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[bookmark: _Toc228630417]Overview

· Florida’s Senate Bill 1296 (2026) makes comprehensive revisions to statutes governing the Public Employees Relations Commission (PERC) and the regulation, certification, and oversight of public employee organizations in Florida. 

· The bill expands PERC authority, modifies union certification and recertification standards, revises dues authorization and revocation requirements, and updates impasse and grievance procedures.
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· As of March 11, 2026, Senate Bill 1296 has passed both the Florida Senate (20–14) and the Florida House of Representatives (73–37) and was sent to the Governor for consideration on April 30, 2026. 

· On May 1, 2026, Governor DeSantis signed SB 1296 into law.

· The bill has an effective date of July 1, 2026.

[bookmark: _Toc228630419]Key Provisions

· Key elements of the bill include: 
· expanded authority for PERC to serve subpoenas by certified mail or personal service; 
· revised registration and annual renewal requirements for employee organizations; 
· mandatory revocation of membership and dues collection when an employee withdraws or becomes ineligible; 
· new standards for certification and recertification elections requiring majority support of all eligible employees, not just those voting;
· equal facility access (during representation campaigns, employers must provide equal access to facilities and communication systems for certified unions, unions seeking certification or recertification, decertification petitioners, and intervening unions);
· clarification of managerial and confidential employee definitions; 
· changes to impasse resolution and grievance procedures;
· classifies legislative salary increases (TSIA) as a “financial urgency,” which triggers a mandatory, accelerated bargaining window with shortened impasse procedures if an agreement is not reached within prescribed timeframes.
· restrictions to paid leave for union activities; and
· alignment of PERC final orders and appeals with Chapter 120, Florida Statutes.
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	Topic
	Existing State Law
	New Law Under SB 1296

	· Union 
Recertification 
Elections
	Majority of votes cast by participating employees
	· Majority (50% + 1) of all bargaining unit employees must vote; and  

· Majority (50% + 1) of participating employees must vote in favor

	· Membership 
Authorization
(e.g., dues)
	Authorization valid until revoked; limited timing requirements
	· Organizations must revoke membership and dues collection within a specified timeframe upon withdrawal or ineligibility

	· PERC Subpoena Service
	Primarily personal service
	· Service authorized by: 
· certified mail or 
· personal service

	· Registration & 
Renewal
	Standard registration with limited waiver authority
	· Expanded requirements for:
· application, 
· annual renewal, and 
· waiver authority

	· Impasse Resolution
	More limited criteria for financial urgency
	· Legislatively directed salary appropriations are now deemed a financial urgency.

	· Appeals & 
Final Orders
	Mixed statutory standards
	· Conformed to Chapter 120, Florida Statutes

	· Paid Leave Restrictions
	No such prior restrictions
	· Limits paid leave for union activities unless the union reimburses the employer per contract.
· Permits paid leave for representational work per contract:
· Bargaining meetings
· Grievance proceedings
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· Collective Bargaining & Elections: 
· With SB 1296 being signed into law, certification/ recertification will require support from a majority of all eligible employees in a bargaining unit, which increases the administrative load around voter eligibility lists, communications, and monitoring turnout. 
· School districts should plan for tighter timelines and additional coordination with PERC and unions.

· Membership/ Dues Administration: 
· Employee organizations must promptly revoke membership and cease dues upon an employee’s withdrawal or ineligibility. 
· Unions must tighten interfaces and audit controls (e.g., stop‑deduct flags, effective‑date handling, and retro corrections) to avoid improper deductions.

· Grievance/ Impasse Processes: 
· Changes to impasse and grievance procedures and the designation of certain legislative salary appropriations as financial urgency may accelerate timelines. 
· School districts should pre‑draft plans, hearing calendars, and templates for rapid Board action.

· Managerial/Confidential Designations: 
· Updated definitions may shift unit composition. 
· Human Resources should review positions for potential reclassification and prepare to address unit‑clarification petitions.

· Facilities & Access: 
· The bill contemplates equal access provisions for registered employee organizations. 
· Site leaders should standardize access protocols (rooms, bulletin boards, digital channels) to ensure consistent compliance across schools and departments.

· Training & Change Management: 
· Provide targeted training for principals, timekeepers, HR partners, and payroll on the new requirements.
· Update handbooks, FAQs, and labor relations communications before July 1, 2026 (effective date stated in bill).
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· SB 1296 substantially amends Part II of Chapter 447, Florida Statutes, by increasing regulatory oversight of public employee unions, tightening election thresholds, and imposing additional administrative obligations on employee organizations and public employers.
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	Risk / Issue
	Likelihood
	Impact
	Mitigation / Owner

	Union Decertification Exposure
	Medium–High
	High (bargaining disruption, grievances, morale)
	Drive turnout via accurate eligibility lists and neutral reminders; Owner: HR/LR

	Unit-Composition Challenges
	Medium
	Medium (ULPs, petitions, delay)
	Pre‑review classifications; outside counsel as needed; Owner: HR Classification/LR

	Compressed Timelines for Impasse
	Low–Medium
	Medium (board calendaring constraints)
	Fast‑track calendar, templates; Owner: LR/Board Office

	Communication & Access Disputes
	Medium
	Low–Medium
	Standardize SOPs and access logs; Owner: School Ops/Principals
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1. What is Senate Bill 1296?
· Florida’s Senate Bill 1296 (2026) – Public Employees Relations Commission makes comprehensive revisions to statutes governing the Public Employees Relations Commission (PERC) and the regulation, certification, and oversight of public employee organizations in Florida. 

2. What Senate Bill 1296 Does
· Raises union certification/ recertification requirements to majority of all bargaining unit-eligible employees voting and a majority of participating employees voting for bargaining agent.
· Expands PERC authority (subpoenas via certified mail/personal service; broader waiver authority).
· Tightens membership/ dues rules – unions must promptly revoke membership and stop deductions upon withdrawal.
· Updates definitions for managerial/ confidential employees; clarifies impasse/ grievance procedures for specific teacher compensation.
· Treats certain legislatively directed local‑government salary appropriations as a “financial urgency.”
· Restricts paid leave for union activities with exceptions for reimbursement and representation.

3. Current Status
· Passed Senate (20–14) and House (73–37).
· Governor signed SB 1296 into law on May 01, 2026. 
· Effective July 01, 2026.

4. Why It Matters for School Districts
· May alter union dynamics across bargaining units.
· Requires robust voter‑roll management and neutral communications.
· Potential unit clarification petitions; prepare classification reviews and documentation.
· Need fast‑track impasse processes aligned to statutory timelines.

5. Immediate Actions (Next 60 – 90 days)
· Stand up a cross‑functional SB 1296 Team (Human Resources, Payroll, Information Services, Legal, and School Operations).
· Unit‑by‑unit readiness review (eligibility lists, contact data, communications playbook).
· Publish standard operating procedures for union access at schools and facilities; train principals and office managers.
· Prepare board‑ready templates for impasse and fast calendaring; pre‑book calendar holds July–Sept.
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Item Title:  
First Reading – Implementation of Senate Bill 1296 (2026): Public Employees Relations Commission – District Readiness and Policy Alignment.

Purpose/ Requested Action: 
Receive the executive summary and first reading of the implementing resolution authorizing the Superintendent or designee to align School District policies, procedures, payroll processes, and labor‑relations practices with Senate Bill 1296, effective July 1, 2026, if signed.

Background: 
Senate Bill 1296 passed the Florida Senate (20–14) and the Florida House (73–37). The bill revises statutes governing PERC, union certification/recertification thresholds, dues withdrawal, managerial/confidential definitions, and impasse/grievance procedures. The Governor signed this bill into law on May 01, 2026. The effective date is July 01, 2026.

Fiscal/ Operational Impact: 
Administrative workload increases for HR/LR, Payroll/HRIS, and School Operations; potential legal services for unit‑clarification petitions; minimal IT configuration costs; training time for principals and staff.

Recommendation: 
Approve first reading and schedule second reading/adoption at the next regular meeting; direct the Superintendent/designee to execute the implementation timeline and report back post go‑live.
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A RESOLUTION OF THE SCHOOL BOARD OF OSCEOLA COUNTY, FLORIDA, DIRECTING IMPLEMENTATION OF REQUIREMENTS RELATED TO SB 1296 (2026), CONTINGENT UPON ENACTMENT, AND AUTHORIZING THE SUPERINTENDENT OR DESIGNEE TO TAKE ALL NECESSARY ACTIONS TO ALIGN DISTRICT POLICIES AND PRACTICES THEREWITH.

WHEREAS, the Florida Legislature has approved SB 1296 (2026), which revises statutes concerning the Public Employees Relations Commission and public employee organizations; and

WHEREAS, the bill affects union certification and recertification thresholds, dues withdrawal procedures, definitions of managerial/confidential employees, and impasse/grievance processes applicable to public employers; and

NOW, THEREFORE, BE IT RESOLVED by The School Board of Osceola County, Florida, that:

Section 1. Upon enactment, the Superintendent or designee is authorized and directed to implement all necessary updates to District policies, administrative procedures, payroll systems, and labor‑relations practices to comply with the law, with an effective date of July 1, 2026, or as otherwise prescribed.

Section 2. The Superintendent or designee shall provide staff training, communications, and guidance documents, including a principal one‑pager and staff FAQ, and shall establish a post‑implementation audit and reporting process to the Board.

Section 3. This Resolution shall take effect immediately upon final adoption.
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Top 5 Changes
1. Certification/ recertification requires majority of all eligible bargaining unit employees to vote and the majority of participating employees to vote YES.
2. Faster dues withdrawal: Unions must promptly revoke membership and stop deductions upon withdrawal.
3. PERC authority expanded (subpoenas via certified mail/ personal service; broader waiver authority).
4. Updated definitions may shift who is in/ out of bargaining units (managerial/ confidential roles).
5. Impasse/ grievance timelines clarified; certain salary appropriations treated as financial urgency.

What Site Leaders Must Do
· Follow standard operating procedures for equal access (rooms, bulletin boards, digital).
· Route questions on unit composition and elections to Human Resources/ Labor Relations; avoid ad‑hoc advice.
· Ensure staff know how to withdraw dues if requested (direct them to Human Resources/ Labor Relations resources).
· Hold time on school calendars for potential meetings, hearings, or communications windows.
· Report any access disputes or complaints to School Operations and Human Resources/ Labor Relations immediately.

Key Dates
	Effective Date of State Law: 
	Wednesday, July 1, 2026
	Policy Update:  
	Click or tap to enter a date.
	Unit Clarification:  
	Click or tap to enter a date.
	Union Recertification Election:  
	Click or tap to enter a date.


Contacts
· Human Resources:	Click or tap here to enter text.
· Labor Relations:		Click or tap here to enter text.
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1. What is the status of SB 1296? 
· As of March 11, 2026, the bill passed the Florida Senate and House
· The Governor signed this bill into law on May 01, 2026.
· The effective date is July 01, 2026.

2. Does this change my current pay or benefits? 
· No. 
· The bill changes union certification/ recertification rules, dues withdrawal processes, and certain procedures.
· Any pay or benefit changes continue to be determined through bargaining and Board approval.

3. How do I stop union dues deductions? 
· Contact your union about their process. 
· The bill requires unions to revoke membership and stop deductions promptly when a member withdraws or becomes ineligible.

4. Will my bargaining unit change? 
· Possibly. 
· Updated definitions of managerial/ confidential employees may change unit composition.
· Human Resources shall communicate if any positions are affected.

5. Who can answer questions? 
· Start with your site administrator about coordination.
· Human Resources/ Labor Relations can assist with questions about bargaining unit questions.
· Your union can assist with questions about deductions and pay timing.
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	Milestone
	Target Date
	School District Owner(s)

	Form SB 1296 Team
	Friday, May 1, 2026
	Labor Relations
Human Resources
School Operations
Legal Services
Community Relations

	Begin classification review for unit clarification and managerial/ confidential roles; 
prepare documentation
	Friday, May 15, 2026
	Human Resources
Labor Relations
Legal Services

	Prepare and publish communications documents (principal one‑pager, staff FAQ, union access guidance)
	Friday, May 29, 2026
	Human Resources
Labor Relations
Community Relations

	Deliver training and/ or support messaging for administrators/ supervisors/ managers and executive secretaries
	Thursday, June 25, 2026
	Labor Relations

	School Board materials ready: first‑reading agenda item, executive memo, draft resolution
	Thursday, July 2, 2026
	Human Resources
Labor Relations
Legal Services
Community Relations

	Dry‑run recertification logistics (eligibility list, neutral communications, voting turnout monitoring)
	Wednesday, July 1, 2026
	Labor Relations

	Complete classification review for unit clarification and managerial/ confidential roles; publish report for Cabinet
	Wednesday, July 1, 2026
	Human Resources
Labor Relations
Legal Services

	Effective date (go‑live controls and monitoring begin)
	Wednesday, July 1, 2026
	All Owners

	Quarter 1 review and report
	Tuesday, September 15, 2026
	Labor Relations

	Quarter 2 review and report
	Tuesday, December 15, 2026
	Labor Relations

	Quarter 3 review and report
	Monday, March 15, 2027
	Labor Relations

	Quarter 4 review and report
	Tuesday, June 15, 2027
	Labor Relations
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· Once a public sector union decertifies, there are risks and opportunities for public school leaders.

· Who will fill the void of representation – public school leaders or a new bargaining agent?

· Will employee morale change?

· Will employee voices be heard?

· Will public school leaders actively listen to employee concerns and respond promptly?

· Will employees trust public school leaders or seek a new bargaining agent instead?

· What can public school leaders do to navigate these changes successfully?
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1. [bookmark: _Toc228630432]Operational Risks 

· Contractual Gaps – Decertification may leave employees without an active collective bargaining agreement.
· Workforce Morale Decline – Uncertainty may reduce trust and increase turnover.
· Administrative Overload – Human Resources and Labor Relations may face compressed timelines and new procedural requirements.

Mitigation Strategies:
· Develop interim employment policies mirroring essential contract provisions.
· Prepare communication templates for employees, principals, and supervisors.
· Implement a centralized tracking system for recertification deadlines and compliance checkpoints.

2. [bookmark: _Toc228630433]Legal and Compliance Risks 

· Failure to follow statutory timelines for recertification notices or elections
· Improper district involvement in union‑related decisions, risking unfair labor practice claims
· Ambiguity in post‑decertification procedures (grievances, evaluations, discipline)

Mitigation Strategies:
· Assign a single district‑level compliance lead.
· Train administrators on neutrality requirements and prohibited conduct.
· Establish a legal review protocol for all post‑decertification actions.

3. [bookmark: _Toc228630434]Employee Relations Risks

· Confusion about rights and processes during recertification cycles
· Increased conflict between employees and supervisors related to this confusion
· Potential misinformation circulating among staff

Mitigation Strategies:
· Launch a fact‑based information campaign explaining School District obligations and employee rights.
· Provide principals with FAQs and escalation pathways (e.g., procedural due process; grievances; etc.).
· Offer optional informational webinars for staff.
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1. [bookmark: _Toc228630436]Governance and Oversight
☐ Brief the School Board on legislative requirements and timelines.
☐ Designate a School District-level Recertification Compliance Lead.
☐ Form a cross‑departmental Legislative Response Team (Human Resources, School Board Counsel, Communications, Business and Fiscal Services).

5. [bookmark: _Toc228630437]Policy and Contract Continuity
☐ Draft interim employment policies for potential decertification periods.
☐ Review current collective bargaining agreements (CBAs) for provisions requiring immediate attention if representation lapses.
☐ Prepare salary schedules and supplements that can stand independently of a CBA.

6. [bookmark: _Toc228630438]Administrative Systems
☐ Create a tracking calendar for recertification deadlines and notices.
☐ Update Employee Information System fields to flag units that fall below statutory thresholds and decertify.
☐ Establish a document repository for notices, election certifications, and communications.

7. [bookmark: _Toc228630439]Training and Communication
☐ Train principals and supervisors on neutrality rules.
☐ Prepare employee‑facing FAQs on recertification and rights.
☐ Develop crisis‑communication templates for rapid deployment.

8. [bookmark: _Toc228630440]Legal Preparedness
☐ Review School District procedures for discipline, grievances, and evaluations in a non‑union environment.
☐ Confirm protocols for handling pending grievances after decertification.
☐ Assess potential litigation exposure and prepare response strategies.
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Subject: Information Regarding Employee Representation Status

Dear Employees:

This communication is provided to share factual information regarding employee representation and your rights under Florida law.

As of [insert date], the employee organization that previously served as the exclusive bargaining representative for the applicable bargaining unit is no longer certified by the Florida Public Employees Relations Commission (PERC) as the bargaining agent for this group.

What this means:
· Employees are currently unrepresented for purposes of collective bargaining.
· There is no collective bargaining agreement in effect.
· Existing wages, benefits, and workplace policies remain governed by applicable law, School Board policy, and administrative procedure.
· The employer will continue normal operations and apply policies consistently.

Your rights under Florida law:
· Employees have the right to seek representation by an employee organization. 
· Employees also have the right not to be represented by an employee organization. 
· Any determination regarding representation is made by employees through processes administered by PERC. 
· Participation in representation-related activity is voluntary.

Employer neutrality
· The employer does not support, oppose, or encourage any employee organization or representation outcome and will remain neutral on these matters.

Questions
· Questions regarding employment policies may be directed to Human Resources. 
· Questions regarding representation procedures may be directed to the Florida Public Employees Relations Commission (PERC) at https://perc.fl.gov or (850) 488-8641.


Sincerely,

[Name]
[Title]
[School District]
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If a teachers' union decertifies, management can implement research-based best practices that strengthen employee voice, foster trust, and reduce the likelihood of employees seeking recertification under a different bargaining agent.

1. Establish Robust, Multi-Channel Voice Mechanisms.

· Example: Monthly teacher advisory panels and anonymous digital suggestion systems

2. Promote High-Trust Management Practices.

· Example: Quarterly town halls where teachers co-develop solutions

3. Institutionalize Consultative Structures.

· Example: Joint committees for workplace safety and professional development

4. Invest in Leadership Development.

· Example: Coaching for administrators in active listening and conflict resolution

5. Implement Representative Participation Models.

· Example: Teacher-led curriculum committees

6. Reinforce Upward Problem-Solving Mechanisms.

· Example: Cross‑functional task forces addressing operational issues

7. Strengthen Information Sharing and Transparency.

· Example: Publishing monthly dashboards and budget summaries
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1. [bookmark: _Toc228630444]District Teacher Voice Framework

· Adopt a District Teacher Voice Framework (policy + handbook) that integrates:

· direct voice–quarterly pulse surveys and listening forums, 

· upward problem‑solving–joint teacher–administrator taskforces with 30/60‑day action reviews, and 

· representative voice–elected school Teacher Voice Councils and a District Teacher Advisory Council. (Budd et al., 2010; Mori et al., 2022).

2. [bookmark: _Toc228630445]Voice Councils and Taskforces

· Publish charters, decision rights, and “you said, we did” responses for Voice Councils and taskforces; credibility hinges on visible follow‑through (King et al., 2021). 

3. [bookmark: _Toc228630446]Leader Capacity  

· Invest in leadership capability. Leadership behavior is the linchpin of credible voice (Mori et al., 2022): 

· active listening, 

· facilitation, and 

· conflict resolution for administrators, managers, and supervisors.
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[bookmark: _Toc228630449]DRAFT POLICY: Employee Communications

1. Purpose
· To ensure fair, content‑neutral access to School District communication systems, facilities, and resources by employees and external organizations, consistent with state law and School District operational needs.

2. Scope
· Applies to all schools, offices, employees, and external organizations seeking to communicate with or engage School District instructional personnel.

3. Guiding Principles
· Access must be content‑neutral, equitable, and non‑preferential. No private organization may receive privileged access beyond what this policy defines. The School District must protect instructional time and operational efficiency.

4. Definitions
· Bulletin Boards: Designated physical spaces for posting employee-related information. 

· Employee Organizations: Any private organization composed of employees, including professional associations. 

· External Organizations: Any entity not operated by the School District.

5. Communications Access Rules
· Bulletin Boards – Provide a designated employee bulletin board at each school; space is equally available to all employee organizations and School District departments; postings must be lawful and non‑disruptive.

· Email and Digital Communications – School District email is for instructional/ operational purposes. Mass emails by external organizations require prior approval. Employees may receive outside information only through opt‑in lists hosted externally. The School District does not provide email lists or mass‑distribution rights to private organizations. 

· Meeting Space Use – Employee organizations may request meeting rooms during non‑instructional time; approval is based on availability and is content‑neutral; use may not disrupt operations or require additional staffing unless costs are reimbursed. 

· Distribution of Materials – Hard‑copy distribution to mailboxes/ common areas requires principal approval; no use of School District mail/ courier systems for mass distribution by private organizations; materials must clearly identify the sponsor. 

· Access to Employees – No interruptions to instructional time; access during pre‑planning, post‑planning, or duty‑free lunch may be permitted if non‑disruptive; administrators must ensure identical access windows for all organizations.

6. External Organization Neutrality
· The School District shall not collect/ process dues for any private organization or provide equipment, clerical support, office space, storage, or technology access; and shall neither endorse nor promote any employee organization.

7. Professional Conduct
· All visitors must follow School District procedures; maintain professional conduct; and refrain from coercive, harassing, or disruptive behavior.

8. Enforcement
· Administrators enforce this policy and may restrict access that violates operations, safety, or legal requirements; violations may result in suspension of access privileges.

9. No Exclusive Rights
· This policy does not grant exclusive access or representational authority to any employee organization.

10. Implementation
· The Superintendent shall develop procedures and forms for bulletin board posting, meeting space requests, and distribution approvals.




[bookmark: _Toc228630450]DRAFT POLICY: Teacher Voice Framework

1. Purpose
· The purpose of this policy is to ensure that all instructional employees have meaningful, structured, and transparent opportunities to provide input on school and School District operations. The Teacher Voice Framework establishes a consistent system for direct voice, representative voice, and upward problem‑solving, without reliance on any external employee organization.

2. Scope
· This policy applies to all instructional personnel employed by the School District and to all School District and school‑based administrators responsible for employee engagement, communication, and decision‑making.

3. Definitions
· Teacher Voice Council (TVC): A school‑based elected body of instructional employees established to provide representative input to school leadership.

· School District Teacher Advisory Council (DTAC): A School District‑level advisory group composed of representatives designated by each school’s TVC.

· Direct Voice Mechanisms: Methods that allow individual instructional employees to provide input (e.g., surveys, listening sessions).

· Upward Problem‑Solving Mechanisms: Joint teacher‑administrator taskforces created to develop solutions to identified issues within a defined timeline.

4. Components of the Teacher Voice Framework
· Representative Voice
· Establishment of Teacher Voice Councils (TVCs) – Every school shall maintain a TVC elected by instructional staff annually. TVCs must: 
· maintain a written charter using the School District’s model template; 
· publish meeting agendas, minutes, and recommendations; 
· meet at least quarterly during non‑student‑contact time; and 
· track issues using a standardized School District system.

· School District Teacher Advisory Council (DTAC) – Each TVC selects one representative to serve on the DTAC. The DTAC meets monthly with the Superintendent’s designee(s). The School District publishes meeting summaries and status of recommendations.

· Direct Voice
· The School District shall maintain quarterly teacher pulse surveys, open listening sessions at least twice per year at each school, and a confidential digital submission platform with guaranteed administrative review.



· Upward Problem‑Solving
· The Superintendent or designee may establish joint teacher–administrator taskforces to address specific issues (e.g., planning time integrity, behavior supports, curriculum implementation) with thirty-day (30-day)/ sixty-day (60-day) action reviews and written administrative responses within fifteen (15) workdays.

· Accountability and Follow‑Through
· “You Said, We Did” Tracker – The School District maintains an internal dashboard summarizing issues raised, actions taken, and items pending with expected timelines.

5. Administrative Responsibilities 
· Principals support TVCs, provide timely responses, and ensure an environment free from retaliation; School District leadership ensures consistency, provides training, and reviews School District‑level issues quarterly.

6. Elections and Membership
· Elections occur annually using a School District‑approved, fair, anonymous process. Only instructional staff may vote or serve. Terms are one year with no limit on reelection. Vacancies are filled through special elections within twenty (20) workdays.

7. Training
· Annual training covers meeting facilitation, consensus‑building, problem analysis, active listening, conflict resolution, and policy review.

8. Non‑Interference Clause
· No employee or administrator shall attempt to control, influence, or interfere with the election or functioning of TVCs or the DTAC.

9. No Exclusive Representation
· This policy does not grant exclusive representation rights to any individual or organization, nor does it replace any statutory rights or School District policies.

10. Implementation
· The Superintendent shall develop administrative procedures, election templates, and charter documents necessary to implement this policy.
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