did work at OCPS during the 
2013-14 school year and received a final evaluation rating,  are ineligible for this 
bonus and will return to OCPS at their previous salary plus 2014-2015 increase 
(COLA plus performance). 

b. Out of state public school teaching experience:  Instructional personnel hired 
from outside of the state of Florida shall receive credit for each year of full-time 
public school teaching which is verified by the previous employer.  Experience 
credit shall be reviewed and pay shall be based on what similar teachers with 
the same amount of experience credit are compensated. 

c. Instructional personnel hired from private schools (or school systems, including 
college) shall receive credit for each year of full time teaching. Teaching 
experience may be added to all prior public school experience credit. Experience 
credit shall be reviewed and pay shall be based on what similar teachers with 
the same amount of experience credit are compensated. 
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d. Instructional personnel shall provide verification of effective performance for all 
years of experience to the Human Resources Department. 

e. Paid holidays shall be counted in computations which apply to credit for 
teaching. 

f. Half-time:  Effective July 1, 2011, half-time teaching shall be counted year for 
year for salary credit. Half-time teaching prior to July 1, 2011 will continue to be 
combined so two one-half years equals one year of experience.  Half-time 
experience shall continue to count as one-half of full-time experience for the 
purpose of calculating seniority. 

g. Half Year:  Work less than the number of days constituting one-half year of 
another district’s regular school year.  Teachers may combine two one-half years 
of experience for a full year of teaching credit.  One-half year of teaching shall 
be defined as at least 26% to 50% of the total number of days, 26% of which 
must be continuous duty days, in any regular school year. 

h. Teaching experience credit shall apply to equivalent school employment, such 
as guidance counselor, media specialist, and curriculum resource teacher.  
Working in the position of a four-year degreed permanent substitute in the 
District shall count as equivalent school employment. 

i. No salary credit shall be given for substitute teaching, graduate assistantships, 
private nursery school pre-k or kindergarten teaching, unless pre-k kindergarten 
teaching was a part of an elementary school or school district. 

j. Teachers shall receive no salary credit for teaching for any time prior to being 
awarded a four-year degree. 
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2. Work Experience 

a. All years of work related experience, excluding those years required for 
certification, shall be granted for salary purposes to those positions requiring 
work experience for certification and to school psychologists, social workers, 
audiologists, and speech therapists. Experience credit shall be reviewed and pay 
shall be based on what similar teachers with the same amount of experience 
credit are compensated. 

b. Upon initial employment, teachers who fill positions for which work experience 
may be used or is required for certification, shall be granted either work 
experience credit (above that used toward certification) or teaching credit, for 
salary purposes. 

c. Work experience may be combined for salary credit in the same manner as such 
combinations apply to certification based on work experience. 

d. If a teacher transfers into a position for which work experience may be used or 
is required for certification, the teacher may apply work experience (above that 
which would have been used for certification) in lieu of teaching experience for 
salary purposes.  Such adjustment shall be retroactive to the first day of 
employment of the fiscal year in which the teacher applies for the adjustment. 

e. In no case shall both work experience and teaching experience, as used in 
conjunction with one another above, be granted for salary purposes if earned 
during the same calendar year. 

f. Teachers who are certifiable in the critical needs areas of mathematics, science 
and exceptional education may be granted, upon initial employment, work 
experience credit for all years of work related experience.  Work experience 
must be directly related to the position for which the teacher is hired, and 
documentation must be provided by the teacher for review and approval by 
Employment Services.   
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g. Military Experience – If honorably discharged, including a general discharge 
under honorable conditions, credit for pay purposes shall be granted for up to 
four years of active military duty in the armed forces of the United States of 
America. This credit will be granted upon receipt of the employee’s DD 214 by 
Employment Services. 

3. JROTC 

a. It is understood the JROTC instructor will have retired from active military duty. 

b. The following procedures shall apply to pay upon hire:   

1) The difference between the active duty pay and the retirement pay is the 
Minimum Instructor Pay (MIP). This documentation is provided by the 
JROTC instructor’s branch of the military.   

2) Until documentation is provided or if that amount falls below the salary of 
similar teachers with four (4) years of experience, pay upon hire will be the 
same as similar teachers with four years of experience.   

3) If the MIP amount is more than the amount paid to teachers with fifteen 
(15) years of experience, the employee shall be paid the MIP and shall not 
receive district increases, until such time as the amount those with 15 
years of experience are earning meets or exceeds that amount.   

4) Active JROTC Instructors whose salaries are frozen, therefore ineligible for 
performance pay increase shall receive lump sum bonuses in the same 
increase amounts (performance + COLA) for the respective evaluation 
ratings based on their individual summative evaluations.  Payout of the 
bonus will occur after ratification of salary. 

c. Any increase on the salary schedule in subsequent years shall be in accordance 
with the pay increase of other bargaining unit members, which is contingent 
upon negotiated contractual provisions. However, eligible JROTC instructors 
shall only receive the higher salary increase of either the MIP or what is granted 
to other eligible instructional personnel, not both.   

d. The parties recognize that should any of the above provisions be held to be 
contrary to law, Article II.E. shall apply. 
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4. Former employees who are re-hired after retiring under any Orange County Public 
Schools retirement incentive shall be placed on the salary schedule entry teacher pay.   

5. Former employees who are re-hired, other than those who retired from the District, 
shall return to their previous salary less any differential as outlined in Article XVI. B., 
or be placed on the new teacher entry placement schedule, whichever is greater. 

I. Salary adjustments for administrative mistakes in granting salary credit shall be retroactive.  
The retroactive period for back pay shall include the current year and up to a maximum of 
five previous years.  The district will correct an error involving wages or other means of 
compensation up to two years from the date the error was identified per F.S. 95.11.  The 
employee shall receive back pay, once s/he has brought the matter to the attention of the 
Employment Services Department, at the end of the next payroll period.  If an employee 
has been overpaid, an adjustment shall be made at the end of the next payroll period, and 
arrangements shall be made whereby the employee may take a period of time, up to the 
end of that school year, to reimburse the Board for such an overpayment.  In extreme cases, 
the time may be extended.  Except in cases where an employee knew or should have known 
of the overpayment, the total amount due for an overpayment on the salary schedule shall 
only be retroactive to the beginning of the school year in which the over payment was 
discovered. It is the employee’s responsibility to review his/her salary statements for 
accuracy. 

J. An employee shall be responsible for providing documentation of academic degrees and 
experience for salary, differential pay and supplement purposes to the Employment 
Services Department. 

K. A PSC/CC teacher’s salary may be frozen if identifiable less than effective performance 
exists. The following procedures shall be used: 

1. The administrator shall notify the teacher in writing of the less than effective 
performance, including specific examples.  Notification shall occur prior to the 
beginning of the second semester. 
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2. A conference shall be held between the administrator and the teacher within ten duty 
days to review the matter.  A specific written plan, including reasonable timelines, 
shall be developed by the administrator to assist the teacher in improving 
performance. 

3. Within ten duty days of the development of this plan, the teacher may request an 
independent review of the matter by the applicable associate superintendent. 

4. Failure to demonstrate significant improvement prior to one month before the end of 
the teacher’s work year may result in a recommendation by the administrator for 
retention of the teacher on the salary schedule. 

5. The Superintendent shall make a decision for retention on the salary schedule prior 
to the end of the teacher’s work year and shall so notify the teacher in writing, with a 
copy to the Association 

6. The teacher shall be entitled to Association representation throughout this 
procedure. 

7. Such freezing of a teacher’s salary shall not be used two years in a row, unless the 
provisions of Article XII Section C. have been initiated. 

L. For any solicitations of contributions from instructional personnel, the District shall ensure 
that all contributions and information about contributions shall be kept confidential.  
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ARTICLE III 

GRIEVANCE PROCEDURE 

A. A grievance shall be defined as a dispute involving a violation, misinterpretation, or 
misapplication of a provision(s) of this Contract.  The grievance procedures set forth below 
shall be used for the settlement of said disputes. 

B. General Provisions 

1. Only a member of the bargaining unit, a group of members of the bargaining unit, or 
the Association may file a grievance.  Whenever the word "grievant" is used herein it 
may refer to any of the above. 

2. A grievant may have representation by the Association at any step of the grievance 
procedure. Representation by the Association shall include the right to speak and to 
present arguments and evidence on behalf of the grievant. 

3. Nothing in this Article shall be construed to prevent any employee from presenting at 
any time his/her own grievance, in person or by legal counsel, and having such 
grievance adjusted without the intervention of the Association, if the adjustment is 
not inconsistent with the terms of this Contract, and if the Association has been given 
reasonable opportunity to be present at any meeting called for the resolution of such 
grievance. 

4. Each written step in the grievance procedure shall be filed on a standard form as 
agreed to between the parties. 

5. The Association shall inform the Human Resources Department designee(s) of the 
grievance number, school and grievant’s name when a written grievance is filed. 

6. The parties agree to attempt to resolve grievances at the lowest possible level, and 
shall present documentation and other needed information to that end. 

7. All grievance meetings, including arbitration hearings, shall be held on dates and times 
mutually agreed to by the parties. during the employee’s duty day and within 
his/her work year, unless the parties mutually agree to hold such meetings at other 
times.  No employee shall suffer loss of pay for attending such meetings as a witness 
or party to the grievance. 
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8. The parties agree that tape recording of any grievance meeting, other than an 
arbitration hearing, shall not be done without the express permission of all persons 
present. 

9. Either party to a grievance shall be granted a three duty day extension at any step in 
the processing of the grievance, provided that party notifies the other party, in 
writing, prior to the date that the time period for that step would elapse.  The time 
limits prescribed herein may be modified by mutual agreement of the parties. 

10. Whenever illness or other incapacity of a party to a grievance prevents attendance at 
a grievance meeting, the time limits shall be extended to such time that the party can 
be present, except that the grievant may appeal to the next step if the designated 
administrator is incapacitated beyond ten duty days. 

11. If at any step in the grievance procedure, no disposition is made within the time limits 
prescribed for that step, the grievant shall have the right to proceed to the next step.  
If the grievant fails to appeal to the next step within the prescribed time limits, his/her 
right to proceed with the grievance shall be waived. 

12. If a grievance arises as the result of a condition which the administrator is without 
jurisdiction to resolve, the grievance shall be filed directly to the Human Resources 
Department designee(s), and placed at Step III of the grievance process and a meeting 
shall be held in an effort to resolve the matter, as provided for in Section C.3. of this 
article.  Prior to scheduling the meeting, the written grievance shall be provided to 
the Human Resources Department designee(s), with a copy to the Association. 

13. A grievant may withdraw his/her grievance at any step, but that same grievance may 
not be filed a second time, unless it is of a continuous nature. 

14. If at any point during the processing of a grievance the grievant elects to seek 
resolution of a particular issue through a judicial or administrative agency proceeding, 
s/he shall waive the right to pursue only that particular issue through the grievance 
procedure. 

15. The Board shall assure the grievant and any witnesses freedom from restraint, 
interference, coercion, discrimination or reprisal in the processing of a grievance in 
accordance with Florida Statute. 

16. The filing of a grievance shall in no way interfere with the right of the Board to carry 
out its management responsibilities, subject to the final decision on the grievance.  
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However, the final decision on the grievance shall be in accordance with Florida 
Statute. 

17. Any grievance pending at the time of expiration of this Contract shall be processed to 
completion, according to the provisions herein. 

18. All documents, communications, and records dealing with the processing of a 
grievance shall be filed in a separate grievance file and shall not be kept in the official 
personnel file of the grievant, except those that operationally or statutorily are 
required to be reflected in the personnel file. 

C. Grievances shall be processed as outlined below.  The employee may choose to have 
representation at all steps of the process. 

1. Step I: Good Faith Discussion 

If an employee feels s/he has a grievance, the employee shall first meet and discuss 
the matter in good faith with the administrator in an effort to resolve the matter 
informally.  The employee may have representation by the site association 
representative or his/her designee.  The request for the discussions shall take place 
within twenty (20) duty days after the employee knew, or should have known, of the 
incident which is the basis of the potential grievance. The discussion shall take place 
within six (6) duty days. 

In the discussion, the employee shall advise the administrator of the particular 
section(s) of the Contract the employee believes was (were) violated, and how they 
allegedly were violated.  The employee may also present a solution.  Verbal dialogue 
is encouraged and may continue over the next six (6) duty days, a resolution must be 
presented and agreed upon or the employee shall receive an explanation as to why 
the administrator believes the contract was not violated.  Any resolution shall not 
violate the contract and shall be reduced to writing by the site association 
representation and signed by the administration. 

2.  Step II: Written Grievance  

Failure to reach an agreement or failure to respond in six (6) duty days will 
automatically move the grievance to Step III.  The grievance form shall be obtained by 
the employee from the Association office or online at [link].  The Association shall 
provide the grievance register number for the grievance to the grievant. Changes to 
the grievance form shall be mutually agreed to by the parties. 
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If the discussion above does not resolve the issue satisfactorily, the employee may file 
a written grievance within ten (10) duty days following the employee’s receipt of the 
administrator’s response.  The written grievance shall be presented by the employee 
during a meeting with the administrator. 

The written grievance shall contain: 

• Specific date of alleged violation 

• Date of Step I meeting 

• A concise statement of the facts upon which the grievance is based 

• A reference to the specific section(s) of the Contract allegedly violated 

• An explanation as to how the employee believes each cited section was violated 

• A suggested remedy by the employee. 

Copies of the grievance shall be sent to the Human Resources Department designee(s) 
and the Association.  A response shall be provided by the administrator, in writing, 
within six (6) duty days from receipt. 

3. Step III: District Level Hearing 

If the grievant is not satisfied with the disposition of the grievance by the 
administrator, s/he may appeal the grievance to the Superintendent/designee.  Such 
appeal shall be made within six (6) duty days of the receipt of the administrator’s 
response, and include the scheduling of a meeting in an effort to resolve the dispute.  
The meeting shall take place within then (10) duty days of filing and shall include the 
grievant, his/her representative if requested by the grievant and a member of the 
Human Resources Department designee(s).  Dialogue is encouraged to reach 
resolution prior to the meeting and both parties shall present any evidence to 
substantiate their positions in the matter. Within ten (10) duty days of the meeting, 
the Superintendent/designee shall respond to the grievance in writing. 

4. Step IV: Mediation 

If the grievant/Association is not satisfied with the disposition of the grievance from 
the District level hearing, the grievance may be referred to mediation.  The 
grievant/Association and the District shall mutually agree to submit a grievance to 
mediation.  The grievant/Association shall notify the District in writing within six (6) 
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duty days of the conclusion of Step III of the grievant/Association’s desire to refer the 
grievance to mediation.  The District shall respond to the request for mediation within 
three (3) duty days of the written request. 

a. Within six (6) duty days following the agreement of mediation, the 
grievant/Association shall notify the selected mediation service.  The mediation 
conference shall be scheduled at a mutually convenient location and time. 

b. There shall be one designated spokesperson from each party at the mediation 
conference. 

c. The mediator shall have the authority to meet separately with either party, but 
shall not have the authority to compel the resolution of a grievance. 

d. The presentation of facts and considerations shall not be limited to those 
presented at Step II of the grievance procedure.  However, new information shall 
be shared between the parties prior to the mediation conference.  Proceedings 
before the mediator shall be informal in nature.  There shall be no formal evidence 
rules.  No transcript or record of the mediation conference shall be made.  The 
mediator shall attempt to assure that all necessary facts and considerations are 
revealed to him/her. 

e. Written material presented to the mediator shall be returned to the party 
presenting that material at the termination of the mediation conference, except 
that the mediator may retain one copy of the written grievance solely for the 
purpose of statistical analysis. 

f. Fees and expenses shall be shared equally by the parties. 

g. Resolution through such mediation shall be reduced to writing and signed by all 
parties to the grievance. 

5. Step V: Arbitration 

If resolution is not reached through mediation or mediation is bypassed, the grievance 
may be submitted to arbitration.  The grievant and his/her representative shall, within 
twenty (20) duty days after receipt of the decision of the Superintendent/designee, 
notify the District of the intent to submit the grievance to arbitration. 

D. Arbitration Provisions 
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1. Within fifteen (15) duty days of its notice to the Superintendent, the Association shall 
request the Federal Mediation and Conciliation Service (FMCS) to submit a panel of 
seven arbitrators who are qualified to hear public sector grievances or may jointly 
agree to set up a panel of arbitrators from which to make a choice.  Upon receipt of 
the panel, the parties shall select, within twenty-one (21) calendar days, an arbitrator 
by the alternate striking method or other mutually agreeable method, and shall notify 
the FMCS of the arbitrator selected.  The parties shall not be precluded from mutually 
agreeing on an arbitrator not on the panel. 

2. If for some reason the arbitrator will be unable to serve or the parties mutually agree 
that no person on the panel is suitable, the parties shall jointly request the FMCS to 
submit a new panel of seven arbitrators from which an arbitrator will be selected in 
the same manner. 

3. Arbitration hearings shall be scheduled to be held on dates and times mutually 
agreeable to the parties and the arbitrator; however, the arbitrator has the ultimate 
authority to decide any unresolved issues relating to scheduling. This paragraph 
represents the entire agreement and supersedes any past practice with regards to 
arbitration scheduling. within sixty (60) calendar days of selection unless the parties 
agree to extend the timeline or the arbitrator is unavailable within the timeline.  All 
arbitration proceedings shall be conducted under and governed by the rules of the 
FMCS.   

4. The parties agree to accept the arbitrator’s award as binding upon them. 

5. The parties shall share equally the cost of arbitration. 
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6. Should either party request a stenographic transcript of the proceedings, then that 
party will bear the full costs for said transcript.  If both parties mutually agree to a 
stenographic transcript, then the cost of said transcript will be divided equally 
between the parties. 

7. The arbitrator’s decision shall be in writing and shall set forth his/her findings of fact, 
reasoning and conclusions on issues submitted. 

E. Power of the Arbitrator 

1. An arbitrator shall not have the power to add to, subtract from, modify, or alter the 
terms of this Contract. 

2. S/he shall have no power to rule on the substantive reasons of the Board not to 
reemploy an annual contract teacher, placement of an annual contract teacher on a 
fourth year of annual contract, or the decision not to continue any teacher in any 
extracurricular activity, provided that said reason does not amount to a violation, 
misinterpretation, or misapplication of this Contract.  The arbitrator, however, shall 
have the power to rule on the procedural violations of the above. 

3. S/he shall have no power to rule on an alleged violation, misinterpretation, or 
misapplication of School Board policy, provided that there was no violation, 
misinterpretation, or misapplication of this Contract. 
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