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Article Language Changes
Article VII Planning/Preparation and Language states activities directors at the junior
Conference Time high schools shall have two (2) planning periods per day
during student contact time. Provides for two additional
planning days for teachers identified as Inclusion
teachers with 15 or more contact students.
Atrticle XIII Reduction in Force, Recall Added language that RIF procedures would be
Procedures and Involuntary based on employees with a final evaluation which
Transfers includes student performance measures. Provided
language which stated conditions by which a teacher
of a self-contained unit may move with the unit prior
to a RIF.
Article XXII Insurance Board increased its insurance contribution to $301.95

Clay Assessment System

Article XXVIII Compensation

Signature Sheet

per pay period. This is an increased contribution of
$869.20 per employee per year for health insurance.

CAS language stated that annual contract teachers will
be formally evaluated one (1) time each year. A pre-
observation conference may be required in order to
provide context into the lesson and the setting in which
the lesson is occurring.

During the 2017-2018 negotiation cycle a two year
agreement on compensation was signed in which the
parties agreed to a salary increase of $1,000 for PSC/CC
teachers in accordance with the established pay for
Performance formula for the 2018-2019 School year.

Bargaining team members’ signatures on

June 21, 2018, indicate final tentative
agreement and recommendation for ratification
by the School Board and CCEA.

Please review language posted at your work site. Both CCEA and the District’s team recommend

ratification of these amendments.
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Board Counter Proposa
6/21/2018

ARTICLE VII
PLANNING/PREPARATION AND CONFERENCE TIME

For the purposes of this article, plaﬁning time refers to the time available to teachers as during the

student day and shall be teacher-directed for the purpose of instructional planning. Teacher -

planning time, during the instructional day, will be given the highest priority and conferences will
be held to a minimum during the student day.

The Board recognizes the value and importance of providing planning/preparation and conference
time for quality instruction. The Board and the Association also recognize the value and
importance of ensuring student safety. Therefore, the Board and the Association agree to the
equitable assignment of professional duties to ensure student safety during this planning,
preparation and conference time as referenced in Article VIII, Professional Duties. = The
Administration and the Association will work together to minimize encroachment upon planning,
preparation and conference time.

1. High school, middle school, and junior high school teachers shall have planning time each

"day equivalent to one (1) class period during student contact time. Activities directors at the

junior high schools shall have two (2) planning periods per day during student contact time. This
time is in addition to the thirty (30) minutes allotted for lunch. For the purpose of this section,
supervised study periods will be considered part of the instructional and supervisory load and will
not be considered planning or preparation/conference time. Supervisory loads of secondary
classroom teachers shall not exceed five (5) class periods in a six (6) period day, or six (6) class
periods in a seven (7) period day as long as there is compliance with Article XVII, Class Size.

2. A Career and Technical teacher may be scheduled as in paragraph 1 above or to teach two (2)
three-hour Blocks or five (5) class periods in a six (6) period day depending on student’s
needs. Planning time may be assigned outside student contact time but during the work day.

3.. Elementary teachers shall have a planning time each day equivalent to no less than thirty (30)
consecutive minutes during student contact hours. However, if a school’s resource time is 40
minutes, teacher will be guaranteed forty (40) consecutive minutes of planning. This time is
in addition to the thirty (30) minutes allotted for lunch. This period may occur during the
time students are in resource classes. When a teacher serves more than one school per day,
planning time and duty will be scheduled at only one of the teacher's assigned schools. Any
regularly scheduled deviation from the thirty (30) consecutive minutes per day of planning
time during student contact hours must be collaboratively developed through consensus
between teachers and administration within the school site. A consensus meeting will be held
and co-lead by the building representative and the principal to develop a final schedule the
faculty can support.

Planning days shall be for the purpose of planning, preparation and conferencing.

Teachers of students with disabilities who have been identified as an inclusion teacher

with fifteen or more contact students will be provided ere two additional planning day; for the

purpose of completing their requirements at their worksite on a mutually agreed upon day. '

2018-2020 Master Contract
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Board Counter Proposal
Date: Jume 21, 2018
_ ARTICLE X '
REDUCTION IN FORCE, RECALL PROCEDURES AND INV OLUNTARY TRAN SFERS

L Identlﬁca’uon of Affected Personnel for Reductlon in Force

A.  If workforce reduction is needed, a district school board must retain employees ata school or
in the school district based upon educational program needs and the most recent complete and
. final Clay Countv performance evaluations of employees within the affected program areas.
Within the program areas requiring reduction the employees within the affected program
areas. This WIH provide a -more complete picture of  evaluation — including student
performance.  Within the program areas requiring reduction, the employee with the lowest
performance evaluations must be the first to be released: the employee with the next lowest
performance evaluations must be the second to be released: and reductions shall continue in
like manner until the needed number of reductions has occurred. A district school board may
not prioritize retention of employees based upon seniority. See Florida Statutes 1012.33(5).

- B.  Inthe event that two (2) or more employees have equal spring-preliminary evaluation
" percentages, the following additional criteria should be used to determine the order in which
reductions shall proceed. If a tie is resolved at any point through the process below there is
‘no need to continue to consider additional criteria as set forth in (a) through (b) below:
a. Employees who have a higher final evaluation score for the previous school year.
b. If a tie still exists the employee who has a higher evaluatlon score from the
prior school year.

—— C. —-No-new teacher shall -be-hired-in Phase*LVf until-all fully quahﬁed PSc/cC- unassigned- ———-— —
teachers from that affected subject area or grade level have been recalled or have declmed or
failed to accept recall to an offered position.

D. Teachers who hold Professional Service Contract or Continuing Contract will retain their
rights to a job ‘within the (hstnct provided they maintain at least an Effective rating on their
performance evaluatlon in accordance with Florida Statute and Clay Assessment System
procedures.

E.  When a reduction in the allocatlon of teachers in a school, subject area within a program in a
-school,. or county-wide reduction. is necessary, the Association shall be presented- with the'
reduction list.

II.  Transfers Due to Enrollment/Class Size
A.  After the school year begins and adjustments in allocations are necessary due to enrollment
~ transfers of teachers to other schools or cost centers may oceur. Only the teachers identified
by the affected subject area or grade level within the losmg school or cost center will be
subject to transfer. These aﬁ'ected teachers wﬂl be listed in their current a551gnment in the
-following order: ' TR
. 1. Volunteers from the affected area in the school
2. . Certification in the.affected area. -
3. _ The most recent date of hire for contmumg service in the district.
IIl.  Special Provisions — Miscellaneous

A.  The foregoing shall not be construed in such a way as S to prohibit involuntary transfers for
specific reasons. - The Supermtendent shall not be prohibited from transferring employees .
when the Supermtendent determines it is in the best interest of the school system. Such
transfers require the Board’s approval : ;

B. When special talents or expertise are needed for a new position(s) to nnplement a new
program(s), such new position(s) shall be posted in accordance with Article XII. If these
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talents or expertise are not found in the present employees, the broposed plans should be

'made known and present employees given an opportunity to qualify for the new position(s).
" The Association and the Board agree that the Superintendent has the authority and the
responsibility to make transfers, job- restructuring and job assignments when he/she

determines that such are required under the Americans with Disabilities Act.
In order to address minority under—representatlon among the teaching staff of a school or
program, ot in order to employ qualified teachers in- positions that; historically,. remain

v ‘unfilled or are filled by out-of-field teachers, the procedures described previously may be
‘ ‘waived to allow the employment of quahﬁed .in-field new hlres New hires employed under -
these posting waivers must meet all requlrements imposed -on other new hires as part of the

apphcatlon/employment process prior to appointment by the ‘Board and receipt of an
employment contract. No other Master Contract provisions, apphcable to other teachers '
shall be automatically waived for employees hired under these provisions.

When self-contained ESE units are moved from one snte dlrectlv to another and the student

opulation and class desi
ESE teacher(s). if PSC and certified. assumed to that self-contamed unit at the losmg school

shall have the option to move with the unit prior to positions being nosted If the teacher(s)
decline to transfer with the unit, -the position shall be posted and the teacher(s) shall bei
subject to the RIF/Surplus language as outlmed in the contract.

- Iflegislative repeal of F lorida Statites Impactmg reduction in force and involuntary/voluntary

transfers occurs, then the School Board and CCEA agree to revert to the 2010-2011 original -
contract language for Article XTIL.

 If legislative changes of Florida Statutes 1mpactmg reductxon in force and

involuntary/voluntary transfers occur, then the School Board and CCEA agree to 1mmed1ately
return to the table to negouate the 1mpact

‘ ' 2018-2019 Amendment
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Board Counter Proposal
6/21/2018

ARTICLE XXTI
INSURANCE

A. Beginningon-September15;2012; £Fhe Board agrees to pay $258-49, $301.95 per pay period, during
each pay period when premiums are deducted from employees pay, toward the premiums for
coverage for comprehensive hospital-surgical-major medical insurance and 100% of the group life
insurance policy, up to a maximum of $32.20 per year, for each full time employee contracted in at
least a six-tenths (.6) allocated position or for six-tenths (.6) or more of each consecutive day for 60
days or more or for the balance of the school year. Any increase in the School Board’s contribution to'
the insurance premium shall be effective only upon ratification of the contract. If a contract, with

" new premium contribution amounts, is not ratified by September 15™ of each year, the previous
year’s School: Board contrlbutlon rate will be con51dered the status quo unt11 a new contract is ratified
by both parties. :

B. Policies shall include benefits in accordance w1th the terms and conditions as set forth 1n the master
insurance policies as provided by the Board.

C. 1. An insurance committee shall be formed, one third (1/3) of which will be association _
representation. This committee will meet at least monthly during the school year unless voted
upon by the committee as unwarranted. The committee shall select the chairperson of the
Insurance Committee from among its membership. Decisions of the committee shall be made by
consensus. If consensus cannot be reached a majority vote of the membership will make the
decision. Members are allowed to vote by signed proxy for another member of the committee.
The chairperson will be empowered to vote only upon a tie vote. ‘

2. The insurance committee shall review and recommend act1ons with regard but not limited to:
AB1ds
Specifications
Recommendation on Invitation to Bid
Bid Tabulations
Monthly Insurance Experience Rating Reports
3. Other health related employee programs may be studied by this committee. Such health related
employee benefits may include such health related coverage as may be necessary for portions of
the employee assistance program, if established, which may require such coverage. Additional
health related employee benefits recommended by this committee shall be at no cost to the Board
unless otherwise negotiated. The purpose of this committee shall be to make recommendations to
the ‘School Board and the Association bargammg teams -on matters pertammg to insurance as
covered in this article.
‘4. The Board does not relinquish or delegate any authonty or responsibility as mandated by laws
pertaining to bidding or employee group insurance or health related programs. .

D. An Employee Assistance Program when funded by the Board, Wlll be provided for all teachers with
‘the following provisions:

1. To assure employee confidentiality, the Employee Assistance Program will be managed by
someone who is not an employee of the Clay County School Board. WO

2. - Costs of fitness for duty evaluations will be paid by the employer.

3. Other costs incurred by voluntary participation will be the responsibility of the individual and-
may be covered by existing insurance policies.

2018 2020 Master Contract
2018-2019 Amendment
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INTRODUCTION

_The Clay Assessment System is based upon the belief that the appraisal of employees should be fundamentally
developmental and rewarding, both to the individual and to the organization. The appralsal system is also based
upon the Florida Educator Accomplished Practices. The Clay Assessment System recognizes that the appraisal .

of teachers must be primarily based on the performance of students assigned to their classrooms and: schoolsv .

: Contmuous professmnal development that results in 1mproVed student learning is the goal of appralsal

T he Clay County School Board and the Supermtendent are commltted to the goal of ensurmg that the Clay
Assessment System reﬂects the followmg standards and charactenstlcs - _

1
I.

Promotes the growth and development of the 1nd1v1dual and the contmuous nnprovement of the -

' orgamzatlon

Is fair, equrtable and legally sound,

Has a procedure for collectlon retrieval, and use of data from a Vanety of sources to provrde feedback to -
the teacher and admlmstrator

Provrdes data for recognizing high performance through a variety of means; .
Consrders the specrﬁc condmons of the s1te ‘

Allocates time to collaboratlvely plan coach and counsel for higher performance

Provrdes levels of appralsal'

Provrdes onenta’uon on the appralsal system and skill ‘development in implementing, observing,

’momtormg, coachmg, and/or counseling for those mvolved in the system;

Recognizes the mission of the educatlonal system and the role of educators in ensurmg success for all

: students

- 10. Reﬂects opportunities for self-direction and self-appraisal.
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13.

ASSURANCES

Group orientation Wil_l be held for all certified personnel Outh'njng the assessment process.

‘Each teacher. will have the beneﬁt of 2 an individual pre- evaluatron conference w1th the evaluator -

dunng the ﬁrst six Weeks of the school year or Wlthm two weeks of employment

All evaluators wrll be trained in approprrate evaluatron techmques and the use of the proper

mstruments and procedures prior to therr use of thrs assessment process

, All mstruetronal personnel Wll.l be assessed annually Annual Contraet,—manie-&ena:l—persenﬂel—ml:l :
g 2 Professronal Service Contract or

Contmumc Contraet mstructlonal personnel Wlll be evaluated at least once each year Probatronary
annual teachers will be observed and evaluated twice a year. S '

Thrs assessment process and instruments, will be momtored through annual review, by the CAS

Committee, as. established threugh collective bargaining and through approval by the School Board -7

" and the Department of Education to allow for collaboratron with all key stakeholders. .

This assessment plan will not dlscnrnmate on the basrs of race, natronal orrgm, religion, marrtal

 status, sex or disability.

This assessment plan meets the criteria estabhshed by the Florida Leglslature is based on sound

' educatronal research, and includes the core of effective practices.

Assistance in rmprovmg performance will be provided: and documented, when necessary, through

. the Professional Development Plan. This plan may mclude peer review and assrstance

Compliance with statutory reqmrements regardmg probatron for teachers wrll not alter
administrators’ responsibilities to provide support and ass1stance to teachers expenenemg

) performance problems.

In aceordance with the collectlve bargammg agreement (Artrcle XXVILFE.1 ) any Professional
Service Contract or Continuing Contraet teacher with an.overalt assessment rating of UnSatisfactory
for the year will not receive a pay increase the following year An Annual Contract teacher with an
Unsatrsfactory evaluation wﬂl not be reappomted Any reappormted teacher with an Effectlve ratmg- :

_ for'the year will be ehgrble for consrderatron for receipt of the negotrated pay raise..

The Mast" ntract grlevance proeedure is avarlable to appeal evaluatron procedures rf a teacher '

‘ beheves th t all requrred steps were not properly followed

‘The evaluatron ratings and results may.- only . be appealed through the three-level appeals process‘
[ specrfred ii the Procedure section of this document for an unsatisfactory rating or as outlined herein
. for other appeals. A 90-day probationary teacher will follow the. appeals process specified by law.

'All teachers with classroom responsibilities regularly monitor and report the progress of their

students as part of their professional responsibilities. Approprrate performance measures and
indicators of student achievement growth will vary among teachers. When available and applicable,

3
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standardized student achievement assessment results must be utilized as data on which, in part, the
teachers’ performance evaluation is based.

Instructional personnel who are not assigned classes or caseloads of students contribute, nonetheless,
to student achievement. Data that supports these contributions and documents their impact on -
student achlevement/performance may be required as part of these teachers’ evaluation. : '

'Annually, every parent is given the opportumty to prov1de input regarding teacher performance by

responding to the survey(s) distributed by the School Advisory Council. Additionally, in the annual
edition of each school’s Student Handbook, parents are reminded of the process for providing input.

~ regarding a teacher’s performance Such mput from parents is shared with the teacher and may be .

used as one data source for assessment ratings on the Clay Assessment System. Input from parents ‘

" provided directly to the. teacher may constrtute another data source under the CAS system



CLAY ASSESSMENT SYSTEM (CAS) PROCEDURES

In response to Flor1da Statutes and State Board of Educauon Rules, the following administrative procedures and '
timelines for assessing the performance of instructional personnel have been estabhshed by the School Dlstrlct

of Clay County

" Orlentatlon An OverVIeW to the CAS Process and Requlred Forms

A By 1o later than six’ (6) Weeks aﬁer the first day teachers report 16 ‘school. for the school year (or Wrthm two .
weeks after employment for a teacher hired after that six-weck penod) all mstrucuonal personnel will receive a

copy of the Clay Assessment System A copy will also be maintained in the media center of each school, inthe -

_ stipervisor’s .office, and the District Office. .All instructional personne] will be provrded onentatxon to the Clay
. Assessment System instrument to be used with them and to the procedures and forms to ‘be used by the-
admrmstrator Thls will be conducted in a group settmg at the begmmng of the school year or mdlwdually upon

hire.

All itinerant mstructlonal personnel w1]l be evaluated by the administrator or desrgnated evaluator at the base
- school site- or by.the district-level supervisor to whom. the teacher is- assigned. All Schootl District of Clay
County - assessmernt procedures will be followed : A
Pre-Evaluatmn Conference L _ :
All instructional personnel will have an mdrwdual pre-evaluation conference wnth the admmrstrator or
de51gnated evaluator. This pre-evaluation conference will- be held no later than six (6) weeks from the teacher’s
contracted date of employment each year or no later than two weeks for employees hired afer the start of the
school year or after.a change in job assignment as apphcable Self-assessment by the teacher is encouraged to
assist with discussions during pre-evaluation, post-evaluation, and final evaluation conferences: Teachers may
use Pages 16-19 of this manual for self-assessment and reflection although it is nota requirement. Please see
" page 14 for the “Framework” to assist both evaluator and teacher with dlalogue/dlseussmn durmg the pre- -

evaluatton oonference

For proba’uonary teachers -or teachers who have begun to- display performance problems the required
performance objectives and plans/timeline for providing assistance to the’ teacher may be. developed on the

Professmnal Development Plan durmg the pre-evaluat[on conference

Requlred Observatlons o
Formal Observatmns :

_ Formal observattons (one for PSC/CC/AC and two for PAC) are reqmred as part of the_
~_ assessment, and must be conducted by the administrator or de31gnated evaluator and shall address .
: ,_the performance of the teacher s classroom oF mstructronal duties. : :

=

'. 2 . | “The formal observa‘uons must be conducted by the principal or ofﬁc1al evaluator and may not-be -
,delegated should the teacher begm to drsplay performance problems :

3. The formal observations must be preeeded by notice to the teacher at least three (3) working days
- before the observation.

4, The formal observations must not be less than 30 minutes in length.



Informal Observations

For all teachers, informal observations will be conducted by the administrator or designated evaluator
and may take place at any time during the assessment year. Informal documentation, if created, will be
reviewed with the teacher or sent to the. teacher in written form. If there are concerns noted during an
informal observation, documentatl_on _w1ll be provided to the teacher within three working days.

Annual Contract (AC) T eachers .

At—least——m—e—(%) One formal observat1ons and post-observat1on conferences shall be conducted cach
. year- and The- - s e 3 g s
\/ second-should shall be completed no later than May 1 unless add1t10nal tlme is needed to determme the
final overall assessment... For a new-to-Clay-County Annual Contract or intetim teacher the first formal
~ observation and post—observaﬁon conferénce shall take place during the first semester of the teacher’s
. employment The first observation for participants in the Teacher Inductwn Program must be conducted

in the first 45 days.

Probatlonary annual teachers will be observed and evaluated twice in accordance with state statute

"B.  Professional  Service Contract Teachers (PSC) or Continuing Contract (CC)
- Teachers

At least one formal observation and jevaluation conference shall be conducted each year.

- C. PSC Teachers or CCTeacher's vﬁth Perfo'rmance:Problems

Should a PSC teacher or a CC teacher begin to demonstrate a pattern of performance problems, or if a
'PSC teacher or a CC teacher has been placed on a mandatory PDP due to performance problems during

* the last three (3) years, the evaluator shall be required to conduct at least one formal observation during
the year using the CAS approved observation instrument on which the administrator has been trained.
These observations, as well as the entire assessment process, must be conducted. by the respon31ble
superv1sor and may not be delegated

D CC Teachers on Probatlon

~ For a cc teacher placed on probatmn, formal observatmns post-observauon conferences, and the -
- observation instruments to be used: during the formal observations are the same as those described for
the ﬁrst—year AC teacher. However, the ﬁnal decision regardmg the overall rating for the year must be

. made by March 1.,



Timelines

- March 1: Supervisor is required to provrde to the Superintendent a recommendation regarding the
~"teacher’s reappointment for the next school year. A recommendation for reappointment
- may be made only if the superv1sor has enough information to cert1fy that the teacher S

/\\\ S overall assessment ratlng for the yeat is, at least Effective.
“  March 1:,;' -Deadlj'ne:for a CC Teacher fo receive an Overall'Unsati’sfacton‘Rating' for any school g
y'ear. gl 1 R e RN - :
May 1 o Deadhne for submlsswn of the statement from the evaluator to Human Resources for'a

~ teacher partlc1patmg in the Teacher Induction Program. ‘(The portfoho completion and
final evaluatron form for the Teacher Indu¢tion Program are due to ‘Human Resources"
one week priot to the CAS evaluatlon deadline.) Ifthe evaluator believes that additional .
time could result in the correction of the problem(s) so that the Program could ‘be
satisfactorily completed, the ﬁnal certification by the evaluator may be delayed until the

d of the scheol year..

May 1: Dead]me for completmg the performance assessments for teachers

It should be noted that the end of the teacher s school year is the typical deadhne for completing a ‘
teacher’s annual evaluatron Extremely unusual circumstances may result in the granting of an extension
waiver by the Superintendent’s designee in' Human Resources. If the evaluation will require an

'~ extension beyond the end of the school year, the teacher will be informed in writing, no later than March
1, that an extension is needed. It is recognized that student achievement data may be received after the
school yeat ends and that evaluations may be revised i 1n accordance with statute.

Professmnal I)evelopment Plan 7

: A Professmnal Development Plan (PDI’) is reqmred for probatmnary teachers, ldentlfied begmmng.
teachers, and teachers with performance deficiencies. :

Professmnal development is the Jomt ongoing respons1b111ty of the teacher and the administrator. Plans for
assistance may be initiated or added to a teacher’s PDP at any time during the school year through collaboration
between the teacher and. the administrator. The development of or addltron to the PDP may. be initiated by .
either the teacher or the administrator. lnforrnal observatlon data gathenng, feedback and ongomg assrstance -

'should take place throughout the school year 3

The 1dent1ﬁed begmmng teachers are at least those Who are (TIP) Teacher Induction Program (with portfoho E

| requrred) and (ACP) Alternate Certification Program with a portfolio requirement. The PDP may be developed = |

_during the pre—evaluatlon conference or at any other time during the school year. However, if the development
is due to an Unsatisfactory evaluation, performance objective and appropriate assistance must be added to the .
PDP Wltlnn one week of the evaluation conference durlng which the Unsatlsfactory rating was given.



® Unsatisfactory progress on the PDP by any probationary teacher shall be considered sufficient
cause for removal of the probationary teacher from employment in Clay County.

® At any time durmg the year, when a PDP is closed out, signatures s_h_duld be obtained, dates and
' results should be completed and a copy of the finished form should be provided to the teacher.

The evaluator’s copy, however, should be held until the end of the evaluation year and submitted
~ to the district office along with copies of all other required CAS forms. All PDP’s must be closed .

out at the end of the year. If applicable, the PDP may be initiated again in the next year: -

. Pre-Observation Conference _ .o _ _ @ 4
A pre‘-obsérVa_tion confererice may be required in order to provide context into the lesson and the setting in which -
the lesson is occurring. . : A '

Post-Observation Conference .

Instructional personnel shall participate in an individual post-observation conference, with the evaluating
administrator, within three (3) working days of a formal, pre-announced observation. At the conference the
following should oceur: : ’ S ‘ -

L Data gathei;ed from the observation will be shared with the teacher.
2. Documentation of the observa_tion will be discussed and reflected on the CAS form.
3.. = Data gathered from other daté sources, including student assessment cia:ta, will be reviewed with
the teacher:. . - = : :
4, If applicable, the teacher’s su_ccess'in meeting objectives and completing activities oﬁ the PDP

shall be addressed and recorded.

Post-observation conferences may be schedﬁléd'in the teachet’s classroom.

_ Final Evaluation Conference : - _ : ,

Instructional persbnnel shall participate in an individual final ‘evaluation conference for the year with the
¢valuating administrator. Tn many instances, the last post-observation conference for the year, described above,
will also serve as the final evaluation conference. - At the conference, ample time to share will be given and
include the following: ‘ e : : ‘

N Thg teacher may bring self-evaluation to the post and/or final evaluation conference along with any -
- other documentation to allow for sufficient annual review. - : B

2. The overall rating of the teachef’s performance for the year is given.

3. Signatﬁres of the teacher and the evaluator, along with required dates, are completed, and copies are
given to the teacher at the meeting,- if requested. : S

4. The PDP is completed and signed, if applicable.

A copy of each form will be given to the teacher, if requested. MWM&A%@MWMW
U
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— The Evaluation Instrument and support documents will be maintained on the

- district electronic platform.



_ Out-of-Field Teachers

Evaluations for out-of-field t‘eaChérs should be conducted in the same manner as deseribed herein. Hoﬁvever,
the evaluator will not expect the same level of subject matter knowledge on the part of the out-of-field teacher
as with a teacher who is fully certified. =~ . S ‘ ' : :

Probation
A New Hireé,l including interim Teachers

The first Annual Contract with the district shall be probationary.. The first formal observation and post-

‘observation conference shall take place during the first semester of employinent. “The School District of

.Clay County may accept the teacher’s resignation without:such action being considered a breach of
. contract or terminate the teacher’s employment without cause prior to the end of the first initial Annual
- Contract. S o : ‘ ‘ -

B. Professional Service Contract (PSC) Teachers

. A PSC teacher whose performance is found to be unsatisfactory at any time during the school year shall
be placed on a 90 calendar day (exclusive of school holidays and school vacation periods) probationary
period and shall be required to submit performance objectives on the PDP as part of his/her evaluation.
The performance objectives shall be initiated within one week after the formal evaluation conference at
which the unsatisfactory evaluation was determined. The PDP will be reviewed periodically but not less
- than once each four (4) week period until the performance objectives are completed or the 90 calendar
days have ended. Recommendations: and the final decision regarding the. teacher’s continued
employment are made after the 90 calendar days have-ended. | .

* €. Continuing Contract .(C.C)'Teaicher's "

A CC teachér with an unsatisfactory evaluation shall be placed on probation to begin the next school
year. For the probationary CC teacher, the evaluation periods shall coincide with first year AC
evaluation periods, and observations and assessment forms shall be completed accordingly. Progress in
- improving student achievement during the year of probation must be measured by other than state or
~district assessments unléss such test results can be available prior to March 1 of the probationary year.
The CC teacher on probation will be required to submit performance objectives on a PDP as part-of the
“evaluation. The PDP performance obj ectives will be. initiated within one week . after the post-
observation/evaluation conference at which the unsatisfactory evaluation was determined. The PDP will -
be reviewed periodically but not less than once each six (6) week period until the plan is completed.
Should the performance of the CC teacher on probation not meet expectations by the end of the first
evaluation period following the unsatisfactory evaluation (i.e. by the end of the first semester or by May
1), a decision shall be made whether to extend the probationary period or take such action as determined
appropriate by the Superintendent. Should the probationary period be extended; a review shall be made
by the Superintendent at the end of each evaluation period thereafter to determine the appropriate action

to be taken.
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Peer Review and Assistance — for Teachers Experiencing Performance Problems

Clay Cdunty’s_ Support Team of teachers is-available to provide assistance to the teacher and the éVAlﬁafOr, upon .

fequest.. The Support Team is made up of successful, experienced teachers who serve as peer teachers (CET-

' trained) for. beginning teachers and are trained in observing the teaching process and in providing support-for .

the completion of réquirements for the: beginning teacher, . A list is available through the Human Resources

. Division of approved peer teachers who may serve as members of a Support Team for peer review or assistance. -

* Additionally; district-level specialists, district SPRINT teachets ‘who worlk jointly with pre-service training at
_ the University of North Florida and with on-the-job beginning teachers, atid others are available at'the request
* of the administrator and/or teacher for peer review and assistance. C T A
A Whén a teacher is required to help develop a PDP in o :dq"r to address performance probletus or as part of his/her

probation, the assistance of support team members mmay. be arranged directly by the administrator. The selection

of the SPRINT teacher, district-level Specialist, Peer Teacher, Directing Teacher or other Support Team

* member should- be made based on the training, - skills, certification area and experience of the availablé"

members. Such assistancé should be documérited on the PDP.

) NOTE ¥ no feachér certified in the same area as the t‘ga_a‘chef needing/requesting assistance is available through
 the currently-approved support team, a teacher who is not on the support team’ list but is certified in the
appropriate area and is recommended by his/her pri;iéipal may be asked to assist. '

:Appeals Process

| Disagreements~ — P'roceSé' and Pgﬁqcédui'é ff('rr Ijnsaﬁsféctbry Ratmg '

A’ teacher may attach a written reply to the CAS Assesstent form if he/she is in .di’ségr‘eémeﬁtwiththe

evalugtor’s observations and/or évaluation. This wriften fesponse must be submitted to the evaluator no later

than one week after the final evaluation conference. A’copy of the. response will be appended to each copy of

" the Assessment.

Tt casés where disagreenents regarding unsafisfagtory evaluations by supervisors cannot be resolved by the.

' “following procedures, including the PDP process and the additional observation, the employee may then appeal

the overall Unsatisfactory rating through the following process:

observation by an ad;nﬁiéi;ratdr-dutéide_ the site.-

) LevelI " Within threé days of - the fﬁléi"éValiuéﬁoﬁ_»qonf@;ence; the teacher shall request a ,rsep‘aﬂialie .

R Levél H: - Within ten (10) Workmg days of the separate postéobservaticjn- don’ferenc@ .cbndhctedi by an
B B administrator outside the site during which the evalyation rating was given, the teacher requests a -~

" joint meeting ‘with the ‘administrator and the district office supervisor, if applicable, in an effort

to resolve the disagreement satisfactorily: The meeting must take place within five (5) working

days of receipt of the written r'que‘s‘t from the teacher. Documentation of performance must be
provided by the administrator/evaluator. ~ The decision resulting from this meeting must be
provided within three (3) working days of the meeting. , .
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Level I11: Within ten (10) working days of the decision at Level I, the teacher requests a joint meeting with
: the administrator/evaluator and a committee designated by the Superintendent. The committee
should include five (5) people and be comprised of the following: two (2) teachers in the same
subject area as the appellant; the teacher’s principal; one school-based administrator outside the
site, and one' (1) district level administrator (other than the Level III administrator). The
chairman shall be the district-level administrator. The committee will meet within ten (10)
~working days of receipt of the teacher’s request and will review the assessment materials and all
information produced at the Level I appeal and will interview those individuals they may deem:
necessary for reaching a decision. - The decision must be rendered within five (5).-workings days-
- of the meeting, ‘ SR E : S B

Level IV: . Should the teacher not be satisfied with the results of the Level II appeal, he/she may appeal the
’ - decision to the Assistant Superinterident for Human Resources.” Such appeal must be placed in
writinig by the teacher within ten (10) working days of the Level II decision and must cite the-
specific rationale for the appeal. The Assistant Superintendent for Human Resources will review
the assessment materials and all information produced at the Level IT appeal and will interview
those individuals. he/she may. deem necessary for reaching a decision. His/her decision must be

rendered within five (5) days of receipt of the teacher’s appeal. ’ ' :

Special Note: . |
~ If, following the statutory 90 calendar day probatioﬁary period for an unsatisfactory rating, the teacher wishes
_ to contest the Superintendent’s decision regarding the teacher’s continued employment, the appeal procedures

specified in the applicable Florida statute shall be followed. The teacher shall receive written notice of the

appeal process at the time he/she is placed on the 90-day probation.

Disagr eemehts — Pr()éess _Yan,d‘ Procedure for Disagreements With Rating Other Than
Unsatisfactory | A

" Levell:  Within ten (10) working days of the final evaluation conference during which the evaluation
' rating was given, the teacher requests a joint meeting: with the administrator and the. district
office supervisor, if applicable, in an effort to resolve the disagreement satisfactorily. - The
‘meeting must take place within five (5) working days of receipt of the written request from the
teacher. Documentation of performance must be provided by the administrator/evaluator. The:
decision fesulting from -this meeting must be provided within three (3) working days of the
meeting, Lo . o '

Level I: ~ Should the teacher not be satisfied with the results of the Level I appeal, he/she may appeal the -
‘ ' “decision to the Assistant Superintendent for Human Resources or the Superintendent’s ‘designee.
Such appeal muist be placed in writing by the teacher within ten (10) working days of the Level I

‘decision and must cite the specific rationale for the appeal. The Assistant Superintendent for

Human Resources will réview the assessment materials and all information produced at the

Level I appeal and will interview those individuals he/she may deem necessary for reaching a

decision. His/her decision must be rendered within five (5) days of receipt of the teacher’s

appeal.
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Miscellaneous

In extenuating circumstances (such as extended illness) when a timeline cannot be met by the teacher,
“administrator or designated evaluator, a written request for a waiver may be sent to the Human Resources
Division. The CAS procedures should then be cothpleted by a mutually agreed upon time by those involved in
 the procedure. LT o el S
All instructional personnel assessmeﬁf files shall be held:as éonﬁdenﬁai fora period of oné fiscal year after the . - -
year of evaluation. Thereafter, such evaluation shall become public recotd. SR I

: NO,TE_:- Refér fo the followmggovernmg 'Siafdtes: and Policig’s :

'+ CLAY COUNTY SCHOOL BOARD POLICY
'6GX-10-2.26, Evaluations

. FLORIDA STATUTES
1012.23, School District Personnel Policies

1012.34, Assessmenﬁ Procedures and Criteria
1012.52, Teacher Quality, Legislative Findings

- STATE BOARD OF_EDUCATION APMINISTRATIVE RULES

- Chapter 6A~5,065; The Educator Accomplished Practices
Chapter 6B-5, Standards of Competent Professional Performance

13



CLAY ASSESSMENT SYSTEM (CAS) PROCEDURES

— PROCEDURE.

TIMELINE

CAS. Manual glven to all instructional
personnel

No later than 6 weeks after teachers report or w1thm 2

_ weeks after employment

C_)rientatio'n to Cldy Assessment System

No later than 6 weeks after teachers report or wrthm 2|
weeks after employment ‘

Pre-evaluation conference

- No later than 6 weeks after teachers report: or W1th1n 2-

Weeks after employment

'PDP developed for probat1onary teachers w1th
.| performance problems and after Unsatisfactory

¥\

evaluatlon

PDP may be m1t1ated at pre- evaluatlon conference or at
any time during  year.. If after an Unsatisfactory
evaluation, initiation of PDP must be within. 1 week of"
final evaluation conference. PDP’s must be reviewed

| every 4 or 6 weeks depending on contract status. Frequent

review towards progress is recommended.

W

Notice of formal observation

3 workin'g day'srbefore observatlon K

| required (30 minutes minimum) for PSC or CC.

2 1 formal observations- réquired, (30 minutes
minimum) for A/C or one formal observation

2.formal obserVations and eya1Uati0ns for
PAC. ; : ‘ '

By end of the first semester and May 1:
a. For new hires: w1th1n Afirst 45 days of .
employment ’

b. Teacher Induction Program participants must be
observed in the first 45 days of employment
‘March 1: Performance Appraisals due with’ ;
Reappointment Printout and deadline for CC
i to be rated Unsatisfactory -
May 1: Deadline for all other evaluations and
v reappomtment recommendatlons unless
extended to end of year due to extenuatmgi i
cncumstances

Post-observation conferen'ce " -

‘Within 3 WOrking days after each formal observation

Fmal evaluat1on conference Whlch mcludes-
fmal overall assessment :

Prior to March 1 in most cases

'Deadlme for teacher request for add1t10nal

observatlon '

Must be subnntted to evaluator w1th1n three workmg days ‘

of final evaluatlon conference :

Deadline for teacher to attach Wntten reply to
CAS forms :

Written reply must be submltted by the end of the
academlc year . .

Deadlme for 1mt1at1ng appeal of overall
Unsatisfactory rating

Within 10 working days of conference in whlch rating was
given
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- Schoal District of Clay County

Framework for lnteuhonal and Targebed Teachmg

| "Esmhhsh Purpose

Focuses on smdent learning rather than a task

':acﬁvxtyorasmgnment.ltmusthemteremngand ‘
; relevant

Usmg “1 statemems" to explam thmln’ngwhﬁe

. .demonstrahng the task or strategy. Teacher may A
| alert learners aboutenm'smavoi&. or ﬁm’w ,

o j_themhnwtaapplynewthmlang.

" [Guided Instrucion

Teacher questions, prompts, cues smdents

| facilitates. Only,\fthmedontwork. gmm direct.

. | explanation. |

Students consolidate their understanding of the |

' content and explore opportunities to problem

soNE.dlscuss,andnegctmtethmkmgtbmugh

.:gprnduchvetasksthhmelrpeers. b b H %

[Tndependent

Addmsses the most important goal of gond
mstruchon—pmvxde students with practice in

applying skills and mformahon in new ways
=mdependently. i

*mmmmmmmnmmm l&hsndﬁmdmﬂm

" bﬁmﬂﬁﬁmaﬂmﬁﬁa mﬁmaymmﬂs. strategios, md Isaming simdants.

(A&Ipelmmn RRLS)
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Teacher Observation Rubric
Teaching and Learning

Name: L Evaluator:
Date: oo .3_ . Time/Period:

Focus' Teachers engage students n therr learmng through 1nstruct10na1 strategres that ensure- achlevement
of learnmg expectatmns : :

Highly = Teachers are cons1stent and dehberate in plannmg and using mstruetlonal

Effective. - | strategies that require ‘student collaboration, self-reflection and development
of critical thinking skills. Teachers consistently use student work and other.
authentic assessments to personahze instructional strategies and interventions to

‘address individual learning needs of each student. ‘Teachers consistently use

| instructional strategies that require students to apply knowledge and skills,

| integrate content and skills with other d1501phnes and use technologres as

:  instructional resources and learnrng tools.

Effective Teachers plan and use instructional strategles that require student

S collaboration, self-reﬂectmn and development of critical thinking skills.

Teachers occasionally use student work and other authentic assessments to

personalize instructional strategies and interventions to address mdrvrdual learning

needs of students when necessary. Teachers use instructional strategies that
require students to apply knowledge and skills, integrate content and skills with

v other drsc1p11nes and use technologies as instructional resources and learning tools.

Needs | Teachers sometimes use instructional strategies that requlre student

Improvement - | collaboration, self-reflection and development of critical thinking skills.

" | Teachers only use data from tests and quizzes to personahze instructional
strategies and interventions to address individual learning needs of groups of
students when necessary Teachers sometimes use instructional strategies that
require students to apply knowledge and skﬂls integrate content and skills with

S . | other disciplines and.use technologies as instructional resources and learnmgtools. !

Unsatisfactory .| Teachers rarely or never use instructional strategies that require student

‘ ' ’eollaboratlon, self-reflection and development of cntxeal thmkmg skills.

‘Teachers seldom or never personahze instructional strategles using informal
assessment data. Teachers rarely or never use mstructronal strategies that require
students to apply knowledge and skills, integrate content and skills with other
drscrphnes and use technologles as mstructronal resources and learmng tools.

Comments:. . =
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. SCHOOL DISTRICT OF CLAY COUNTY
INSTRUCTIONAL PERFORMANCE APPRAISAL

' SRR ' Job Title:
Teacher: : e C oo IS8 FEERAXXX .
e B .Dm&ww
. g;h:;(c)lelsl)epattment 9040 —Infonnatlon Technology& 'CenjcrgetType: School Year: 20162017
Evaluator sName/’I‘1tle:~ ‘ , L T ; , : COSt Center ¢ 00°

: 'I PRE—EVALUATION Statement I Imderstand that ﬂns mstmment shall be used in evaluatmg my
performance i accorda.nce with the JOb descﬂpﬁon and School Board Pohcy. The evaluation policies and :
procedures are Iocated in the Clay Assessment System, CCEA Master Contract and Board Pohcy

Employee s Signatufe: — IDats:

Evaluator’s Signat’ure;f—: ' _ |Date: .. . .

lI ROFE§§IONAL DESZ ELOPMENT PLAN (Slonatures Reqlm:ed)

AProfessmnaI Development Planis zeqmred for this employee. (I Yes, Please Attach)

"l‘lmployee s Slgnature — ', 7 = o QEvaluator-s Slgnature: - o HD,ate: ) jl

: PROFESSIONAL MEMBERSHJP AND ADDITIONAL VOLUNTARY RES ONSIBILITY CHECKLIST
Place a check if apphcable e : ,

V Active School Admsory Councﬂ schooleIde leadexshlp commlttee or district-wide leadershlp chmlttee member or
chaitperson . . 4 it hn e .
l|Active member of 2 professmnal organlzaf:ton ST o . BEE T J
- |Professional Dévelopment presenter ) E i Lt I ¥ Y
. iDitecting Teacher oF Volunteer Mertor Teacher
Sponsors an unpaid extra-Cufricular activity outsuie ofthe estabhshed ka day
Volunteet for athletic, academic, o cultural program or activity ; : _
. Holds advanced degree (Mastef s or higher), licensure (Speech License through the State ofFIonda Depaﬂ:ment of ‘J
Health); or certificate (NBPTS Certification), gtc., | . e s , T
j Partmpates in subjects related or Job—sp ecxﬁc pmfesmonal development

N ST .7 |The skﬂl orpracnce is consmtently demonstrated in am exemplary faslnon

3 |~ Highly Effective = = - Suceess, through positive student lea.mmg outcomies, IS exphmtly achleved as
L - |imanifested in the classroom. - : .

" {iThe skﬂl orpraetlce is demonstrated sahsﬁctonly The skﬂl or practlce is shown'

2 = Effective i o be present on a frequent basis. While lapses may occur natmally, on average
e the skill.or practice occurs on a frequent basis. . L
1 F ' o The skill oorpractice is demonstrated inadequately. Although present consistent

Developmg/Needs Improvement weakness in this area is evident and needs improvement and/or development
Unsatisfactory “*|IThe skill or practice is not evident in practice. ‘

Special Instructions: If any indicatoi is not applicable, 2 cor_resp onding job
specific indicatoris required.

=
I

IN/A.

Il

Not Applicable

Fage 16



L FLORIDA EDUCATOR ACCOMPLISHED PRACTICES (50% of Evaluation)
A Quanty|

of | ' ‘ Indicators Rating

Instruction ,
e 1. Models and promotes-the importance ofleaming and academlc achlevement ] all students

2. Plans and désigns engagmg, challenging, and relevant lessonsto
achieve student mastery based on state—adopted standa;rds appropnate

. |ito the level of rigor.

3. Uses diagnostic student data from formatwe assessments to develop
dlﬁ"erentlated msttuctmn and strategles to monitor student leammg based on 1nd1v1dual student

needs. . , o .
4. Develops [eatning experiénces utilizing avanety of mstrucﬁonal stmtegxes and resources, [
llincluding appropriate technolo gy, that require students to demonstIate a vanety of relevant skills
and competencies. A , .
Appropnately sequences lessons and concepts to ensure coherence and
quired prior knowledge: :
" l6. Uses highet-ordér questioning techniques.
117. Respects and. demonstmtes sensitivity to students’ cultural and family background by
ldemonstrating behaviors that are.consistent with fatmess and equity. ‘
3. Utilizes feedback to monitor mstrucnonal needs

9. Job-SpeCIﬁc Indicator:

Possﬂﬂe Pomts 24 S Total Pomts Eamed

owledge ' oo e : : . Ll . :
Of Subject - . » I_ndlcato‘rsv | : . ating
Matter

1. Demonstrates deep and comprehensive knowledge of the subject taught. o

2 DeSIgns and ‘modifies instruction to deepen students understanding of content area and
advance student leaming while addressing preconceptions or misconceptions.

-1[3; Selects; sequences, and modifies engaging, relevant, standards-b ased content and then designs
and teaches lessons that are relevant to individual students’ leammg needs.

4. Relates and integrates the subject matter Wlﬂl other, d1sc>1p1mes duung instruction.’

5. Job-Specific Indicator:

_ !PosmblePomts 12 . s !h*otal Points Eamed: . - : }

u o , - Indicatotsv ) o ’ _atin’g

_{Continuous Professmnal
- Improvement FEAPS 5 .

1. Engages in targeted professmnal growth opportunities and reﬂectxve practices .
: while designing and implementing purposeful professional goals to strengthen
" llthe effectiveness of instruction, based upon the needs of students. _

{I12. Examines and uses a variety of data to Improve mstructwn and student
o o achlevement , o

B ‘ o 3. Job-Specific Indicator: T o
[Possible Points: 6 [Total Points Eamed: L I

Ty
)
@]
[
.
-



. Learning Environment ' . .
EAPS 2 - Indicators _ Elatlng

: 1. Creates a safe, organized; flexible, inclusive, collaborative, student-centered
- |llearning environment that mamtams an atmosphere of xespect for all aréas of

Adiversity ) : P
2. Orgamzes, allocates, and manages the resources of time, space, appropnate -
.- . |itechnology; and instructional st:rategles to engage: students in relevant 1earn1ng

: ~_J actively and equitably  ~ : .
3. Enigages students in learmng through a chmate of openness mqunry and
suppoﬁ to accommodate the dlﬁ*enng needs and dlversny of students

. osmblePomts 9 o

; otal Pomts Eamed

‘ fE.Commnniehﬁbn o Indtcators o R fRatmg
Co ' 1. Conveys hlgh expectatxons and provides meedzate and spemﬁc feedback to, students
to promote student achievement: .

- 2. Models and teaches cleat, acceptable oral and written communication skills to mclude
* llcarrent and available technologies. , e e -

3. Fosters two-way home/ school connnumcatwn wrth stakeheldersto suppott student

Iearmng : . ‘ .

4. Solicits and considers parental andlor stirdent mput and usesn 0. mfonn 1nstmct10n

U5, Jeb—Specxﬁc Indicator: -

o - Total Points Eamed:

Possible Pointsf 12

fF meessmnal Responsﬂnhty Andl T ' N
Etlncal Conduct FEAPS6 = ' Indlctors , [Itatmg

ﬂ.l Mamtams appropriate records and adheres 1o, deadhnes

|2 Adheres 16 the Code of Ethits and Principles of Professional . -
l Conduct ofthe Edneatron Profesmen of Flonda and all’ school/ d1stnct

' sPOSSIbIe Pemts 6

IV STUDENT PERFORMANCE (5 0 % OF Evaluatlon)

. HAL L i_", f Cel .‘ R SR h o .
-Assessment.FE_A'BSi L ~Indi¢ators - |Rating}.

1 Analyzes a.nd uses data from mu1t1p1e assesstents and measures to chagnose students
- Jleaming needs; modxfres instruction based on these needs and uses itto énve the
leammg process v A . L

R 2 Designs and aligns pmgress momtonng assessments that match 1eam1n0 objeetxves
L ‘J[that lead t0 mastety - , . I

. ‘Uses a vanety ofassessment tools t0 momtor student pro gtess, achxevement and
learning gains, . : L

114 Modrﬁes assessments and testing condltxons to accommodate 1eammg styles and ’
- lvarying levels ‘of kiowledge ‘
‘I'Shares the nnportance and outcomes of student assessment data with the student and
lthe student’s parent/caregiver(s) : ,

6. Einploys technology to organize and integrate assessment 1nformat10n




| 7. Job-Specific Indicator:
lPossible Points: 18 "Total Points Earned: l

. Student C Indicators L ' Rating
erformance : _ . . .

1. Uses classfoom and school data from the School Improvement Plan to set alearning growth,

target/goal . . S ' R :

{2. ***Has specific, measurable evidence as defined by the state adopted measure of student -
growth, appropriate o subject matter taught, to show progress ‘towards or attainment of goal(s)

for student improvement o N o o

3. Participates in professional development to enhance and improve student performance

ll4. Designs and implements strategies to show progress towards or attainment of goal(s) for " -

student improvemient (i.e., portfolio/student profiles)
5. Reflects on goal-setting process and outcomes for the purpose of contimuous professional
improvement and shares student improvement information as appropriate with student,

. J,Parent/ caregiver(s), department/team, administration, etc. L ‘ B

IPossible Points: 12

A Con’fgrencesz {(Intitials Required)
| -~ Date

V Employee Supervisor
I Initials = Initials 09 ments

Employee Supervisor ' !
Initials - Initials - Com;pgnts

- Final Rating: 100-85% =Highly Bffective, 84-60% Effective, 59-50%Developing [ Needs Improvement, 49-0%
Unsatisfactory - B S . '

::O ERALL PERFORMANCE RATING F RE LOYEE '

‘ VIE :'Finzrll« Conference

. Evéluator’sisigﬁature; - , Date:
ervisor’s Mnitials: - - pate: ' N -
| Superylsof s hﬁn‘flalsu--, © l(Not required if supervisor conducted the evaluation.)
Emplc)yee’SSignature:— . . .. iDate: s ] - N =

~#¥My signature does not nécessarily imply agreement with this evaluation. It does indicate an acknowledgement that the
evaluation did take place as indicated. }also understand thatmay submit a written reaction to this evaluation no later
than the end of the academic year. : ’ e T . : :

outside the school site. Request must be made within three ‘working days of final conference.

EmpioiSIee to Sigﬁ,beloﬁv cnﬂy' durihg appeal piocess and when an additional observation is required wjth an administrator
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Mmmbemmm& Each aclivity, stestegy, assistance nofed should include .

nzcmhﬂm. . For ezample: *Mis: A (Prncipal) will.
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‘ mmmmwm
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. CLAY DISTRICT SCHOOLS
- NOTICE OF PROBATIONARY STATUS

_'"jMEmMmmmmhm«mmmypmmmammmmy
-mmmmmmmmmﬁ; . wnmbmngplaeaﬂmpaﬁmm
* poobation effective - : (mummmww) o A

Thmpaﬁmmmyuhﬂmmﬁrapmdd%mh&kphwwimmﬁmﬁempm Schwl
Mdmmpam&nmmdmihm&ym Dmng'ﬂmmcalmtkdays,jmumﬂhe
Mmﬂﬂmkmhmwmm&w&mm As docomentzd on

" the PP, you will bz provided assistance snel insesvice hrsiming opportmities o help comect the noted perfrmance deficiencies. At

mmhmmmmmymammmmmmmw&um
' ammmmammmmumhmmmm Ym»ulmhuky
) polﬂm'ﬂlanlm(date) L »

'%H@Mhdﬂofﬂ%dﬁ@mﬂhm@dhmm%mmm
s Teganding your employment will be forwarded ¢ fhe sipaintendent. Witliin 14 days afier

mqmﬁmhapumh@ﬂnﬂﬁmnwﬂgah@ahmammm
'MWMM%W@M&EMWMNWWEWW
mﬁWMMMthWMmmmﬁ&ymwﬁﬂﬁW
mmnﬁmsﬁnﬂawmtmmﬁrahmg, Mmmmmsmmmmwﬂnm
o crbymahlnmtmekw _mdg mwmm&mm&hmmofmm
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SIGNATURE PAGE

We, the undersigned, agree that the attached document is the final and tentative agreement
between the CLAY COUNTY EDUCATION ASSOCIATION negotiating team and the DISTRICT
SCHOOL BOARD OF CLAY COUNTY negotiating team. We further agree we will recommend the
attached document for ratification.

Date Signed: é/ /5%,; /d?

THE DISTRICT SCHOOL BOARD OF . CLAY COUNTY EDUCATION
CLAY COUNTY NEGOTIATING TEAM ASSOCIATION NEGOTIATION TEAM
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