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Frequently Asked Questions Related to Staffs’ Return to School for the 20-21 School Year 

 

The following questions and answers are to help provide important information about work 

expectations during the COVID-19 pandemic and the upcoming 2020-21 school year.  While this 

information will not be able to address every situation, it is intended to provide a reasonably 

good overview of questions that may arise and the answers.  As we receive additional 

information we will provide updates.  While we know that this is a highly unusual time, please 

keep in mind that these Temporary Learning Models are just that, temporary.   

 

STAFFING ASSIGNMENTS 

 

Q1. Will staffing assignments be impacted this upcoming school year? 

 

A1. Under NYS regulations, we must submit a plan for the re-opening of schools by the end 

of July.  Our plan will be to have K-5 students at school and 6-12 students will be in a 

hybrid model where students will be on campus some days and then learn remotely on 

the remaining days.  To implement these Temporary Learning Models (TLMs), we will 

need to be flexible in providing staffing to meet instructional needs and to comply with 

the required safety precautions.  While we expect temporary changes, any changes will 

be in full compliance with our respective collective bargaining agreements (CBA).   

 

Any short-term modifications needed to successfully implement the TLMs, but not in full 

compliance with our CBAs, will not be implemented without negotiations and agreement 

with the impacted Association.  In no case, as long as a staff member reports for work as 

scheduled, will any changes impact salary, benefits, tenure track, seniority or retirement 

credits.    

 

Q2. Will my student supervisory responsibilities change? 

 

A2. Each collective bargaining agreement, along with NYS Labor Law, requires certain 

protected time during the day.  This includes a lunch break for all full-time staff, and 

planning time for teachers.  Otherwise, staff can be asked to perform tasks that are 

reasonable and related to their job duties.  In some CBAs there is specific language that 

provides guidance for reasonable professional activities.   

 

You should expect that, to be able to best support our students, staff would perform 

supervisory responsibilities not routinely done in the past.  For example, we will need to 

provide more oversight and structure during students’ lunch periods.  We are working 

with our building and association leaders to make sure that such duties are equitable and 

reasonable.     
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Q3. If I am a teacher, will I be asked to teach outside my certification area? 

 

A3. No.  Teachers will not be asked to teach a subject outside their certification area(s).  

However, teachers will likely be asked to help support students and classes to make sure 

we are maintaining appropriate safety precautions.   

 

Q4. How will the TLMs impact assignment of Teacher of Record? 

 

A4. Teachers will only be assigned as Teacher of Record for those students that they are the 

primary responsible teacher.  For example, if an elementary classroom teacher has 22 

students but they are split into two groups to maintain social distancing requirements, that 

teacher will be the Teacher of Record for all 22 children.  If an encore (special area) 

teacher is asked to supervise a group of students outside of an encore class, the classroom 

teacher would remain the Teacher of Record.   

 

Q5. How will the district staff for students that do not return and whose parents will only 

allow remote learning? 

 

A5. While the primary models for K-5 and 6-12 are denoted above, there will be some 

students that will not return to campus and will only be learning remotely.  The district is 

in the midst of determining who the specific students will be.  Once we know the students 

involved, we will determine what staffing needs are required to support remote learning.  

We will use our voluntary posting process to fill open positions, and, to the degree 

necessary will then use our involuntary transfer process if openings remain.  It is 

important to note, that staff members teaching these courses will do so from campus, 

unless the teacher qualifies for a reasonable accommodation under the law.  Such 

individual situations will be addressed below.     

 

Q6. With the staffing flexibility needed to implement the TLMs, will any staff member have 

to move from their current building? 

 

A6. Staff may be reassigned to other buildings in order to support the TLMs.  This will be 

done in a way to ensure equity and consistency in programs.  However, regardless of the 

assignment for the 20-21 school year, for purposes of planning and posting for the 21-22 

school year (assuming a return to our normal learning model) all staff will be deemed to 

have return to their originally designated assignment. 

 

LEAVES AND ACCOMODATIONS    
 

Q7. What are my options if I have a medical condition that impacts my ability to return? 

 

A7. This is a complicated question as there are many nuances.  Prior to the onset of COVID-

19, we already had the Family Medical Leave Act and the Americans with Disabilities 

Act.  The FMLA allows for up to 12 weeks of leave for your own significant health 

issues, to be a primary support for a family member with significant a health issue, or 

upon the birth of a child.  The Americans with Disabilities Act allows an employee, with 

a disability impacting a major life function, to request a reasonable accommodation from 
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the employer.  Both laws require the employee and the employer to engage in a specific 

process where the employee must provide the necessary information to allow the 

employer to process the request and make a determination if the employee qualifies for 

the leave or accommodation.  This includes providing reasonably detailed medical 

information. 

 

 With the onset of COVID-19, the federal and state governments enacted additional 

temporary leave acts.  These are the Emergency Family Medical Leave Act (EFMLA) 

and the Paid Sick Leave Act (PSLA).  These acts also require the employee and employer 

to engage in a specific process to allow the employer to determine whether the employee 

is eligible for a leave.  We have provided more detailed information about these various 

acts below. 

 

 A critical takeaway is that to qualify for the leave or accommodation, the employee must 

meet the legal requirements.   

 

For the FMLA, EFMLA and PSLA there is a limited amount of time that the leave 

applies.  For the PSLA it is two weeks and for FMLA and EFMLA it is a maximum of 12 

weeks.  In any case, regardless of the combination, the total amount of time would not be 

more than 12 weeks in a rolling 12 month period. 

 

Q8. How do I request a leave? 

 

A8. You would have to contact Human Resources.  Human Resources would provide you 

with the appropriate forms to complete along with a first request for the required medical 

documentation.  Once all necessary documentation is received, you would have a meeting 

with Human Resources to discuss your individual situation and to go through the 

interactive process to see if you would qualify for a leave or accommodation.  Until a 

final determination is made, it is expected that you would maintain your normal schedule.  

You can expect that you will have a final decision from Human Resources about your 

request within 4 business days from the date of the interactive process meeting.   

 

Q9. I have a medical condition that puts me at high risk for COVID-19.  Am I able to work 

remotely? 

 

A9. You would have to go through the ADA process and provide reasonably detailed 

information about your condition and limitations in order for the district to make a 

determination of whether an accommodation is reasonable.  At minimum, you would 

need to provide your specific medical diagnosis, and how the disability specifically limits 

your ability to work your normal job duties.  If you were deemed to qualify and it was 

reasonable, working remotely is a possible accommodation.  For example, if a teacher 

submits a request to work remotely, has an appropriately qualifying condition and doing 

so would be considered a reasonable accommodation, then allowing the teacher to teach 

remotely could be considered.   
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 An important note, what could be potentially deemed a reasonable accommodation under 

the TLMs, may not necessarily be deemed a reasonable accommodation under our 

regular learning model.     

 

Q10. If I am granted permission to work remotely, what are the expectations? 

 

A10. First and foremost, as with any application of our remote model standard work hours 

would apply.  Based on your particular position, you would need to undertake and 

complete your duties as you would during a normal work-day.  Any modifications would 

need to be approved in advance.  You would be required to electronically sign in each 

morning and sign out each evening.  During work hours, with the exception of your lunch 

break, you would not be permitted to engage in any non-work related activities.  You 

would also be reviewed and evaluated on your performance according to the standard 

processes and timelines for your position.    

 

 

Q11. What if I do not qualify for an accommodation or leave, or my leave expires but I still do 

not feel comfortable returning to work? 

 

A11. While this is certainly an understandable concern, at that point, if you unable to return to 

work, your options are limited.  Please remember, regardless of the district’s final plan 

for reopening, we will need our staff to support our students’ education.  

 

There have been some questions of whether staff could work remotely even without a 

qualifying reason.  While this could be requested, it is unlikely as your position would 

have to be one that could be done remotely and for which we have a need.  Another 

potential option would be to ask for an unpaid leave.  Unpaid leaves are reviewed on a 

case-by-case basis and would likely only be granted it we had sufficient staff to operate. 

If granted, during the leave time you would be unpaid, would not accrue seniority and 

while you can retain your benefits, you would need to pay 100% of any health and dental 

insurance premiums.    

 

Q12. My child’s school is implementing a hybrid model in which students are not in school 

every day.  Am I able to take leave to care for my child? 

 

A12. If your child’s daycare or school is closed for a COVID related reason, you are eligible to 

take up to 12 weeks of leave.  The first two weeks fall under PSLA and up to ten more 

fall under EFMLA.  You may be able to take intermittent leave to care for your child on 

days they are unable to go to school during periods of time that the school is traditionally 

open.  In order to allow this to happen you would need to discuss your situation with 

Human Resources and collaboratively work out a plan for intermittent work.  After the 

leave expires you would need to return to work on your full schedule regardless of 

whether the school remains in the hybrid model.   

 

Q13. If I decided to not send my child to school but their school is open would I still qualify 

for a leave? 
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A13. You would not qualify for leave as the school is open but you are choosing not to send 

your child. 

 

Q14. Someone in my household has a medical condition that puts them at high risk for 

COVID-19.  Am I able to work remotely to decrease the risk of infecting them? 

 

A14. You would not qualify under the ADA based on a family member’s medical condition.  

Please also see A8 above.     

 

Q15. A personal family situation requires me to travel to a state on the tri-state mandatory 

quarantine list.  Can I work remotely upon my return?  If not, will I be paid for the period 

that I am quarantining? 

 

A15. This area is still evolving.  NYS has said that public employees subject to mandatory 

quarantine as a result of voluntary travel to areas with high infection rates are not entitled 

to use paid leave during this time.  However, the PSLA may apply.  It is important to 

note, that the PSLA can only be used once and counts towards the total 12 weeks for 

potential leave.  The employee will need to provide reasonably detailed information as 

part of this process. 

 

 As to working  remotely, your position would have to be one that could be done remotely 

and for which we have a need.  This decision is solely at the discretion of the district.   

 

 You should contact your supervisor or Human Resources prior to any travel to a 

restricted area so you will better know what to expect if you travel to a state on the 

quarantine list.   

 

REVIEWS AND PROBATIONARY PERIODS  

 

Q16. Will we need to complete the APPR process in the upcoming school year? 

 

A16. Yes.  Fortunately PDTA, PDAA and the district worked together prior to the onset of 

COVID-19 to modify our APPR plan so that all teachers will be under the district group 

goal, which takes the scores of the following five exams, Algebra I, Earth Science, 

Global History, US History and English 11.  This means that no teachers will have to 

complete individual SLOs.  Lead Evaluators will still have to conduct announced and 

unannounced observations and Outside Evaluators will still have to complete their 

observations.  For certificated staff not under the state mandated APPR, they will 

continue to be evaluated as previously done.   

 

Q17. Will annual reviews of non-certificated staff be impacted with the TLMs? 

 

A17. Regardless of how we return to school, supervisors will need to complete annual 

evaluations.  These will be in the same form as normally done.  However, supervisors 

will take into account any novel or unusual circumstances in completing the reviews. 
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Q18. Will the TLMs impact probationary periods for certificated staff? 

 

A18. No.  For certificated staff that are in their probationary period, as long as they are 

reporting to work on a full-time basis, will continue to accrue normal credit towards 

completing their probationary period.  This is also true for the time during the previous 

closure from March 2019 through the end of the 19-20 school year.   

 

PRECAUTIONS 

 

Q19. What precautions is the district taking to reduce the risk of COVID-19? 

 

A19. The district has already implemented a number of proactive precautions. Prior to entering 

any of our buildings all individuals must go through a screening.  Perhaps most 

importantly, masks are required for all adults who cannot maintain at least 6 feet of social 

distance from others.  Even in the case of being able to maintain the appropriate 6 foot 

distance masks are still encouraged for all staff to wear masks as much as can be tolerated 

as this appears to be the most proactive action a person can take.   

 

 During this time, we have changed the use of our cleaning supplies to that of hospital 

grade disinfectant. This can be misted on surfaces and is very effective in killing any 

germs.   

 

 Practicing good hygiene habits will further reduce the risk.  This includes washing your 

hands frequently using proper technique, if you sneeze or cough cover your mouth, and if 

you are sick stay home.   

 

 As part of our plans, we have modified spaces to allow for social distancing and our 

Temporary Leaning Models were created to minimize risk.  Once these plans are 

finalized they will be available on our website.     

 

 It is also important to note that NYS regulations require school districts to have fresh air 

circulating in the buildings at all time.  As such, our systems brings in outside air which 

helps in our health and safety efforts.    

 

 Our health and safety committee has recently put out detailed visitor protocols and will 

continue to work to oversee risk mitigation measures.   

 

ADDITIONAL IMPORTANT INFORMATION 

 

Q20. Will there be athletics this year? 

 

A20. It is unknown that this time.  It is certain that if we do, they will start later than normal.  

There are different potential scenarios which include modified seasons, or that some 

sports considered lower risk for COVID-19 spread would run and other would not, or that 

sports could be cancelled altogether for the upcoming school year.  Varsity Head Coaches 
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will be paid stipends as they will be supporting student athletes and the ongoing program, 

which includes working through the NCAA process.  All other coaches will only receive 

stipends if the season runs.   

 

Q21. How will steps be handled if there are not sports this year? 

 

A21. For those coaches who were in their position for the 19-20 school year, they will be given 

a step credit for the 20-21 school year regardless of whether or not a sport has a season. 

 

Q22. Will we have any extra-curricular activities this year? 

 

A22. We will not have extra-curricular activities to start the school year.  Depending on how 

things progress, we may consider adding back certain extra-curricular activities as 

appropriate.  No stipends will be paid unless approved by Human Resources.  

 

Q23. Will instructional leadership duties or stipends be impacted? 

 

A23. Instructional leadership duties listed in PDTA contract 1-4-1, 1-4-3, 1-4-4 and 1-4-5 will 

continue as normal and will be paid the contractual stipend.  For those positions listed in 

1-4-6, stipends will only be paid if the identified program runs during the 2020-21 school 

year.     

 

 

 


