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Center for Sex Equity at the Northwest Reglonal Educational Laborftory in Por@land,
egon, is one. of several regional assistance centers in the nation; these Centers are
nded to assist school dxstrxcts in reducing sex bias and dmcglmmatlon in
ucational programs and employment practxces. Based on recent requests and 1n ’rie.—;
ceived by the Center, the issue of malntalnmg afflrmatlve employment practxce and
ality instructional programs in the .faceiof. reductlons in force (lﬂF‘ and- prpgram -
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perience and_knowlédge in ‘balancing the two often confllctlng requirements of
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‘firmative actlon goals in sxtuaslons characterxze:l by qtaff and program cutbacks.
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T, CHAPTERIJ'

i . .
B ‘"Affxrmatxve actmn" is deflned by the U.S. Corrmxssxon on Civil ng’nts as those

- d15cr1m1natmn."1 HcCune and Hatthews use the term "aff;rmatxv‘x action" to mean

s .‘ ~‘ e . .

MY . : . |
. .. - . B L T

AINTRODUCTION'

. .

thAfhrmatxve Actxon” °

i £
"...active efforts. that take race, sex ahd national“grigin inte account in remed, ipg AL

employer-intiated action taken to overcome the-effects of conditions which have T
~resu1ted in. linited partxcxpatmn by women and m1nor1t1es.2‘ Their concept of )
afflrmatxve _action is distinguis d from actlons taken.after @ formal finding of
d1scr1minatmn by a federal or state agency qQr c0urt. ’ »

~

Emplqyment p011c1es have gradually changed over, the last ten years in response to

:’antxdlscrx ination legiglation and the mandate to estabhsh and ma1nta1n affmnatxve )
"“{,‘actm roZrams. Afhrmatxve actmn and equdl employment efforts have emerged as’a
“‘:",dehberate pubhc -response_tosthe. histotic and cnntmuxng problems of race, sex and

natjonal’ orxgxn dxs«':rxmmatmn~ These efferts are firmly rooted.in the constitutmnal

»guarantees of equal protectmn under the. law to all people.« (See Appendxx 1 for a’-
* discussion of the civil rxg’nts laws stpportmg afhrmatlve action programs.) Although

-.discriminatory practxcns ‘are’ con51dered by many to-be: rehcs of-~" a forgotten- past, they ~
: ,contxnue to affect our society adversely. Thus the need for affn‘matxve employment '

po 1c1es pers1sts. . e e .

u. 5. Commxssmn on Civil Rights. . Afhrmatxve Act;or- in the 1980:» Dlsgnantlmq the '
:Pmcess of stcrxmxnatmn, 1981, po e .

2Slur].ey McCune and Martha Matthews. - Proc rams for Educatmnal Equit §chodis and - ,’
Affirmative Action. ashmgton, DC-' CEvernmenE Pranxng Ufhce, 1575 T e

‘el

€
e
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why Reductlors in Force” . ) *

Several ‘factors have contr1buted to the present SltUdtlon in publlc educatlon whlch ) '
req.ures staf‘f and program cutbacks.‘ These factors mclude, but are not 11m1ted to:. :
N . o BT
o' a dradual decrease in.the birthrate which has resulted in steadily dec}ining N
school enrollments: Although current’ ev;dence suggests that enrollments are .,
L stabilizing, the long term outlook indicates that the time of - automatlc

' expanslon in pubhc education is oVer. ' . .
;e . / P - * , . .. ~ o

‘@ an_increase in the number of older" t:1t12ens in the\ total populatmn. The impact -

of . the. prioritjes of older citizens can be felt by\schools as they compete along

w1th mhny other agencxes and programs for limited ta dollars. .

e the "high inflation rate., The effects of inflatio felt by school systems as
they 1\\crease budgets 81mp1y to maintain past levels of operatxon. .

’

W e a reduction in ‘state and federal fundinq"for educational proqrams. When coupled ' -

i with "the"higr;?atmn rate, the reduction of state and fedéral aid to schools -
.has resulted fiscal crisis which may only now b filterlng down to local L
schools. o . . L . '

why Th1s Booklet” . : S ‘ -

R e AT e o e camn ene : - = - f — ‘. =
The commltment to afhrmatlve h1r1ng and employment pract1ces has now run hea ong into
ncreasmg pressures to cut back educatlonal programs and/or. staf f because of/hrinking?'i-

. resources.‘ Some states have leg1slated that affirmative action practices must be' . - ? :

. ma1nta1ned when making reduction in force (RIF) decisions. "Other states have left it. |

‘‘to the’ dlscretlon of ! school districts how best to handle cutback SltUthOﬂS. in. elthe'

", ..casey adm1n1strators .and pohcymakers are the ones who must ult1mately carry out the ..

.- doubled edged mandate ‘of malgng necessary cdtbacks while not sacr1f1c1ng aff‘lrmatxve

action gams. e ‘\
!m . L " - S Sy K ) '. . - © '
w .
Tradltlonal approaches, ‘such as mcreasmg class s e or cuttmg extracurrlcular
acthltleS or. "last hired, first-fired," are no lofiger automat1c enswers- past e

“assunptlons about” how ‘to solve educatlonal problems may no longer be app..opr1ate for
. eallng with presert and- future problems. This Booklet of fers pract1cal ‘advice for

‘,geallrg with one of the challengmg s1tuatxons encountered by school d1str1cts. S
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—:~Hhere Dxd Thxs In;;‘\\Pxnn'Come!From? _ ' e S A . '>‘,. S
Thxs Booklet was the re°sult of a semxnar which bmught together a group of educators
jfwho had experience and xnfomatxon to share on RIF, on affirmative a"txon efforts and"
Vplans, and on how-to balance these twa lssues (see Append:.x 2 for a‘listaof v - -
a partxcxpants). Sem:.nar partxcxpant° reflected dxverslty in several respec‘ts, 1nclud1ne’¢

e . . - , -~ .

, . + ISR R T
% e geographxc regxon—-Alaska, Idahq, Oregon, Hashmgton : s
‘@ size of district~-large, small, sizes in between ) . ‘

E “type of communxty--urban, suburban, rural, “isolated" cxty/town »
. - o\stabllity of' the d1stuc t--hlgh mobility and turnover, decllnlng enrollment,
L stable‘and growing * ’ ,
e nat e of admxnxstratxve role--stperxntendent, prmc:pal, oersonhel d1rectqr, S
o currxculum dlre‘.tor\ ' . “ - . el
S ) _'\‘\ . S L .
Partxcxpants a.ll agreed beforehand to share. and d1scus at the semxnar portions of S
‘thexr dxstrxcts' affumatxve actmn plan, RIF policy, negotxated contract ‘and st7eff1ng A .
pattern. . :

kR

4 N N - : . i v .
. . T~ . - h .

‘ »The semxéar was desxgned to be an,&nteractxve work sesgsion. Actxvxt:.es ‘and dxscussxon
e drew on the knowledge and expertxse of the! partxcxpanuz -all of 'whom were = . : g
“g‘adnxnxstrators involved in key roles. 1Q§L;\formulatxon and xmplementatxon of Plecy.

The apecxfxc\ob_]er‘txves of the sem.nar to identify: T T ;-_-_*if'

‘ . had

e _major: J,ssues to be consxdere in the bafancing of RIF and. arrxrmat“ve‘actlon

@ W ;'o ;practmal strateg:.es for adnii xstrators and polxcymakers on how to balance RIF
: > and aff:.rmat:.ve action effortls : § s S
& ‘model ‘af firmative action and RIF polxczes“ snd* accompanymg procedures for. =
‘ w, _1mplementetxon - o . e o R‘}
1 Ja ol L o, . ' ;
-l}The two semmars were conducted 1n Portland and Seattle on success:.ve days. Horksheet=
" were. used to gather xnfomatxon from semxner pa:txcxpants (see Pdpendxx 3o A ; ey

\s"synthesxs of the-data from. ‘those worksheets reculted in the m,ater:.al presented in thxs
‘7. booklet . Semmar‘partzczpants offered valuable suggestxons about what 1nformatxon N
ishould be mcluded in the booklet as well as how 1t should be presented. '.'f‘.'

- . )
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ROBLEMS & SOLUTIONS |

- .
B

e :
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. ‘}v

What are tf\e major pmblems orussues that, surfae_e when, school dxstncts try to
presem,afhrmade employment practices in the face ofrconstramxng factors?
Admmxsl:rators and pohcymakers 1dent\lf1§d exght general probjem areas: .

'

4 . . . -

. ) Admmistratxve Concerns (The "System"/" The Bt.peaucracy') . -
e _Program Corcerns (Staffing Needs/Program Pnontxes) ‘ oL B
_+ e Employee Performance/Dompetence : : ‘ ol

,_.)' Collective. Bargaining . . . 5 . ,
- @, Hiring Practxces

o . legal’ Context ~ - _

. s Economic Context =~ - . ) -
‘ I o Comumty/Attxtudes/Awareness '

Nom
: The followxng pades present each 'problem area in terms of spec1f1c issues ‘to donsxder '
-~ and some- nossvble solutmns, or: ays to pmceed, in resolving. the ‘issues. - The exght
~‘areas are: presented separately for the sake of emphasis;. they are not mutually '

exclusive categories nor do they 1nc1ude every Problem an aff;mat;ve action off;cer
. might expect to encounter. -

O
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Problem Area: ADMINISTRATIVE CONCERNS -
' “The System”/ “The Bureaucracy BN (, R

Possnble Soluuom

o ‘ ;"Specific lssues SN ;. i
: Afflrmatxve ActIon advocates viewed as ' - -9 Recﬁgmze the rnjnt pf all employees
. "troublemakers" , , .. QI to challenge dxscrxmmatory practxces
N N V" A : »

' .- Haxe__legltzmate 1nformal procedures

o o . o }for resolving problems, as well as - '

e t ) . ; workable formal grxevance groceduras,‘

) ) ' ‘ oL 5: ) .. Y . ’ { o
ek , " e Conduct per;odxc inservice fop- all

Coe o e b . " .employeed tegarding their legal . . N

L oo e . L rxghts and district procedhras -~

) S . . ) .. A

' "Old.boys"," network .. 7 e Transfer'admmxstrators regularly tc
v on . i : , get. "fresh blood," new views-and "'

T ! . : R - modeling of desxrad behavxors by

f
N . . : - adnmis t~rators
LR PO ) / . \

. . DeveIop short tcrm (temporary)
\ - positions’ “that’ may infuse "new. '
blood" 1nto the: system ’ ' ’

‘ TIN
U o Hork with nonsexxst organiziions
[}atekefepers"--blockers\vuthm the . S e Revxe program proceduras regularly
KR ,system s S i . . to 1nsure checRs and balances T,

. e Avoid placin "gatekeepers" ’at top E
9.

S - ' N m:n;qement levelg: = =«
e e » " e Héve a person mth "real" decision

e e makmg power be rasponsible for
- ' - 'affu'matwe h1r1ng :

_vj',Inconsxstency of certxfxcatzon ‘ - Lobby Por more rasponsxve,(certifxca-
S processes thhm and among states , .+ { tion, e.g., remove roadblocks in:':
- ‘ , o o f order_to promote reciprocity.and .

i

o« practxcahty oF rquirements '

! Bureaucratic "red tape" P Io " Obtain a- leader for. affxrmative
PR e S : : ‘action awareness/education’ cornpon
»who has‘suthority' as well as :
responsibility (e.g., reports:
irectly to supermtendent has .-
L access to funds, 'ff, resources

Q
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Al

Speciﬁc Issues

~ L]

Problem Area' PROGRAM CONCERNS
Staffmg Needs/ Program Prlorrtles

I’osmble Solutions _

ﬁonfllct between ‘af fxrmat;ve actmn

. Develop and follow aff rmatxve
"i‘plannxng and staffxng/pmgram needs *action grogram goals; f-ave buxldxng
b . > qoals : ..
BU.\ldu\g needs, e.g., aecondar TR ‘@ Separate contracts {or teaching ,
coachxng, supervxsmn . L ~and coaching :
3 } ' ‘ ‘8 Develop spec;.hc affirmative action:
SR T N goals in curriculum arzas
I — < -
Insulatmn/lsolation of central . @ Involve bulldlng-level administra-
A.ofhce staff B ) i tors . ‘
| ‘e .‘Develop a nan&{ement team - apgroach B
" 'Program needs S ‘ 5. Identrfy who has authority for -
P L s‘s program/staffmg eclsions (advxse, N
. S recommend authonze) :
~ > ' -
‘ o - Retrain exxstrng staff‘, galn staff
- : ' support: for new assrgm-*nts
-
: e Build support systems for peo
being riffed g
*.Lack of data on mi; orxty, women, ] Ant1c1pate\underrepresented areas

_ underrepresented positions/areas

Collect personnel fﬁformat;on/data
regularly \ “ i

- Know how your stafhng pattern o

: ] @ .
rdl compares to c\ounty, regmnal, area
T, :, make-up -
’.'Lack of quahhed trarners o ,Invest in trainlng someone from the
.'to conduct district, 1nser;v1ce in, NG district; make, évarlable to S

. afh‘*mat.we ‘action ‘areas

. e

: Usekexxstlng resources, .9,

, educatmn servrce dxstmc ts

nelghborlnq dxht\c ts R

L

desegregation assistance centers; T
state. departments of educatxon,




" Problem Area: EMPLOYEE PERFORMANCE/
. (. COMPETENCE

. - A . »

- Specific Issues =~ . AR . -Pp*ssibleASdlut'i'ons L
;,_’."legal definitions of terms: - . o g .. Fmd a common ground prior to a - g
: competence *involves training.and - L crisis situation, e.g., mutually . -

" experience; merit involves abxhty o agreed-upon obJeches and crxterxa- i

: ‘and effectxveqess ’ S .~ define "competent performance, " :

" . L o _determine how to evaluate itvand: =~
Interpretatmns of tex)ms- o . . what takes precedence in various
competence is more objective; merxt Asxtuat;ons,, ) . .

, '19 -more subJectxve - . /v* R . )

. . N\\‘__ . « . .

. ' - e

) 'Certxficatlon area versu/s teachlng ) ’ - LI
o experxence and ab111 y : o :
_"Assessment methyis and techmques ~© " s Develop better job descrxptmns
ST - L3
'merent subjectxv;ty of assessme"at o ‘e Improve the: obJectxvxty of R
o _ ~ , A -~ evaluation instruments T e
St / oL : - . e Support regular evaluation, develop ,
E s 7 . - a policy statement which expresses a’
! ! P e ‘ commitment to evaluatmn ,
. e Hire a third party (1.e. outsxde)» o
: g evaluator . SRR REPHRRR Y
. PN » . T S )
L ( SRS : ™ Develop several instruments which : .
NI fo v : e " -. ' measufe the samd concept.and give . =
i o \ T .. .. . teachers a choice of’ which ‘touse .. -
SEOTEES o _ T o Make mformal, “inhouse evaluatmn a
S . ' regular;procedure RV s
L State'legisiatiorVregulations ' . - e Hire/have access to legal . . ,
T e _ ’ counsel--someone who knows < .. [
N j",‘ R o R ‘ : interpretations and 1s f'amxhar vuth ,
3 - N ) . cases and precedents KRS ;:
‘Unconscmus dxscrxmmatmn in o T e Establish nternshxps, mcentxves,)o s
promotmn ‘process - . o career ladders for mmontxes and . :
R e , i underrepresented women ‘and men; e
& . find out what other districts are :

domg in these sareas’ L g

.
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Specific Issues

"~

s - : :
T

" Problem Area: COLLECTIVE HARGAINING

S

>

.~ ‘e

-

~ Possible Solutions :

Adversary, relationship Between
asgociatidg and-administration due
. to bargain rocess '

ey, ' * Y
e Hire or have’ access to”an attorney N
‘who knaws this area. ‘

e . Mobilize community/parent support;.*
put- external pressure on district
for affirmative practices.

e Find the legislative of judicial:
precedents for affirmative action
priority '

e Take your negotiator to lunch! More
practically speaking, take active
. steps to develop and maintain

 Jeachers' @ncern for job security -
greater than copeern for educational ™
programs . '

s

rapport during negotiations

‘s ‘Adopt a policy that states the:
quality of educational programs ,n?ay ’
take precedence over seniority in
RIF decisions ) :

e Identify nonsalary benefits-and/or 4
incentives- that teachers would -

~ © Union opﬁbéition\to training, competency
gtatements and indicators . :

consider as employment perguisites/

. ] //, R X
(] Obtain»vun'ﬁm commitment to training

__...~——and inservice for teachers :

' Union disfavor toward increasing -
. . spplicant pools " R .

v =
—

e Integrate both RIF ‘and affimativa '

. action language into.the contract,

or remove RIF ‘language from the -

Seniority as top priority for unions

bargaining agresment . -

e Negotiate CONTRACT LANRJAGE (not. -
just a poliey statement) supperting’
affirmative action. over senioridty - -

n necessary < TN

’ v
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. "Specificlssues :

‘Problem Area: HIRING PRACTICES 7‘

Possible Solutions - -

.2

:Applicant pool°'- inadeqhate pool

‘for traditionally underrepresented
areas . . ,

Vacancy advartieementsf. o .

o . |

- 'of .qualified-minorities, women &nd- men ;”{

e  Seak a grass moots spproach to’ " "
«%. . ‘fipding candidates; take advantage’
. of Q§3xieting 'networke ' .

e Make batter use of é”llege and
R univereity placement services -

.f Keep regular contact uith minority
organizations

%i Interview all minority applicants-
meeting min1mum qualificat‘ona ,

° Obtain board commitment/action to nt
provide money f'or recruiting

- e Develop s better definition of "best

qualified," i.e., define criteria )
for;position . ’

T District ldcation a negative factor

. Conduct actiVe'recruiting program ’

s Go outside ‘the geographic area with

process

K Uneonsoious discrimination in hiring

contacts, networking

‘» Develop relevant and practical >~;;
. intervicw questiona 1n advance .

e Give careful attention to the JOb :
deecription.( akills, reaponsxbiIity

e Have a.Job deecription that ‘does not
) preclude minority applicants ,”.WJ”‘

s Review hiring process to insure :#55
checks and balances, and fairneas at’
* each htep K . o

"ROBLEMS &SOLUTIONS‘

16



:{ifﬁj;xi:d:v;{igii;: ‘fy»._klt-’Fy;;;";1{i"f’?’ B ' |
“ . Problem Area: LEGAL CONTEXT

" Specific Issues R L C PoSsibie Solutions _ —
. Conflitt between federal and state . & Hire & qualified attorney with e
‘interpretations; ‘conflict between . expertise in equal empleyment "
. laws and negotiated contracts : \$=opportunity/labor relations }
o ' )/f'“ s Seek-help from state and regional
‘o L equal employment opportunity
. N r Specialist (know who that’ person 18.)
' '/o Lobby to revise laws for consistengxi
B .Lack ‘of appropriate data bases o ¢ Keep abreast of most recent court .
"1, ;to support affirmative action : . cases (through newsletters, regular .
' . } OREE - contact with attorney) :

Work toward gathering county
‘statistics

Lack of indistrict expertise in the ® Encourage intensiva tr ning of
area of affirmative action . . - state level people to RKilter
’- N ‘ affimmative action into local:

v : education agency programs

V - 1 o ' e Use.the, education service districts
- ‘ Co or other intermediate agency

! e Provide training on speeial issuas,
- e.g.,‘RIF‘alterTative,'sexua1
A = ' : _ harassment ,

DR

O
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\Speclfic Issues '_

Possible Solutibns
Declining financiaI resourcea- e ' e Gain active 1nvolvement,by
e LT . superintendent to get and maintain
" a. r Reduction 1n federal dollai'a - » support of: key community and |
o - .for public achoola Cy Y . organizatignal pBOp],B‘ to exolore
Tl , Lo alternativea . K
.be. . Reduction in state aup ort : ’ . N U T
N (declinmg enrollments) o ¢ Encourage auperintendént to "seli"
R \ o e affimat ive action ss, he or’ ahe '
“Ce Declining tax base (achool n o "sells" a budget P
) leviea) - e
Lot b : - ‘ -\e Gain public support of "power“/
N . - . ‘ . Jeople in the commn@/region
reaaing competition by buameea L s Develop buaineas/achool liaisons
and -industry- for qualified vomen and' : and co-beneficial programs, e.g.,'
~ minonties . - ) , .
: . T hig‘\ acf'tool expenence/intern- n
‘Ability of buaineaa/mduatry to put . : - ship programs in the lquameas
S ore dollars into recruiting and . _aector ‘ e o
: salaries : : . ) ST
b. faculty exchange program : -
N Ce reaourcea exchange =~ e
~ . t .,‘
. e ' < ' ‘ de . curripulum devalopment that can

'benafit buaineaa or comunity

e : s Develop publicize snd emphaaize o
. L trade-o fa/benefita other than aalar)

~
R
.




A . .

 Problem Area: COMMUNITY/ATTITUDES/AWARENESS

R

A :’;Specific‘lssues ‘ , " Possible Solutions "
PV < : e * BE .
F Entrenched ettitudea/resietence to " 'y Provide inservxce training of
L chenge Lo . , . I TR educators regarding affirmetive
R I ' ) fection concerné .
e Unconsc\aus reinforcement for B
ty discriminetion, no corresponding = . e’ Develop an information packet
s rewera for mndiecrimination L . . for diesemination ¢ ¢
. Poor communicstion [ ) -° N - e
! _ \ — —.
Tendency of me_]crity ulture to L e Promote cross—cultursl communication S
= obscure other culbure:la b :

: ‘ e“Develop awarenessg goals for all % .-.;;
| cultural groups N

T - — < =
" Poor public reletions 'Y ' ] Appoint a cadre of building-level
e ’ I adninistrstors who are responsible.
.. "Lack of community stpport for - - . < For the development of effirmet:ive
: ,echool ef firmative action efforts . : -action awareness in the community

., R o : o s e Target Bpec*flc eudiencee, e.g.; L
R o7 students, local busmeesee, school
o . : Lt : : ' board ’

v ) 8 N

- '/o .DéVeIOp media Contacts and use them

: : . . ™ Involvef'locel resource egemies,

ye - R * education ser¢ice districts, "'

R . y ‘ ’ _ desegregation assistance centers, :

/ L civic groups, stete depertments of .

/- . , educetion - e R
/_ ’ e Develop and maintain a vieible, :

‘ y . - getive, involved school board -

_ Stereot{pic mtione {:r treditional B ) ,' (] Identify verioue mle modele ‘for T
. expectetions of- womén, men, minorities eechjroug T
: ‘\

o N K

e Geogrephic or. cultl.(rel isoletipn BN | Extend your network beyond your,

e~ - : . Jeogrephic area - - N .

Too"'big a problem’ ' e Tdke thinge one etep at & time, eetq '
S e’*etic goele o

O
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BT CHABRTER 3 i
'PRACTICAL TIPS
ADMINISTRATORS

K . 4

A

~ " . N

Seminar participants were asked to identify the most important "tips" that they would
-+ pass on to their successors. From this exercise came. practical suggestions for

" how- administrators can effectively support affirmutive action efforts even when faced,
" with staff &nhd program cutbacks. The following ’pages present specifq strategies in

-t - the areas.of:" ) )

" . ¢ * 2

. oo N

knowledge base . “

[ ]
t
r .
"\ ?
»
“
. IJ
~

° support groups and networks

;. e policy and procedures guidelines = - ' - .
;‘f‘.,_ : . cc;muhity needs and views _- o g .
e communication proce'sg\ ' T
® e management techniques o . : } %

. A . . . . ) .o

. personal\ style °




6.

’ Co SR
’ wo L \
e o - . N

“Know Your Stuff’ ’ by contmually expandmg
"\\ - o your knowledge base.

- | . . <

reviewing federai and atate antidiecrimination laws and regﬂla\bna, coUrt .

casea, issues, trenda f/ ©

" e reading newslstters such as "Schools and Civil Rig\ta News" snd "P.E. E. R.
‘Perspective® = ,/ . |

- 's “making regular personal contacte with attorneys, state departments of emcatmn, ,

 Qffice f'or Civil Righta. Y *

o - N .
.

N Keep good . recorde nnd data, ircludirb 3
: s

) ent{; date, date of laat contimous employment.-§
Y staffing plan, balarce. of men, womaf, minorities
e’ percentages for variouS/racml and ethnic groupa in'your community or region. - -

I3

, ‘ . ! .
Consult someone who knows more 3bout it than you do when you're unsure! " _'1=,
vnecassary, seek legal advice or technical assistarce. ~

: L

'_Build on what worka—-don't reinvent. the wheel.




Develop support groups and networks, both w1th1

~.and beyond your 1mmediate system. IR
a“ . ) ’ J } . ) ‘ . . A ‘ - . u' v . . -
\Z.__L-__ Identify the "tru""z "upport)ers of equity efk?,.wherever they are in. the O
) d1strict, communi Y :r'state and rely on them formally and informally.

<

2. 'Maxntain regular/ ontact thh p"&ople who are your counterparts in other d;g;ncts :
- in the county, state or regz n. : : S
[ S ~' >A N . : 3 ‘ i . . : ‘-»r
B AN
Keep in touch vuth professionals that you know on an 1nforma1 or personal baszs.
*p Touching base perxodxcally may turn out to be. helpful in the future—-for
1nformatxon, 8 contact or a strategy to use. :

©

- Help establish netwprks if there is a need, e.g., certaxn prograrn areas, grade
‘levels, parents, support groups for. riffed staff. 6 .. . IR N

" Try to.work with significant (1nf1uential) people who support your aff‘imative
“: action efforts. ;

'

e e . L .
6. Train’staff on ejuity issues ‘and what they can do. e

Share what 's successful with’o_thers (staff-and community). ’

e
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Emphasue the lmportance of havmg

.

-

pollcv and procedures guldelmes. : - ‘_ .

- »‘.._ ‘ - . M - q-\
o . . . o N . . .

" Develop dxstncthde commxtment tp aff;matxve employment ~pract1ces. This.i_ncli:des i
obtamihg comxtment from: . - Coe . o ‘ "

o4 / ] . . - ’ . - s .- . .

‘. achool board members J DR S SRR ‘ \""lfj

.mcentral office personnel ' ' ' o

. bmldmg lewel (m.lddle management) admmxstrators. )

} <24 Involve parent advxsory ‘and communxty groups in the policy process so they w111 be
s encouraged to develop ownership in or cormrutment to the dxstnct's pohcxes. P
. ; 1 L
: Jg Involve an affxrmatxve achion committee (or at least the aff;rmatxve actxon
: g off;cer) in policy fomulatmn. '

_l_s.‘ RQVIGW and rewnte pohcxes/procedures. Remenmber that they. | aren't “etched in
" stone.™ Charge them if necessary so they vork' for you. Remember that (a’ pohc;

‘ tells what, procedures identify how; (b) pohcy is wntten in. more general terms - ,‘“
Ce and pmcedurea in more specxfxc tems. . = e ’ '

'5.‘ Be consxstent in 1mp1ementatmn of pohcxes. In other vords, it"i'is’i"trportant to
follow the procedures as they are 1dent1f1ed ' S D

: -,6.' gzvxew pohcxea/procedures regularly so you can see whf works and change what T ‘
doesn't. : . . - : :
7. Remember that procedures often can be changed thhout havxrg to change the policy.

O
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. . E . y l ‘ ‘ . ‘ . - h
~ Know youir community’s needs r*‘-nd\,ylews. v
e ) - . - R o \\' -
, BT A

A ’ A

Pay bttentlon to scho l/comnunxty relations? . Develop regular formal communmatxon
~ with the cpmfﬁunrty through the lacal papers, newsletters ‘or-school board minutes. ;
: stsem;gate 1nfoqnatmn regularly, etay on‘top of the publxc relatxons process. -

., h ‘_1_5.

‘Fmd and use communxty resources, e.g., orgamzatxons, busxnesses, m1nor1ty lead

and polztxcally 1nflmentxal people to help further afflrmatzve actxon goals and to
support or retram rxffed e(mployees. - -~

~

p P . A
.

3. Initiate and, encourage CO'WU"ltY "1nserv1ce" or awareness activxtxes on problems of
affrrmatrve actmn ‘and RIF. T ‘ .
, "

4,  Have a staff/comunity adv:.aory commxttee (to ‘make reconmendatzons, dzssemmate K
1nfonr.ation, make presentations to school board)

5. Be aware- of the p'olxtical 1nplicataons w!nnever you combine RIF w1th affirmatxve

' action.' '

t:\-’
P PN

O
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Practlce ef’feotlve commumcation' work. toward R

ot

_ n}akmg it regular, open and honest.
‘s . . A. /' i .

,»'. B ‘A . ’ ‘ . : o o ; \. ‘ [

1. Insxs&: on -regular, perxodxc opportunities to present “formal" reports on progress
R towa‘ﬂaff;matxve actxon goals (to the board commumty, staff). vt Cn >

3

.. ’

. g e - A\ : TR
2.1\ Get on a "firstcname bam s" With teachers'\asocxatmn presxdent and w;th thosa > *’"1
|respon31b1e for eontract negotxatxons, grxevances and complamts. B , ! ‘

‘ ol . .S T . BN ‘e

-, ‘ 3.‘ Keep yoLr 1mmed1ate supenor 1nformed on pendxng problems and’ 1ssues.
h e ra .

H 5

4, Make certain that all staff in the dxstrict have the\seme xnformatxon about RIF
' concer , affirmative’ action objectives’ ‘(e.g., budge}; cuts\educed average da11y
" attend e (ADA), changxng state requxrem\pts). C N\ S
- A . .

'; _Encod o-\vay communxcatxon thh your staff. "Keep your door opﬁ" Make time
“to "bj¥avai able." Informal communxcatxon at this level can often\clear up 8 -~

. : mxsunderstandmg before it becomes a problem.
A

\,
N

. [' - N ,: ¢
Ask\for suggestxons from staff and programs before makmg any decisxo\s\ Be open .
to new 1nformat1on and optxons or alternatxves. ’ C \ -

; . ‘
; :

=3

. Schedule mlar meetxngs for new 1nformatxon, progress reporte and confhct
l‘esolutxon. e T e e

s ‘,
’ v'

8. . Have a‘ clear/concxse one to two-page summary sheet that explams RIF and
S affxnnative action connectxons in your district. Distrxbute to staff and communxty.

9, Conm.micate thh th c.}mmunxty. :

,
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Z\Eﬁluate progress reguiar]'.y and make- changes if needed (changes to achxeve the’)_“;'

_ ,objectxve, not to extend the t el 0o R U .

} ) kR 'QZ“ L ...J. : - : ’. ;‘ o g . ;
,VBreak down long term-goala into . I:prt range objectxves./_Transla'te‘o:b_]?eetiyea_jvi‘ntp_.,j]
'speclfxc act1v1t1es, reports and pweserﬂgtxons. ‘ : ,\ \\” A

8 Keep obJectxveq and activi txes visible and "out m front" of everyone. falk about
\ them, refer back to them.. (. - NS Ll

-~

\l .
, 5 Ha\?’a o,}ob descrxptxon for the af'fxrmatxve actxon offzcer.

DS g

Have ragular 1nvolvement of bu11d1ng level admmxstrators in the dxstrxct planning':
: process. SRR U S S L e

-
N .

Move middle managementl(buildxrg level adnmxstratora) around for new energy and

fresh perspectxve. p your build.xngs alxve and vitahzed. A . :
. . ‘ . . t .'l
L 8. Try to'resolve problems\early and Ainternally whanever posexble;:'

©9," pefine tea'chera u i n_obat'aqles%_o aff;mative ection. Pl

. ‘A Make Ehanges when- thely codnt. "Don't take "token" actions.  Say i
’~ .,'Counta. Take the nsés.' L R
N ‘ . ‘< ‘\‘ R . . IR

11. Remember that commitment results in actmn.




~J
9,

W \ L =02
Work to improve your personal effectiveness.

1 -

N

1. Be visible and active in afflrmatlve action efforts, modcl equity in your attitudes

and behaviors to insure your credibility. i oA

~

2. Proceed cautiously untJ.l you feel conf1dent about your board's support and your :

knowledge Dase. IR IR o

1

o 3. TIry to de—personahze RIF or affirmative cctlon complamts.‘_ P\eople. are angry about

sxtuatlons, they are not angry at you personally.

4. Be a hstener for people who ‘I;ave bee 1ffed. Develop support-systems for them if
‘_j"-;',l ) possible (e.g., rtesume preparatm JOb i nformation bank, pe_ople to contact).

g . """5. Know your "phllosophlcal base." Be prepared to descrlbe .and justify district
: ~policies and procedures to anyone. o 4 i

-
.

aggress:.ve. v_g e

7. Develop a good workmg relatmnshlp vuth your superlntendent (reg:lar sharing
information, potent:.al problems or successes). ‘

- 'Be w1111ng to dlSCUSS before you make a Judgnent.

Keep y?ér .sense of humor. It'll come in handy at tmes.

Lo -

- . 4

6. Stand your ground if confro"ﬁtaﬁion is appropriate or necessary. Be assertive, not

of

Q
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CHAPTER 4

'POLICY,MAKING

Policies versus Pracedures

. /
Policies are general guideline statements that make clear where a school d1str~cb
" stands on 1mpo;tant issues, Policy statements. set boundarles and deflne :xpectatlons,
sthey guide and determine present and future decisions. Clearly wr1ttea policy~ serves
seyeral purposes, including: .

e >

. o . ‘
S . o to insure continuity from one,administration to another .

e to. clarify expectations andwresponSioilities within the present administration
e. to givé direction to the'syperintendent ‘ ;f

e to define the school board's position on issues

e to give information to the staff and the public
“Policy statenents should be specific enough to give clear guidance, yet broad enough,to.,‘
allow the adﬁinistration to have some discretion in their implementation.

ikl AT I
KO et PR " -

- Procedures spell ‘out the mechanigs of how a policy is to be implemented. Procedures lfV

" flesh out. the adn1n1strat1ve details of who does what, when, where and how. In

not always necessary to have school board approval to change 1mp1ementatlon a

' procedures. However, it may be approprlate for school boards to review procedures on a
sens1t1ve issue such as RIF.

-
~

_'fhe Policy Process

Good pollcy statements aré not wr1tten w1th -a swlft flourish of a pen at a moment' ‘
rotice. Before adopt1ng a finished and pOllShed policy statement, an organlzatlon has \
progressed through several sequent1a1 steps' (a) recognlzlng a need to change or

'.fgeneral procedures can be changed w1thout changing the policy. In other words, it is i

O
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formulate policy; (b) identifying and discussing several policy options; (c) drafting a
‘tentative policy statement; (d) reviewing and revising the statement if necessary;
(e) formally adopting the policy statement and (F) implementing the new policy.

ngstinhs about‘implementation b:ocedures'will probably surface as a policy statemeht
‘ is drafted and refined. If the policy concerns a complex or sensitive area, guidelines
. for procedures may be identified as the policy is formulated. However, it is the task
" of school administrators, not the school board, to define and carry out the procedures
by which policies are implemented. T .
The chart on the next page describes each step in . the policy brocehs‘and identifies the
_person or group having primary responsibility at each step. . >
One way térphpceed in balancing RIF issues with affirmative action efforts in your
district is to begin by informally reviewing district policies in these two érgas._ As
you review, consider the following key questions: '
1. Can you distinguiéh between‘policy”statements‘z?d procedural guideiines? Many . \
policy statements are actually a combination of the two. S '
2. MHas the "policy process" been followed?- In many instances the process jumps-
from the need to the final policy statement, without‘discussibn of other
alternatives. s -~ o

3. ,Aré the appropriate pebple-assuming 5rimary responéibility at each step of the
policy process? In some cases the board and the superintendent may disagree

in the consideration of viable options or in the development of implementation
procedures. _ TEL b

”

O
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" Steps

The Pelic_y Process |

Vo

Primary Responsihijlity

RECOGNIZE AfNEED'
‘sources, €.g., teachers,
board, admm:st,ra\mn.

-

CONSIDER POLICY OPT IONS:
superintendent presents;

basic elements of eaéﬁ\opgm
.communication between boatd
' mtendent' evaluatmn of alternat:ves.

REVIEW/REVISE:

May come from a variety of (varies)
community, school '
£l
. ) ) F] -‘ .
' Board Tequests, s Superj\ntendent
sdentification of e——-and

DRAFT A POLICY-STATEDENT: May be a synwﬁe‘sis
of the best of’the uptions; may or may not -

include proeedure consideratione; superinten-
dent brings to bo‘arq for first _reading.

Board may make .changes or

-

n; two-way.
and syper-,

~School Board

. .
~*

Superintende nt‘

Scheo 1 Board

direct superintendent to make them;

ADOPT:
.a8ffected. by new pplicy.

IMPLEMENT:  Hhen policy

Board informs all who are (or will be)

policy:is made available to staff,
‘studeqt, community response.

~ School Board

-

is formally adopted, Superintendent

the superintendent becomes responsible for

insuring its implementation.

O
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Sarnple~ Pohcxes s

Affn‘matlve Action., Gererally speakmg, affzrmatxve action policy statemeﬂts are such
that the same (or similar) statement could spply to a district of any size and in. any’
location. « An affirmative action policy statement typIcally rpads as follows:

l I4 ~
14 I i

The . school District (or Board of -Edudation) is fully
committed to the principles of equal access to employment nd educational 3
opportumtxes, and equal treatment of students and e?!ployees Therefore, the R
District (Board) strongly supports af firmatjve action as w ‘method for * : R
systematically’ removing bargiers which dxsch,mmate agaxnst J.ndivxduals because of

age, sex, race, rehglon, national origin, rital status, mental or physxcal
handicep.* The District (Board) directs the Superintendent ahd district’
administrators to vigorously pursue their respective goals in assuriig-equal
o access, edual opportunity and equal treatmeqt in education and employment
S em practices through the implepentation of aEFxrmatxve action measures. e

. -

A second’ option for expressing an affimmative action policy is:

- ! 3 . - . .
It is the policy of the ’ > School District (or Board of Education) -
to promote and demonstrate the concept of iscrimination in the delivery of all -
educatlonal services and in all employment practices. The commxtment té equal
opportunxty and equal treatment applies to all persons. regardless of race,

/ national origin, sex, age, rehgxon, marital status, physical or mental handicap.*

.

./‘ ) . ‘v e

:'.',,‘*(]ther categones which can be included are: veteran status (Viet Na'm'),’ sexual

- preference, and personal or pohtmal patronage or 1deology. :
. . \ e . . o ) : : ¢
Also, the term “developmental disability"'is often used in plae/of "mental handicap,™
i;and sometimes the term "handxcappmg condition” is used to refer to both physxcal and
“ mental handlcaps. : . ' . ) N . Cw
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Reduction in Force. RIF po11c1es state the general terms and condxtlons that govern
. staffing cutbacks in the district. Y&Q\?RIF policy should contain a sdction or L
-, paragraph describing how cutbacks will aFfect minority groups’and women. This section

should not canflict with your affirmative action policy or gials nor sacrifice your
affirmative employment gains. . ‘ L )

The following are two examples of policy statements for.the d1spos1tlon of m1nor1t1es
' and underrepresented groups in RIFlsxtuatxons.

- .

Example #1 ‘ - . )
It is the polxcy of the ’ School District (or Board of Education) that .

all employees belongxng to.any of the protected classes as defined by law shall be .
represented within the District by a proportxon which is not lower than the percentage’
- representation of that same group within deslgnated comparison area.* Protected

' clésses include those.groups‘which have been discriminated against on the basis of:
: e age , o .

e ‘national origin or ethnic background

e sex : St o ' '
e physical condition or handicap : o ‘

e race : '

]

]

e

A -
N

marital status R B » B
religion oo . : ‘ Lo
, Vietnam veterans

s - - o,
. * ' ' B
*The designated pool for gBwparison might be one of the followlng.
- (a) all certificated (or classified) staff in the d1strlet
" (b) alI\staff/employees in the district ’
(c) the school district's geographic boundaries ~ ; e
(d) the ‘county (or education service d1str1ct) boundarles i o o L
. LA ,
There might, be other valid comparlson ‘pools.” It is wise to seek legal advxce about
the soundness of: the comparlson ponl used by your dxstrlct.

-

O
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" Example #2 - ' ' . ‘ A
]j.The'Di rxct (or Board) shall continue to maintain its affirmative actxon commitment to
= employieachers of racial and ethnic background minorities and to employ women and men
in trafitionally underrepresented positions.  When a teacher reduction in force is

' ,necessary,’minorities and underreprésented)groups Shall te affected as follows:

1. If the,Layoff of teachers can be accompllshed accordxng to established

“.ptucedures wi thout lowerxng the current percentages of mxnorxtxes or
undarrepresented groups in the bargaining unit, the standard procedures shall
. be follpwed and this special provision shall not be used.
: . : ’ > .

2. If the layoff of teachers cannot be accomplished according to established
procedurnes without lowering the current percentages of mxnorxtxes or
urderrepresented groups within the bargaining unxt, then the number of
minority or underrepresented teachers shall be reduced no lower than (one of
the following alternak:ves)

- Alternatxve (a)--the percentage of all cert;f;cat;} minorities employed by
" the District; \
' v
-Alternative (b)--the percentage of all minorities (certxfxcated and
classified) employed in the District;

Alternative (c)--the percentage of that minority group as represented witnin
the District (or county) (or education service district). 5

i . . PR

3. Layoff within the mxnorxty and/or underrepresented groups shall take place on o

the basis of senjority. ~

. - - ..
v L . .

*Refer'to note accompanYing RIF Example .

O
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Procedures . , <

mmeeduER N\ o | .
\ ‘dhether some procedures are legal or not may depend on facts or cirgumstances anque

to a given district or state. For example, some procedural ®elements may violate equal

prctection .rights if they include compRrisons based on’ groups whldh extend beyond the

immcdiate pool of cert1f1cated (or classxfxed) employses in the district. It is a

good idea to seek legal advise before carryxng out affmnatxve actxon or RIF

procedures. R N >

: .- TN
Affirmative Action. Generally speakin}g, affirmative action procedures tihould cover
the follcwing area: : ‘ o

; : - " .
-

: » . . - ‘ » .
1. Job descriptions, e.g., tasks and resg)onsibll.ities,of relevant people and/or
groups. . e A

‘—f‘

2. Responmbxlxty and accountabxlxty, e.ge, who wul be responsrble«for ¢
. affxrmatlve action gnals/obJectlves? . -

s
K-
< 3. Information sharxng, e.g., staft cr1entat1on, dxssemmatlon of affxrmatrve ]
- action materials, regular updates for staff and community (community lxaxson)
4. Hiring process, €.gs, entry;, promotion, transfer, advertising, recruxtment,
2 E screenmg, selection, monitoring. Y

5. Inservxce training and advj ncement e.g. workshops in 3pec1f1c "equxty" areas“'1
, (such as sexual harassmen " internshxp opportunities for upward mobxllty. o

6. Ongolng data collection on mirorities, women and underrepresented groups,
_,/-" . . o N ’

7. Employee treatment, es«gs, haw are mnorxfles y*women and underrepresented
groups af fected in RIF situstions? o

" 8e - Grlevance procedures, €cGa, 1nformal ma chanisg/reeolution, formal complaint ‘
process, tlmelines.' " : L ) S J ‘

9. - Evaluation, e.g., What 1nstruments, data, procedures will be used to assess :
‘ progress. towerd affimatlve action goals? What process will be followed?
h’hat cnteria for achievement or progress? T ‘

O
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¢ . e

. :
. e - ‘ \ - R o

: ' Reduction 'ingrce. ‘Generally speaking, RIF procedures should cover the following
areas:  ° o ' v Lo

1. Relevant: terms, e.g., definitions for "termination," “teacher, specialist,”
"certificated~staff " wclassified staff,” "financial exigency," "program
change.'? Even terms such as "committee," "school day" or "working day" should

be reviewed carefully to see whether they need clanf:catmn.

2 Termmatmn cntena, e.g., What conditions must exist? Who makes what
N decxsmnS" \ﬁthxn what time frames" f -
L] . .

. v : -
.3 Decxsmn—maklrg process, e.g., What must be k%n by wham in the
decxsmn-makxng process? What persons or groups advise or recommend" what
persons-or groups have authority for what ldmds of decxsmns (department heads,
bu;ldmg‘ administrators, commxttees)" o :

4. Notices to employees, \e.g., contents of notices, timelines, terms/conditions of -
. recal'l, challenge/grievance process. .o

, ) . t

'~ 5. Heanng or review procedures for 1ndxv1duals, e.g., request for hearing (or
revxew), conduct of hearing/review, by whom, procedure after hearing/review.

6. Obligations with respect togge-employment or othe'r employment.

-Te ,Condxtmns for usi RIF p

edures, €eQey whek.her the RIF procedure is >
exclusive to exigg¥y/emer '

ysztuatmns.‘ .- ST

O
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s ' R : [ ‘ : ’

’..\ x - | Aplﬁgjrldii 1 Civiléi{ights BackgrOurfd

Af’f’lrmatlve actxon programs -are aimed in part at the elimination of sxstematxc - .

dxscr.tmlpatory practxces, unintentional or other\use, which havé been built into :
. systems and institutions which control access to employment opportunity. The major. -
cxv'ldl, rjghts laws sq)portmg aff irmat ive action efforts are: :

. C_ivil Rights Act of 196&,' Titles VI and VII
JTitle IX of the 1972 Civil Rights Act, as anended . ~

' e Equal Employment Upportunzty Act of 1965 and subsequent amendments of' 1967 and-

197z \" roo. ' '
- o Emergency School Aid Act of 1965 and subsequent amendments of 1967, 1972 and
L1976 . , B}

W

These laws contain maJor provxsxons which proh1b1t actions, 1ntended or. un1ntended, :
‘that have a disproportionate effect on the basis of race, rellglon, natxonal orxgm or S

sexs " o ] _ : ‘ ' - : . / . ‘:' /
,‘As part of the C1v11 Rxg‘its Act, Congress estabhshed the Equal Employment 0pportun1ty
Commission (EEGC), this agency has enf’orcemenﬂ powers to: 1nvest1gate complaxnts, i o
‘conciliate, and recommend the instiation of civil action by the Department of Justxce-‘
,-‘Accordl.ng to subsequent amendments to T1t1e VII, the EEOC I"as Jurxsdxctxon over ,
bdsmesses engaged in interstate -.ommerce that enploy more . than 15 enployees., Its. ~ -
: ur1sd§ctxon mcludes employment by state and local goVernments, and educational .
institutions (Pubhc Law 92-261) . ‘The EEDC is also enpowered to initiate legal actxons
Cin federal court against- vmlators of EEOC orders.. When a vxolatxon of the law has'
- been proven, the courts ‘are authorxzed to xssue "cease and desxst" orders enjoxnmg

'unlawtul employment practxces.‘,"' . I V

The hxstory of: the executxve brarch of the federal government in addressmg employment
dxqscnmmatxon has spanned f'our decades and has been undertaken by Repubhcan and -




o Demoquti édninistrations'ahke'. The f'irst executive order related to equality of - 7
emp]_oymant opportunity was 188U8d in 1941 by President Roosevelt. It established a '

“ "committes.on“fair eémployment practices to investigate complaints agair ‘companies

" holding defense-related contracts (Executive Order 8802). Over.the last twenty yearsg,

[ the’ executive bra'rch of ‘the f'ederal goverment has.adopted and enf'orced guidelines and,
;,regulations calling for various. f'oma of affimative action. This Has been
. accomphshed through a series of executive orders that provide for nondiscriminatory

- employment by fede;'al c?ntractors and construction-contractors on federally-assisted
- pro jects, : ‘ A ' ‘ '

..:The currént order is Executive Ordef 11246 as amended by Executive Order 11375, It

. impo..as upoh fed&ral contractdrs the duty to make a self-detemmination of the need ‘for
;af'f'irmative action without reso;tmg to a judicial detemmination.’ Like other-. T

g af'f'irmative action’ quirements apphcable to federal contractors, this "self‘-analysis“‘ ’
.- requirement sppears in regulations promulgated by the Office of Féderal Contract

Compliance, United States Department of i.abor. . The regulations reqyires

e
= An analysxs of all maJor Job classxf'ications at the Facility, with explanation if e
minorities or women are currently being underutilized in any one or more Job

class;hcations. oo ‘ .

L4 -

W These regulations list aFf'irmative actions that may-be appropriate, 1nc1ud1ng RIS
e actions in the areas of' quahf‘icatioﬁs, mcruxtment, training, promotion and cnunselirg. ’

O
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Appendlx 2 Semmar Part1c1pants

i

r

S0 Name N . . School District -, - City/Town
. 'Alaska . ) \ R S T
i - : Cromett, Harvey \ Alaska Department of Educatlon ‘ Jgneauf :
< Croas, leo - ' North Star Borough, School Diatrict ' Fairbanka
: . Daggett, Dennis : Kenai-Peninsula School District Soldotna
‘\:;, ~ MacKinnon, &Jnalc_l Le Juneau Béamugh School District . Juneau
“Schave, qut:y ' : Nome Publ\.xc Schoola - 1 : Nome =« -
4 Strachan, Rita Anchorage\School District , * Anchorage .-
Idaho T S
',’ _ Bertmo, Frank L Shoahone County School Dls@nct o _Wallace
' - Cummings, Ronald ' . Aberdeen School Dlatnct ' N Aberdeen
f Dutton, Robert , ‘ Kellogg School Dlatnct ] : Kellogg
: Hawes, Verl S Marah Valley School sttnct . ltaval Hot )
- : . ‘ ; . -Sprimgs -« . ..
e Johnson,'Thale& Ririe school Dlstnct VLo Ririe .
May, . Howard - ‘ Oneida County School Di'strict’™ = .~-  ‘Malad City
" Mutterer, R.lchard " Council'Schdol Diatrict)} & .  :Council
" Reed, James A,. ‘Weisér Szhool District *\ ~ . . . Weiaser :
“"\Underwood Karen - Idaho Department . of Educatmn‘z ... Boise
R ’wayland, Patncxa C ,Boxs‘e School Diatrict o o . Boise " ’

O
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" Collins, R. H~ -
' Copenhaver, . Kat'e
" Hempel, Marv
' Hult, Camlyn
Hutchxson, Ron
~ Kelly, Carolyn
- Larcom, Richard
w2 . lLatour, Dick
:";Lk . Mountain, James E.
© X 7+ Dlsom, Shirley
: '»Sch li_mgen, ‘Tom

Nashigg n oo

Bragg, RUbY
= ‘Carlson, vai' =
' .‘Jensen, Sherne

| -l Mariotti, Rxchard
- Moffitt, Louise

o Petry, Larry

" Stewart, Rindetta
Tyree, Eddig’ =~ "

Lombard—Cotton, une

" School District =~ - 3

~
. Lebanon’ School Distnct
Newberg School District
Centennial -School Dbi sgrict
Eugene School D).st:ict
+. Lircoln County School.District

- ./ Beaverton School District :.

Lircoln County School District

Jackson Education Service Diatrict ...

'Dav1d Douglas School Ulstr;ct
‘Lebanon chool District
lVolalla Unxon ng‘\ School sttnct

" Federal Way School District
Bellevue School - Dlstnct .
Kent School Distnct ’ R
Highhne School District e
Camaa School sttrict
Puyallup School sttnct
Yalama School sttnct
Tacoma School sttnct

- Dffice-of. Supenntendent o’.f
Publu: Instruction R

ERE Y

.

. -

City/Towmn

" Kent.

".Puyallup'
fYaldma '

.. Dlympia =

CLebanon i
Newberg . .t

- Portland - -1

Eugene - ¢
Newport _ ... -

.- *B'eéi?erton" s '

Newberg

| Medford. . - .
‘Portland: ...

bebanon . .
Molalla "' .

Federal Way .
Bellevqe

‘SeattleA -
..Camas’ ™

~ Tacoma
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