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Respondent. 

__________________________________/ 

 

 

RESPONDENT’S POSITION STATEMENT 

 

1. Introduction and Summary 

 

Charging Party Matthew Damsky (CP) was hired by the Florida Legislature (Respondent) in 

March, 2013, to serve as a District Legislative Assistant to Senator Maria Lorts Sachs. In 

February, 2016, Senator Sachs learned that CP had misappropriated her credit card account and 

charged thousands of dollars in merchandise. Senator Sachs confronted CP and he admitted to 

making the charges. [Ex. A].  

 

Around the same time, Senator Sachs learned that CP had improperly taken travel 

reimbursements out of Senator Sachs’ interoffice account for expenses related to travel that he 

had not actually incurred and had not been authorized. Senator Sachs, after consulting with legal 

counsel for the Senate, presented CP with the option to resign his employment, which he did on 

February 5, 2016.  

 

In retaliation for Senator Sach’s refusal to accept CP’s conduct, CP has filed the subject baseless 

charge against her alleging gender discrimination and retaliation. The Charge has no merit and 

should be dismissed. 

 

2. Description of the Organization 

 

The Florida Senate and the Florida House of Representatives comprise the legislative branch of 

the State of Florida. The Florida Senate has 40 members, each elected to four-year terms from a 

single-member district with a population of roughly 470,000. The Senate meets yearly during a 

session beginning on the first Tuesday after the first Monday in March and lasting 60 calendar 

days. In even-numbered years, the Legislature may convene at another date fixed by law.  

Special sessions may be called by the Governor or jointly by the presiding officers of the Senate 

and House. The Senate’s legislative powers are derived from the Florida Constitution, and 

include passing laws and developing an annual state budget.  
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The Florida Senate is located at 

 

 404 S. Monroe Street 

 Tallahassee, FL 32399 

 

Senator Sachs represents District 34, consisting of parts of Broward and Palm Beach counties.  

 

Senator Sachs’ district office is located at  

 

Delray Beach City Hall 

100 Northwest 1st Avenue 

Delray beach, Florida 33444 

 

Senator Sachs’ Tallahassee office is located at  

 

216 Senate Office Building 

404 South Monroe Street 

Tallahassee, Florida 32399 

 

During his employment, CP was one of four staff members reporting directly to Senator Sachs. 

The other staff are Gladys Ferrer, Victoria Nowlan, and Albert Medina. Albert Modina was an 

OPS employee hired during the 2016 legislation; he has since taken over CP’s position.  

 

This response is prepared by Respondent’s representative 

 

 Jamie Ito 

 Assistant Attorney General 

 Florida Office of the Attorney General 

 PL-01, The Capitol 

 Tallahassee, FL 32399 

 (850) 414-3721 

jamie.ito@myfloridalegal.com 

 

3. Charging Party’s Allegations  
 

Respondent responds to the allegations made by CP in his Charge of Discrimination as follows: 

 

 “Plaintiff, a white American-born male, was employed by Maria Sachs and the 

Florida State senate.” 

 

Admitted that CP was employed by the Florida Senate and reported to Senator Sachs. However, 

Denied that CP was “employed by Maria Sachs” because Senator Sachs is not an “employer” as 

defined by Title VII. 
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 “During the course of his employment he was subjected to unlawful 

discrimination pertaining to job assignments, job harassment, sexual harassment 

and different and less favorable terms and conditions of his employment.” 

 

Denied.  CP was held to the same standard and conditions of employment as other employees of 

the Senate. Plaintiff’s gender was not taken into account in any decisions made regarding his 

employment. Allegations of harassment are completely unfounded. 

 

 “These include but are not limited to demands that he perform extensive personal 

services (for which he was not paid a regular hourly wage nor overtime) for his 

boss, Maria Sachs, such as grocery shopping, walking her dog, maintaining her 

relatives’ homes, and traveling cross country to assist Sachs’ family, including 

her children and mother.” 

 

Grocery Shopping: Senator Sachs did not demand that CP do any personal shopping. It is not out 

of the ordinary for a Legislative Assistant to purchase groceries, such as sodas or snacks, for the 

district office or for events organized by the office, and to pay for such supplies out of the 

interoffice account. However, at no time did Senator Sachs ever demand CP do personal 

shopping for her.  

Dog Walking: Senator Sachs denies that she ever demanded that CP walk her dog. In fact, 

Senator Sachs’ dog, Roxanne, lives on five acres and has never been walked on a leash. 

Maintaining Relatives Homes: Senator Sachs denies that she ever demanded that he maintain her 

relatives’ homes.  

Traveling Across Country to Assist Sachs’ Family: CP did accompany Senator Sachs’ mother 

when she moved to California. However, Senator Sachs did not require CP to do this and, in fact, 

only learned about it after the fact. CP became very close to Senator Sachs’ mother, who is 91-

years-old. After CP resigned his employment, three checks from Senator Sachs’ mother’s 

checking account were found in CP’s desk.  

 “Plaintiff was also exposed to unwelcome conduct of a sexual nature by Sachs, 

including but not limited to multiple occasions where Sachs would undress in 

front of him.”  

 

Senator Sachs denies that she ever undressed in front of CP. She does on occasion change 

clothing in her office, but never did in front of CP. 

 

 “Further, Plaintiff was ordered to perform tasks on the job entirely unrelated to 

his job, including but not limited to drafting legal pleadings for Sachs’ private 

legal practice at Sachs’ direction, such as court filings relating to expungements, 

praecipes, and the quashing of warrants.”  

 

Senator Sachs denies that she ever ordered CP to draft legal pleadings for her private practice. 

However, Senator Sachs did represent CP in legal proceedings unrelated to his employment. CP 

reviewed the documents that Senator Sachs prepared on his behalf.  
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 “Plaintiff objected to these activities and Sachs would threaten him with the loss 

of his job if he refused.”  

 

Senator Sachs denies that CP ever complained to her about his treatment and she never 

threatened him with the loss of his job for refusing to perform any duties. Senator Sachs asked 

CP to resign only after learning about CP’s criminal action. Moreover, CP never complained in 

accordance with the Senate’s Workplace Harassment policy. (Ex. B). 

“Plaintiff seeks all relief allowed by law.”  

 

Respondent denies that CP is entitled to any relief. 

4. Employment Policies and Procedures  
 

The following policies of Respondent are relevant to CP’s Charge and to Respondent’s response, 

and are included as attachments to this response: 

 

Prohibition Against Discrimination: Senate policies prohibit harassment and discrimination and 

provide complaint procedures for employees who feel they have been treated in a discriminatory 

way or have been harassed. CP failed to follow this procedure. [Ex. B, C]. 

 

Code of Conduct: Senate employees must “conduct themselves in a manner that maintains the 

integrity and responsibility of his or her position. Conduct that interferes with business 

operations, discredits the Legislature, or is offensive to the public or to coworkers is not 

acceptable. Employees conducting themselves in such a manner may be subject to disciplinary 

action, up to and including termination.” [Ex. E, p. 5].  

 

5. Similarly Situated Employees  
 

CP has not identified any similarly situated employees. While he alleges in his Charge that he 

was “subjected to … different and less favorable terms and conditions of his employment,” CP 

does not compare his treatment to any other co-workers, much less identify such comparators 

with any specificity. Moreover, no other employees in Senator Sachs’ office have engaged in the 

conduct for which CP was asked to resign. 

 

6. Respondent’s Position 

 

CP worked as a Legislative Assistant to Senator Sachs for several years with no problems. In 

fact, in December, 2015, CP gave Senator Sachs a greeting card that read:  

 

Senator 

2015 was a great year and I look forward to what 2016 has in store! Thank you for 

everything you do for me! I hope this helps lead us to victory! This was my fortune from 

Christmas dinner and it is very true! “You’ll never know what you can do until you try.” 

Looking forward to trying hard in 2016!  

Love 

Matthew 
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[Ex. F, L]. 

 

However, in late January, 2016, Senator Sachs reviewed a bill for her American Express credit 

card and discovered a payment due of approximately $9,000. When she reviewed the 

transactions, she realized that the charges were not hers. Senator Sachs asked CP about the 

charges, as he had access to her credit card number, and he admitted that the charges were his. 

CP executed an affidavit confessing to being responsible for the charges. [Ex. A, L]. Around this 

time, Senator Sachs also learned that CP had improperly taken travel reimbursements out of her 

interoffice account for expenses related to travel that he had not actually incurred and had not 

been authorized. Senator Sachs had delegated authority to CP to use the interoffice account, but 

only to pay for legitimate office expenses that were actually incurred. CP misused the funds in 

the account for his personal use. [Ex. L]. 

 

Senator Sachs was concerned for CP and contacted his family and told them that he needed help. 

She also asked CP’s family to help CP to repay the money by the time the amount was due. CP’s 

father sent a check for part of the amount due and advised Senator Sachs that CP had a gambling 

problem.  

 

Senator Sachs contacted the Senate General Counsel’s Office to discuss the matter. Ultimately, 

on February 5, 2016, Senator Sachs presented CP with the option to resign. In order to resign, CP 

would be required to submit a letter of resignation, execute an oath of confidentiality, satisfy 

money owed to the State of Florida, return State of Florida property in his possession, and 

complete his outstanding travel reports. [Ex. G, L]. CP submitted a letter of resignation that 

same day. [Ex. H]. 

 

After CP’s resignation, district staff found in CP’s office other credit cards in Senator Sachs’ 

name that she was not aware of. They also found fraudulent documents, such as a falsified pay 

stub showing CP as being employed in Ontario and earning $10,850 per month [Ex. I, L], along 

with a residential lease for a home in Quebec, signed by CP for a term tenancy beginning 

November 1, 2015, and ending November 1, 2016, with a monthly rent of $3,100. [Ex. J, L]. 

 

Since this discovery, Senator Sachs learned that CP had opened other credit accounts, including: 

 

 American Express Platinum 

 American Express Costco  

 American Express Blue Cash Everyday  

 American Express Everyday Card  

 Discover Card 

 PayPal account  

 American Express under her children’s names 

 

Senator Sachs also learned that CP had entered a two-month rental agreement for a home in 

Tallahassee during the legislative session, and that he had accepted rent from a legislative intern 

and another legislative staff member. However, CP did not pay the landlord and the intern and 

fellow staff member lost their housing, despite having paid rent to CP. [Ex. L]. 
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Notwithstanding CP’s allegations against her, CP recently attempted to contact Senator Sachs. 

[Ex. K, L]. It was shortly after Senator Sachs refused to meet privately with CP that he filed this 

Charge. [Ex. L]. 

 

7. Legal Analysis 

 

CP alleges a claim of gender discrimination and retaliation under Title VII of the Civil Rights 

Act of 1964. Specifically, he alleges that he was required to perform personal services and tasks 

unrelated to his Senate employment by his supervisor, Senator Sachs, and that he was subjected 

to unwelcome sexual conduct by Senator Sachs. CP further alleges that he was threatened with 

the loss of his job in retaliation for objecting to such discriminatory conduct. CP’s claims fail 

because the conduct he alleges does not amount to any adverse employment action; he has not 

identified any similarly situated female employees who were treated more favorably; he did not 

engage in an activity protected by Title VII’s retaliation provision; and he was asked to and 

agreed to resign because of his own misconduct. CP therefore cannot make out a prima facie 

case of discrimination or retaliation.  

 

Gender Discrimination 

 

In order to make out a prima facie claim of gender discrimination, CP must show (1) he is a 

member of a protected class; (2) he was subjected to an adverse employment action; (3) his 

employer treated similarly situated female employees more favorably; and (4) he was qualified 

for the job at issue. Rice-Lamar v. City of Ft. Lauderdale, Fla., 232 F.3d 836, 842-43 (11th Cir. 

2000). As a male, CP is a member of a protected class. However, he cannot make out a prima 

facie case of gender discrimination. 

 

CP Alleged no Adverse Employment Action 

 

“Not all conduct by an employer negatively affecting an employee constitutes adverse 

employment action.” Davis v. Town of Lake Park, Fla., 245 F.3d 1232, 1238 (11th Cir. 2001). 

 

[I]t is clear that to support a claim under Title VII's anti-discrimination clause the 

employer's action must impact the “terms, conditions, or privileges” of the plaintiff's job 

in a real and demonstrable way. Although the statute does not require proof of direct 

economic consequences in all cases, the asserted impact cannot be speculative and must 

at least have a tangible adverse effect on the plaintiff's employment. We therefore hold 

that, to prove adverse employment action in a case under Title VII's anti-discrimination 

clause, an employee must show a serious and material change in the terms, conditions, or 

privileges of employment. 

Id. at 1239. 

CP’s allegation that he was required to shop for groceries, walk Senator Sachs’ dog, or take care 

of her family members and their households, even if true, did not impact the terms, conditions, or 

privileges of CP’s employment in any reasonable or demonstrable way. Though a resignation, in 

certain circumstances, can amount to an adverse action, CP did not allege in his Charge that his 
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resignation was discriminatory. 

CP has not alleged any adverse action in his Charge of Discrimination and therefore has not 

shown a prima facie case of discrimination.  

CP Alleged no Similarly Situated Female Employee 

 

CP does not identify in his charge any similarly situated female employee who received more 

favorable treatment. In order to show that employees are similarly situated, a Plaintiff must show 

that they are involved in nearly identical misconduct. Maniccia v. Brown, 171 F.3d 1364, 1368 

(11th Cir. 1999) (“We require that the quantity and quality of the comparator’s misconduct be 

nearly identical to prevent courts from second-guessing employers’ reasonable decisions and 

confusing apples with oranges.”).  

 

CP and his comparator must be similarly situated “in all relevant respects” and “nearly identical” 

in order to prevent courts from second-guessing employers’ reasonable business decisions. 

Wilson v. B/E Aerospace, Inc., 376 F.3d 1079, 1091 (11th Cir. 2004).  

 

CP has not identified a similarly situated female employee who received more favorable 

treatment in his Charge of Discrimination and therefore has not shown a prima facie case of 

discrimination.  

CP was Not Subjected to Sexual Harassment 

 

Insofar as CP alleges that he was subjected to a hostile work environment based on his sex, he 

must show that he was subjected to unwelcome harassment based on his gender that was 

sufficiently severe or pervasive to alter the terms and conditions of his employment. Miller v. 

Kenworth of Dothan, Inc., 277 F.3d 1269, 1275 (11th Cir. 2002). 

 

The only conduct CP alleges to be of a sexual nature is Senator Sach’s undressing “in front of 

him” on “multiple occasions.” As set forth above, there is no merit to this claim. And even if 

there were, CP’s claim is barred, as described below. 

 

CP did Not Complain in Accordance with the Senate’s Workplace Harassment Policy 

 

In “hostile work environment” claims, an employer is entitled to an affirmative defense where it 

“exercised reasonable care to prevent and correct promptly any sexually harassing behavior” and 

the “employee unreasonably failed to take advantage of any preventive or corrective 

opportunities provided by the employer or to avoid harm otherwise.” Speigner v. Shoal Creek 

Drummond Mine, 402 Fed.Appx. 428, 430 (11th Cir. 2010).   

An employer can meet its initial burden under this affirmative defense by showing that it had in 

place an anti-harassment policy that “was effectively published, that it contained reasonable 

complaint procedures, and that it contained no other fatal defect.” Frederick v. Sprint/United 

Mgmt. Co., 246 F.3d 1305, 1314 (11th Cir. 2001).  Such anti-harassment policies are important 

because, though “Federal law has now attempted to correct the problem of workplace 

discrimination, [] it cannot be done without the cooperation of the victims, notwithstanding that 
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it may be difficult for them to make such efforts.”  Coates v. Sundor Brands, Inc., 164 F.3d 

1361, 1366 (11th Cir. 1999).   

As set forth above, the Senate has a policy prohibiting harassment and providing a complaint 

procedure for employees to follow when they believe they have been the subject of workplace 

harassment. To escape this defense, CP would have had to follow the procedure, which he did 

not. Therefore, any claim by CP that he was subject to a hostile work environment should be 

dismissed. 

For the reasons set forth above, CP cannot establish a claim for gender discrimination and 

Respondent requests that his Charge be dismissed. 

Retaliation 

In order to make out a prima facie case of Title VII retaliation, CP must show that (1) he 

participated in an activity protected by Title VII; (2) he suffered an adverse employment action; 

and (3) there is a causal connection between the participation in the protected activity and the 

adverse action. Pipkins v. City of Temple Terrace, 267 F.3d 1197, 1201 (11th Cir. 2001).   

CP Did not Engage in Protected Activity 

To establish protected activity, CP must show that he had a good faith, reasonable belief that 

Respondent engaged in unlawful employment practices, and that his belief was objectively 

reasonable in light of the facts of this case.  Howard v. Walgreen Co., 605 F. 3d 1239, 1244-1245 

(11th Cir. 2010).  CP cannot make this showing.   

CP alleges that he engaged in protected activity when “he objected to these activities.”  

“A complaint about an employment practice constitutes protected opposition only if the 

individual explicitly or implicitly communicates a belief that the practice constitutes unlawful 

employment discrimination.” Murphy v. City of Aventura, 383 Fed. Appx. 915, 918 (11th Cir. 

2010)(internal citation omitted)(finding no protected activity where Plaintiff complained of 

supervisor’s “vulgar, inappropriate language,” “bullying, yelling, [and] screaming” but not that 

the conduct was sexually hostile or sexually harassing). See also Hawk v. Atlanta Peach Movers, 

469 Fed. Appx. 783, 786 (11th Cir. 2012)(finding no protected activity where complaint about 

treatment “at most expressed [Plaintiff’s] belief that [Defendant] acted unfairly towards him” and 

did not suggest that Defendant was discriminating against him based on a protected ground); 

Jeronimus v. Polk County Opportunity Council, Inc., 145 Fed. Appx. 319, 326 (11th Cir. 2005) 

(email complaint of being “singled out,” being subjected to “a campaign of harassment,” and 

working in a “hostile environment,” did not suggest that the treatment was in any way related to 

his race or sex and therefore was not protected).  

Not only did CP not “object to these activities,” he did not “explicitly or implicitly communicate 

a belief that “these activities” constitute[d] unlawful employment discrimination.” CP therefore 

did not engage in protected activity and cannot establish the first prong of a prima facie 

retaliation case.   
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CP Has Not Alleged an Adverse Employment Action 

Assuming, arguendo, that CP engaged in protected activity when he “objected to these 

activities,” none of the conduct he complains about amounts to an adverse employment action.  

 

Causal Relationship 

Because CP did not engage in protected activity, and because he did not suffer an adverse 

employment action, he likewise cannot establish any relationship between the two. 

CP Was Asked to Resign for a Legitimate Reason 

CP does not allege that his resignation was an adverse employment action. However, assuming 

he did, Respondent’s reason for asking him to resign were non-discriminatory and non-

retaliatory. CP can only prevail on this issue by showing, not only that Respondent’s reason for 

asking him to resign are false, but also that the true reason was discriminatory or retaliatory. See 

Woods v. Delta Air Lines Inc., 595 Fed. Appx. 874, 879 (11th Cir. 2014). CP must meet 

Respondent’s reason head-on, and rebut it. Chapman v. AI Transp., 229 F.3d 1012, 1030 (11th 

Cir. 2000). Plaintiff must produce evidence of discrimination. Flowers v. Troup Cnty., Ga., Sch. 

Dist., 803 F.3d 1327, 1341 (11th Cir. 2015)(affirming summary judgment for employer where, at 

most, evidence might support an inference that employer’s stated reason for dismissing 

employee was pretext of something, but employee offered no evidence that the stated reason was 

pretext of discrimination on the basis of employee’s race.).  

As set forth above, Respondent had a legitimate reason to ask CP to resign. CP cannot overcome 

Respondent’s non-discriminatory and non-retaliatory reason, and the Charge should be 

dismissed.  

8. Supporting Documents: 

 

Ex. A: Affidavit of CP  

Ex. B: Harassment Policy  

Ex. C: Affidavit of Barbara Gleasman 

Ex. D: Discrimination Policy 

Ex. E: Employee Handbook 

Ex. F: Greeting Card from CP to Respondent 

Ex. G: Resignation Packet Presented to CP 

Ex. H: Resignation Letter 

Ex. I: Canadian Pay Stub 

Ex. J: Quebec Lease 

Ex. K: Text Message from CP 

Ex. L: Affidavit of Maria Sachs 
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Respectfully submitted, this 10th day of June, 2016. 

 

PAMELA JO BONDI  

FLORIDA ATTORNEY GENERAL 

  

/s/ Jamie Ito     

JAMIE ITO 

Assistant Attorney General 

Florida Bar No. 13553 

Jamie.Ito@myfloridalegal.com 

Employment Litigation Bureau 

Office of the Attorney General 

The Capitol, PL-01 

Tallahassee, FL 32399 

(850) 414-3300 Phone 

(850) 488-4872 Fax 
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longer employed in one of the specified positions. Exceptions to this policy will be 
addressed on a case-by-case basis. [See also Joint Policies and Procedures of the 
Presiding Officers Policy 2.23(4)(i).] 

1.47 Children in the Workplace 
Children are encouraged to experience the educational opportunities that the Capitol and 
Historic Capitol buildings offer; however, employees should not bring or allow children to 
be in the workplace on a regular or periodic basis, such as after school each day, on 
holidays when day care is unavailable, or when children are ill. When there are no other 
alternatives and an employee must bring a child to the workplace, the employee must 
obtain approval from the supervisor to eliminate disruptions in the work environment. 
Supervisors should be flexible in granting approved leave to employees who need to make 
emergency child care arrangements. 

This is not intended to prohibit a parent from bringing a dependent child to the workplace 
occasionally for a short-term visit or for a scheduled “Bring Your Children to Work” 
event.

1.48  Drugs in the Workplace 
The Senate desires to maintain an environment that is free of illegal drugs. The following 
practices are prohibited: 

(1) The use of illegal drugs or the misuse or abuse of legal drugs (including 
prescription medications) in the workplace, and 

(2) Reporting to work or performing work for the Senate while under the influence of 
any substance that impairs a person’s ability to perform his or her job. 

Supervisors will report all instances of suspected use of illegal drugs in the workplace to 
the President. 

1.49 Workplace Harassment Prohibited 
It is the policy of the Senate that harassment toward any employee based on race, color, 
religion, sex, national origin, age, disability, or marital status will not be tolerated. Because 
of the Senate’s strong disapproval of unlawful harassment related to their employment, all 
Senators and employees must avoid conduct that could be seen as prohibited harassment. 

Prohibited harassment is verbal or physical conduct that denigrates or shows hostility or 
aversion toward an individual because of that person’s race, color, religion, sex, national 
origin, age, disability, or marital status. Harassment can also occur if conduct for these  
reasons is directed toward a person’s relatives, friends, or associates. Prohibited 
harassment does one or more of the following: 

(1) Has the purpose or effect of creating an intimidating, hostile, or offensive work 
environment, 

(2) Has the purpose or effect of unreasonably interfering with an individual’s work 
performance, or 

(3) Otherwise adversely affects an individual’s employment opportunities. 
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Examples of prohibited harassment include: 
(1) Unwanted jokes or slurs with a sexual, racial, religious, ethnic, or similar content. 
(2) Display or distribution of sexually explicit pictures, posters, or writings. 
(3) Preferential treatment in return for sexual favors. 
(4) Unwelcome remarks about a person’s sexual anatomy, sexual capabilities, ethnic 

characteristics, or physical disabilities. 
(5) Unwanted physical contact (e.g., kissing, hugging, pinching, patting, and 

caressing). 
(6) Hazing based on race, color, religion, sex, national origin, age, disability, or 

marital status. 
(7) Unwanted requests for dates or similar advances. 
(8) Derogatory comments about a person’s choice of religion or religious beliefs. 

Complaints 
Any employee who wishes to file a complaint of prohibited harassment by anyone, 
including supervisors, co-workers, or visitors to legislative offices, may report the 
complaint to: 

(1) The employee’s immediate supervisor, 
(2) The Senate President, or 
(3) The Director of Human Resources of the Office of Legislative Services. 

Complaints reported to the employee’s immediate supervisor or the Senate President 
shall be promptly communicated to the Director of Human Resources for a complete 
investigation pursuant to Joint Policies and Procedures of the Presiding Officers
Policy 2.2316. 

Any employee who is found to have violated this policy will be subject to discipline up 
to and including immediate termination from employment. The willful filing of a false 
complaint of prohibited harassment is prohibited. Retaliation against any person for the 
good faith filing of a complaint or retaliation for giving information relating to a 
complaint is prohibited. 

Supervisory Responsibility 
Each supervisor is responsible for making subordinates aware of this policy. All 
employees, especially supervisors, are responsible for assuring their workplace is free 
from prohibited harassment. 
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U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 

MATTHEW DAMSKY, 

Charging Party 

v. EEOCNo.: 511-2016-01857 

THE FLORIDA STATE SENATE, 

Respondent. 
/ 

AFFIDAVIT OF BARBARA GLEASMAN 

STATE OF FLORIDA 

COUNTY OF LEON 

Before me, the undersigned authority, who is duly authorized by law to administer oaths, 
personally appeared Barbara Gleasman, who is duly sworn, deposes and states: 

1. My name is Barbara Gleasman and I am over the age of 18. 

2. I am employed by the Florida Legislature as the Director of Human Resources of the 
Office of Legislative Services. I have held this position since July 12, 2011. 

3. I am familiar with the Florida Senate's Administrative Policies and Procedures, which 
prohibit workplace harassment based on race, color, religion, sex, national origin, age, 
disability, or marital status. The Administrative Policies and Procedures provide a 
complaint procedure for employees who wish to complain about prohibited harassment. 
Such reports may be reported to the employee's immediate supervisor, the Senate 
President, or to the Director of Human Resources of the Office of Legislative Services. 
Complaints made to the employee's supervisor or to the Senate President are to be 
promptly communicated to the Director of Human Resources for investigation. 

4. In preparation of this Affidavit, I have reviewed the Charging Party's personnel file and I 
have conferred with the Office of Senate President. I am not aware of any reports of 
harassment or discrimination made by the Charging Party regarding Senator Sachs. 



I HEREBY AFFIRM AND VERIFY THAT THE FOREGOING IS TRUE AND 
CORRECT. 

BARBARA GLEASMAN 

SWORN AND SUBSCRIBED BEFORE ME this 5 day of June 2016, by Barbara Gleasman, 
(jy^)- who is personally known to me, or ( ) produced as 
identification. 

[SIGNATURE OFINDIVIDUAL ADMINISTERING OATH] 

L-YfvJbA L. KTLiM 
[PRINT OR TYPE NAME OF NOTARY PUBLIC OR 
INDIVIDUAL ADMINISTERING OATH PURSUANT TO 
§117.10, FLA. STAT.] 

LYNDAL KELLY 
i*: m \*\ Commission # FF 050768 

Expires October 26,2017 
Bondad Thru Troy Fain Insurance 800-385-7019 
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February 1, 2014 
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 OFFICE OF LEGISLATIVE SERVICES 
 HUMAN RESOURCES OFFICE 

 

Tallahassee, Florida 32399-1400 
(850) 488-6803      FAX (850) 413-7984 
 
The use of on-line reference check websites to post employee references, which 
exposes the Legislature to liability, is prohibited. 
 

2.231 Equal Employment Opportunity 

As an equal opportunity employer, the Florida Legislature complies with federal and 
state anti-discrimination laws.  The employer and employees will not discriminate 
when making personnel decisions or taking personnel actions on the basis of race, color, 
national origin, sex, gender, religion, age, disability, or marital status. 

Any employee who believes he or she has been subjected to any type of discrimination 
should report their concern to the supervisor who will immediately notify the Human 
Resources Director or to the Human Resources Director directly. 

2.232 Restrictions on the Employment of Relatives 

These restrictions only apply to employees of units of the Legislature other than the 
Senate or the House of Representatives. For purposes of this section, a relative is a 
person who meets the definition of “relative” in Section 112.3135, Florida Statutes. 

(1) An employee (including OPS) may not be a relative of a Legislator, a legislative 
employee, a lobbyist, a member of the Florida Cabinet or the Governor, a key 
Cabinet aide, the head of an executive branch department or an appointed 
secretary or executive director. 

(2) An employee may not be hired or promoted contrary to the provisions of Section 
112.3135, Florida Statutes. 

The prohibitions of (1) may be waived by the presiding officers acting jointly. 
Employees who become a relative of any of the persons specified in (1) above are 
required to seek a waiver from the presiding officers in order to continue their 
legislative employment. This restriction does not apply to pages and messengers. 

2.233 Background Verifications 

(1) The following verifications will be required for all employees of the Florida 
Legislature: 

(a) Educational credentials 

(b) Previous employment 

(c) Criminal history background  

(2) Personal references will be verified upon request from the hiring authority; 

(3) Educational credentials and previous employment verifications will become part 
of the employee's official personnel file; and 
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The Florida Legislature 
Employee Handbook 

WELCOME

On behalf of the President of the Senate and the Speaker of the House, welcome to the 
Florida Legislature. 

The Human Resources Office has prepared this handbook, which summarizes the Joint 
Policies and Procedures of the Presiding Officers.  Each employee is responsible for 
familiarizing themselves with the handbook and the Joint Policies and Procedures of the 
Presiding Officers.  Should you have questions regarding policies, procedures, benefits, and 
services available to legislative employees, please consult your supervisor or Human Resources 
staff.

In addition to the Joint Policies and Procedures of the Presiding Officers, Senate employees 
are subject to the Administrative Policies and Procedures of the Senate and The Rules of The 
Florida Senate both of which are available on the Senate Intranet site.  House employees are 
subject to the Policies and Procedures of the House and The Rules of The Florida House of 
Representatives, both of which are available on the House Intranet. 

Again, welcome to the Florida Legislature.  We hope that you find your employment with 
the Legislature an exciting and rewarding experience. 

NOTE:   Other sources of information can be found on the Internet at http://www.leg.state.fl.us

The policy numbers used in this handbook refer to the policies in the Joint Policies and 
Procedures of the Presiding Officers, located at: 
http://intranet.leg.fla.int/data/OLS/docs/policymn.pdf
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ORGANIZATION

The Legislature is the lawmaking branch of state government.  It includes the Senate, the House 
of Representatives, and other legislative units that serve legislative employees and the citizens of 
Florida. 

The FLORIDA SENATE consists of 40 senators with district offices throughout the state.
Each district office employs two legislative assistants and one executive secretary or three 
legislative assistants.  Senators are elected to serve four year terms.  The organization of the 
Senate also includes the Office of the Senate President, President Pro Tempore, Secretary of the 
Senate, Sergeant at Arms, various committees, and other offices located in Tallahassee. 

The FLORIDA HOUSE OF REPRESENTATIVES consists of 120 members with district 
offices throughout the state.  Each district office employs a legislative assistant and executive 
secretary.  Representatives are elected to serve two year terms.  The organization of the House 
of Representatives also includes the Office of the Speaker, Speaker Pro Tempore, Clerk of the 
House, Sergeant at Arms, Office of House Administration, various councils, committees, and 
other offices located in Tallahassee. 

OTHER LEGISLATIVE UNITS:

The OFFICE OF LEGISLATIVE SERVICES (OLS) provides administrative management 
and informational services to the Legislature. OLS is responsible for the operations of Finance 
and Accounting,  Purchasing, Human Resources, Legislative Clinic, General Services (including 
Property Management and Mail Services) and Law Revision and Information (including the 
Legislative Lobbyist Registration Office).  OLS’ website is located on the Legislative Intranet. 

The COMMISSION ON ETHICS (COE) investigates and reports on allegations of breach of 
the public trust by public officers and employees (Article II, Section 8, State Constitution and 
Chapter 112, Part III, Florida Statutes).  The Commission makes penalty recommendations in 
most cases where violations are found and issues advisory opinions regarding ethics laws.  The 
Commission also administers the financial disclosure system and Executive Branch Lobbyist 
Registration Office. 

The OFFICE OF LEGISLATIVE INFORMATION TECHNOLOGY SERVICES 
(OLITS) provides technical support services to several joint legislative units.  OLITS is 
comprised of Data Center Operations, End User Support, Network Management, and Custom 
Application Development/Support. Joint legislative employees with questions should call the 
Help Desk at 850.717.0411. 

The JOINT ADMINISTRATIVE PROCEDURES COMMITTEE (JAPC) maintains a 
continuous review of the statutory authority upon which each administrative rule is based and 
notifies an agency if its authority is eliminated or significantly changed by repeal, amendment, 
or holding of a court of last resort.  The Committee also reviews each law signed by the 
Governor or allowed to become law without signature to determine whether the law will have a 
probable effect on an agency’s rules.   The Committee monitors judicial decisions in 
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administrative law and advises an agency when either its statutory rulemaking authority or its 
rule is affected by the decisions.  The Committee also recommends to the Legislature needed 
changes in the law, based upon the Committee’s review of judicial decisions as well as through 
its interaction with executive agencies and citizens of the state.

The OFFICE OF ECONOMIC & DEMOGRAPHIC RESEARCH (EDR) has three primary 
functions arising from the overall purpose of the office – to provide the Legislature with an 
expert and independent economic and demographic research capacity flexible enough to respond 
to both ongoing and ad hoc requests.  The first function is to support the state budgeting and 
appropriations process through the preparation of economic, demographic, revenue, expenditure 
and caseload forecasts, as well as other financial information.  By statute, EDR is a member of 
every Consensus Estimating Conference effectively serving as the clerk for the entire process, 
but they also provide assistance directly to the Legislature outside the formal conference 
process.  This leads to their second function – to conduct research projects at the request of 
Legislators and committees or upon direction in legislation.  The third function is to provide 
targeted analytical support to the Legislature on specified federal and local government issues. 

The OFFICE OF THE PUBLIC COUNSEL (OPC) serves as an independent state officer 
representing the citizens of the State of Florida before the Florida Public Service Commission, 
the Legislature, and state and federal courts. In performing its duties related to utilities, the 
Public Counsel participates as a public advocate and presents public and expert witnesses.  The 
Joint Committee on Public Counsel Oversight appoints the Public Counsel. 

The AUDITOR GENERAL (AG) provides independent, unbiased, timely, and relevant 
information to the Legislature, entity management, and the citizens of the State of Florida, 
which can be used to improve the operations and accountability of public entities. 

The OFFICE OF PROGRAM POLICY ANALYSIS AND GOVERNMENT 
ACCOUNTABILITY (OPPAGA), a research office of the Legislature, provides a variety of 
services.  These include policy analyses and evaluations of agencies and programs, which are 
conducted at the direction of the presiding officers, the Joint Legislative Auditing Committee, 
and/or provisions of statute.  These research products help Legislators find ways to improve 
government operations, services and cost-effectiveness.  OPPAGA also provides the 
Government Program Summaries (GPS), an online encyclopedia of all major state government 
programs.  GPS, located on OPPAGA’s website (www.oppaga.state.fl.us), describes programs, 
identifies key issues, lists contact information, and links to related reports and websites.  
OPPAGA also publishes the weekly online newsletter Policy Notes, which highlights new 
policy research and articles of interest to Legislators.

The JOINT LEGISLATIVE AUDITING COMMITTEE (JLAC) appoints the Auditor 
General and provides continuous oversight of state and local government, in part, through the 
auditing and evaluation activities of the Auditor General and OPPAGA.  The committee also 
enforces financial reporting requirements and provides oversight and assistance to local 
governments that are in a state of financial emergency.   
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LEGISLATIVE EMPLOYMENT

SERVE AT THE PLEASURE
Legislative employees serve at the pleasure of their respective presiding officer or unit head.
Initial employment is conditioned upon satisfactory background checks with law enforcement, 
previous employers and educational institutions and performed by the Human Resources Office.
A legislative employee may be terminated at the discretion of their presiding officer or unit 
head.

EQUAL EMPLOYMENT OPPORTUNITY STATEMENT
As an equal opportunity employer, the Florida Legislature complies with federal and state anti-
discrimination laws. The employer and employees will not discriminate when making personnel 
decisions or taking personnel actions on the basis of race, color, national origin, sex, gender, 
religion, age, disability, or marital status. Policy 2.231

ETHICS AND STANDARDS OF CONDUCT
All legislative employees are required to be familiar with and conform to the code of ethics for 
public employees established in Chapter 112, Part III, Florida Statutes.  This code regulates 
solicitation and acceptance of gifts, doing business with the Legislature, unauthorized 
compensation, misuse of public position, conflicting employment or contractual relationships, 
financial disclosure, and employees holding office. 

In addition, all employees must comply with the confidentiality provisions and limitations on 
giving legal advice that are found in Section 11.26, Florida Statutes.  The section states: 

11.26 Legislative employees; employment restrictions – No employee of the Legislature shall: 

1. Subject to the provisions of s.11.0431, reveal to any person outside the area of the 
employee’s direct responsibility the contents or nature of any request for services 
made by any member of the Legislature, except with the consent of the member 
making such request.  

2. Give legal advice on any subject to any person, firm, or corporation, except members 
or staff of the Legislature. 

Legislative employees should not perform any task not required by their official duties to 
influence legislative action.  They may not lobby the Legislature. 

EMPLOYEE CONDUCT 
All legislative employees, including OPS, must conduct themselves in a manner that maintains 
the integrity and responsibility of his or her position.  Conduct that interferes with business 
operations, discredits the Legislature, or is offensive to the public or to coworkers is not 
acceptable. Employees conducting themselves in such a manner may be subject to disciplinary 
action, up to and including termination. Policy 2.2318
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EMPLOYEE ARRESTS OR CONVICTIONS
An employee must notify the unit head of his or her arrest or the filing of any criminal charges 
against him or her, including an arrest or filing for drug or alcohol violations. Notification must 
be made by the end of the first working day following the arrest or filing of criminal charges. 
Additionally, employees must report any convictions, findings of guilt, withholdings of 
adjudication, commitments to a pre-trial diversion program, or entering of a plea of guilty or 
nolo contendere for any criminal offenses other than a minor traffic violation by the end of the 
first working day following the occurrence. An employee is not required to report a minor traffic 
ticket or traffic violation unless it results in the suspension or revocation of his or her driving 
privilege. Failure to comply with this policy will result in disciplinary action up to and including 
dismissal from employment. 

House and Senate employees should refer to their respective administrative policies and 
procedures for reporting arrests or convictions.. Policy 2.2312 

ATTIRE
When performing official duties, salaried and OPS employees are expected to present a 
professional appearance, and dress appropriately for office or public contact. Policy 2.2313 

POLITICAL ACTIVITY
A legislative employee may not be required to engage in campaign activities as a condition of 
his or her employment with the Legislature.  Legislative employees are prohibited from 
engaging in campaign activities on state time. 

Employees planning to engage in any political activity, such as running for office or 
participating in campaign activities of others, should discuss their plans in advance with their 
supervisor.  Employees should also review Senate, House or Joint rules and policies on the 
subject.

OUTSIDE EMPLOYMENT
Employees cannot be employed outside the Legislature except with the written permission of the 
presiding officer of the unit by which they are employed.  If a legislative employee wishes to 
participate in outside employment, he/she must complete a Permission for Outside Employment 
form.

Outside employment is only permitted after the employee has submitted a request for such and 
received approval.  The Permission for Outside Employment form may be accessed on the 
Human Resources website under Forms – Personnel Forms. Policy 2.2314

PROHIBITED HARASSMENT
The Legislature does not tolerate harassment toward any employee based on race, color, 
religion, sex, national origin, age, disability, or marital status. Prohibited harassment also 
includes harassment based on an employee’s or job applicant’s association with a person with a 
disability or a person in another protected class.  All employees must avoid conduct that could 
be seen as prohibited harassment. 
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Examples of prohibited harassment
Unwanted jokes or slurs with a sexual, racial, religious, ethnic or similar content 
Display or distribution of sexually explicit pictures, posters, or writings 
Preferential treatment in return for sexual favors 
Remarks about a person’s sexual anatomy or sexual capabilities, ethnic characteristics or 
physical disabilities 
Unwanted physical contact (e.g. kissing, hugging, pinching, patting, and caressing) 
Hazing based on race, color, religion, sex, national origin, age, disability, or marital status 
Unwanted requests for dates or similar advances 
Derogatory comments about a person’s choice of religion or religious beliefs 

Complaints
1. Any employee who wishes to file a complaint of prohibited harassment by anyone, 

including supervisors, co-workers, or visitors, may report the complaint to: 
The employee’s immediate supervisor, 
The head of the employee’s legislative unit, or 
The Human Resources Director of the Office of Legislative Services. 

2. Complaints reported to the employee’s immediate supervisor or legislative unit head 
will be promptly communicated to the Human Resources Director for a complete 
investigation.  . 

3. The respective unit head will take prompt and effective corrective action to remedy all 
well-founded complaints. 

4. Any employee who is found to have violated this policy will be subject to discipline 
up to and including immediate termination from employment. 

5. The willful filing of a false complaint of harassment is prohibited.

6. Retaliation against any person for the good faith filing of a complaint or retaliation for 
giving information relating to a complaint is prohibited. Policy 2.2316

FINANCIAL AND GIFT DISCLOSURES
All legislative employees with the exception of maintenance, clerical, or secretarial staff are 
required to file a limited financial disclosure statement, Commission on Ethics Form 1.  This 
statement should be filed initially within 30 days of employment; thereafter each July 1; and 
within 60 days of the last day of employment with the Legislature.  Legislative assistants may be 
exempt from disclosure at the discretion of the presiding officer of their unit.  Legislative 
employees are prohibited from soliciting or accepting certain gifts defined by law and required 
to report others, on a quarterly basis. 
House employees with questions should contact the House General Counsel, Senate employees 
the Senate General Counsel and all other legislative employees the Office of Legislative 
Services General Counsel. Policy 2.2317
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PAYROLL INFORMATION

The Payroll Section is responsible for the timely processing of salary warrants and the 
maintenance of leave balances.  Employees should contact this section to adjust their 
withholding allowance, or make name and address changes on personnel records. 

SALARY WARRANTS
For salaried employees, payroll is processed monthly, and salary warrants are payable on the last 
working day of each month. 

Other Personal Services (OPS) employees, whether Regular or Session OPS, are paid bi-weekly.  
OPS employees are paid only for the hours worked as reflected on approved time sheets. 

DIRECT DEPOSIT
As a condition of employment, persons appointed to state government positions are required to 
participate in the direct deposit program pursuant to s. 17.076, Florida Statutes.  This system 
allows an employee’s salary warrant to be deposited directly into the employee’s bank account.
Forms authorizing direct deposit of state warrants (salary, travel voucher, etc.) are available 
through the Human Resources Office, or on the Human Resources intranet site under Payroll-
Direct Deposit Form. 

TIME SHEETS
Salaried employees complete time sheets stating days worked and leave taken on a daily basis.
OPS employees complete time sheets stating the number of hours worked each day.   Time 
sheets are found on the HR intranet under Payroll – eForms Time Reporting Application.   
On the last working day of each pay period, the employee must complete and submit a time 
sheet to the supervisor for approval.  The time sheet will then be forwarded to the Human 
Resources Office for the processing of salary warrants.  Policy 2.24

W-4 AND W-2 INFORMATION
Notify in writing the Human Resources Office if you move, change your name, or wish to adjust 
your income tax withholding.

In January of each year, the Department of Financial Services will provide each employee with a 
W-2 form and summary sheet that reflect the employee’s earnings for the previous year. 
Employees may sign up to receive their W-2’s electronically at: 
https://apps.fldfs.com/EIC/EmployeeInfoCenter/

MISCELLANEOUS DEDUCTIONS
Requests from employees to initiate miscellaneous deductions will be implemented on the first 
available payroll following receipt of a signed authorization.  Employees transferring to the 
Legislature from other state agencies must contact the Human Resources Office to ensure 
continuation of current deductions. Miscellaneous deductions available to legislative employees 
include credit unions, Florida State Employee Charitable Campaign, and Pre-paid College Fund, 
among others.  Policy 2.251
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INSURANCE AND BENEFITS

The Legislature provides dental, life and long-term disability insurance for full-time salaried 
employees at no cost to the employee. Health insurance is provided at minimal cost to full-time 
salaried employees. A prorated contribution for each insurance plan is made for part-time 
salaried employees. 

New employees must enroll within 60 days of the date of employment.  After the 60-day period, 
employees may enroll or make changes only during the annual open enrollment period unless 
they experience a qualifying event.  New dependents may only be added or dropped within 60 
days of a qualifying event or during the open enrollment period. Employees should notify the 
Human Resources Office of a pending marriage, divorce, birth, or adoption of a child to ensure 
that appropriate and timely changes are made in insurance coverage.   

HEALTH INSURANCE
Salaried employees have a choice of health plans.  For more information, contact the Human 
Resources Office or access Human Resources website under Benefits – Health Insurance. 

DENTAL INSURANCE
The Legislature provides an indemnity dental plan for salaried employees.  The plan offers a 
choice of dentists and pays from 50 to 100 percent of usual, customary, and reasonable charges. 
For more information, contact the Human Resources Office or access Human Resources website 
under Benefits – Dental Insurance.  

LIFE INSURANCE
Term life insurance with an accidental death and dismemberment benefit is provided for salaried 
employees.  Coverage is $25,000.

DISABILITY INSURANCE
The Legislature provides long-term disability insurance for salaried employees.  The plan 
includes a 360-day elimination period and provides a monthly benefit of 60 percent of monthly 
earnings.  (Note:  Part-time employees who are employed less than 25 hours a week are not 
eligible for the long term disability insurance.) 

WORKERS’ COMPENSATION
All employees of the Legislature are covered for workers’ compensation. In the event of a job-
related injury, the employee or the employee’s supervisor must report the injury to the Benefits 
section of the Human Resources Office who will file a Report of Injury with the managed care 
provider.  The Legislative Medical Clinic (313 Capitol) is also available to assist you with this 
process. Policy 2.249

RETIREMENT
Employees are compulsory members of the Florida Retirement System (FRS) unless the 
employee has retired from the FRS and was not re-enrolled prior to July 1, 2010. Employees 
enrolled in the FRS contribute 3% of their salary on a pretax basis each month. Vesting for 
employees enrolling in the FRS for the first time after July 1, 2011, occurs after eight years of 
creditable service for pension plan members and one year of service for investment plan 
members.  
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BENEFITS AVAILABLE THROUGH SALARY REDUCTION 
Flexible Benefits Plan
The Florida Flexible Benefits Plan is designed to allow employees to pay for Supplemental 
Insurance Plans, including hospital, dental, accident, and disability programs, and to participate 
in medical and day care reimbursement accounts with pre-tax dollars.  The plan reduces the 
participant’s taxable income by the amount of these expenses.  It results in lower income and 
social security taxes and an increase in take-home pay. 

Applications for participation in a Flexible Benefits Plan must be made within the first 60 days 
after employment or during the annual open enrollment period.  Please contact the Human 
Resources Office for additional information regarding these plans, or access the Human 
Resources website under Benefits – Pre-Tax Benefit Plan. 

Deferred Compensation
The Florida Deferred Compensation Plan is a voluntary supplemental retirement plan offered to 
state employees.  The plan allows employees to set aside a portion of their gross salary and defer 
income taxes on their contributions and any earnings.  Call the Human Resources Office to 
receive an informational brochure, or access the Human Resources website under Benefits – 
Deferred Compensation. 

DEFERRED RETIREMENT OPTION PROGRAM (DROP)
Employees who are vested in the pension plan and are age 62 or have 30 years of service may 
apply to begin accumulating retirement benefits without terminating employment for up to 60 
months prior to actual retirement.  The monthly retirement benefit is held in the FRS Trust Fund 
and earns an annual cost of living increase plus interest. 

An application for DROP may be obtained from the Human Resources Office or from the 
Division of Retirement’s website www.frs.MyFlorida.com and should be submitted at least 90 
days prior to the month retirement benefits should begin. Policies 2.2310 & 2.243

LEAVE

ANNUAL LEAVE
Full-time salaried, non-elected employees of the Legislature earn annual leave as follows: 

Years of Creditable 
Service

Hours Earned Each Month 

Up to 5 years 11 Hours 

5 to 10 years 13 Hours 

Over 10 years 15 Hours 

Part-time salaried employees earn annual leave that is prorated based on their contracted hours 
for the month. OPS employees do not earn annual leave. 
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Annual leave should be used primarily for vacations and personal business that cannot be taken 
care of during off-duty hours.  The employee's supervisor must approve annual leave requests in 
advance.  Policy 2.243

SICK LEAVE 
Full-time salaried, non-elected employees of the Legislature earn nine hours of sick leave each 
month.  Part-time salaried employees earn sick leave that is prorated based on their contracted 
hours for the month.  OPS employees do not earn sick leave. 

Sick Leave can be granted for the following purposes:
The employee’s personal illness, injury or exposure to a contagious disease that would 
endanger others. 
The employee’s appointments with a doctor, dentist or other health care professional. 
Illness or injury of a member of the employee’s immediate family when the employee’s 
presence with the family member is necessary and required. 

The employee should contact their supervisor as soon as possible when absent due to illness or 
injury.

If a medical appointment is necessary during working hours, the employee should obtain 
advance approval to use sick leave. A physician’s statement is required for absences in excess of 
three consecutive days or for recurring absences. Policy 2.244 

SICK LEAVE POOLS
Sick leave pools have been established to provide sick leave for employees who have exhausted 
all of their annual, sick, and compensatory leave balances and have a critical illness or injury 
requiring extended convalescence. 

Employees can request sick leave pool withdrawals by completing a request in writing to the 
supervisor.  The supervisor will submit the request to the appropriate administrator (President of 
the Senate, Speaker of the House, or their designees) for approval. 
Policy 2.244 

SICK LEAVE TRANSFER PLAN
The sick leave transfer plan is for salaried legislative employees.  The plan may be activated in 
lieu of the sick leave pool, and shall be administered by the Office of Legislative Services. 

The plan allows for the transfer of sick leave credits within the Legislature, as well as inter-
agency transfers (both the receipt of and donation of sick leave credits). Policy 2.244 
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LEAVE OF ABSENCE WITHOUT PAY
Leaves of absence without pay may be granted when it is considered by the unit head to be in 
the best interest of the employee or the legislative unit.

Requests for leave of absence without pay must be submitted in writing to the supervisor and 
have the approval of the unit head. 

The Legislature will pay insurance benefits, for up to three months, when an employee is on 
authorized medical or parental leave of absence without pay. Policies 2.245 & 2.248

ADMINISTRATIVE LEAVE
Legislative employees may be granted leave with pay (not charged against the employee’s 
accumulated leave balances) for the following purposes: 

Armed Forces Reserve and National Guard duty; 
Court attendance for jury duty or when subpoenaed as a witness in a court or an 
administrative hearing not involving personal litigation or service as a paid expert 
witness;
Required examinations pertinent to the employee’s legislative duties; 
A maximum of two hours may be allowed for voting in an election.  Employees are 
expected, whenever possible, to make arrangements to vote outside of working hours.  
If additional time is required, employees should arrange to vote by absentee ballot or 
take annual leave; 
For death in the family, up to two days is authorized.  Family includes the spouse, 
parents, step-parents, grandparents, brothers, sisters, children, step-children and 
grandchildren of either the employee or the employee’s spouse; 
Disabled Veterans Reexamination or Treatment; 
Natural Disasters or Other Emergency Conditions; and 
Mentoring/School Activities/Community Service. Supervisors may approve one hour of 
administrative leave per week, not to exceed five hours per calendar month (for those 
calendar months having five weeks), for employees to participate in mentoring, local 
school, or community service activities. Policy 2.247

COMPENSATORY LEAVE 
Compensatory leave for overtime worked may be earned and used as directed by the unit head.
No payment will be made for accrued compensatory leave when an employee separates from 
legislative employment.  Policy 2.246

PARENTAL LEAVE
An employee who is the father or mother of a natural born or adopted child may receive parental 
leave for a period not to exceed three months total.  This leave must be used within six months 
of the date of birth or adoption of the child.  The leave request must be in writing, stating the 
specific period of leave and the type of leave that will be taken.  For more details contact the 
Human Resources Office.  Policy 2.245
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FAMILY MEDICAL LEAVE
An employee may use and will be granted family medical leave when the employee’s spouse, 
parent or step-parent, child or step-child, grandparent, brother or sister has a serious illness or 
injury as defined in the Joint Policies and Procedures of the Presiding Officers. The individual 
employee may also request the use of family medical leave for the employee's own serious 
illness or injury. 

Family medical leave is granted for an initial period not to exceed three months with the ability 
to request additional leave if conditions warrant.  The request for leave must be in writing 
detailing the type of leave being requested (annual, sick leave or leave without pay, 
compensatory leave, personal holiday).  A physician’s certification of the medical condition 
must also be provided. Policy 2.245

HOLIDAYS
The following holidays are recognized by the Legislature; 

New Year’s Day (January 1) 
Martin Luther King, Jr. Day (Observed the third Monday in January) 
Memorial Day (Observed the last Monday in May) 
Independence Day (July 4) 
Labor Day (Observed the first Monday in September) 
Veterans’ Day (November 11) 
Thanksgiving Day (Observed the fourth Thursday in November) 
Friday after Thanksgiving 
Christmas Day (December 25) 

When a holiday falls on a Saturday the Friday before will be observed as the holiday.  When a 
holiday falls on a Sunday the Monday after will be observed as the holiday. 

The President or Speaker may designate one full day or two half days each calendar year as a 
holiday. 

If one of the holidays listed above occurs during an approved leave period, the employee will 
not have that day charged against accrued leave. Policy 2.242

PERSONAL HOLIDAY
Each salaried employee shall have one full day each calendar year as a Personal Holiday. 

The Personal Holiday shall be accrued on the date employed by the Legislature and each 
January 1 thereafter.  The Personal Holiday must be used in one 8-hour workday, at the 
discretion of the employee with supervisor approval.  Personal Holidays cannot be accumulated 
and will be forfeited if not used by December 31.  Part-time salaried employees shall receive a 
Personal Holiday on a prorated basis.  Policy 2.242 
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GENERAL INFORMATION 

WORK HOURS
The minimum work month for full-time legislative employees is the equivalent of eight hours 
per day times the number of working days in the month.  However, employees are expected to 
work more than the minimum number of hours as the needs of their unit may require.  Policy
2.241

LEGISLATIVE MEDICAL CLINIC    313 Capitol, 488-3782
The Legislative Medical Clinic is available to Legislators and legislative employees requiring 
first aid treatment and medication.  The clinic’s hours of operation are: 8:00 a.m. to 12:00 p.m. 
and 1:00 p.m. to 5:00 p.m., Monday through Friday.  The clinic’s hours are extended when the 
Senate and House are in session. Policy 2.6 

TUITION WAIVER PROGRAM
Full-time salaried legislative employees are eligible to enroll in up to six credit hours of tuition-
free state university or community college courses per term on a space available basis.  
Enrollment forms may be obtained from Human Resources website under Forms-Personnel 
Forms and must be completed and signed by the employee and approved by the respective 
supervisor and unit head.  Employees should contact state universities or community colleges 
for information regarding admission, registration, and class scheduling procedures.    The value 
of these courses may be included in the gross income of the student and appropriate taxes will 
be withheld. Policy 2.2315 

PARKING
Legislative employees may request parking in reserved parking lots.  Employee parking spaces 
are leased through the Department of Management Services.  Contact the General Services 
Office for details. 

NOTARY SERVICES
Notary services are available in the Human Resources Office. 

APPLICANT SERVICE AREA
The Human Resources Office provides an applicant service area in Room 701 of the Claude 
Pepper Building.  A computer in this area allows access to the vacancy listings for all state 
agencies.

USE OF STATE PROPERTY
The use of state equipment and resources for any purpose other than legislative business is 
prohibited.  This includes, but is not limited to telephones, duplicating equipment, facsimile 
machines, electronic mail, mail services, computer hardware and software, print shop and 
duplicating facilities.  These resources and equipment are provided for official business use of 
the state and may not be used for commercial or campaign purposes.  Policy 8.0 
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LEAVING THE LEGISLATURE

The Human Resources Office should be notified as soon as possible when an employee is 
leaving legislative employment.  Arrangements concerning final pay, insurance coverage, 
payment or retention of annual/sick leave, and address for forwarding the final salary warrant 
and W-2 earnings statement, must be received prior to the last day of employment. 

Payment for sick and annual leave will be made 31 days after the employee leaves legislative 
employment.  However, employees who are considering future state service may have an option 
to retain sick and/or annual leave balances for one year.  This request must be in writing and 
submitted to the Human Resources Office. Policy 2.2311

RESIGNATION
Employees shall provide a letter of resignation stating the last day of employment, which must 
be at the close of a business day, to their immediate supervisor.  The supervisor will forward the 
letter to the Human Resources Office for retention in the personnel file. Policy 2.2311

TERMINATION
The supervisor will notify the Human Resources Office in writing indicating termination of the 
employee and the last date of actual work.  If applicable, instructions for processing 
accumulated leave balances should be included in the written notice. 

ABANDONMENT OF POSITION 
Employees who are absent from work for three or more consecutive workdays without 
permission may be subject to immediate termination for having abandoned their position.  
Policy 2.2311

RETIREMENT
Employees initially enrolled in the Florida Retirement System (FRS) pension plan before July 1, 
2011, must either be vested with 6 years of service and be 62 years of age or have 30 years of 
service regardless of age to qualify for normal retirement. Employees initially enrolled in the 
FRS pension plan on or after July 1, 2011, must either be vested with 8 years of service and be 
65 years of age or have 33 years of service regardless of age to qualify for normal retirement. If 
an employee terminates employment after vesting but before eligibility for normal retirement, 
they may choose to retire early or to defer receiving a monthly retirement benefit. Employees 
who elected the FRS investment plan are vested after one year of service. Policy 2.2311

EXIT REQUIREMENTS
Prior to the last day of employment, an Exit Interview Form (where applicable) should be 
completed.  All legislative property should be returned to the supervisor.  This includes:
security ID/access cards, keys, beepers or other communications devices, uniforms, library 
materials, legislative equipment, or reference manuals. 

FINAL SALARY WARRANT
When all applicable property items have been returned, the supervisor will ensure that the 
employee completes a final time sheet.  Failure to submit the time sheet to payroll may result in 
a delay in receiving a final salary warrant.  This could also delay any annual or sick leave 
payments. 
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Upon separating from employment with the Legislature, the employee will be offered the 
opportunity to continue current health and dental insurance plans for a period of up to 18 months 
under the Federal Consolidated Omnibus Budget Reconciliation Act (COBRA). 

FINAL FINANCIAL DISCLOSURE 
Within 60 days of the last day of employment, the former employee will receive a final 
statement of financial interests at their home address via U.S. Mail and must file it as specified 
in Policy 2.2317. 



Ex. F: Greeting Card from CP to Respondent 

  







Ex. G: Resignation Packet Presented to CP 

  



 
 

 

SENATOR MARIA LORTS SACHS 
Deputy Democratic Whip 

34th District 

THE FLORIDA SENATE 
 

Tallahassee, Florida  32399-1100 
 

 
 
 
COMMITTEES: 
Higher Education, Vice Chair 
Appropriations Subcommittee on Transportation, 
   Tourism, and Economic Development 
Communications, Energy, and Public Utilities 
Fiscal Policy 
Military and Veterans Affairs, Space, and   
  Domestic Security 
Regulated Industries 
 

 

 
 REPLY TO: 
   Delray Beach City Hall, 100 NW 1st Avenue, Delray Beach, Florida 33444  (561) 279-1427  FAX: (561) 279-1429 
   216 Senate Office Building, 404 South Monroe Street, Tallahassee, Florida 32399-1100  (850) 487-5034 
 

Senate’s Website:  www.flsenate.gov 
 
 

 ANDY GARDINER GARRETT RICHTER 
 President of the Senate President Pro Tempore 
 

February 5, 2016 

 

Matthew Damsky 

Via Email:  damsky.matthew@flsenate.gov,  mdamsky@me.com  

 

Dear Matthew: 

 

This letter is to inform you that you have the opportunity to withdraw from employment from the 

State of Florida effective February 5, 2016. 

 

Contingent with this opportunity is the execution of the attached documents;  

 

1. Letter of Resignation 

 

2. Recognition of duty of confidentiality;  

 

3. Certificate of Satisfaction of all monies owed to the State of Florida including Finance 

and Accounting, Office of Legislative Services; 

 

4. Certificate of Return of all property belonging to the state of Florida.   

 

5. Certification of completion of all outstanding travel reports including Session 2016. 

 

Failure to do so will subject you to termination with cause.   

 

 

Maria Sachs 

Senator, District 34 

 

cc:  George Levesque, General Counsel, Florida Senate 

 

Enc:  Letter of Resignation 

         Recognition of Duty of Confidentiality 

         Certificate of satisfaction of monies due to State of Florida 

         Certificate of return of state property. 

         Certification of completion of all outstanding travel reports to include Session 2016. 

mailto:damsky.matthew@flsenate.gov
mailto:mdamsky@me.com
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I, Matthew R.  Damsky do hereby terminate my employment with the State of Florida, Senate 

District 34, effective February 5, 2016. 

 

 

 

______________________________________________ 

Matthew R. Damsky 
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I hereby certify that all monies owed to the State of Florida have been satisfied. 

 

 

 

 

 

 

______________________________________________ 

Matthew R. Damsky 

  



 

February 5, 2016 
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I, Matthew R. Damsky hereby certify that all personal property, keys, identification badges, 

passwords, access codes, computer equipment and any other personal property belonging to the 

state has been returned.  

 

 

 

 

 ______________________________________________ 

Matthew R. Damsky 
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I, Matthew R. Damsky hereby certify that I have completed and submitted for approval all travel 

reports, including Session 2016. 

 

 

 

______________________________________________ 

Matthew R. Damsky 

 

 

 

 

 



Ex. H: Resignation Letter 

  



I, Matthew R. Damsky do hereby terminate my employment with the State of Florida, Senate District 34, 

effective February 5, 2016. 

Matthew R. Damsky 



Ex. I: Canadian Pay Stub 

  





Ex. J: Quebec Lease 

  











Ex. K: Text Message from CP 

  





Ex. L: Affidavit of Maria Sachs 
 










