HR Concerne - High Sehool Principa/;' Group July 24, 2019

T e e o Gl e R

"
o et L Y o HAW IR o

ST rars e

o A AEA R i.;..:\’._........'...‘_.’;,._.v..‘_,‘i":

Specific Concerns! ? - ‘
o Highly effective LVR {eachers and counselors are not getting probationary contracts
despite principal recommendation; resulting in having to post the positions held by LVR
teachers. [ f 3 ;

e Highly effective teachers and counselors are placedin LVR ccéntracts for multiple years.

e Principals §pend countless hours of time and extensive ’resou‘gées to support, train, and

iviconnect LVR teachers with their site programs.and (often) indpstrypartnershi‘ps, only to
lose them to other districts due to Post/Bid, lengthy timelines and ineffective HR practices.

1

Questions: o iz ST T TR | :
e What written process/criteria does HR use to determine-the offering of an-LVR contract?
¢ What written process/criteria does HR use to change an LVR contract to Probationary? .
“e .What is thé longitudinal data by subject related to LVR contrakts issued versus those that

N [
are recall?d?"

.st,,thostlBid-
ounselor at NIRRT oSt

Site Scenarios: ‘ ‘ :

e Highly effective 1st.year Physics:(AP) LVR teacher a
Highly effective 1st year Latino, Spanish-speaking male LVR
toPost/Bid, -+ | b S e T 6 g
Highly effective 1st year.ELA LVR Linked Learning teacher
Highly effective 4th year Art LVR teacher at N |ost t
Highly effe'ctive Art/CCTE VAD teacher going into 5th year.a
Highly effe:ctive ELA Linked Learning teacher going into 5th
Highly effective Band Director going into 5th year as LVR a
Highly effective ELA teacher who is released each year beca

R g 4] . 1t b e $
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° .
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Mgy lost to Post/Bid
Post/Bid. . . .t

{71

ise he has LVR status at
! o . A v 3 % = .

Impact: | 1 L

e _Principals have added work and stress due:to the Post/Bid prilocess, which only sometimes

_ results in getting the L VR teacher reassigned.:. .. = - | sl s RABET

e We (the district) are losing highly qualified employees to oth r districts. .

e Principals spend a year on-boarding new employees.only to ose them and then have to
start the process all over:. sk : 5 X | G e ‘

. @ . LVR teachers are often involved.in specialty programs that o ir-district:highlights in an
effort to inlcrease enroliment. These programs require extens ve:and expensive training .

. and/or specific certifications. These:programs:include: AP; | ‘Linked Leaming, Dual
Enrollment, CCTE, AVID, PLTW, Immersion, etc. There are financial.and time. .

ramiﬁcatiolns when trilese teachers are replaced. .. : ks o

Suggested Actio s: ! : sl g ey O ™
¢ Use longitudinal data to make determinations about LVR confracts; . ; .

e If possible, contract the LVR teacher and make them probati '?nary.-.ll‘f,w‘e find that his/her

. teaching a}rea_is' not Ineeded, allow him/her to teach outside the content area for the year.

(Good teachers are worth retaining:) : ‘ i, = S -

e Identify a | reakthroqgh person in the district that can serve ¢ find solutions to common

i
| |
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L,‘-_._,.__“* “*w Placi:ement ofaNon Pnonty Consreleratron»Ce1 dlc_l_ates

e i

Specific Concemsi R i = |
. -® _Teachers with no prlonty consideration were placed in vacanc,es this- JuneIJuIy,

|

{

o~

.. contrary tojprevious practlce ;
e Principals had prevrously been told that only candrdates with priority consuderatron
. could be placed in vacancies. : - - . f s I .
¢ -Candidates were offered positions wrthout S|te admlmstrator input and without
previously %greed upon site information provided to assigned candidates.

Questions: foat'y | ; 11 : .
.. Why was this contractual language not foIIowed in the past’? Why was it followed this
year? .
e Why were principals t told in the past that only candidates with 'prlonty consideration
could be placed in vacancies? ‘
e Was this change in practice communicated to principals prior to or during PostIBid'?

. @ Why:was this languiagé now followed.this year, when the oth 'rpart of 12.2:1 was not?
(“Any vacancy fi filled by a leave replacement teacher (that is n ot being held for a unit
member: retumlng froma leave of absence) after October 31 hall be posted during
the followin g May posting period.” - :

e Who deterl'mnes whlch parts of the contract erI be followed VErsus those that won't

be? ‘ ‘,.‘. a

!
Site Scenarios: : ; g vy
e Sites wrth ong—term pnncrpals who have not had non pnortty onSIderatlon candldates

. placed in vacancies until this yeaf=

r e -Onesitei ltervrewed \all five candidates for a 1.0 ELA vacancy and all candidates for
0.8 ELA vacancy The top two candidates were both from thio 8 list; however both
also applred for the 1.0. Both were priority candidates.for the 0 .8'only. Instead of bemg

'~ able to offer the 2nd-candidate (who happened to be listed al6th for next
consrderatron of the 1.0 position) the 1.0 position, it was offered by HR to a non-priority

i consrderatlon candidate who had interviewed and who had already been told she was

: .-not qualrf‘ ied accordlng to the.needs of the. site.

- _ EEhad a non-pnont
candldate pIaced :n aposition f st time. Bundled M/IM posrtron of 0.8 a*,
and 0.2 ‘ ad a non-priority candidate placed in the osntlon without'an

interview or conversatlon with principals on site-specific needs Other HS MS and ES '
school prmcrpals were able to interview for their bundles.
d two candidates placed intg vacancies. One

- candidate was placed into a position the candidate did not ap bly for'and who has no
L ndidate was'not selected

recent industry experienc e second can
in Post & l‘érd and was placed into t oertron}(fro
e ‘ _ |
oo l
Lo sl dl.auntas ae. £|2/22/10 li 4% 2.
|
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o—igliRErad

Linked Learning certified school. Only one agreed to a demo

the posmon by HR.-

panel members, which included a parent, unanimously agree 1
delivered a lesson that was far below standard The candrdate was

]

|
two non-priority candrdates bid on an ELA/SS position N2

essonf nterview. The
§ that the candidate
thereafter offered

Impact: i t
e Sites were assigned teachers who already had posrtrons and

qualified for the positions they bid on.
e Principals strategized for Post/Bid based'on prevrous practrce

. whom have served on other interview panels. - * "~
~'e - Sites are being forced to take staff members after'spending ti

instruction (reflected as test scores associated with CA Schod

¢ Principals communicated previous practice to interview panel ‘

determining they -are not qualified; yet, principals are charged|

t
/ho were less than

|

|

Bt jort :
me mbers, many of
ne interviewing and
with improving

lI Dashboard).-

Suggested Actions: +
e Use longitudinal data and principal recommendatron to chang

. Probationary contracts which eliminates having to post )hes;

vacancies.|
e - Since there is no'contractual definition of “deemed quallt” ied;”

qualified” to include passing an interview, teachrn‘g’an effectivg
site criteria/requirements, having experience with spec‘alty pr

e Revertto the prevrous practice of placing only pnonty co‘nsrdel

!

L teachers from LVR to

posrtrons :
ration candrdag,s in- 4. e )

det‘ ine, “deemed
2 den‘rd’lesson meeting

Jgrams eg&so thaieall

n mind. i
AL ey

vacancies are staffed with student leamning and achievement

e *TD"e’f Ai tlon of“Déemed: @uglrﬁ ied
 “The District may interview’ and Will'sélectithe unit’ mer‘ﬁﬁe’?:t’ ‘the
'unrt members’m?h'o*h‘atre the'greatest dlsfnctfﬁnIOHW“ have bid for. ef'bosr

~ qualified by the Human ResotrceiServices:Division®:

Specific Concerns:

qualified,” 9et it appears that the Human Resource Servrces
as having ‘the credentral requrred for the asslgnment Yo
e Theterm “deemed qualrf' ied” is defined by HR to the benef to

detriment of school sites.

programs, etc.

‘e According to staff in Labor Relatrons there is no contractual def inition of “deemed

ivision defines it strictly

SDEA and tothe

The term. “deemed qualrﬁed" should include passrng an. mtervhew teachrng an effective
demo Iesson meetrng site cntena/requrrements havmg expe Tence wrth specralty

Questions: ! r o 2ie] iE Do 3R Ty w—y
o Whyis the term “deemed qualrﬁed” not deﬁned in the SDEA c

other ten'ns are’?‘ . '

ontract; when'so many
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@ Whytsmeterm'q‘eemedquaﬁﬁed’smcuydeﬁnedashawﬂg‘mecredenﬁal required |

for the assign * Where is this explicitly written?
® W'hompeciﬁ«:allyl *deemed qualified” in our district?
Site Scenarios: 3
. as given a list of Spanish teachers for an AVID position. The person
in placed is riot AVID certified and has never taught AVID. HR staff informed the

principal that whilé the person had not taught AVID, she had been at a school where

AVID was taught.|

' all humanities positions for both English and Social Studies

a teacher placed with only Social Studies who was not at all

interested in working in the atypical “Big Picture” environment.

o SRS 2 2ssigned a teacher for an AVID/Business position who is both not
AVID certified noridoes the candidate have the recent industry experience needed for
menewCCTE 'nessEntrepre:mxadPaﬂmaymeraSMpWUCSDcernerfor

o~ IR the absence ofispecific contractual language, HR should define the term “deemed
i specific requirements, such as passing an interview, teaching an
, meeting site criteria/requirements, having recent experience
(last 3 years) ing in the area and level they are applying to teach in, etc.-

common HR questions for schools.

Plaéement bf Unqualified “Bumped” Classified Employeés
I = ‘c‘:p,shslve Timeframes for or Classified Vacancies

“aema S5, & L)

Specific Concems:
o Classified staff mbersareplawdatsﬂeswmmﬂetonohughsd'\oolexpenenceor
training; these enjployees are unable to perform essential tasks needed for daily site
operations.
e The burden of training new/under-qualified classified staff falls on the principal, when
expertise to train a registrar or a finance clerk.
ine of "see if they can go visit another registrar at a different site for
listic as others are not always available to help and need time to

help,” is rarely

i

Looad odl.ccn’ae as. & 9/-;9/44’_1 A
!
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attend to their own workloads instead of training new people In the district.

o Classified vacancies regularly take six months or more to fill; principals have to
continuously request updates (often unanswered) or wait long periods to have their
inquiries answered. i

Questions:
e Can the district bargain for more specific language relative to|positions at high
schools?
e Can central office staff create an “emergency” plan for provid|ng immediate service to
and for “on-boarding” new classified employees who are under-qualified?
e Can central office staff create an “emergency” plan for providing immediate service to
sites with a critical vacancy, such as senior high financial clerk, registrar, site tech, etc.

Site Scenarios:

o SNsmEgS v 25 assigned a Site Tech that has no knowledige of PowerScheduler
and who is unable to complete the needs of the master ule in time for the start of
school. The work must be done now to ensure that students are scheduled into
classes. The principal had to spend approximately $2,000 to pring back retired
registrars to train the new registrar and to assist her when the workload became
overwhelming.

e Hiring new classified members takes months to accompligh principals have to
justify each time why the position is needed which is timely afid feels like a waste of
time‘lad a vacancy in Jan. for a library technician and the list to hire was given
in May. 1

e Sites with financial clerk vacancies had to wait at least six to get a list of
candidates. Applicants on the lists who were from outside the district were not
informed that they passed the proficiency tests taken at least|six weeks earfier.
Therefore, they took employment elsewhere after not hearing back from HR staff.

Impact:

e Sites are responsible for developing stop gap solutions for tr. mmg employees who
lack knowledge/experience. Thig slows down productivity, ca extreme frustration,
and ultimately negatively affects students.

e Sites must spend site funds to hire additional help for new enjployees who have
received no training from the district and need assistance. a huge financial
burden that the sites 'should not have to fund.

e Holding positions unfilled for months puts extra burden on
needs of the students, staff and community members. |

e Schools are forced to hire substitutes to fill positions and work is spread to other
employees to make do, which is causing higher workioads fof everyone.

e Vacant positions and under-qualified staff put the sites (and Ultimately the principals)

at risk for auditable qffenses

Suggested Actions: !
e Bargain more specific language related to job descriptions at
e Assign a direct district liaison who is authorized to make decigions related to
emergency support. This person immediately deploys e ie istri
to complete urgent tasks and to provide/coordinate site trainifg.

2 sites in meeting the
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i :
e  Uivdle a llinieline rl\nl Pera Ligeiey (o auppor ashionls whie pesel ew s doyeesa fied

|
Statting Avpomimodations for Master Hohedule Changes

Hpaaifio Conceaima
o Puncipals had to (hake adjuatments (o maater achedule (ad theielole alafling) due 1o
changes In aclendp asquencing and/or adied L requiremsnia
¢ Principals were rdfjulred 1o awall raview from the "Magler Bichedula Manning Team,”
while solence canflidates were heing hired by other disliicla This pracess has laken
waeka with no defjnitive direction (o alles |

' |

Queationa -
o Why are ailes reqliired to fill vacancles they no longar nead, while tha poaltiona they
neead are not beinlh approved In a timely mannar? i
e  Who Ia on the Magter Bohadule Planning Team and when does it mael’?
\
10 longer need a chemialry leacher due (0 aclence resaqguentcing
o = o — X f ’

Site Boenarios

— o

Impact
o Sites are asaigned slaff that is no longar needed, while neaded positions remain
vacant and strong(new candidates are loat to other distriots
Suggested Actions. | !
e Inform principale gbout the role and purpose of the MO Planning Team
e Immediately convene the Mt Planning Team when a llmn}nn-lllvu anawer Is neaded
o  Work with SDEA p allow vacant positions to be filled for other new positions requiring
different credentigle.
o |dentify a breakthtpugh person in the distriot that can sarve to find sojutions to
common HR questions for achoola, | |
|

hacotm e - mica

| Mjstakes and Lagk of GCommunication

8pecific Concerna: 1

e There Ia oftan no fesponse 10 emails sent to HR staff

Many emalls to HIR staff go unanswered for weeks |

HR staff often proyidea incorrect Information about classified and cerlificated stafting

Principals are givgn diffarent information from different HR staff about the same Issue

There are Inconsigtencies among HROs and schools ragarding LVR ﬁnnohm moving

to Probationary cgntracts ‘

o Principals reach ajut tha High Bchool HRO about vacancies, only to Ju told that "' X'
HRO Is In charge jpf staffing this content area.” Thare |8 n¢ support In helping direct
Inquiries to that HRO, e.0. ce'ing the "HRO In charge of staffing the apntent vacanay”
on this response. 1 |

B oI al ot ylaatlan | .
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e HR appears to have suddenly set a higher standard for EdS ;‘cialist credentials than
what is mandated by the CTC by requiring additional ED andp$Hl clearance.

Questions: !
e What is the department policy for the expectations around res yonding to calls and
emails? | |
e Does HR have written procedures for how they handle classified and certificated
staffing? If so, what is the process for educating HR staff members in order to ensure
consistency in decision making and delivery of information?
e How do principals know who is “in charge” of staffing what?
to principals? Is there an expectation that principals are supp
outside of the one assigned to high schools? |s there an ex
will help facilitate these answers, even if he is not staffing the
e Why is HR setting a higher standard for Ed Specialists than
CTC? ;

|

as this information given
sed to contact HROs

x ation that the HS HRO
pquested area?

1at is required by the
| |
|

Site Scenarios: 3‘
o SN Principal informed3iEthat there was no 0.2 math vacancy NIE

said HR does not post positions below 0.4; Position was theregfter offered to and

chosen by an employee during Post/Bid even though the 0.2 fo longer existed. Offer

had to be retracted. |
given a list of hundreds of SEA candidates for a va ancy that contained

outdated information, including names of people who were ret (ed.
Sent email tailiiilll®n 6/13; Sent follow-up email of) 6/25 after no response;
No answer until 7/7 and only to set up a meeting for 7/18 that \vas then moved to 7/24.
nt a list of names to many sites (all levels) on 6/25 stating, “Enclosed is a
list of candidates hired by HR for you to interview for your mild moderate vacancy.”
After conducting interviews (which took significant time), princ }:als discovered that not
all candidates had been hired by SDUSD and some candidates had already taken

positions in other districts. B
e The board approved a middle college calendar for thqn“
meaning teachers must start school Aug 5. The hiring timeling was not adjusted to

meet these needs.

‘ ‘
Impact: . | ‘
e Principals are frustrated because they see inconsistency with the implementation of
policy. This leads to thoughts of favoritism or incompetence, which then leads to lack
of trust.
e Principals are unable to adequately run their sites because th 3y are given incorrect or
conflicting information, wait weeks to get answers, or never hegar back from HR staff.
e When different HROs are staffing different content areas (without principals knowing
who does what), there is double work happening for multiple geople simply due to lack

of communication. !
e Principals are losing teachers who are unable to meet the ad%itional SPED

requirements; Seasoned and experienced teachers are frust ted and stressed by
these additional requirements.

Suggested Actions:

Final pdf version sent 3/23/19 7

Scanned by CamScanner



HR Concerne - H,gl Sehool Principale Group

HR staff should
HR should creat
common scenar
Principals need g
regarding who is
ldentify a braaktl
common HR que

7

e required to return all calls and emails within two business days.
“toolkit” of detailed staffing policies and procedures, to include

s, frequent questions and easy-to follow flow charts.

ransparent communication that includes credentlals and hire dates

being moved from LVR to Probationary.

rough person in the district that can serve to find solutlons to

stions for schools. [

| l

&
[}

‘
“ S Cultureland Climate vl e

Specific Concerns:
e Our district syste

quick action. |

but the systems i |

Principals are co
District executive

department.

disdain.

ineffectiveness ah

When principals g
leadership, they dre met with indlfference feigned |gnorance perfun

[
s, particularly HR, do not support efficrent operatlons and the

prioritization of ef ective teaching practice.
There is no HR p ioritization of issues of urgency that are' trme-sensitrve and requrre

HR appears to w' rk at the service of the unions and not i rn service of school sites.
Principals are told by district leadership that the instructional program is “the priority,”
l

ih place do not support the work.

Principals are dlsstrustful of HR staff because incomplete, incorrect or misleading
information is provided to them. *

istantly reminded to provide clear wntten policies, procedures and

expectations to fc milies but HR staff does not appear to have such r’equrrements

leadership appears to continuously i |gnore complaints about the
d detrimental behavror of the Ieadershlﬂ and staff in the HR

omplain about HR policies, procedures and practrces to executive
ctory concemn or

Impact: :
e Principals feel de
e Principals wrestle
they do not feel s
 their efforts. -

moralized due to lack of transparency, commumcat

ion, and support.
with the high expectations of district program implementation when

ipported by HR (and other drv_rsrons_) and often faei undermined in

Cal adl.acata. aacd 2/22/40
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