
Frequently Asked Questions 

Budget, Compensation & Benefits 
 

Below is a list of frequently asked questions that have been gathered from those that were sent to 
school board members, Superintendent Jenkins, and district staff by our teachers. We appreciate all 
questions that have been raised and understand the need to provide answers so that our teachers have 
a greater understanding of the district budget, teacher compensation, and employee benefits.  
 
Why can’t the District offer a larger increase to employees? Funding from the Florida Legislature limits 
how much money is in the budget. The School Board has made teacher/employee pay a priority; 
however, the board cannot spend beyond our funding levels. The Florida Legislature sets the Required 
Local Effort (RLE) portion of property taxes that supports public schools. For the fifth straight year, the 
Legislature has reduced the amount that Districts are allowed to levy. The District set the property tax 
rate (RLE) at the highest level allowed under Florida law. 
 
Why don’t we use the voter-approved Special Millage to provide a bigger raise to teachers? The voter- 
approved Special Millage is already committed in the budget “to preserve academic programs, retain 
highly qualified teachers, and protect arts, athletics and student activities,” as stated in the ballot 
language approved Aug. 30, 2018. A portion of the Special Millage is used to fund teacher salaries.  
 
How much was the increase in funding to OCPS this year? The overall State funding per student 
increased 3.87%. However, included in the 3.87% increase are categorical obligations, required by the 
State, for Best & Brightest, Safe Schools, Turnaround Supplemental Services, and Mental Health 
programs. After you subtract those required categorical obligations and add back in our Special 
Millage within Orange County, our actual per-student increase is only 2.45% above last year. Rather 
than budget and offer a 2.45% payroll increase, the Board and Superintendent insisted we tighten our 
belt as much as possible so we could offer another 4% increase, as we did last year. 
 
Why does the District not purchase stop-loss insurance to cover benefit plan years when there is an 
increase in catastrophic claims? The District periodically reviews stop-loss coverage. The District has 
found that the premiums for stop-loss insurance would have cost more than we would have saved. In 
just the last two years, the District would have spent $6 million for stop-loss coverage and only 
received $2.7 million in stop-loss claims. That would have been a net loss of $3.3 million.  
 
Why is the District offering a similar raise as last year when the base student allocation (BSA) was only 
47 cents per student versus $75.07 this year? The main difference between last year’s budget demands 
versus this year is the increased cost of employee health insurance contributions by the District. The 
impact to the General Fund is approximately $17 million. The health insurance contribution increase 
of $17 million is more than the $16 million increase in the BSA (revenue from the state that can be 
used for salary increases). The $17 million includes the District covering the first 10% of the premium 
increase for each employee, from approximately $8,444 last year to approximately $9,289 this next 
year.  
 
Why doesn’t the District use the dollars that are being spent on the one-to-one student device initiative 
for salary increases? The one-to-one device initiative is funded by the half-cent sales that, by law, 
must be used for capital purposes. These funds may not be used for payroll and other operational 
purposes accordingly to Florida Statute. 



 
Can the District use Title I funds to provide salary increases to teachers? Title I funds must be used in 
accordance with grant guidelines. Federal regulations prohibit the use of Title I funds to replace 
general fund dollars. For approved positions funded by Title I dollars in the district, Title I does fund 
the cost of any salary increase. 
 
Why can’t the district provide pay increases to instructional staff based upon percentages like some 
other districts have done? The teacher performance pay law was adopted by the Florida Legislature in 
2011 and has been required since July 1, 2014.  Nothing in the law expressly prohibits districts from 
adopting pay increases based on percentages. However, given the language of the law, Highly 
Effective teachers must receive more than any other teacher in the district and Effective Teachers can 
only receive at least 50% but not more than 75% of the annual adjustment of a Highly Effective 
Teacher  

 
Example:  
Teacher “A” – one year of experience making $40,500 – rated Highly Effective – salary increase 
of 4% - raise would be $1,620  
Teacher “B” – 20 years of experience making $60,000 – rated Effective – salary increase of 3% 
(75% of the Highly Effective teacher increase) - raise would be $1,800 
 
This scenario would violate the provision of the law that states, “The annual salary 
adjustment under the performance salary schedule for an employee rated as highly effective 
must be greater than the highest annual salary adjustment available to an employee of the 
same classification through any other salary schedule adopted by the district.”   
 
This scenario also violates the provision of the law that states, “The annual salary adjustment 
under the performance salary schedule for an employee rated as effective must be equal to at 
least 50 percent and no more than 75 percent of the annual adjustment provided for a highly 
effective employee of the same classification.”   

 
The only way to make percentages work would be to cap the salary increase of the most experienced, 
highly paid “Effective” teacher to be no more than the least experienced, lowest paid “Highly 
Effective” teacher in the district. In order to calculate these percentages and comply with the statute, 
the result would be a wide disparity between the percentage of raises given to Highly Effective and 
Effective teachers. .   
 
 
Why don’t we have two salary schedules, one for grandfathered PSC teachers and one for Annual 
teachers? The District must abide by Florida Statute 1012.22 that states, “Instructional personnel on 
annual contract as of July 1, 2014, shall be placed on the performance salary schedule adopted under 
subparagraph 5. Instructional personnel on continuing contract or professional service contract may 
opt in to the performance salary schedule if the employee relinquishes such contract and agrees to be 
employed on an annual contract under s. 1012.335. Such an employee shall be placed on the 
performance salary schedule and may not return to continuing contract or professional service 
contract status. Any employee who opts into the performance salary schedule may not return to the 
grandfathered salary schedule.” 
 

http://www.leg.state.fl.us/Statutes/index.cfm?App_mode=Display_Statute&Search_String=&URL=1000-1099/1012/Sections/1012.335.html


Because the current salary schedule for the district was ratified by the bargaining unit and adopted 
before July 1, 2014, it serves as both the “grandfathered” and the “performance” salary schedule. The 
definition of “grandfathered schedule” is any salary schedule adopted before July 1, 2014. This allows 
all OCPS teachers, regardless of contract status, to receive performance pay without having to give up 
their Professional Services Contract. 
 
Why doesn’t the district use reserves for pay increases? Reserves are similar to an emergency fund. 
Once you spend the dollars from your emergency fund, they are gone. Salaries are recurring costs that 
must be funded each year. We depend on recurring revenues to pay recurring costs. Specifically, the 
$72 million that has been referenced at public meetings was the unassigned fund balance back on 
June 30, 2018. The unassigned fund balance is a non-recurring source of dollars that should not be 
used for recurring costs such as salaries. In fact, School Board Policy DB states, “The General Fund 
budget should not include funding of recurring appropriations from non-recurring revenues. Any 
deviation from this sound fiscal practice should be disclosed to the Board.” 
 
What happens if a school district falls below the required statutory reserve in their general fund? Florida 
Statutes 1011.52 (1), states, “If at any time the portion of the general fund’s ending fund balance not 
classified as restricted, committed, or nonspendable in the district’s approved operating budget is 
projected to fall below 3 percent of projected general fund revenues during the current fiscal year, the 
superintendent shall provide written notification to the district school board and the Commissioner of 
Education.”; and 
 
(2)(a), states, “If at any time the portion of the general fund’s ending fund balance not classified as 
restricted, committed, or nonspendable in the district’s approved operating budget is projected to fall 
below 2 percent of projected general fund revenues during the current fiscal year, the superintendent 
shall provide written notification to the district school board and the Commissioner of Education. 
Within 14 days after receiving such notification, if the commissioner determines that the district does 
not have a plan that is reasonably anticipated to avoid a financial emergency as determined pursuant 
to s. 218.503, the commissioner shall appoint a financial emergency board that shall operate under 
the requirements, powers, and duties specified in s. 218.503(3)(g).” 
 
What is the cost of teacher raises?   
The Board committed $33 million to pay for teacher raises and $12.1 million for benefits cost 
increases, as well as $7.7 million for the additional $500 non-recurring bonuses. The total cost of the 

entire compensation and healthcare package for all instructional employees is 

$52,872,637.  
 
What is the total cost compensation and healthcare benefits for all employees?  
The total cost of the entire compensation and healthcare package offered by the Board for all 

instructional and classified employees is $73,588,375. 

What did the legislature provide that could be used for raises? The District received $44 million 

increase in base funding from last school year to this year.  These funds must cover the $27.7 million 

cost to educate 3,764 new students and the $2.4 million cost increase in the Florida Retirement 

System (FRS) for all employees.  After the cost of new students and the FRS expenses are paid for all 

employees, the Florida Legislature only provided $13.9 million in discretionary funds for salaries and 

increase costs in healthcare benefits.  For some perspective, it costs the District $8.3M for a 1% 

increase in salary for all teachers. 

http://www.leg.state.fl.us/Statutes/index.cfm?App_mode=Display_Statute&Search_String=&URL=0200-0299/0218/Sections/0218.503.html
http://www.leg.state.fl.us/Statutes/index.cfm?App_mode=Display_Statute&Search_String=&URL=0200-0299/0218/Sections/0218.503.html


 
What is Diana Moore’s role with the Classroom Teachers Association?  Ms. Moore is the immediate 
past president of the CTA.  The America Federation of Teachers (AFT) removed Ms. Moore from office 
in 2015 for “the willful disregard of the [union] by-laws authority on separation of power between 
governing bodies; interference with member representation responsibilities and authority; and 
repeated systemic and intentional internal election misconduct even when those elections have been 
under the supervision of the state affiliate.” In the removal notification letter to OCCTA membership 
dated July 29, 2015, AFT President, Randi Weingarten stated, “It grieves me to witness the willful, 
deliberate, and repeated disregard of the democratic rights of union members by duly elected leaders 
who are entrusted with upholding and protecting those very rights. Unfortunately that is the situation 
we face currently with the President of the Orange County Classroom Teachers Association [Diana 
Moore].”  
 
 
 


