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{1 ] \ Ly /1| Have you ever thought you
J.‘i “““h’ _”\ﬁj\\ needed a hammer to fix

e Mas | something and couldn’t
| find it, and tried using a
| screwdriver instead?

Sometimes it works... and
sometimes you end up
with a gouged finger.

You go back and dig

‘.' '-."'.I_\ ) o e
Dave discards his measuring tape for the through yo_ur tool bOX and
faster “eyeballing” method of measuring. see a pair of pliers you

hadn’t even thought about
applying to the job and
give that tool a try.

Hey! Sometimes that actually works!
Sometimes you have to approach a fix-it job and hurfor tools
and sometimes you have to make do with what you hawntil

you can get a better tool.

Trying to fix something with a tool that isn’'t always ideal is
better than not trying at all...

If nothing else, your creativity can lead to a prokem solved
and/or some nifty new tools in your tool box!
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| Tool Kit Contents:

Topic [Problem # is a reference to the August 2006 FR Workshop Activity]

Access to Equipment & Bldg. Keys [Problem #9].............ccoeenn .. p. 13
Budget Impact and Staff Input [Problem # 3]..........ccooiiiiiinn. p. 7
Class Size and Diversity of Students [Problem #1].................... p.4
Contacts At LEA. .. ... p. 20
Duty Free Lunch [Problem #8].......ccccoviiiiimiiii e, p. 12
Equity and Issues of Fairness [Problem # 10].........cieiiiinnnnn. pp. 14-15
Facilities: Heat or Cold [Problem # 12].........cccvieieiiiiiiiiin e, p. 17
Grievance Procedure, A Few Notesonthe ...............cceeieinnnn. p. 18
Lost Plan Time [Problem # 2].......cccoviiiiiiii e, pp. 5-6
Retribution, A FEW NOteS ON........cooviivi i e p. 19
School Climate/Being Treated Professionally [Problem # 5].........  p.9
Staff Meetings [Problem # 6]........c.cooiiiiii e p. 10
Student Discipline Issues [Problem # 7].........ccooev i, p. 11
Student Testing/Workload [Problem # 4].......cccoooiiiiiiiiiiiin, p.8
Talking with Your Principal..........coooiiiiiii e, pp. 19-20

Teacher Professional Time [Problem # 11].......ccc..coooiiiiinnn.n. p. 16



: : < Professional Agreement,

Article 5-15: Class Size Appeal Process:

“The following process is to be utilized by any certificated
employee who, in his or her professional judgment,
believes that the number of students or the composition of
students assigned to that certificated employee to be
educationally improper. The certificated employee confers
with his or her principal regarding the problem. In the
event that the certificated employee and principal are
unable to agree on a mutually acceptable solution, the
certificated employee and principal shall refer the matter
to the Associate Superintendent for Instruction. The
Associate Superintendent shall respond in writing to the
parties within seven (7) working days after the referral.
The decision of the Associate Superintendent is not grievable.”

Process:

Step 1: Brainstorm solutions to your class size/composition problems and list in
priority order.

Step 2: Make an appointment to discuss your solution with your building
principal.

Step 3: If you and your principal agree to a solution, congratulations! If not, move
to step 4.

Step 4. Contact the LEA Office and let us know you are now ready to discuss
your solution with the Associate Superintendent for Instruction. The LEA staff will
assist you in setting the meeting with the Associate Superintendent for
Instruction.
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a1 Plan time for all grade levels is guarantéedhe contract in Article 5 of thBrofessional
AgreementElementary teachers are 1. to be provided “a minimum of two hundred and 26G) (
minutes per week of planning time within the student day. Eaelk wertificated employees shall
receive daily blocks of planning time, three of which shall beatlfifty (50) minutes. Blocks of
time less than twenty-five (25) minutes shall not be countedaasiplg time. The following will
be scheduled within all buildings: a. Travel time between the tmbkeck special classesnd b.

A minimum of 25-minute sections for each special classFive (5) minutes of preparation/set up
time between fifty (50) minute sessions for special classed. Special classes may include, but
are not limited to, physical education, music, art, computer, creatmesssion, writing, science,
media, etc.]

2. Principals,_with staff participatio(editorial emphasis), shall schedule a 45-minute block of
planning time per day immediately before or after the schediledent day. Blocks of time less
than 25 minutes are not counted as planning time.

3. The School District shall provide four (4) calendar days of plgntime for elementary
certificated employees within the student calendar and independdet ather staff development,
compensatory and non-contract days. These days shall be alloc&tepeo quarter for each
certificated employee as individual planning time.

4. Every elementary certificated employee shall have the adiatexd planning time. In the event
scheduling conflicts do not allow the employee to receive all plasiming time, the employee
shall receive prorated optional pay for the amount of time not gedviKindergarten teachers by
mutual agreement with their principal will schedule their plantimg either in one (1) 50-minute
block of time or two (2) 25-minute blocks of time per day.”

Secondary educators “with regularly scheduled classes shall have fivdufy periods and two
(2) plan periods.” Additionally, Middle School educators are ablegmotg their “students within
the student contact time... at the educators’ discré@ditorial emphasis). Daily plan time may be
adjusted at the educators’ discretion, in order to accommodate tbapigy of students, provided
that educators receive 500 minutes of plan time per weeknwiti confines of the student day.
Home base, as designed by individual buildings, may be implemented) dioei regular student
day. This will require prorated compensation at optional period lpayld the home base delivery
system result in a loss of plan time and/or an increase indbheatrs’ standard number of
students seen in a day. Acceptance of a home base assignmetgrtificated employee shall be
strictly voluntary (editorial emphasis).




Finally, a long-sought after right by the Association dounselorsallows them plan time, too.
“All counselors shall have the same amount of office time peradathe planning time that is
provided per day to other certificated employees at the sarelediering which they may work on
individual tasks and planning needs without other assigned duties.”
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Principals can create duty schedules manned by teacher volumteensdividually decide

to voluntarily give up their plan time.

Principals can_payndividuals outside of the bargaining unit (i.e. paraprofessionals) to
assume supervision duties.

Principals can recruit volunteers from the community to provide supervision atethe sit

If no other solution is available, elementary teachers canrdingao the contract, have a
mandated loss of plan time, but theyst be compensated for that lost plan time at
“prorated optional pay.

Priority should be given to exactly how much supervision is readlgded and when.
Rotation schedules that have individuals occasionally and equitably tbginglan time
with appropriate compensation should be given all due consideration.
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e Professional Agreemenin Article 5-13 guarantees
members the right to have input on staffing resources: “All
employees shall have the opportunity to contribute to
decisions regarding the utilization of staffing resources
within their buildings as allocated.”

< Article 5.8, “General Staff Meetings,” also declares, “The
district has sought to provide for meaningful staff discussion
and participation in formulating programs and procedures
that directly affect them.”

< In a mutually signed off upon document by the LEA, LPS
Superintendent, and LPS Board of Education, the District’s
on-going commitment to shared decision making states:

“In Lincoln we believe all decisions and actions should support students and their
learning.

*Decisions about teaching and learning, and the conditions that support these, should
be made by those closest to the students, classrooms, schools and community.

*School improvement is best sustained when all components of the
school district are working together.

*Consensus through collaboration is the preferred process for making
decisions.

*We are committed to the maintenance and enhancement of high
guality public education for all students.”
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< The 2006-2008rofessional Agreememharges the joint LEA-LPS Professional Committee (ProCom)
to study the work load of certificated employees and issue mawnreport no later than January 2008.
The problem cited above is exactly the kind of issue LEA willdekimig information from members on
in order to create some better solutions for teachers. In the imeatiere are other tools teachers
should take advantage of, too.

< In Article 5-3, “Length of Contract, thérofessional Agreemen
clearly spells out the duty day for certificated stafflork activities
shall include teaching or preparing to teach, attending building or
district wide in-service activities, staff meetings and canfeing with
parents. The certificated staff workday shall be seven and aihe-h
(7.5) hours per day. Thirty (30) minutes of this time shall be datylinch.” LEA has been successful,
for example, in getting curriculum consultants to revise their eapeos when they have placed
expectations upon teachers to teach more material than can beitailng contract day. Teacher testing
expectations and procedures need to fit within the contractual duty day, too.

< Teachers who find their testing situation impossible should considaesting from their principal that
the building provide a substitute or a paraeducator to free up setedachmeet testing requirements.
Teachers should also consider working as teams to combine diagses up a teacher to do one-on-
one testing as needed and should also request combined class thsdotime periods. Article 5-9
addresses combined classroom pay: “Certificated employedsehdile required to cover a class for
another certificated employee when a substitute is authorizedvaitdbte. In an emergency situation
where no other alternative is available, however, a certificatguloyee having a planning period may
be asked by his or her principal or equivalent to cover a class Buaghignment shall be divided
equally among all certificated employees.” Should any oofathe above requests be disapproved,
teachers need to document their efforts to find a reasonableoroarid provide LEA with details
regarding their issue and their documented efforts to solve the problem aitéheir
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“T First of all, members need to focus their energy
and concern by working together to solve the
problem. The old adage is true: “United we stand.
Divided we fall.” Remember, there is safety in
numbers, but also strength. Do not try to assume
responsibility for a lot of others and act upon your
own. Others who share the concern need to be
involved, too.

When faced with concerns at a building, make finding common grgoumdpriority.

Don’t allow the situation you and other members are facing to beqmensonal
(either among each other or between the staff and the athatiois). Identify issues
that can and need to be addressed—issues that can have measurablesoMaken
your goals flexible and reasonable, be open to other possible solutiblespimblem,
and keep them in mind your primary goal of fixing the problem asmarl¢ toward a
solution. As long as your goals always focus on what is begidsr that what you
want to accomplish will help the faculty as a whole to be abldotdhe best job
possible for kids—your concerns efforts are much more likely to be listened to!

Involve your Association. LEA staff will be glad to meet wittncerned individuals
and help the group focus on their concerns and strategize what to dmdelean be
arranged at your site, at the LEA office, or away from eigliemises if the members
feel it is necessary.

Members need to get over any fears of being involved or of possimisals. See
page 18 for additional information regarding this topic.

Take advantage of the LEA Climate Survégo few members are utilizing this tool!
The results of the annual survey are shared with principals anddestdePS. The
results can and have been eye-opening for some principals and district mamnigige
the past. The LEA Climate Surveynst designed or meant to be a “got ya” tool, but
an objective piece of documentation that, if used properly, can and hasdednge
at sites. However, when only a small percentage of membleaifithe survey, the
results are likely to have little impact, meaning, or clout.
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LEA worked very hard to establish contract language to addnesissue of staff meetings in response to
member concerns of this type. Surprisingly, since its estaldishim the Professional Agreementhe
language has never been utilized by memlbdhner than in the early stages of problem solving. If, in your
professional judgment, staff meetings are a problem at youtahie advantage of Article 5-8: in which the
“Association and district leaders recognize that building imgetare essential to the effective operation of
our schools.” Although “meaningful staff discussion and participationformulating programs and
procedures” that has a direct effect on a staff “is, obvioustye consuming and cannot always be
accommodated within the regular school days due to the needtéatpeducator/student contact time” the
contract language declaré8oth the Lincoln Education Association and the District woulke lio function

in an environment in which participatory management is succemstulvhere professional educators have
increased choice about their attendance at meetings. To thdfLead,agendéor all general staff meetings
shall be developed and distributed to staff no later than thebefaye the meeting(2) all general staff
meeting agendas shall clearly indicate if the meeting rdatary or optionalor staff attendance; and (3) the
length of all general staff meetings shall be reasorafdietake into account the time constraints that exist
upon the staff, that general staff meetings occur when alstaffiready put (or will be putting) in a full
contract day with students, and reflect the fact that ataffilready performing additional duties on a reqgular
basis outside of the contract ddgditorial emphasis throughout).

The portion of the process that has not been utilized to daes:st&hould any staff member(s) have
recurring concerns about the number or length of mandatory geraffainsietings in their building, not
receive agendas on time or not have agendas which clearlgtmdieneetings are optional or mandatory, or
question the need for the meeting based upon its content, thenstaffer(s) shall document their concern.
Documented concerns shall be shared with the building administ&itould concerns about general staff
meetings continue at the building, documented concerns along withvgtégshave already been taken at
the building level shall be sent to both the Associate Superintefatdnstruction and the Lincoln Education
Association President. These two individuals shall reviewdibmumentation and conduct additional fact
finding as necessary. In the event that the Associate Supgl@mtefor Instruction and the Lincoln Education
Association President agree there are concerns regardingdindpai general staff meeting schedule, a
conference between the principal and the Associate Superintdadérgtruction shall take place to address
and correct the concerns. Should the Associate Superintenddmisfiarction and the Lincoln Education
Association President fail to agree regarding a staff lmeefg)’s concern, either the Associate Superintendent
for Instruction or the Lincoln Education Association President rake the issue to the LEA-LPS
Professional Committee (PROCOM) for a final decisibhe above outlined procedures do not apply to staff
meetings that are called in response to an emergency situation.”
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See also shared decision making on page 7.
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< The “Best Practices” of Student Discipline Handbook was jointéhated by a LEA and LPS Committee
created by ProCom (the joint leadership committee of LEA d8)Land has also been approved by
ProCom. It has the weight of other mutually approved documents acdritents of the Handbook can
be grieved if not followed. The handbook empowers educators at a site to:

develop a distinct student discipline plan unique to their site [staff]
revoke special K-8 attendance permits for behavior [principal or designee]

refer (or re-refer) students with habitual behavioral problemsakegsrof the offense to Student
Services when a site feels they have exhausted their resources [poncdpsignee].

exclude disruptive students from their class until a conference with ttteetda held [teacher].

have access to student records (including the records of a criminal natbrerac behavioral problems
not sealed by the court) [teacher and counselors].

establish a set of “minimum consequences” that will be implemented foelmaiging students [staff].
receive de-escalation training at their site [staff].

receive information regarding the outcome of any referral of a student tonE8eteices from the
building’s representative at the meeting éimeugh official summaries sent by Student Services to the
building [teachers].

review and devise IEP’s for special education students that provides foratyeaddahat student as well
as the safety of students and staff at the site [teachers].

review, discuss, and revise their site’s discipline plan on a regular da#fis [s
The Handbook...

clearly states that special education students are not exempt from fagingssonsequences,
including possible expulsion” for bringing weapons such as guns, firearms, knives, &tarto
school.”

clearly states that “district policies and procedures on discipline capgdied” to special education
students as long as the “student’s behavior is not a manifestation of a studahtigyi
outlines what students and parents need to know about the building’s discigfine pl

contains district forms for referrals, the Student Services planningfehatudents referred to student
services, detailed information of disciplinary procedures to be used withduadisiwith disabilities
(IDEA), among other reference materials.

is located on the LPS web site: http://www.Ips.org/hr/handbooks/documentphiaesices.pdf.

11
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< Nebraska state law, 79-8,107 of the Nebraska Ré&tatutes, reads:
“With the exception of one teacher schools, altbegis must be provided
30 minutes of uninterrupted time for lunch with reaching or
supervisory duties.”

< 5-3 of theProfessional AgreementLength of Contract” reads: “The
certificated staff workday shall be seven and oalké{7.5) hours per day.
Thirty (30) minutes of this time shall be duty fréench (editorial
emphasis).

12
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< The LPS Certificated Personnel Handbooklearly spells out the District's
responsibilities and commitment to certificated staff in theaainder sectiokE.f.
entitled “Safety Teacher Facilities and Safety”

In order to assist the professional staff member the district shall provide:

1.) A filing cabinet - minimum two drawers - preferably four deasvwith locks.
2.) Space to adequately store instructional materials and supplies.

3.) A teacher work area containing equipment and supplies to dm ipréparation of
instructional materials.

4.) A furnished and maintained room for use by staff as a faculty lounge.

5.) Staff rest rooms, separate for each sex and apart from staderdoms, in facilities
where possible and in all new facilities and future modification plans.

6.) A private dining area separate from the student dining area.

7.) A serviceable desk and chair.

8.) A lockable closet or drawer large enough for storage of personasrticl

9.) Reasonable access to a telephone for private communication.”

The above clearly addresses teacher access to copiers aod sdute section “g”
addresses the issue of teachers having keys to their building:

“Upon request, teachers shall be issued keys to an exterior
door, the interior hallway doors and gates, and the faculty
lounge of their base school at the beginning of the contract
period. Keys will be returned on the last working day of
contracted duty. In addition, procedures to gain access to
workrooms shall be developed.”

< The LPScCertificated Personnel Handbootan be assessed on the LPS web at:
http://www.Ips.org/hr/handbooks/certificated/certificated_05.html#anchor nell as
a district document, its contents can be grieved if not followed. tidddily, the
Professional Agreemeim Article 5-8 ensures: “Changes in tRersonnel Handbook
shall not be made without advice from the Personnel Handbook Advisonynitee
composed of two Association members appointed by the LEA Presidéntywa by
the Associate Superintendent for Human Resources.”

13



“T First, keep in mind that when told to do something by a supervisor, yaalitaelo
what you have been told or risk charges of insubordination. Articlea 5£the
Professional Agreementkads: “Employees of the school district will follow all
verbal and written directives from supervisors. Compliance with suektidies will
not in any way prejudice their right to file a grievance withhe time limits
contained herein, nor shall it affect the ultimate resolution ofjtlerance.” If you
think you or a member is encountering an issue of fairness or equity, see if this che
list will help pinpoint the problem(s).

What is it about what | am being asked to do or how | am beingdr¢laat feels
unfair? |As a staring point, try to set your emotions aside and get to the factual
heart of the problem(g).

Is what | am being asked to do reasonable and withiPtbiessional Agreement
and/or LPS Board policy?f[faced with a violation of these or other written
agreements, contact LEA immediatgly!

Am | upset because | feel as though | am being singled out and @tfee not
having the same asked of therd®tfiough the old adage “What is good for the
goose is good for the gander” may come to mind, wanting to see to it thas other
are forced to suffer along with you does not really alleviate your prolledn
probably isn’t what you really want to accomplish in the long]run.

Is what is happening new, part of an on-going series of etlegitsppears to be
forming a pattern, and does this seem to be something that ideofiporary
nature or something that could have an impact for quite some tirhe?ahswer

to these questions might help a person come to grips with the seMethg
situation]

If I am being treated correctly according to tfessional Agreemenbut not

the same as others in my building, what could be behind this—amd beim a
signal and what could it be®t all supervisors signal their concerns in the same
way. Some are to the point and leave no room for misinterpretation. Gtreers

14



less direct and sometimes their message gets lost or misconstiaed. |
received comments from my supervisor, anything in writing, or anyabffiatice
that would seem to indicate there is dissatisfaction with my peafare?_Contact
an LEA staff member to help you sort these kinds of issues oweded, before
jumping to conclusions about what lies behind your treathent.

< Equity isaddressed in official LPS policy and violations of that policygaievable:
“Lincoln Public Schools is committed to the concept of educational yedart
students, staff and patrons of Lincoln Public Schools. In all progcamducted by
the school district, the dignity and worth of all human beings will be recognized. Such
recognition shall be extended regardless of a person's econotus; sté&e, ethnic
background, culture, religion, gender, sexual orientation, age or mengaicaihor
linguistic ability.

“In addition it is the policy of Lincoln Public Schools to assuré #lastudents have
equal opportunity to take part in all school programs. The matesgl with students
is to represent all types of people, both male and female, inetyvaf jobs, skills
and leadership. Lincoln Public Schools is committed to providing an enwranm
free of harassment based on economic status, race, ethnic backgrolune, c
religion, gender, sexual orientation, age or mental, physical or lingatstity.”

LPS suggests the following when dealing with equity concernsA (sEongly
recommends that members contact LEA, first, if there are etsityes involved in
the matter concerning you to better serve you and to keep traiok sug “If you
feel you or someone you know has not been treated fairly, you haveftiees: 1)
get more information to try to resolve it with a staff memivbo knows about the
situation; 2) talk to your principal or a central office admiaistr who can advise
you; 3) write to Lincoln Public Schools Equity Administrator, Box 8288fcoln,
NE 68501.

“If you send in the complaint form (http://www.Ips.org/ stuserv/edefjuity
documents/equity_complaint.pdf), a school district official will gather as rdatails

as possible. That information will then be forwarded to the schaostriafis
Educational Equity Monitoring Task Force, a group of citizens saftbol staff
members. The task force will assign a team to thoroughly iga¢styour complaint
and will make recommendations for changes if your complaint isfigastiYour
name will not be used unless you authorize it. Under no circunestand! any
threats or retaliation be permitted to be made against an indiviciualleging in
good faith a violation of this policy. Complaints regarding sexualssamant will not
be handled by the task force, but by a district administrator.”

15



This one is not rocket science and easy to solve.

< Article 5-16, “Professional Time for Educators,” in the
Professional Agreemenaddresses the issue of and use
of plan time during plan days for elementary teachers in
section 3:"The School District shall provide four (4)
calendar days of planning time for elementary
certificated employees within the student calendar and
independent of the other staff development,
compensatory and non-contract days. These days shall
be allocated one per quarter for each certificated
employee _as individual planning tifhe(editorial
emphasis).

a1 Article 5-7, “Staff Development,” in th€rofessional Agreemenaddresses the
issue of mandatory meetings for certificated employeeedhon e: “Staff development
which shall be mandateds a requirement for Lincoln Public Schools certificated
employees shall be offered during the contract alag cannot be used for horizontal
advancement on the salary schedule” (editorial emphasis).

a4 Article 5-4, “Certificated Staff Duty Days,” addresgbe issue of and use of plan
time for certificated staff on days set aside in thenttde for teachers to work in their
rooms:“Five (5) days are designated as professional duty. Duringgsiohal duty days,
certificated employees will be on duty working in buildings or eedaig professional
duties _at their discretioifeditorial emphasis). They will be placed as follows in the
calendar: two (2) full days and one (1) half day prior to tre fitudent day of the year,
one (1) full day during the semester break; one (1) full day fotigpuwhe last student day
of the year; one (1) half day scheduled according to principal discretion.”

16
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Members with facilities concerns should always work wliirt principals first regarding those concerns. If there
are on-going concerns that are not connected to the usual, occasionahteragkictuations we are subject to in
Nebraska or connected to poor timing (i.e. weather fluctuationsctizatge temperatures after shutting down
boilers, for example), employees should request that their prirsifpahit a work order to LPS to have the
conditions investigated and repairs made as needed.

LEA has been very successful, when proper procedures have been followed and werkaweldeen submitted,

in getting the District to follow up on those work orders in aetinfashion when there have been unforeseen
delays. After working with your principal and getting assuraheg work orders have been submitted, if you
continue not to get a response from LPS’s maintenance department, coltact LE

The LPSCertificated Personnel Handboaltearly spells out the District’'s responsibilities and ootment to
certificated staff in this area under secti€lb.h. of “Safety Teacher Facilities and Safety:”
“Temperature extremes in the classroom are factorgrthgtadversely affect the learning taking place. Because
of the variables affecting the temperature within a building, difficult to establish a district policy with explicit
directions for individuals to follow.
However, when the temperature in a given classroom is suclprb@dictive learning cannot take place, the
following alternative shall be considered:
1.) Use other rooms in the building.
2.) Join classes in an area of the building that is the warmestitcooles
3.) Conduct classes outside in shaded areas.
4.) Use of electric fans/blowers for movement of air.
5.) After the school day*:

a. Dismiss students upon parent request.

b. Shorten the school day.
6). An alternative plan developed by an individual building or staff. *

*The alternative in #5) and #6) shall have superintendent approval pridizatiain.

“It is the responsibility of the teacher and principal teed®ine if learning is taking place in the classroom or if
the temperature conditions are such that continued effoiitsstiact would not be productive. If the teacher
determines that conditions are not acceptable, he/she should cpgineabuilding principal to discuss which
alternatives will be used. The building principal will hatre final decision on the appropriate alternatives and
will determine the activities of the staff for the remaindehefday.”

The joint LEA-LPS Indoor Air Quality (IAQ) Committee begameeting on a regular basis in 2005-2006 and

promises to be another avenue by which members will be abéefmhctive and to receive help at their sites on
a variety of issues related to the use of their facilities as the @twamontinues to move forward.

17



The grievance procedure:

o}

#¥ |s meant to be a tool for problem solving. N2
¥ |Is used to correct situations when they arise due
contract violations, violations of policy of th
Lincoln Board of Education, state statute,
administrative directives or regulations which affect
an employee's work, including the District's

Personnel Handbook

¥ Can be used when rights and responsibilities established in joindgdagipon
documents (approved minutes from ProCom, Best Practices of Student
Discipline handbook, théppraisal Manual etc.) are not followed.

#¥ Has timelines throughout the process which have to be followed. Mmfarial
Step” of any grievance must take plagthin twenty days of any occurrence in
which a _member_has been_damagedAfter those twenty days, it might be
possible to still formulate a grievance if the individual has oot to be
repeatedly harmed, but ndbllowing the 20 day guideline puts an effective
grievance resolution at risk.

¥ Does not guarantee that a person will always be anonymous. Atsmmntefor
the procedure to move forward, individuals must be willing to be idedfitind
be willing to “sign on the dotted line” to guarantee their rigitessenforced. For a
grievance to exist there has to be proof that an individual(s) has been harmed.

/¥ |s not intended to pit employees against their principal, supervisor, or each other.

Always consult with the LEA Office staff before implemerfi any portion of the
grievance procedure or to get help to determine if you or others gmaunds for a
grievance.

LEA and LPS have a history of trying to solve problems at tHessiatime possible and
at as an informal level as possible. Thus, many concerns gesaddrand solved before
it is necessary to actually implement the grievance pkoee The key, however, is that
members need to bring their concern(s) to LEA’s attention and a course of aitized
before intervention and resolution can take place!

" Although rarely used, the Association does have the ability tarfildssociation
grievance to ensure that tReofessional Agreemems properly maintained and
not weakened.

18



"People do not lack strength, they lack will." --

The Professional Agreemerguarantees (Article 4-2b) there will

be “no reprisals” against individuals who utilize the grievance
procedure. “The Board shall use every means at its disposal to
assure every employee the unobstructed use of [the] grievance
procedure without fear of reprisal or prejudice to his/her
employment status.”

Although extremely rare, when there has been fallout and a
member or faculty representative has been victimized by a
superior, the Association has worked quickly and steadfastly with
the District to ensure that corrective actions are taken—and they have been!

Any member who feels as though they are risk of reprisal for takiega@ed, appropriate
action in their building needs to meticulously and factually docunvieat they think is
happening. Minor incidents, comments, and actions all can add up to pratera pf
behavior and can trigger Association and District intervention andctiomeof any case
of retribution.
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