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Foreword

The NEA committee structure provides for:

•  Board Strategic Committees that are aligned with the Association’s Strategic Plan and Budget and
advance at least one of NEA’s strategic goals or objectives. The Board Strategic Committees provide
a structure through which the Association benefits f om the expertise and talent of education
practitioners, who are also trained as higher-level decision-making leaders. The work of these
committees is intended to inform and guide the advancement of NEA’s Strategic Objectives;

•  Social Justice and Constituency Committees that make recommendations to the governing bodies on
matters of concern to constituencies they represent;

• Special committee established on an ad-hoc basis..

On May 1, 2021, the NEA Board of Directors received and acted on the 2020–2021 committee reports 
and recommendations. The Board action on recommendations is shown at the conclusion of each of the 
following committee reports. 
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COMMITTEE MEMBERS

Committee Overview:
The members of the Advisory Committee on Aspiring Educators 
(ACAE) are split into work team groups, as well as Aspiring 
Educators Conference sub-committee groups, to address com-
mittee charges.

Committee Charges:
1. Identify and compile promising strategies and/or

practices that can be shared with and utilized by NEA
affiliates and members to support recruitment and sup-
port of Aspiring Educators of color at Minority Serving
Institutions (MSI) into the profession and union.

Recommendations:
The NEA will create an outreach plan to recruit Aspiring 
Educators of Color (AEOC), and emerging educators of 
color, to help them enter and succeed within the teaching 
professions and within the NEA’s national, state, and local 
union structures. 

The NEA will work to support Aspiring Educators of Color’s 
professional success and NEA union leadership by: (1) creat-
ing a mentoring/training program for AEoCs and (2) iden-
tifying opportunities within its existing member recruitment, 
engagement and programs to increase the NEA’s representa-
tion of — and support for — AEOC.

2. Collect information on successful chapters and state
programs, and what makes them successful, to deter-
mine how their success can be replicated.

The AE Advisory Committee developed a rubric for deter-
mining practices of successful programs replicable to grow 
and develop AE state and chapter programs. The Committee 
recommends that the NEA pilot the Empowered NEA 
Aspiring Educators Program Rubric.

3. Review the current AE Awards Program goals, pro-
cedures, and processes, and suggest modifications if
needed.

Complete overview of revamped and suggested changes 
to the 2021 Virtual AEC Awards ceremony can be found 
on page 5.

4. Provide input to the Aspiring Educator Conference

Planning Team through the Aspiring Educator 
Advisory Committee Chair. Complete overview 
of ACAE conference subcommittees input for the 
Aspiring Educators Conference Planning Team can be 
found on page 5.

Work Team Reports:
Minority Serving Institutions (MSI) Strategies and 
Practices

Barriers for MSI students in the Profession and Union: 
• Barriers for MSI students in educator preparation

programs
• Barriers in MSI and NEA collaborations +

communications
• Lack of supportive K-12 conversations around college

and post-secondary education
• Aspiring Educator preparedness assessments
• COVID 19 concerns with MSIs and AEOCs
• Disparities of pandemic impact on BIPOC communi-

ties, and at MSIs

Professional and union strategies needed for MSIs and 
AEOCs: 

• Research and reformation of educator preparation
programs

• New partnerships, supports, and communications
with MSIs and AEOCs

• Pathways for AEOCs into enrollment at MSIs and
into the education profession from grades 6-12

• Research and reformation of educator preparedness
assessments

• Continuous research on COVID implications for
AEOCs and MSIs

• Informed creation and delivery of needed supports to
recover from impacts of COVID pandemic

Best practices currently in use by NEA Affiliates:
• NEA work in building community partnerships
• Creates collaboration with MSIs to uplift, empower,

and support Aspiring Educators of Color, and provide
needed supports

• NEA EMAC/Caucuses – EMAC and Caucuses sup-
port coalitions between members and provide an
opportunity of growth and mentorship for Aspiring
Educators of Color.

Aspiring Educators

Cameo Kendrick, Chair
Kentucky

Yesenie Caro
Oklahoma

Arianna Herrington
Michigan

Larissa Lloyd 
Kentucky

Brenda Quispe 
California

Nicole Ruiz
Illinois

Derrick Sanders
Tennessee

Richard Sequeira 
California

Hannah St. Clair
Oregon

Katie Vogt 
Wisconsin

Robert Rodriguez
Executive Committee Liaison

Staff Liaison:
Andrea Prejean 

https://drive.google.com/file/d/12ash2r03JI6UDNez14KS2U9SJ93k1SKW/view
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• Black Caucus
• Aspiring Educators of Color Caucus, 
• American Indian/Alaska Native Caucus, 
• Hispanic Caucus  
• APIC
• NEA EdJustice

Best practices currently used by community partners:
• United States Hispanic Leadership Institute – NEA 

partners with USHLI’s annual national conference 
and shares opportunities of leadership and support to 
Aspiring Educators with union membership.

• National Immigration Law Center (NILC) Human 
and Civil Rights in Education

• Own the Dream, United We Dream 
• Advancement Project

Existing programs within private organizations: 
While NEA does not currently partner with these programs, 
they provide examples of best practices that support Aspiring 
Educators of Color and MSIs.

• The Woodrow Wilson-Rockefeller Brothers Fund 
Fellowships for Aspiring Teachers of Color – summer 
fellowships

• The goal of the Woodrow Wilson-Rockefeller 
Brothers Fund Fellowships for Aspiring Teachers 
of Color is to help recruit, support, and retain 
individuals of color as K-12 public school teachers in 
the United States.

• The White House Initiative on Educational 
Excellence for African Americans – Increasing 
Teacher Diversity

• TEACH Grants of $4,000 a year to Aspiring 
Educators who plan to complete coursework needed 
to begin a career in teaching.

• Public Service Loan Forgiveness Program – This 
program forgives the balance on direct loans after 
the borrower has made 120 qualifying payments 
under a repayment plan while working full-time for a 
qualifying employer.

• Virtual career fairs held annually for MSIs during the 
spring semester.

• Educate Me.

Work Team’s Collection of Further Research and 
Anecdotal First Hand Experience from Aspiring 
Educators of Color 

Professional Supports/Aspiring Educator to Active

Professional learning supports:In light of the COVID-
19 pandemic, the needs of educators have greatly 
changed. This impacts Aspiring Educators and early 
career educators. The importance of educating through 
crisis—like the COVID-19 pandemic—is critical, and 
professional supports that support leadership, mentorship, 
and growth for Aspiring Educators and early career 
educators are essential.

Helpful professional supports for Aspiring Educators:
• Trauma-Informed Schools
• Educating through Crisis: Because this resource does 

not currently include the Aspiring Educator lens and 
experience, there is a need for Aspiring Educators to 
gain the support needed to enter the profession post 
COVID-19. They also need guidance on the impact 
to collegiate requirements, the resources and funding 

available for Aspiring Educators, and conducting 
virtual teaching without the necessary resources. 

• The White House Initiative on Educational 
Excellence for African Americans – Increasing 
Teacher Diversity

• Early Leadership Institute
• Early Career Learning Labs: The Early Career 

Learning Labs (ECLL) are specifically designed to 
create blended learning opportunities to improve 
student learning. Promoting this opportunity to 
Aspiring Educators will help guide them on whom to 
contact within their state affiliate to gain necessary 
tools that will support them as they face current 
problems of practice once they become early career 
educators.

• Virtual career fairs held annually for MSIs during 
the spring semester.

• Professional Excellence from Member to Member

Barriers during transition from AE to Active:
Barriers to the profession still exist that impact 
recruitment and retention of new educators. Aspiring 
Educators advocate for their future students while 
being college students themselves. They depend on the 
advocacy of the union for support. Below are systemic 
changes that would benefit Aspiring Educators as they 
transition to Active membership as early career educators.

• Aspiring Educators’ successful completion of 
educator preparation programs is highly impacted 
by their ability to afford and pass the oppressive and 
inequitable educator preparedness assessments. 

• To help combat this, continuous research on testing 
issues, advocacy for replacements and reformation 
of how incoming educators are supported through 
the process of demonstrating their preparedness to 
enter the profession prepared to educate students in 
equitable, racially, and socially just classrooms and 
schools.

• Teacher salaries and retirement benefits impact 
recruitment and retention. 

• Our continued advocacy for higher teacher salaries 
and a fair and just retirement system is pivotal to 
correcting this longstanding issue and barrier to 
educators entering the profession. 

• Support and accessibility to active involvement and 
leadership in NEA

• The composition of the educational workforce is 
constantly evolving. To advocate for the future of 
education, it is important that NEA continues to 
counter ageism in the education system and support 
new educators and educators of color in leadership 
roles.

Roadmap for AE to Active: Aspiring Educators are at a 
crossroads in their academic and professional journeys. 
The experiences and specific challenges faced by Aspiring 
Educators hinder their ability to be successful as members 
of their state and local affiliates. Among these challenges 
are the lack of proper preparation and guidance in 
navigating functioning within the structure of the 
Association and accessing new leadership opportunities.

• Mentorship is an essential part of helping Aspiring 
Educators move to their new roles as Active members. 
Although mentorships are increasingly being 
defunded nationally, mentorships are imperative to 
gain knowledge on professional excellence practices, 
systems of support, and community within the 

https://www.neablackcaucus.org
https://www.instagram.com/aspiringedofcolorcaucus/
https://www.neaai-ancaucus.org
https://neahispaniccaucus.org
https://nea-apic.com
https://neaedjustice.org
https://www.ushli.org
https://www.nilc.org
https://unitedwedream.org
https://advancementproject.org/home/
http://www.ww-app.org/teaching-fellowships/wwrbf/index.php
https://sites.ed.gov/whieeaa/files/2016/10/WHIEEAA-Call-for-African-American-Educators-factsheet.pdf
https://studentaid.gov/understand-aid/types/grants/teach
https://studentaid.gov/manage-loans/forgiveness-cancellation/public-service
https://www.educatemefoundation.org
https://drive.google.com/file/d/1SkJ7Jp9YlbU195wyY3tctRybNYrwASfl/view
https://traumasensitiveschools.org
https://www.nea.org/advocating-for-change/covid
https://www.nea.org/professional-excellence/professional-learning/teachers/ELI
https://www.nea.org/professional-excellence/professional-learning/teachers/learning-labs
https://www.nea.org/professional-excellence/student-engagement/tools-tips?
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union, as well as within the school setting. 
• Gathering data on the needs and input of Aspiring 

Educators is an opportunity to bridge the transition 
from pre-service to Active educators. This information 
will provide access to the wants and needs of our 
AE members, along with the future that our next 
generation of educators and education leaders is 
envisioning and advocating for as they enter into 
the teaching profession. This information will also 
allow the Association to provide AEs with the tools, 
professional development, and supports they need to 
be active leaders in the education profession, as well 
as to become advocates for a quality public education 
for all students.State and Chapter Aspiring Educator 
Program Supports:

Rubric for Empowered NEA-Aspiring Educators 
Programs

Our team sent out a national survey to chapter and state 
leaders within the Aspiring Educators Program to guide 
the creation of a rubric designed to help state and chapter 
programs assess their programs through best practices 
found through the data gathered, as well as anecdotal 
experiences and input from Aspiring Educators throughout 
prior years.

Survey Responses from over 50 Aspiring Ed leaders can be 
found HERE.

Creation of the Rubric:
1. The work team contacted members through email 

and social media to gain responses to the survey. 
2. To incentivize members, the NEA AE program 

funded entries by all who responded to the survey 
into a raffle to win one of three copies of We Want 
to Do More Than Survive, by Dr. Bettina Love. 
The books were purchased from Mahogany Books, a 
Black-owned bookstore located in Washington, DC. 

3. Post-survey follow-up interviews were held to hear 
more in-depth experiences from AE leaders. 

4. The work team spent time compiling, analyzing, 
and debriefing the responses, additional input, and 
anecdotal information from other Aspiring Educators 
during calls, events, and engagements through the 
past few years. 

5. The work team began the creation of a three-level 
rubric, composed of four buckets in which best 
practices are housed to aid state and chapter AE 
programs to transform into supported and empowered 
programs. 

Rubric Levels: Each level represents young, growing, and 
established chapters. 

• Level One: Emerging 
• Level Two: Transformational
• Level Three: Empowered

Rubric Buckets: Each bucket represents a different 
aspect of the Aspiring Educator Program that increases 
community, resources, leadership, and credibility within 
and of the program. 

• Bucket One: Aspiring Educator Core Values
a. NEA AE’s four core values are Educator Quality, 

Community Engagement, Social Justice, and Political 

Action. State and chapter programs that consistently 
incorporate the four core values create support for their 
programs to become empowered groups of Aspiring 
Educators, because they align their programs and 
members with the values in which more prepared, 
supported, and engaged Aspiring Educators enter the 
profession, engage with and lead within the union.

• Bucket Two: Fully Funded Aspiring Educator 
Programs

b. Chapters at emerging levels often rely heavily on 
campus funding and fundraisers to fund the events, 
supports, and opportunities for their members. As state 
associations grow connections with AE chapters within 
their states, chapters can advocate for the additional 
funding needed to grow and support programs from 
their state, or local associations.

• Bucket Three: Aspiring Educator Voice
c. Aspiring Educator relations with their state union and 

Aspiring Educator representation at state representative 
assembly and state union conferences. 

• Bucket Four: Pathways to Increased Aspiring Educator 
Leadership

d. The NEA Aspiring Educators Program works to 
develop and empower current and future educator lead-
ers. Chapters can grow this bucket by expanding diver-
sity of leadership within their local chapters and their 
state leadership teams. 

Final Work Team Notes:
• The rubric for Empowered Aspiring Educator 

Programs is an incredible pairing with the use of the 
2021 NEA AE Chapter Toolkit. The NEA AE Chapter 
Toolkit provides resources on how to establish a new 
chapter, chapter constitution and planning, chapter 
organization, and many other resources. This toolkit is 
an incredibly valuable resource for new college students 
who do not have a chapter on their local campus, or 
are needing help organizing, strategizing and growing 
existing chapters. 

• Within the rubric, chapters will likely fall into dif-
ferent levels for each bucket. The rubric is meant to 
be a guide, created with the voice and experience of 
Aspiring Educators, to where chapters can grow from 
where they are for each individual bucket. 

• Each level is broken into a “Glow” and “Grow” for the 
buckets. Glows are celebrations for that level of chapter. 
Grows are suggestions to reach the next chapter level. 
We chose to highlight each level through both Glows 
and Grows because each level is one to be proud of!

Find the Rubric Here:
Empowered NEA Aspiring Educators Program Rubric

Conference Sub-Committee Reports
Awards and Elections: The Awards and Elections 
Subcommittee, recommended a revamp of the NEA AEC 
Awards ceremony. In an effort to amplify and re-engage 
AE members in the application for and celebration of the 
Annual Aspiring Educator Awards Ceremony, the 2021 
Virtual AEC will include the first annual GramAE Awards. 
Within the ceremony format, there is a space for Aspiring 
Educators to celebrate in a theatrical and red-carpet style 

https://drive.google.com/file/d/12ash2r03JI6UDNez14KS2U9SJ93k1SKW/view
https://docs.google.com/spreadsheets/d/e/2PACX-1vSKGCR9KwoDv87JIDqphuhpUUtM6OzjsdfV-pDxDPbUl5xyk_Pg_2DFSU-ie2zsGgi-q0PPsOaZQGVh/pubhtml
https://www.nea.org/sites/default/files/2021-02/Aspiring%20Ed%20Toolkit%202021.pdf
https://drive.google.com/file/d/12ash2r03JI6UDNez14KS2U9SJ93k1SKW/view
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celebration of the achievement of fellow Aspiring Educators 
across the country. The attendees of the conference will 
receive packages prior to the Conference with all the things 
they need to enjoy the ceremony and live entertainment 
throughout the GramAE celebration. The committee rec-
ommends that the Program convert to an electronic appli-
cation format.

Community Builders and Self Care: The committee rec-
ommends an intentional push and transition to create the 
AEC union member communities to engage together in 
community building opportunities, rather than the culmi-
nation with an end of conference project. The committee 
also recommends creating a space for the small group com-
munities to come together in advance of the Conference, 
rather than the first day of the AEC. The committee rec-
ommends multiple offerings during the self-care sessions 
during the AEC.

Digital Engagements: The Digital Engagements Sub-
committee worked throughout the year to strategize, 
reorganize, and amplify the social media platforms of the 
Aspiring Educators Program in a more cohesive way in 
partnership with NEA. Additionally, the committee rec-
ommends continuing the social media daily celebrations 
for attendees during the conference.

Committee Recommendations Board of Directors 
Action

Charge 1: Identify and compile promising strategies and/or practices that can be shared with and utilized by 
NEA affiliates and members to support recruitment and support of Aspiring Educators of color at Minority 
Serving Institutions (MSI) into the profession and union.

1. That NEA create an outreach plan to recruit Aspiring Educators of Color (AEOC), 
and emerging educators of color, to help them enter and succeed within the 
teaching professions and within the NEA’s national, state, and local union 
structures. 

Adopt as part of our 
work to recruit and 
retain educators of 
color in the teaching 
professions.

2. That NEA work to support Aspiring Educators of Color’s professional success and 
NEA union leadership by creating a mentoring/training program for AEOCs 

Refer to Executive 
Director /Budget 
Committee

3. That NEA work to support Aspiring Educators of Color’s professional success 
and NEA union leadership by identifying opportunities within its existing member 
recruitment, engagement and programs to increase the NEA’s representation of — 
and support for — AEOC

Adopt

Charge 2: Collect information on successful chapters and state programs, and what 
makes them successful, to determine how their success can be replicated.

4. That NEA pilot the Empowered NEA Aspiring Educators Program Rubric. Refer to Executive 
Director

https://drive.google.com/file/d/12ash2r03JI6UDNez14KS2U9SJ93k1SKW/view
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Charge:
Using an easy-to-navigate, inquiry-based format (includ-
ing but not limited to informational surveys and one-on-
one conversations), gather information from state and 
local affiliates regarding successful adoption of student-
centered policy through amplified educator voice (as 
previously defined by the Educator Voice and Professional 
Rights & Authority Committee).  Information requested in 
inquiries should include:

• the policy language itself (or a link to the language 
online)

• the impact of the policy on students.
• member/educator involvement in the development of 

the policy language.
• strategies that lifted and amplified educator voice 

that were utilized in moving the policy.
• coalition partners in the work of achieving the policy 

win.
• implementation success and challenges.

Synthesize key findings in a collective report, which also 
lifts ‘lighthouse’ examples of success for affiliates across 
the organization.

Committee discussion: In the first meeting, members 
of the committee agreed that holding one-on-one con-
versations with state and local presidents, Directors, and 
members was the best strategy for gathering examples 
of student-centered advocacy. The committee members 
developed a questionnaire to guide the discussions and 
agreed to conduct and document interviews and collect 

examples of policy language.  

In the following meeting, committee members provided 
updates on the interviews and discussed the challenges 
with collecting interviews generally or finding examples 
of student-centered advocacy.  Members shared promising 
examples, including district policy and contract language 
related to student centered advocacy. The challenges 
included finding examples of student-centered advocacy 
within the Aspiring Educator program. 

Utilizing survey questions developed by the committee, 
members were tasked with holding one-on-one conver-
sations with state and local presidents, members, and 
Directors to gather information from state and local affil-
iates regarding successful adoption of student-centered 
policy through amplified educator voice (as previously 
defined by the Educator Voice, Professional Rights & 
Authority Committee (EVPRA)). Conversations took 
place with state and local presidents and other officers, 
board members, committee chairs, and other rank-and-
file members and activists from K-12 certificated and ESP 
along with Higher Education. 

As defined previously by the EVPRA Committee, educa-
tor voice is the use of collective action and political power 
to influence decisions, policies and laws that impact pub-
lic education. The following is a summary of the findings 
from those conversations.

How have you used Educator Voice and Professional 
Authority to engage students and families in 

Educator Voice, Professional Rights, 
and Authority

Martha Patterson, Chair
Silverdale, WA

Barbara Cady
Huntsville, AL

Rachel Croft
Carson City, NV

Nichole DeVore
Sacramento, CA

Scott DiMauro
Columbus, OH

Carol Fleming
Little Rock, AR

Marty Fridgen
 Lake Elmo, MN

Stephanie Gallardo
Burien, WA

 Paul Guess 
Platte City, MO

Bernadette Hampton 
Beaufort, SC

Stephanie Ingram
Dover, DE

Mark Jewell
Raleigh, NC

Cameo Kendrick
Lexington, KY

Mindy Layton 
Bountiful, UT

Gilda Morgan-Williams
W. Palm Beach, FL

Tucker Quetone 
Rochester, MN

Ashanti Rankin 
Bridgeton, NJ

Judy Rohde
Shoreview, MN

DeWayne Sheaffer 
Long Beach, CA

Staff Liaisons: 
Brian Beallor 
Shyrelle Eubanks
Elic Senter
Dale Templeton

COMMITTEE MEMBERS
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identifying issues to organize your local or state affili-
ate advocacy?

Communication
Local affiliates have focused on increasing and improv-
ing communication to identify and solve issues with their 
members, district administration and local school boards, 
students, parents, and community. To this end, locals 
have followed tried and true methods of one-on-one 
conversations and surveys, as well as providing training 
and guidance to educate parents about how to access 
district resources and information and utilizing NEA’s 
Opportunity Checklist. 

Parent, Community, and Student Engagement
Whether through a bargaining campaign, political 
action, or other advocacy, locals are finding ways to 
engage and develop relationships with parents, members 
of the community, and students. Circumstances brought 
upon by the COVID-19 pandemic have made it necessary 
and vital to broaden stakeholder involvement as concerns 
related to educator and student safety, mental health, 
equity, and the return to in-person learning were shared 
by everyone. In some cases, where questionable decisions 
were being made by districts and a negotiated agree-
ment ensuring safety and equity could not be reached, 
the power of the union and community together were 
necessary to leverage a settlement after educators walked 
off the job to the picket lines after authorizing a strike. 
Affiliates have taken advantage of public events and social 
media to engage the community on important politi-
cal issues, such as the impact of local property taxes on 
school funding. 

Collaboration
In affiliates that can collectively bargain with their 
employers and those in non-bargaining situations, collab-
orative practices take place in many different shapes and 
forms. Local leaders hold regular meetings and partici-
pate on committees with state and local superintendents, 
board members, and other decision makers in order to 
promote communication and transparency while jointly 
identifying issues and finding solutions. 

Bargaining and Advocacy
Engaging in all of these practices – communication, par-
ent/community/student engagement, and sometimes 
collaboration – locals look to address issues, some monu-
mental and others small but important, through processes 
such as collective bargaining, influencing board policy, 
organizing voters around ballot initiatives, passing New 
Business Items through internal union processes, taking 
a position on an issue expressed through a resolution, and 
others. The issues state and local affiliates face and the 
methods that they engage in to advocate around those 
issues are very unique to the localized situation, but as 
they say, there is more than one way to skin a cat! 

Racial and Social Justice
As alluded to above, the issues that educators, students, 
parents, and community face can range from those that 
are monumental to others that may be small, but are 
still important. Of course the COVID-19 pandemic is 
one of the biggest issues ever faced in our lifetimes, but 
possibly no issue is as monumental and systemic as the 
issue of racism. In fact, the pandemic has both brought 
upon new, and shed light on existing, issues faced by 

our BIPOC educators, including early career educators, 
students, and communities. Both prior to the pandemic 
and during it, affiliates are using their educator voice to 
tackle those issues and face white supremacy culture head 
on. They are engaging parents and communities in the 
work of equity and inclusion in access and curriculum, 
bringing awareness to the fact that black lives do matter, 
empowering students to demand change in policies and 
other racist structures, pushing districts to step up and 
do more to create change, and looking internally at their 
own union structures and processes through a lens of 
equity and inclusion. 

Can you provide the bargained language or policy 
that was adopted? What motivated or inspired you to 
create the policy/change that you did?

Examples of bargaining language, adopted policies, reso-
lutions, and other codified provisions are attached.

One statement by an interviewee seems to sum up the 
motivation and inspiration for why educators and their 
unions do what they do: “We take very seriously as lead-
ers our responsibility to impact change.” Affiliates consis-
tently use their platform as an organized force for power 
to do what’s best for students. From ensuring equity and 
inclusion to safe working and learning environments 
to recruitment and retention, students always have and 
always will be the primary focus of any concern or issue. 

What processes did state/local affiliate use to create 
space and amplify educator voice to adopt student-
centered policy?

At the local level, affiliates used these processes:
• Member/community engagement:

a. Surveys
b. Forums
c. Town halls
d. Organized meetings
e. School visits
f. Listening sessions

• Improved communication
• Strengthen internal structures
• Establish relationships and develop partnerships with

community
• Collaboration with district
• Professional development and training
• Use of outside expertise
• Communication and connection with other leaders
• Analysis and strengthening of internal processes

The state and national affiliates assisted through:
• Supporting training on bargaining, communication,

and organizing
• Providing materials and resources
• Financial support
• Technological support
• Expertise on racial/social justice issues to facilitate

and create change both internally and externally

What other organizations or community groups were 
involved or engaged in your action?

Along with differing issues are different types of organi-
zations and community groups that local and state affili-
ates engaged with in their advocacy. One common theme 
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is evident though, “The power of solidarity and col-
laborative engagement with partners can always impact 
change,” as one interviewee stated in their response. 
Affiliates engaged with communities of color, the reli-
gious community, other NEA local affiliates and unions 
outside of NEA, political clubs, district committees, 
school boards, internal union groups, business groups, 
expert consultant groups, PTAs, student groups, racial 
and social justice organizations and groups, and NEA 
state and national affiliates.

How have student-centered policies guided your col-
lective bargaining priorities?

Affiliates have placed students at the forefront of their 
bargaining and advocacy priorities. A common phrase 
we all hear is educators’ working conditions are students’ 
learning conditions and that is absolutely true when 
it comes to how many locals approach their thinking 
around issues. Whether the issue is lowering class size, 
reducing the amount of testing and assessments students 
are required to take, or valuing the profession by paying 
comparable salaries and benefits to recruit and retain the 
highest of quality educators and ESPs, great working con-
ditions make for great learning conditions. 

Affiliates engaged in tackling racial justice issues and tak-
ing on white supremacy culture follow practices of ana-
lyzing all issues through a lens of equity and inclusion, 
while also making sure to reach out to the most marginal-
ized students, families, and educators themselves. Locals 
are bringing racial justice issues to the bargaining table, 
developing model language for BIPOC early career edu-
cators, pushing the district to change policies and estab-
lish new structures that focus on diversity and inclusion, 
and are even looking internally at their own structures 
and practices to be more representative and inclusive of 
their membership and students. 

How does this member driven policy consistently 
provide opportunities and support to elevate the 
experiences and voices of our minority students to the 
forefront of decision making processes?

When it comes to racial justice and anti-racism, educa-
tors and their unions are not just talking the talk, they 
are walking the walk. As stated previously, a common 
phrase in the profession is educators’ working conditions 
are students’ learning conditions. Some of our affiliates 
not only see educator working conditions as their wages, 
hours, and terms and conditions of employment, but also 
the policies, practices, and structures within their own 
union. Educators are always asking what voices are being 
excluded and how can they make sure that educator and 
student voices are heard in decision-making processes. 

Locals are using their advocacy and collaborative prac-
tices to ensure BIPOC student voices are heard in mul-
tiple ways, such as by creating space for student leaders 
and female students to meet and share concerns, making 
sure that minority students are represented on advisory 
councils, establishing diversity councils, implementing 
continuous professional development and training, push-
ing for more inclusive standards to enable students to see 
themselves in their learning, and working to diversify the 
educator ranks as well as school board representation. 

And they are doing the same within their locals. By creat-
ing space for greater BIPOC member voices and engage-
ment in the union, and by continually looking internally 
at their own policies, practices, and structures while also 
looking at their collective bargaining agreements and dis-
trict policies through a different lens, they are strengthen-
ing greater recruitment and retention, thereby creating 
greater stability for their BIPOC students. 

In what areas do you see the greatest opportunities in 
your local or district for student-centered policy nego-
tiation and implementation? 

For many, while there is still a long way to go to impact 
change and make their vision of equity, inclusion, and 
equality for all a reality, educators have begun to see 
what can be made possible through their efforts. They 
will continue to strengthen and grow their relationships 
with parents and the community so that they can better 
understand the issues everyone is faced with and address 
them together. Where affiliates do not have collective bar-
gaining rights, they will continue to push for better poli-
cies and practices, whether they can do it collaboratively 
with a willing set of partners or organize to leverage their 
power, they will do so by any means necessary. Some will 
continue to strive towards achieving bargaining rights 
hoping their District counterparts will see the value in 
the process. 

For those that do have bargaining rights, they will con-
tinue to use their power at the negotiations table to move 
the needle towards equity and inclusion for both educa-
tors and their students by pushing the envelope with 
broader issues and strengthening those already existing 
in their contracts. Some may take steps towards building 
the power of their union and aligning more closely to the 
community through strategies such as Bargaining for the 
Common Good. 

Considering we are still in the middle of the COVID-19 
pandemic, potentially the biggest crisis we’ve ever faced 
in our lifetime, all will continue to use opportunities to 
bargain, collaborate, and make demands of school boards 
and law makers to ensure that students, educators, par-
ents, and the community can move forward together as 
safely and equitable as possible, together. As one inter-
viewee stated, “Sometimes, success comes from crisis.”

“Lighthouse” Examples of Success

1. Betsy Baker, Crisis Spokesperson for Gahanna-
Jefferson Education Association (GJEA), Ohio

In their most recent contract negotiations, GJEA focused 
on issues brought upon by the COVID-19 pandemic. 
They advocated for safety, equity, and student success 
and when negotiations broke down over the return to in-
person learning, the union went on strike. 

Leading up to the negotiations and the eventual strike, 
GJEA leaders received a tremendous amount of support 
from OEA at the state level including training related 
to bargaining, organizing, and communication. It was 
because of that support that the local was able to mean-
ingfully engage parent and community groups and ulti-
mately gain their support in the conflict with the Board 
of Education. The focus on safety and equity allowed the 
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union to gain broad parent support, especially from black 
and brown families. They also engaged and received sup-
port from Central OEA/NEA (District affiliate) and other 
local affiliates throughout the region and across the state.
After four days on the picket line, GJEA and the District 
finally reached agreement. The settlement included criti-
cal safety measures related to the reopening of schools, 
such as appropriate physical distancing and quarantine 
protocols; protections for students and teachers related to 
the livestreaming of classes; and ensuring balanced work-
loads, reasonable class sizes, and students’ equitable access 
to their teachers. 

Though the fortunate timing of their contract being open 
for full negotiations certainly made things a bit easier for 
GJEA to use the process to address these vital issues, it 
was the focus on safety, equity, and success for students, 
and the unified efforts of the local, that were essential 
in garnering and maintaining community support. In 
the end, this may have played the most important role in 
winning the strike. 

While GJEA does not plan to rest on their laurels fol-
lowing their victory – they realize that maintaining the 
safety and equity protections that were won will require a 
continued focus on student and community engagement 
– they certainly learned one important lesson in reflecting
on their wins: “Sometimes, success comes from crisis.”

2. Amanda Bearden, North Kansas City NEA (NKC-
NEA) 1st Vice President, Missouri

The NKC-NEA has been taking a lead role in the plan-
ning and implementation of the work within the district 
around equity and inclusion. They formed a group that 
was dubbed the “big idea” team - made up of the local 
president, superintendent, association members, parents 
and community, and students - and worked with an out-
side agency called Educational Equity Consultants (EEC) 
(http://eec4justice.com) to help implement the work. 
From there, staff were trained as facilitators, student 
Diversity Councils were expanded from just high schools 
to all grade levels, and ongoing professional development 
was developed for all staff and the Board of Education. 

The district and the union engaged in conversations that 
included members of the community around racial equity 
and inclusive practices. This coincided with the work that 
NKC-NEA has been involved in at the state and national 
levels of NEA. In the summer of 2020, they organized 
“Community Conversations” to discuss the impact of 
policing on race following the tragic murders of George 
Floyd, Breonna Taylor, and Ahmaud Arbery. These 
conversations laid the foundation for discussions related 
to returning to school in the midst of the COVID-19 
pandemic. 

Collaboration between the District and the union also led 
to the creation of new statements and policy:

• NKC Schools Equity Statement (https://www.nkc-
schools.org/equity-statement)

• NKC Schools Diversity Statement (https://www.
nkcschools.org/Page/4219)

• NKC Schools Educational Equity Policy (https://
simbli.eboardsolutions.com/Policy/ViewPolicy.aspx?
S=110&revid=82igkKs12YP7KRrN162xplusQ==&

PG=6&st=equity&mt=Exact) 

It is because of this collaboration that students of color 
are now better represented on district advisory commit-
tees. Staff professional development and the work of the 
Diversity Council are continuous and ongoing. These 
initiatives have driven the way they approach their collec-
tive bargaining processes as well. They look at all issues 
through the lens of equity and inclusion. In continuing 
down this path into the future, the local is consider-
ing implementing a Bargaining for the Common Good 
strategy and expanding the involvement of students and 
members of the community.

3. Angie Powers, Olathe-NEA/Kansas NEA (KNEA)
High School ELA and AVID Teacher, Kansas

The Olathe-NEA has been the driving force behind 
advocating for increased equity and inclusion within their 
district. In partnership with Thrive, a community orga-
nization whose mission is to advance inclusive policies in 
the Kansas City area schools, they have led trainings for 
decision-makers on the importance of inclusive policies 
for students. In order to ensure the necessary voices were 
heard, the local has held panel discussions with students 
and educators and have organized educators to speak at 
Board of Education meetings. Their efforts not only led 
to the creation of a Diversity and Inclusion Office and a 
Diversity Council with student and association represen-
tation, they also successfully pushed for sexual orientation 
and gender identity protections in the district’s non-dis-
crimination, bullying, and harassment policies.  

In anything that the Olathe-NEA is involved in, they 
advocate for the inclusion of ALL voices in the decision-
making process. In continuing down their path, they see 
tremendous opportunity in the struggle for racial justice, 
including restorative practices.

Olathe Public Schools USD 233 Student Code of 
Conduct

Olathe Public Schools 2020-20121 Professional Policies 
and Professional Employees Negotiated Agreement  

4. Rachel Tochiki, Bellevue Education Association
(BEA), BEA Secretary, WEA Board member, Early
Career Educator Committee, and Special Education
Transitions Teacher; Pam Wilson, Washington Education
Association (WEA) Board and Executive Committee
member, Co-Chair WEA Human and Civil Rights
Committee, NEA Resolutions Committee, Co-Chair
Pilchuk Diversity Network, Pilchuk Executive Board, K-5
ELL Teacher, Washington

The Bellevue Education Association recently called a gen-
eral membership meeting to decide whether or not mem-
bers would follow the directive to return to in-person 
learning following a decision by the school board to bring 
back 2nd grade students, a decision came with minimal 
notice or BEA input. Discussion at the membership meet-
ing, held virtually, went on for hours before moving on 
to debate. When it finally began, it was essentially over 
before it started. The debate, monopolized by predomi-
nantly white members, was ended after hearing from just 
two speakers that were for and against. Angry at what 
had just transpired, a majority of BIPOC members of the 

https://www.olatheschools.org/cms/lib/KS01907024/Centricity/Domain/1208/Code-of-Student-Conduct-073119.pdf
http://www.olathenea.org/wp-content/uploads/2020/07/2020-21-Neg-Agreement-draft-rev071520.pdf
https://www.nkcschools.org/equity-statement
https://www.nkcschools.org/equity-statement
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BEA signed onto a letter of dissent. 

Following what had occurred at the meeting and the 
reactions and misstatements on social media afterwards, 
there was a strong realization that it was necessary to 
reform the standing rules of the union so that the voices 
of all members, especially BIPOC, could be heard. With 
the help of the WEA’s Equity, Diversity, and Human 
and Civil Rights Departments, they analyzed the stand-
ing rules and parliamentary procedure and determined 
that the ability to promote or shut down speakers or the 
business being conducted was dependent on those mem-
bers or leaders with specific knowledge and experience 
with the rules. Ultimately, they felt that many aspects of 
the rules and procedures were rooted in white suprema-
cist culture, though most likely unconsciously to those 
engaged in the processes. 

BEA created a working group to create new rules/proce-
dures and that work is underway, with a goal to finish in 
June of this year. Through this work, it has become clear 
that many members, and even leaders, do not fully under-
stand how parliamentary procedures work. 

BEA is also looking at modifying the way their bargain-
ing team is selected within the bylaws. Currently hand-
picked, they are striving to achieve a bargaining team 
that is more representative of the membership along with 
the students they serve. The union firmly believes that by 
giving space for greater BIPOC voice and engagement, 

it will contribute to greater retention of those educators. 
And through greater retention of BIPOC educators, they 
will create greater stability for BIPOC students. 

The WEA and many local affiliates across the state, 
including BEA, are taking steps to increase equity and 
inclusion in many facets of their advocacy. The WEA’s 
Human and Civil Rights Committee is working with 
locals to diversify the teams that they are sending to the 
RA and conferences as well as creating more diversity 
in leadership positions within the union. WEA, in col-
laboration with the University of Washington, has also 
developed Culturally Responsive Teaching training, 
utilized by many districts across the state. BEA is explor-
ing potential revisions of the district grading policy and 
finding ways to elevate student voices related to policies, 
practices, and teaching and learning. 

https://www.washingtonea.org/we-are-wea/
early-career-educators/for-us-by-us/ 

https://www.washingtonea.org/we-are-wea/
early-career-educators/early-career-educator-resources/ 

https://www.washingtonea.org/we-are-wea/
early-career-educators/early-career-educator-resources/  

Bellview Education Association novel adoption

https://bsd405.org/departments/curriculum/curriculum-adoption/past-curriculum-adoption-committees/secondary-novel-adoptions/?fbclid=IwAR3gzEU3eBnIyJ23YbEFpgXVUejU0Q8VKPLkuX-cmyb6yWo7CsTseCBT7VU
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COMMITTEE MEMBERS

ESP Careers

Charge 1
Identify and compile best strategies and practices for how 
districts are using Education Support Professionals to advance 
students’ learning, in virtual spaces, through academic 
support, and helping to meet their social, emotional, health 
and other needs during the COVID crisis.  

The ESP Careers Committee is pleased to present, 
Protecting ESP Jobs in a COVID-19 Environment and 
Beyond as one of two end products it helped inform the 
development of for Charge 1. This guidance outlines 
specific issues and key considerations related to securing 
protections for ESP jobs in a crisis environment such as 
COVID-19. In addition, a session entitled Bargaining and 
Advocacy in the Face of Crisis was offered at the 2021 
NEA ESP National Conference. The workshop focused 
on helping members and local leaders tackle issues brought 
upon by a crisis such as protecting ESP careers. The guid-
ance document was available for download as part of the 
session materials. 

The creation of the guidance and workshop content 
started with the collection of best practices and strategies 
related to how ESPs are (or could be) advancing student 
learning, in virtual spaces, through academic, social, emo-
tional, health and other supports during the COVID-19 
crisis.  A survey created by ESPQ staff in collaboration 
with ECC Chair Margaret Powell, was disseminated to 
committee members and through a variety of ESP net-
works. Almost 500 responses were received.

A variety of best strategies and practices related to sup-
porting students academically (e.g., providing tech sup-
port to students by helping them navigate online learning 
platforms, providing small group and 1:1 support to stu-
dents, providing Wi-Fi hot spots via school buses, holding 
virtual office hours for students and parents); supporting 

the social, emotional, health, and other needs of students 
(e.g., bus divers transporting students with special needs 
to get services, sending notes of encouragement and inspi-
ration to students, conducting wellness check-ins); and 
supporting families (e.g., food service and transportation 
staff providing meals to families, parent liaisons’ identify-
ing resources and providing transportation to families in 
need, attendance clerks answering questions from parents 
and helping them fill out applications and forms virtually) 
were received. 

Committee feedback and discussion centered around how 
the transition to remote and hybrid learning environments 
had resulted in new threats to ESP job security including 
reductions in hours, wages, and/or benefits; new and/
or expanded work assignments and responsibilities; and 
privatization. 

The committee brainstormed and then voted on end prod-
ucts for Charge 1. The output that ranked the highest was 
professional learning opportunities (e.g., webinars, profes-
sional development, trainings, virtual forums, stakeholder 
workshops) for ESPs. Bargaining and Advocacy in the 
Face of Crisis was developed and then offered at the 2021 
NEA ESP National Conference.

Given the significant discussion and concern from the 
committee around threats to ESP job security, they also 
supported the development of the guidance document as 
a second end product. Results from the initial survey were 
analyzed and incorporated into the guidance as examples 
of the roles ESPs can play (and are playing) to advance 
student learning in virtual environments. The guidance 
also addresses privatization and includes sample MOU, 
bargaining, and resolution language. The guidance can be 
found at the end of the report.

Margaret Powell, Chair 
Jackson, NC

Andrea Beeman
Maple Heights, OH

Kenneth Dukes
Montevallo, AL

Gwendolyn Edwards
Dumfries, VA

Stephanie Ervin
Spokane, WA

Karl Goeke
Bloomington, IL

Nelly Henjes
Clearwater, FL

Vin Levcowich
Wood River Jnct, RI

Rae Nwosu
Austin, TX

Ellen Olsen
St. Paul, MN

Matthew Powell 
Mayfield, KY

Mary Ann Rivera 
Western Springs, IL

Alfonso Salais 
Lansing, MI

 Christine Sampson-Clark
Trenton, NJ

John Scanlan 
Pendleton, OR

Kimberly Scott-Hayden 
Union, NJ

HaSheen Wilson 
Boardman, OH

Staff Liaisons: 
Amber Parker 
Jennie Young
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Charge 2
Review the nomination submissions and recommend to the 
Executive Committee a recipient for the 2021 ESP of the 
Year.

At the September 30 meeting, Jennie Young (ESPQ) 
reviewed the ESP of the Year (ESPOTY) timeline and 
process noting that a new online nomination and scoring 
system was under development. Committee discussion 
centered around the importance of participation in 
the review and scoring process and exercising care and 
commitment when reviewing nominations including 
scoring objectively and putting implicit biases 
aside. Confidentiality was also stressed as critical to 
maintaining the integrity of the process. The importance 
of committee participation in the scoring process was 
reiterated and requirements for participation in the 
selection meeting and the process for conflicts of interest 
and recusals was reviewed.

On December 17, the committee participated in a 
meeting to review in detail the nomination review 
and scoring process (e.g., award criteria, nomination 
package requirements, scoring rubric and materials). The 
committee also received an online demonstration of the 
new online reviewer portal through which they reviewed 
and submitted scores for each nomination. Kimberly 
Scott-Hayden was not in attendance at this meeting (or 
any meetings moving forward) as she recused herself from 
the process as the New Jersey Education Association’s 
state nominee. Optional question and answer sessions 
were also held virtually on January 7 and 14. 

At the February 7 meeting, which focused on selecting 
the ESPOTY, Margaret reviewed items of importance 
including confidentiality of all matters related to the 
process before, during, and after the selection meeting; 
objective scoring and implicit bias, and calculations 
used in the scoring process. She reinforced that no new 
information about any nominee could be shared and 
only the award criteria considered when discussing 
nominations. Committee members were reminded 
that the recommended nominee cannot be shared with 
anyone who did not participate in the selection meeting 
(including committee members not present). The 

selection process took place and Kimberly Scott-Hayden 
was selected for recommendation to the Executive 
Committee (Kimberly had already recused herself from 
the entirety of the selection process).

A debrief on the new ESPOTY nomination submission, 
review, and scoring process took place. Overall, 
the committee thought the new online system (i.e., 
Blackbaud) and process was an improvement. The new 
system served as the platform through which affiliates 
submitted ESPOTY nominations and committee 
members accessed, reviewed, and scored them.

Committee members liked that the system was user-
friendly, it provided a single location for accessing all of 
the nominations, and it gave them the option to review 
nominations directly from the system, or to download 
or print them. Having access to the nominations 
electronically was preferred as it didn’t require the 
shipment of nomination materials, the handling of large 
amounts of paper, and it eliminated waste. In addition, 
the consistency of formatting across all nominations 
contributed to a more efficient process. 

Committee members also shared areas of improvement 
including the design of the printable PDF and 
nomination interface (e.g., scrolling text box, score input 
field). It was suggested that it might help affiliates with 
their state process if the same online system was available 
to them. 

Much of the remaining debrief focused on areas of 
improvement related to the award criteria and guidelines. 
Committee members engaged in rich discussion on how 
to revise nomination materials so that nominees are 
successful in demonstrating the positive impact their 
work has on students, families, the association, and the 
community as a whole. In other words, telling their story. 
Discussion on how to uplift and/or align NEA’s priorities 
with the award criteria and process in order to affect 
systems change in the long term also took place. The 
overall need to review and revise nomination guidance 
to ensure that evidence requirements are met was also 
discussed.
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Protecting ESP Jobs in a COVID-19 
Environment and Beyond

Introduction
Education Support Professionals (ESPs) keep our schools 
running, and our students connected, safe, healthy, and 
fed. Now more than ever, ESPs are critical in deliver-
ing the services our students and their families need and 
deserve. From the beginning of the COVID-19 crisis, they 
have been on the front lines helping to advance student 
learning in virtual, in-person, and hybrid environments. 
ESP jobs have changed under COVID-19 and their 
responsibilities have expanded to include key assignments 
such as preparing and delivering meals, supporting stu-
dents with online and in-person instruction, conducting 
student wellness checks, expanding access to technology 
and online capacity, administering health screenings, and 
implementing health and safety mitigation strategies. 

While the job assignments for some ESPs expanded as 
a result of COVID-19, in many cases, the transition to 
remote and hybrid learning models resulted in threats to 
their job security including reductions in hours, wages, 
and/or benefits; new and/or expanded work assignments 
and responsibilities; and privatization. As schools transi-
tion back to full in-person instruction, we know threats to 
ESP job security will continue.  

This document outlines specific issues and key consid-
erations related to securing protections for ESP jobs in a 
crisis environment such as COVID-19. However, several 
of these strategies, such as protecting ESP jobs from being 
outsourced, or paying ESPs for working in a higher job 
classification, should be incorporated into your collective 
bargaining agreement or advocacy efforts regardless of 
COVID-19.

Using Collective Bargaining Rights or Meet and 
Confer
Since the pandemic started, many affiliates have negoti-
ated memoranda of understandings (MOUs) to address 
staffing assignments, compensation, and health and safety 
issues among others. Even if your local has not, most 
collective bargaining agreements contain enforceable lan-
guage covering these issues. Even where bargaining is not 
permitted, you can use these provisions as a framework 
for discussions with administrators, either as part of a 
labor-management committee or through meet-and-confer 
opportunities.

Specific Issues and Key Considerations

New or Expanded ESP Roles and Work Assignments
Changes in instructional models, student support systems, 
and COVID-19 mitigation strategies have resulted in new 
work assignments, modified work schedules, and concerns 
about ESP job security. ESPs should be allowed to per-
form available temporary or alternative assignments when 
their regular duties have been suspended or their hours 
have been reduced.

Key considerations for addressing assignments and staffing 
include:

• Taking into consideration employee qualifications 
and skills to expedite transition to temporary or alter-
native assignments.

• Ensuring ESPs maintain full pay and benefits if their 
regular work is unavailable by providing additional 
training for ESPs who take on temporary work to 
support students, classroom teachers, and specia-
lized instructional support personnel (SISPs). This 
includes assembling and distributing meals, learning 
packets, and technology; contacting families of 
students who aren’t participating or are frequently 
absent; assisting with small group instruction; 
troubleshooting technical issues; and conducting 
virtual or in-person home visit wellness checks. 
Additional examples can be found at the end of this 
report. 

• Paying ESPs the higher rate of pay if they are perfor-
ming jobs in a higher job classification. 

• Paying ESPs who work during school closures a 
hazardous duty or essential worker stipend.

Sample Contract Language
• An employee may be temporarily assigned to provide 

services outside the employee’s normal job descrip-
tion if work within the employee’s job description is 
unavailable due to the temporary closure of school 
facilities. 

• Employees shall receive appropriate professional lear-
ning and time to perform any additional roles and 
responsibilities. Employees who perform responsibi-
lities in a higher job classification will receive higher 
pay.

• Any ESP providing teacher coverage shall be paid an 
additional [$xxx] per day. 

• Within the contractual workday, employees shall 
have self-directed planning time and team directed 
collaborative time to support the instructional res-
ponsibilities of their job. This shall include collabora-
tion time between teachers, SISPs, and paraeducators.

•  The parties agree that in an effort to keep all ESPs 
employed and engaged in meaningful work, some 
bargaining unit members whose work assignments 
are deemed unnecessary due to COVID-19 will 
be reassigned to work outside their normal class or 
classification. Employees who are reassigned will be 
provided the necessary and required information and 
training to carry out the duties and responsibilities of 
the assignment. The District and Union will bargain/
collaborate to discuss the repurposing and/or reas-
signments and the process to do so. 

One approach to addressing modified ESP duties is to 
outline the alternative assignments in an MOU. During 
the COVID-19 pandemic, the Maple Heights City School 
District Board of Education and the Maple Organization 
Support Team (MOST) in Ohio negotiated the following 
MOU language. Although it was written as a response to 
100% remote learning, this example could be modified to 
reflect a transition to full in-person or hybrid instruction.  

Providing Maple Heights City Schools remain virtual with 
no students or partial students in the buildings, job descrip-
tions for MOST bargaining unit positions shall be altered 
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as follows:
a. Food Service – prepare breakfast and lunches for

students. Other duties as assigned by their immediate
supervisor.

b. Secretaries – continue to do assigned duties with
communication and attendance. Other duties as
assigned by their immediate supervisor.

c. Paraprofessionals and Library Media Clerks – prepare
education packets, assist teachers on Google meets to
provide student support, make phone calls to assist
parents and students, collect and report issues to
Administration through a Google DOC form. Other
duties as assigned by their immediate supervisor.

d. Security – monitor meal distribution and provide
support to administrators. Other duties as assigned
by their immediate supervisor.

e. Buildings and Grounds – maintain school buildings
and prepare buildings for face-to-face learning. Other
duties as assigned by their immediate supervisor.

f. Transportation (Drivers and Monitors) – maintain
buses, prepare for return to in-person learning, dis-
tribute breakfasts and lunches to students, distribute
and pick-up education packets and technology, well-
ness checks for students assigned to bus routes. Other
duties as assigned by their immediate supervisor.

g. Custodians – continue to clean and maintain build-
ings and make modifications for in-person learn-
ing. Other duties as assigned by their immediate
supervisor.

h. All classifications shall attend and participate in pro-
fessional development to prepare for their return of
students and in-person learning.

NEA has produced additional resources that provide bar-
gaining and advocacy recommendations to address some 
of the workload, workday and staffing issues that have 
impacted our members during the COVID-19 pandemic. 

Privatization and Outsourcing in a Crisis

Considering the negative impact privatization has on stu-
dents and the community, outsourcing ESP jobs is always 
bad public policy. In a crisis, such as a pandemic, the 
operations of private contractors exacerbate the risks of 
outsourcing ESP jobs, putting students and staff at more 
risk. More specifi ally: 

• Privatizers use a workforce that is transitory and
without commitment to a work location. By contrast,
most ESPs live in the community in which they
work. They know their students, their schools, and
the community and want to see the school commu-
nity thrive. During the pandemic, ESPs have shown
up in challenging and dangerous situations specifi-
cally because of their commitment to their schools
and communities. Moreover, ESPs know their
buildings and how they operate, and in a crisis, this
knowledge and experience is crucial.

• Private contractors often do not provide health
care benefits or paid time off to employees. These
employment practices put the health of students and
staff and the community at large at risk especially
during a pandemic. Employees need to be able to stay
home if they or a family member have been exposed
to COVID-19 or are experiencing any COVID-19
symptoms.

• Private contractors mandate that their employees

follow regimented work protocols with no flexibility. 
During the pandemic, ESPs, who know their jobs 
and the buildings they work in, are more likely to 
work together with administrators and other staff to 
adjust schedules, work assignments, pace, and work-
flow, often with little or no lead time. In a crisis, and 
fluid environment, flexibility is crucial.

• Private contractors are not transparent or truly
accountable to the public. During a pandemic both
are critical to ensuring that the proper health and
safety mitigation strategies are being followed.

Use of Volunteers
Key considerations for addressing the use of volunteers 
include:

• School districts should not use volunteers to out-
source ESP jobs.

• School districts should re-train ESPs or other edu-
cators who may not be fully employed before using
volunteers, who in many cases, would also require
training before being able to complete any work in
the school.

• ESPs have proven that with appropriate resources and
training, they can accomplish new and demanding
tasks of the pandemic.

Sample Contract Language
• The District agrees it will not contract out work cus-

tomarily and routinely performed by bargaining unit
members, which would displace or reduce the work
hours of unit members.

• The District agrees that volunteers will not displace
or reduce the regular work hours of unit members.

• The Board agrees to attempt to utilize all bargaining
unit members in lieu of a reduction in force, use of 
volunteers, or contracting out.

• A sample anti-outsourcing resolution can be found at
the end of this report.

Additional Information
For additional information, contact:
Department of Collective Bargaining and Member 
Advocacy: collectivebargaining@nea.org 
Department of Educational Support Professional Quality: 
espprogram@nea.org 

Examples of New or Expanded ESP Roles and 
Work Assignments During COVID-19
Note: The following examples are for consideration only 
and may not be appropriate for all situations. Additionally, 
they are not inclusive of all expanded ESP roles and work 
assignments during COVID-19. The examples are orga-
nized by ESP career family; in some cases, regular job 
duties and assignments are listed. To learn what ESP jobs 
are included under each career family, click here. 

Clerical Service ESPs
• Process records related to school registration
• Provide information to and answer questions from

families, teachers and other staff, etc., by phone and
email

• Assist with budget, payroll, and procurement
• Submit applications for various waivers (e.g., USDA

waivers, ESSA waivers)
• Track attendance
• Accept mail and deliveries
• Distribute books, technology devices, and other

https://www.nea.org/resource-library/covid-19-and-educator-workload
https://www.nea.org/resource-library/covid-19-and-workday
https://www.nea.org/resource-library/nea-issue-guidance-assignments-and-staffing-during-covid-19
https://www.nea.org/about-nea/our-members/education-support-professionals/key-facts-about-esps
https://www.nea.org/sites/default/files/2020-08/K12-Clerical-ESPs.pdf
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classroom materials to students who pick these up 
from school

• Track students who need internet access and techno-
logy devices

• Assist technical service ESPs with monitoring the
replacement of devices in need of repair

• Contact families to determine support and resource
needs

• Translate information regarding supports and
resources for ELL students and families (e.g., meals,
technology, assignments)

• Conduct phone, virtual, or “in-home” wellness
checks to check on attendance and provide supports
including those related to social and emotional needs

• Participate in professional development

Custodial and Maintenance Service ESPs
• Clean, disinfect, and maintain all school and district

facilities and property (e.g., school buildings, dis-trict
offices, athletic facilities, transportation hubs, outdoor
spaces, maintenance shops, buses and other vehicles)

• Service, maintain, and/or adjust ventilation systems
• Prepare facilities and make modifications for in-per-

son learning (e.g., modify classroom and cafeteria
layouts to ensure physical distancing; install physical
barriers, such as plastic partitions; install physical
guides to control the flow of student movement
through hallways/stairways; maintain cleaning and
disinfecting supplies; maintain supplies for hand
hygiene including soap, a way to dry hands, and hand
sanitizer)

• Conduct indoor and outdoor walkthroughs to iden-
tify issues or repairs needed; address and/or make
building repairs as needed. Walkthrough checklists are
available at https://www.epa.gov/iaq-schools/indoor-
air-quality-tools-schools-action-kit

• Participate in professional development

Food Service ESPs
• Continue to prepare and distribute meals (e.g.,

in-person, grab-n-go, delivery) to students and
families

• Provide guidance on healthy habits and nutrition to
students, staff, and families

• Participate in professional development

Health and Student Service ESPs
• Conduct phone, virtual, or “in-home” wellness

checks to check on attendance and provide supports
in-cluding those related to social and emotional needs

• Connect families to community resources and sup-
ports (e.g., food, shelter, clothing)

• Provide guidance and resources on mental health and
wellness for students, staff, and families

• Provide guidance on healthy habits and nutrition to
students, staff, and families

• Conduct onsite scans of people entering the building
to ensure health and safety mitigation strategies are
being followed (e.g., temperature checks)

• Participate in professional development
•

•

Provide professional development to staff, students
and families on health-related topics
*For additional activities and ideas visit https://www.
nasn.org/nasn/nasn-resources/practice-topics/
covid19

Paraeducators
• Participate in virtual classes and provide instructio-

nal, behavioral, and social and emotional supports to
students (e.g., 1:1, small group, large group)

• Provide 1:1 instructional and behavioral support to
students with special needs

• Participate in virtual classes and provide supports
to teachers and SISPs (e.g., monitor and respond to
questions and discussion in the chat)

• Translate work assignments, supports, and
resources for ELL students and families (e.g., meals,
technolo-gy)

• Create audio or visual recordings to supplement vir-
tual learning (e.g., record read alouds and tutorials
for planned activities)

• Plan and lead movement or sensory activities during
breaks or record on video; develop sensory activ-ities
that can be done at home

• Assist with uploading assignments and other mate-
rials to the online platform

• Identify and compile materials that can be used to
supplement lesson plans

• Compile a list of online resources on specific needs
(e.g., Occupational or physical therapy, ELL) or to
supplement activities (e.g., music, reading, move-
ment) for families needing additional supports

• Provide students and families technical support (e.g.,
troubleshoot issues) related to virtual platforms and
devices

• Assist with attendance and monitor student engage-
ment in virtual setting

• Collect data on student progress; collect data to iden-
tify specific student needs

• Read to students over the phone or virtually through
a live or recorded video (e.g., hosting online sto-ry
hours)

• Hold virtual “office hours” to answer questions from
students and families

• Prepare and deliver instructional packets, materials,
and technology devices to students and families

• Conduct phone, virtual or “in-home” wellness checks
to check on attendance and provide supports inclu-
ding those related to social and emotional needs

• Conduct regular check-ins or other activities that aim
to meet the social and emotional needs of all students
including those with special needs (e.g., send cards,
gifts and notes by mail to offer words of encourage-
ment and comfort; hold team socials or dance parties,
brain breaks, virtual lunches)

• Participate in professional development

Security Service ESPs
• Assist with and/or monitor meal distribution

at school or the delivery of meals via school
transportation

• Monitor the distribution of technology devices at
school or via school transportation

• Secure buildings and premises during periods of full
virtual learning

• Participate in professional development
• Provide professional development to staff, students

and families on topics related to safe schools

Skilled Trades ESPs
• Service, maintain, and/or adjust ventilation systems
• Conduct indoor and outdoor walkthroughs to iden-

tify issues or repairs needed; address and/or make

https://www.nea.org/sites/default/files/2020-08/K12-Custodial-Maintenance-ESPs.pdf
https://www.nea.org/sites/default/files/2020-08/K12-Food-Service-ESPs.pdf
https://www.nea.org/sites/default/files/2020-08/K12-Health-Student-Service-ESPs.pdf
https://schoolnursenet.nasn.org/covid19ref/home
https://www.nea.org/sites/default/files/2020-08/K12-Paraeducator-ESPs.pdf
https://www.nea.org/sites/default/files/2020-08/K12-Security-Service-ESPs.pdf
https://www.nea.org/sites/default/files/2020-08/K12-Skilled-Trades-ESPs.pdf
https://www.epa.gov/iaq-schools/indoor-air-quality-tools-schools-action-kit
https://www.epa.gov/iaq-schools/indoor-air-quality-tools-schools-action-kit
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building repairs as needed. Walkthrough checklists 
are available at https://www.epa.gov/iaq-schools/
indoor-air-quality-tools-schools-action-kit 

• Participate in professional development, including for
relicensure

Technical Service ESPs
• Provide systemic supports for online learning at the

school and/or district level for students and staff
• Inventory, update, and maintain hardware (e.g., lap-

tops, wiring/setup, devices) and software (e.g., ensure
protection from viruses and hackers)

• Distribute technology devices, hot spots, software,
and other supplies to students and families

• Provide technical support (e.g., troubleshoot issues)
related to virtual platforms and devices to students,
families and staff

• Troubleshoot mobile hot spot access issues on Wi-Fi
enabled buses  

• Host technology sessions and check-ins to help fami-
lies and students understand virtual platforms and
devices

• Participate in professional development
• Provide professional development to staff on virtual

platforms and devices

Transportation Service ESPs
• Deliver meals and other resources (e.g., technology

devices, internet access/hot spots, supplies)
• Drive to remote locations to provide mobile hot-spots

for students
• Clean and maintain vehicles, transportation garages,

etc.
• Ensure inspections are conducted on a regular basis
• Transport students to get services and supports (e.g.,

tutoring, health checks)
• Make phone calls to students and families for atten-

dance and wellness checks
• Participate in professional development, including for

relicensure

All ESP Career Families 
• Regularly communicate with students and families

for attendance and wellness checks
• Communicate with families when students are mis-

sing classes or are not turning in work assignments
• Conduct regular family outreach to determine needs

and provide resources and support (e.g., pair ESPs
with specific families)

• Copy USB sticks for students
• Read to students
• Help with virtual clubs and provide homework

support
• Create and send supportive notes or send inspira-

tional or fun quotes so students know they are not
forgotten

• Participate in professional development
• Create and host virtual activities to ensure the social

and emotional health of students by increasing
one-on-one connections and encouraging conver-
sations so students can process their emotions and
feel supported and heard. Activities could include a
beginning of the week virtual check-in and end of
week check-out, sensory and movement break times,
stretching and other desk exercises, wellness groups,
and reading time.

• Create and host virtual activities to strengthen peer

student relationships. Activities could include mor-
ning meets, social snack time, lunch bunch, virtual 
school spirit rally, Kahoot parties, and other after-
school enrichment activities.

Resolution in Support of District Education Support 
Professionals

Whereas the ________School District values the contri-
butions of our Education Support Professionals (ESPs) in 
the current COVID crisis and beyond; and

Whereas our Education Support Professionals are putting 
themselves at risk to continue essential services and pro-
grams for our students; and

Whereas our Education Support Professionals have shown 
remarkable adaptability and flexibility; and

Whereas our Education Support Professionals have always 
been committed to keeping our students healthy, safe, 
engaged, supported, and challenged; and 

Whereas ______School District attracts and retains the 
most professional bus drivers, food service employees, 
clerical staff, paraeducators, custodial and maintenance 
workers, skilled trades workers, technical services employ-
ees, nurses and health aides, and security officers; and

Whereas ______School District supervises and manages 
Education Support Professionals with a focus on deliver-
ing the best services to our students: and

Whereas the Education Support Professionals of this dis-
trict constitute a stable, committed, and skilled workforce 
of educators; and

Whereas privatization often leads to a combination of 
business practices that will make our school community 
less safe including an unstable workforce of temporary 
workers without a commitment to students and their 
families, the lack of adaptability of duties and scheduling 
flexibility, and a workforce more likely to come to work 
when they are ill because they have no access to health 
care or paid sick leave; and

Whereas in these challenging times we need more trans-
parency and public accountability; and

Whereas Education Support Professionals are not only 
employees, but also our neighbors, and parents of students 
in _______School District; and

Whereas this community and this school district should 
be as committed and loyal to our Education Support 
Professionals as they have been to our students and staff.

Now, therefore be it resolved that _____School District 
will not privatize, outsource, contract out, or in any way 
undermine the direct employee/employer relationship 
with our Education Support Professionals.

Be it further resolved that the above commitments are 
incorporated into district policy.

https://www.nea.org/sites/default/files/2020-08/K12-Technical-Service-ESPs.pdf
https://www.nea.org/sites/default/files/2020-08/K12-Transportation-Service-ESPs.pdf
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COMMITTEE MEMBERS

The Ethnic Minority Affairs Committee met on 
February 4th and March 14th, 2021 to work on the com-
mittee Charges. The notes from the two meetings are 
appended to the report. 

Charge 1
Review existing Bylaw 3-1(g) state plans for promising, sus-
tainable and measurable strategies and/or practices that sup-
port greater racial equity in inclusion and directly improve 
ethnic minority involvement and participation at all levels 
of the Association to be shared with affiliates as they work to 
improve their plans.

Themes 
• Native People, Asian, Black, Latin(o/a/x), Middle 

Eastern and North African, Multiracial, and Pacific 
Islander people lack access to information about 
Bylaw 3-1(g), State Affiliate 3-1(g) plans, and enga-
gement opportunities. 

• Methods and practices of communication across 
the Association need to be assessed - Native People, 
Asian, Black, Latin(o/a/x), Middle Eastern and 
North African, Multiracial, and Pacific Islander 
people are most likely to not receive information 
about opportunities to engage the union and lea-
dership opportunities in addition to information 

regarding 3-1(g) plans and how they can become 
involved.

• Education and leveling - shared understanding of his-
tory related to Bylaw 3-1(g).

• Evaluate and assess effectiveness and impact of 3-1 
(g) processes and practices.

• Strategies/Practices
• Use of racial equity impact assessment to: 

a. Assess 3-1 (g) plan review rubric using racial equity 
tools – impact assessment(s). 

b. Develop SMART goals for measuring the organi-
zation’s success

• Analyze the needs of members and leaders’ access to 
information regarding Bylaw 3-1(g). 

• Broad stakeholder engagement; feedback loops; 
consistent communication; and increasing leadership 
engagement for Native People, Asian, Black, Latin(o/
a/x), Middle Eastern and North African, Multiracial, 
and Pacific Islander peoples should be included as ele-
ments of the Bylaw 3-1 (g) plan; review process and 
practice(s) to ensure RA delegate goals are achievable.      

• Sound organizational practices include documenting 
and ensuring history is shared; assess opportunities 
to share history of equity and inclusion of Native 
People, Asian, Black, Latin(o/a/x), Middle Eastern 
and North African, Multiracial, and Pacific Islander 

COMMITTEE MEMBERS

Ethnic Minority Affairs

Gladys F. Marquez, Co-Chair
Frankfort, IL 

Tucker Quetone, Co-Chair
Rochester, MN 

Chelsie Acosta
Holladay, UT 

Terry Addison
Puyallup, WA  

Charmaine Banther
Pepeekeo, HI 

Karen Butler-Moore
Lynwood, IL 

Elizabeth Connor, Aspiring Ed Liaison
Oklahoma

Gina Harris
Oak Park, IL 

Tracy Hartman-Bradley
LaVista, NE 

Taunya Jaco
San Jose, CA 

Jodi Kunimitsu
Kihei, HI  

Cherlynn Lee
Kirtland, MN 

Mary Levi
Alta Loma, CA  
 
 Cecily Myart-Cruz
Inglewood, CA 

Alberto Nodal 
Castro Valley, CA 

Lindsey Peifer
St. Paul, MN 

Christine Sampson-Clark, Executive Com-
mittee Liaison
Trenton, NJ

Christine Trujillo - Heeke
Henderson, CO 

Staff Liaisons:
Tanisha Manning
Pamela Rios
Harry Lawson, Jr.
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people including the NEA/ATA merger across the 
Association.

• Proven strategies include developing guidance, best 
practices, and resources for plan development, imple-
mentation, assessment/evaluation. 

Charge 2
Identify and compile promising strategies, practices and part-
nerships that can be shared with and leveraged by NEA affili-
ates, members and staff to further advance the Association’s 
racial justice work.

ThemesThemes
• Member Access to the organization – timing, calen-

daring, expanding methods of delivery. 
• Ongoing practice review to ensure racial equity is 

centered.

Strategies/Practices
• Improve and strengthen organizational practices that 

support participant basic needs like childcare, inter-
pretation, food, proximity to transit lines, or time of 
day to help increase participation and access.

• Partner with other labor and broad spectrum of 
community based partners, develop workshops and 
learning opportunities to improve awareness and 
understanding of the many identities represented and 
the impact of racism and other forms of oppression 
and exploitation on those communities. 

• Regular review and assessment of staffing at all levels 
of the organization to ensure the organization is 
taking steps to correct decades of institutional racism. 
To account for a lack of representation within the 
organization staff ranks, utilize racial equity impact 
assessment tools and frameworks to inform hiring 
practices, processes, and recruitment strategies. 

• Ensure the full identities of racial and ethnic people 
of color (sexual orientation, gender identity and 
expression, immigration status, ability status, age, 
languages spoken, etc.) are recognized, respected, and 
taken into consideration in the development of orga-
nizational culture; for example, produce literature, 
posters, and information in multiple languages – and 
then translate them to English. 

• Periodically assess the disproportionate impact of 
organizational policies on Native, Asian, Black, 
Latin(o/a/x/e), Middle Eastern and North African, 
Multiracial, and Pacific Islander members to identify 
strategies, for example:

 º Expanding opportunities, promotion, and develo-
ping alternate practices to deliver content - inves-
tigate how to engage more members post-COVID 
in organizational activities. 

• Broad stakeholder engagement with Native, Asian, 
Black, Latin(o/a/x/e), Middle Eastern and North 
African, Multiracial, and Pacific Islander to create a 
robust, expansive list of partners and resources that 
represent their communities. 

• Establish SMART goals and benchmarks that expli-
citly target leadership development, recruitment, and 
retention of Native, Asian, Black, Latin(o/a/x/e), 
Middle Eastern and North African, Multiracial, and 
Pacifi  Islander members. 

• Establish intentional and targeted pathways that seek 
the leadership of Native, Asian, Black, Latin(o/a/x/e), 
Middle Eastern and North African, Multiracial, and 
Pacific Islander people as decision-makers within the 

organization. 
• To continue to expand on NEA’s racial justice 

in education work – developing strong networks 
throughout the Association is a critical element; 
strategically identifying and promoting state level 
committees, such as EMAC and Racial Justice com-
mittees to level set awareness while highlighting the 
leadership of Native, Asian, Black, Latin(o/a/x/e), 
Middle Eastern and North African, Multiracial, and 
Pacifi  Islander people.

Charge 3: 
Review input from EMAC hearings and identify the broad 
themes that will help inform the implementation of NEA’s 
Strategic Objectives.

Themes
• Regionalize conferences, learning, and education 

opportunities 
• Multiple level mentoring programs – High School 

- Aspiring Ed and Aspiring Ed - Experienced 
Educators 

• Intentional and targeted pathways and opportuni-
ties for Native People, Asian, Black, Latin(o/a/x/e), 
Middle Eastern and North African, Multiracial, and 
Pacifi  Islander people.

Strategies/Practices
• Promote and highlight the model of the state of 

Illinois’ Ethnic Minority Emerging Leadership 
Training (EMELT) that has been active since 2012. 
It mirrors the six WMLTs that NEA used to have at 
a state level. 

• Establish intentional and targeted pathways that seek 
the leadership of Native, Asian, Black, Latin(o/a/x/e), 
Middle Eastern and North African, Multiracial, and 
Pacific Islander people as decision-makers within the 
organization (for example, Leaders of Color Pathways 
Project).

• Include intentional and targeted opportunities for 
Aspiring Educators.

• Periodically assess the disproportionate impact of 
organizational policies and practices on Native, 
Asian, Black, Latin(o/a/x/e), Middle Eastern and 
North African, Multiracial, and Pacific Islander 
people awareness of, access to, and participation in 
conferences, workshops and organizational activities 
broadly.

• Active, intentional and resourced partnerships with 
HBCU, HSI, TCU and AAPISI as a recruitment and 
retention strategy to increase the presence and inclu-
sion of Native, Asian, Black, Latin(o/a/x/e), Middle 
Eastern and North African, Multiracial, and Pacific 
Islander people in the profession.

Charge 4
Provide input, through the EMAC Co-Chairs, to the 
Conference on Racial and Social Justice Planning Team.

• Make sure the speaker rotation is equitable so 
members see themselves in the sessions and so all our 
issues are brought forward as well.

• Continue utilizing the arts, culture, and connection 
space.

• Session leaders need to:
 º Be aware of our work, organizational systems, and 

groups/caucuses/committees, etc.
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 º Have classroom experience if addressing class-
room topics

 º Address caucus specific issues as well as general 
racial/social justice

 º Have equitable representation across all groups; 
Native People, Asian, Black, Latin(o/a/x/e), 
Middle Eastern and North African, Multiracial, 
and Pacifi  Islander

• Provide networking spaces.
• Provide optional film screenings.
• Provide self-care activities.
• Provide opportunities to put ideas into actions.
• Good to have the Conference before the RA

 º Like the Lounge and that it provided hands on 
participation

 º Maybe virtually have breakouts rooms with 
maybe a movie, entertainment (Musician) etc.



38

APPENDIX A – NOTES FROM FEBRUARY 4 
VIRTUAL MEETING

EMAC – FEBRUARY 4, 2021 7-9:00 PM

ABLE TO ATTEND
Maritza Avila, Charmaine Banther, Tracy Hartman 
Bradley, Ryan Choi, Cecily Myart Cruz, Gina Harris, 
Taunya Jaco, Price Jimerson, Jodi Kunimitsu, Cherlynn 
Lee, Gladys Marquez, Karen Moore, Alberto Nodal, 
Elizabeth Shadid, Roman Trejo (Happy Birthday 
Anniversary), Christine Trujillo, Tucker Quetone, EC 
Liaison: Christine Sampson Clark
Staff Liaison: Harry Lawson, Jr.

MEETING AGENDA
• Welcome & Introductions 
• Land acknowledgement 
• Consensus model 
• Review & Discuss Charges
• Overview and Prep for February & March Meetings 

1. Identify/confirm needs to prepare for February 
Meeting

2. Meeting and Information Needs:
 º Hearing Reports, July 2020 and January 2021
 º Video and written reports from Centers, 

Departments and staff
• Contact Information Review
• Next Steps
• Adjourn

NOTES: 
Link to meeting video (We started the recording a little 
late): 
https://neahq-my.sharepoint.com/:v:/g/per-
sonal/hlawson_nea_org/EbdzSQeXzWZOrRV--
nA4Ci0BlzwH43vhQllZ--XenlVP5w?e=dEMmZd

• Gladys called meeting to order. 
• Welcome and introductions 

Consensus model
• Tucker Quetone provided an overview. Document 

outlining the consensus model can be found in the 
EMAC NEA360 Group Folders

Review & Discuss Charges
• Gladys Marquez read out charges and asked if 

charges were understood. No discussion. 

Overview and Prep for February & March Meetings 
Reviewed needs in preparation for future meetings 
and to prepare the EMAC report. The com-mittee dis-
cussed receiving video reports from staff. The follow-
ing questions and comments were generated during the 
discussion(s) and will be presented to the appropriate 
staff to generate their reports:

3-1(g)   
• Accessibility of resources to members – What steps 

can be taken to share 3-1(g) infor-mation more 
widely throughout the Association? Any practice/
guidance suggestions that could be made to state and 
local affiliates about how to do that?

• What is the process of 3-1(g) plan submission, review 
through approval? 

• What is EMACs role in the review and approval 

process of state plans?
• Can 3-1(g) data be disaggregated by regions within 

states? To be able to target better. 
• What are the accountability measures for states not 

reaching the goal(s), or not even try-ing to reach the 
goal(s)? Evidenced by plans being submitted repeate-
dly without revi-sion?

• How are members being engaged on 3-1(g)? What 
discussions/strategies are being dis-cussed to enhance 
that organizational practice? 

• What other questions do you all have about 3-1(g)? 
• How do we build knowledge and about 3-1(g)? Not a 

“reflex knowledge”, but a deep un-derstanding about 
the bylaw, it’s purpose, goals and impact. 

• What steps are being taken to break down white 
supremacy culture with the organiza-tions policies 
and structures?

• How can EMAC and BIPOC folx get in spaces to 
educate others? (Sessions at Leadership Summit?, 
other conferences)

• Ensure all current EMAC members have access to 
G-University

Leaders of Color Pathways Project (LOCPP) & MLT/
WLT

• What are the different layers or pipelines for Leaders 
of color? What programs exist that target indigenous, 
Black and members of color?

• Clarified that the project will not continue after 2021 
– we will continue to stay engaged with the cohort 
members and peer coaches to support, nurture and 
learn from their ongoing experiences to influence 
organizational decisions. 

• Data requests: Cohort and Peer Coaches by state, 
region/zone/member category, gender, race, ethnicity, 
etc. 

• MLT/WLT: EMAC used to plan

NOTE: There were comments made about EMAC 
planning the MLT. That may have occurred in a 
particular region- but prior to the changes made that 
put board members on all planning committees and 
removed rank and file members, the planning com-
mittee in the Southeast Region (when I was Regional 
Director) was not made up of EMAC representatives.

Training Initiatives
What other cohorts have received training? Are there new 
cohorts? 

• White Nationalism
• Welcoming Schools

 
Just and Safe Schools Partnership Funding (live link)
Report on COVID relieve moneys and their use to sup-
port communities of color

• Number of grant applications received Vs. Number of 
grants awarded? 

• Disaggregated by state affiliate, local affiliate, 
member(s)

• What communities are being served by the grants? 
Who will benefit from these grants being funded? 

• Who benefits from the CAPE grants? MSIs, HBCUs, 
Tribal Schools – what specific commu-nities benefit 
from the various grants? Who are the grants targeted 
to?

• Highlights of grant goals
• Any innovative and creative ideas that you all are 

https://neahq-my.sharepoint.com/personal/hlawson_nea_org/_layouts/15/onedrive.aspx?id=%2Fpersonal%2Fhlawson%5Fnea%5Forg%2FDocuments%2FEMAC%2FFeb%202021%20Mtg%20Info%2FEMAC%20zoom%202%2D4%2D2021%2Emp4&parent=%2Fpersonal%2Fhlawson%5Fnea%5Forg%2FDocuments%2FEMAC%2FFeb%202021%20Mtg%20Info&originalPath=aHR0cHM6Ly9uZWFocS1teS5zaGFyZXBvaW50LmNvbS86djovZy9wZXJzb25hbC9obGF3c29uX25lYV9vcmcvRWJkelNRZVh6V1pPclJWLS1uQTRDaTBCbHp3SDQzdmhRbGxaLS1YZW5sVlA1dz9ydGltZT0wc0pJTmpvNTJVZw
https://www.nea.org/resource-library/safe-and-just-schools-partnership-funding#:~:text=The%20Safe%20and%20Just%20Schools,learning%20and%20working%20environments%20for
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seeing in the grants? 
• How were the grants advertised? 

Update/ Report: JBL Demands, BLM@Schools
Provide overview and report on:

• Justice for Black Lives Demands
• BLM@Schools Week of Action

Human Resources
• Hiring practices – What practices would HR 

highlight that could be shared with affiliates?
• Data/metrics – will inquire about the Affirmative 

Action Report 
• Does NEA HR provide HR support to affiliates in 

the DEI space? Does NEA HR offer guidance to 
state affiliates on recruiting staff of color? If so, can 
that guidance be shared with EMAC to be included 
in our report in response to charge 2? 

• Lack of representation of API & AI/AN staff wit-
hin the association – what strategies is HR using to 
increase representation? Are there strategies that can 
be highlighted and shared with affiliates through the 
EMAC report?

• Are there wage gaps based on race and/or gender? 
What strategies is HR employing to close them? 

CAPE Report
• CAPE Annual Report
• How many requests/awards? Locations?
• Who applied? And what did they apply for?
• Who benefits from the CAPE grants? MSIs, HBCUs, 

Tribal Schools – what specific communities benefit 
from the various grants? Who are the grants targeted 
to?

• Concern that there is an underrepresentation of 
Latinx people applying for and receiving CAPE 
grants – does CAPE have some ideas about how to 
improve those outcomes?

• Grants with successful outcomes and practices to 
share?  

• Are there any new initiatives that CAPE is employing 
in the grants process? 

• Is there a role for EMAC in the CAPE Grant process? 
• Can CAPE create a system in which applicants can 

see other applications for guidance, etc? (They do 
something like this in CA)

Upcoming Meetings Information Needs:
• Hearing Reports, July 2020 and January 2021
• Video and written reports from Centers, 

Departments and staff
• Other NEA Policy related to racial equity, inclusion 

and diversity
• CAPE Annual Report
• Great Public Schools Grant Report

FOLLOW UP: 
• Other NEA Policy related to racial equity, inclusion 

and diversity (ATTACHED)
• Follow up with Center for Governance to ensure all 

EMAC members have access to G-University
• EMAC Group on NEA 360: there is a group already 

set up on NEA360- we will begin moving all docu-
ments (historical and current) to the groupsite.

• For us to make sure you have access to the EMAC 
Groupsite on NEA360, you must have a profile. If you 
don’t have a profile please visit: www.mynea360.org

 º This groupsite is not listed, but there are some 
state/local EMACs and MACs also on NEA360. 
There is an opportunity to create another group 
site to engage other EMACs/MACs as well as 
invite them to your groupsite to begin to share 
info, engage, etc. We can help you set it up. 

 º It could also be a way to engage SOGI and WIC 
to collaborate as well.

NEXT MEETING:  
March 14th, 3:00 pm EDT (Note: Clocks spring forward 
on March 14th at 2:00 am)

APPENDIX B – NOTES FROM MARCH 14 
VIRTUAL MEETING

Link to meeting video: https://neahq-my.sharepoint.
com/:v:/g/personal/hlawson_nea_org/EZ8BsIg7tllEutT0
oGnhL6QB2GFwEVSs91INLyXxqwrKKQ?e=HCyQ2G

Charge 1
Review existing Bylaw 3-1(g) state plans for promising, sus-
tainable and measurable strategies and/or practices that sup-
port greater racial equity in inclusion and directly improve 
ethnic minority involvement and participation at all levels 
of the Association to be shared with affiliates as they work to 
improve their plans.

• G University is difficult to navigate. There is a 
wealth of information, but it is not getting out to the 
members. 

• There needs to be an organized follow up, such as 
workshops available to states. 

• There needs to be a focus on the ATA/NEA merger 
and the history of 3-1(g).

• Have each EC member partner with 3 or 4 EMAC 
members when it comes to working on 3-1(g) plans. 
EMAC members should be ccʻd on communications 
with the states who are working on plans. This would 
ensure that more eyes are on the plans and can flag 
and assist with any areas of concern.

• A member from each EMAC caucus should be pre-
sent at the 3-1(g) meeting. This year EMAC was not 
included in the workshops or meetings. 

• NEA EMAC representatives will review the 3-1(g) 
plans of the states with the EC. 

• NEA EMAC in collaboration with Paul Birkmeier 
and the Center for Governance develop a rubric for 
state 3-1(g) plans that include the SMART goals for 
how leadership opportunities are created and com-
municated equitably.  

• Rationale- For far too many years, state affiliates have 
been allowed to turn in the same plan without any 
effort to reach the Bylaw 3-1(g) goal. By developing 
a published rubric and set of exemplars, states will 
make movement towards the goal. Additionally, 
3-1(g) should be used to create systemic change for 
how ethnic minority educators are recruited and sup-
ported in leadership roles. States should not just use 
3-1(g) as a means to get RA delegates, but as a way 
to create systems of support and pathways for ethnic 
minority educators to be empowered members of our 
union.  

• NEA Center for Governance (Paul Birkmeier) create 
a rewards program for states showing improvement 
on their 3.1(g) goal.  For example - include a cash 
prize for raffle for one member from the state making 
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the greatest percentage growth or making announce-
ments at the end of each RA Day for states moving 
towards the goal.

• Rationale- Creating external incentives for states to 
make improvement shows that NEA is committed to 
Bylaw 3.1(g)

• NEA EMAC in collaboration with Paul Birkmeier 
and the Center for Governance develop a best prac-
tices checklist for how to create state affiliate EMACs 
to ensure ethnic minority leaders are involved in the 
planning of and creation of equitable pathways for 
leadership and implementation of 3-1(g) plans. 

 ◊ Rationale--Creating a best practices checklist 
will give guidance on how state affiliates can 
create Ethnic Minority Affairs Committees. The 
importance of having a group of people with 
vested interest in ensuring the 3-1(g) is imple-
mented with fidelity is vital for its success.  

Charge 2 
Identify and compile promising strategies, practices and part-
nerships that can be shared with and leveraged by NEA affil-
iates, members and staff to further advance the Association’s 
racial justice work.

1. NEA needs to review staffing at all levels of the organi-
zation including pay equity to ensure the organization 

is taking steps to correct decades of institutional rac-
ism.  Hiring should be targeted to be proportional to 
the racial percentages of the public school students we 
serve. Currently, 78% of NEA staff are black or white.
• Rationale- NEA cannot be a partner with racial and 

social justice organizations without looking inward 
and correcting institutional racism from within. This 
may mean that NEA needs to be creative with their 
hiring process and do more outreach with partner 
organizations to engage underrepresented commu-
nities to apply. Additionally, NEA needs to evaluate 
how staff are retained, mentored, and provided 
growth opportunities within the organization. 

• 37% Black/African American
• 41% White
• .45% American Indian/Alaska Native
• 10.4% Asian
• 6.5% Hispanic/Latino
• .022% Native Hawaiian/Other PI
• 1.13 Two/More Races
• 2.72 Not specified

Additionally, would like to do the math to break down 
race by classification of position (executive, management, 
etc.) 
1. Identify CAPE staff in each affinity area to reach out 

to partners and share NEA beliefs.  

• Rationale- For NEA API members we have not had 
a representative in the CAPE department for over 
a year.  We had a close relationship with SEARAC 
previously but without a staff community outreach 
person, our partners can take positions in opposition 
to NEA.  For instance, SEARAC has taken a position 
for standardized testing this year.  We believe that 
would not be the case if the API staff person had 
been in place.

2. NEA will assist affiliates in providing release time 
and child care for union meetings and conferences. 
This would include guidance in writing MOUs to 
include child care support for our members beyond 
the RA--this should include Board Meetings and all 
conferences. 

• Rationale - By not providing release time and child 
care we are limiting the participation of women and 
younger members of our association. This means the 

association lacks the diverse voices we need for qua-
lity decision making and limits women with children 
to leadership roles within the organization despite the 
fact that the membership is comprised of a majority 
female population. 

3. NEA, along with partners, will create cultural com-
petencies workshops that are inclusive and available 
for members and NEA staff. 

• Rationale-- For the API community, there is a com-
mon thread of feeling invisible within our members 
and not having representation in conversations about 
race. An Asian Cultural Competency Workshop, for 
example, would highlight the diverse API history in 
America, discuss important issues such as scapegoa-
ting, the model minority myth, the perpetual forei-
gner idea, institutional, structural and internalized 
racism, address anti-black racism within the API 
community, and ensure more API perspectives are 
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included other than East Asian--Native Hawaiian, 
Karen, Hmong, Middle Eastern, etc. This could 
be used as a resource for NEA affiliates, members 
and staff to further advance the Association’s racial 
justice work. For American Indian/Alaska Native 
community, these feeling of invisibility also holds 
true. Additionally, there are many sovereign nations 
within the American Indian/Alaska Native commu-
nity and a AI/AN Cultural Competency Workshop 
would broaden the scope of knowledge and the depth 
to the AI/AN communities’ needs. For the Hispanic 
Caucus, highlighting the diverse communities repre-
sented including Chicano/a, Latino/a/x/e. Also, the 
courses would have a focus on cultural identities and 
indigeneity. 

4. NEA should review and evaluate their Master 
Calendar to ensure there is a clear pathway for 
members to engage in this work.  Clear, transparent 
opportunities need to be provided to create pathways 
to learning and leadership and help ensure mem-
bers know what opportunities exist. Additionally, 
NEA should investigate how they can engage more 
members post-COVID in conferences including 
live streaming, sharing recordings of the meetings, 
or having regional meetings that allow for a hybrid 
of meeting live and live streaming that may be 
less of a fee to attend while maintaining in-person 
conferences.  

5. NEA will have their literature, posters, and informa-
tion in multiple languages. NEA will partner with 
state affiliates to find the languages that are most 
needed.

6. NEA will partner with EMAC to create a robust, 
expansive list of partners and resources that rep-
resent our communities. For example: for the 
API community: https://www.ncapaonline.org/
member-organizations/

Charge 3
Review input from EMAC hearings and identify the broad 
themes that will help inform the implementation of NEA’s 
Strategic Objectives.
1. NEA should renew the Leaders of Color Pathway 

Program for an additional two-year cycle and create 
new cohorts for 2021-22 and 2022-23. 

• Rationale- We need to grow ethnic minority leaders 
throughout the organization.  This pilot was a great 
start but COVID changed the impact of the pro-
gram for this year.  We will not know if the program 
could have increased the numbers of Ethnic Minority 
leaders without continued funding and research. 
Additionally, LOCPP should include measurable 
goals for how they are providing leadership roles for 
LOCPP members. 

2. NEA should hold regional Aspiring Educator confer-
ences especially in areas where they can partner with 
institutions or universities that serve all marginalized 
groups. (such as an MSI).  It would be beneficial if 
there was at least one conference targeting HBCU, 
HSI, TCU and AAPISI.

• Rationale- If we want to bring additional ethnic 
minority educators into the profession, then we need 
to reach out to them while they are still in college. 
These conferences would be open to Aspiring 
Educator members as well as any college student who 
was interested.

*Also…We need to have 2 aspiring educators included 
with the MLT on top of the 4 educators that are sent.
3. NEA should create a list of current EMACs within 

all state affiliates and communicate this in order to 
provide ethnic minority members contact informa-
tion for resources.

4. NEA should hold regional conferences for Educator 
Rising programs to provide high school students 
resources and pathways to becoming educators--and 
partnering with Aspiring Educators to be mentors. 
Follow the model of the state of Illinois’s Ethnic 
Minority Emerging Leadership Training (EMELT) 
that has been active since 2012. It mirrors the 6 
WMLTs that NEA used to have.

Charge 4
Provide input, through the EMAC Co-Chairs, to the 
Conference on Racial and Social Justice Planning Team.

• Make sure the speaker rotation is equitable so 
members see themselves in the sessions and so all our 
issues are brought forward as well.

• Continue utilizing the arts, culture, and connection 
space.

• Session leaders need to:
 º Be aware of our work, organizational systems, 

and groups/caucuses/committees, etc.
 º Have classroom experience if addressing class-

room topics
 º Address caucus specific issues as well as general 

racial/social justice
 º Have equitable representation across all groups.

• Provide networking spaces.
• Provide optional film screenings.
• Provide self-care activities
• Provide opportunities to put ideas into actions.
• June 14, 15, 16-virtual this year.
• Good to have the Conference before the RA

 º Like the Lounge and that it provided hands on 
participation

 º Maybe virtually have breakouts rooms with 
maybe a movie, entertainment (Musician) etc. 
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COMMITTEE MEMBERSCOMMITTEE MEMBERS

Introduction
Due to the enduring coronavirus pandemic, the Human 
and Civil Rights Awards Committee hosted all virtual 
meetings throughout the fiscal-program year to plan for 
the 2021 Human and Civil Rights Awards in accordance 
with their charges. The committee met virtually on 
October 3rd 2020; January 9th, 2021 and on February 
20th 2021. 

At the onset of the year, the committee chair laid out a 
vision for committee affairs and engagement that would 
focus on intentional inclusion of all stakeholders in the 
awards process and that would be anchored in the histori-
cal legacy of the HCR Awards and its impact on our cur-
rent environment.  

Charge 1 
Review the criteria, process and forms for nomination of 
candidates for all Human and Civil Rights Awards, and 
make changes as needed.  Review the nomination submissions 
and recommend to the Executive Committee recipients for the 
2021 Human and Civil Rights Awards.

Prior to their fall meeting (October 3rd), the commit-
tee was asked to review the HCR Awards informational 
brochure, awards category criteria, and nomination form 
for recommended changes and edits. Committee members 
reviewed all materials and shared only minor edits to the 
nomination forms and criteria language. During the meet-
ing, once Ambassador assignments and roles were deter-
mined across the award categories, Award Ambassadors 
were asked to review and become acquainted with their 
awards criteria for nomination solicitation. 

The committee engaged in immersive conversation 
around generating nominations for the 2021 HCR Awards 
in a virtual environment and beyond. Some of those 

ideas included: Creating a video of the HCR Awards 
Committee and include living iconic figures of the NEA/
ATA Merger; sending the NEA –ATA merger video in a 
series to be shared with stat presidents and state execu-
tives to educate NEA members on the NEA-ATA history; 
having HCR Awards Ambassadors present at the NEA 
state presidents meeting; bringing ATA elders together 
at the HCR Awards to create a video highlighting the 
importance of the Awards and its origins; creating a video 
presentation of the Awards categories themselves and their 
criteria; requesting that the NEA Executive Committee 
members share information to each cluster of state presi-
dents that they work with; and other ideas. The commit-
tee and staff look forward to continuing to implement 
these ideas in plans going forward.  

Aligned with these recommendations, committee mem-
bers Serena Kotch and Marcia Mackey presented at the 
October 2020 NEA state presidents meeting on the HCR 
Awards nomination process and specifically emphasized 
the Rosena J. Willis (State Affiliate) Award for consid-
eration to that group. Finally, and also aligned with the 
committee’s recommendations for promotion of the 
Awards, HCR staff Alexandria Richardson brought greet-
ings to the Women’s Issues Committee November 2020 
meeting to uplift the Mary Hatwood Futrell Award. 

During their January meeting, members of the committee 
were briefed on the process of accessing, reading, scoring, 
and selecting Human and Civil Rights Award nominees 
for the NEA Executive Committee’s consideration and 
approval. They were instructed on the use of the newly 
revamped EdCommunities site where all nominations and 
nomination materials were uploaded for 24/7 access and 
organized into folders. During the meeting, committee 
members were able to view and access the EdCommunities 
site and all nomination materials. 

Human and Civil Rights Awards

Jennifer Scurlock, Chair
Eugene, OR

Reed Bretz 
Grand Rapids, MI

Terry Burlingame
Gilmanton Iron Works, NH

Rudolph Burruss 
State College, PA

Michael Harman 
Salt Lake City, UT

Tracy Hartman-Bradley 
LaVista, NE

Serena Kotch 
Clarence Center, NY

Robbie Kreitz 
Dublin, CA

Anita Lang 
APO, FEA

Ruth Luevand 
San Dimas, CA

Marcia Mackey
Rosebush, MI

Gladys Marquez 
Frankfort, IL

Ronald Martin 
Madison, WI

Cecily Myart- Cruz 
Inglewood, CA

Lindsay Peifer
St. Paul, MN

Robert Rodriguez
Riverside, CA

Sobia Sheikh
Lynnwood, WA

Angela Stewart 
Columbus, OH

Ken Tang
Temple City, CA

Marilyn Warner 
Clearwater, FL

Staff Liaisons:
Harry Lawson 
Alexandria Richardson 
Shannon Nephew
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During and before their meeting on February 20th, the 
committee reviewed 27 applications for the 2021 NEA 
Human and Civil Rights Awards, deliberated over them, 
and chose 11 recipients to be recommended to the NEA 
Executive Committee as Award winners, including one 
recipient for the NEA President’s Award. 

Review the criteria, process and forms for nomination of 
candidates for all Human and Civil Rights Awards, and 
make changes as needed.  Review the nomination submis-
sions and recommend to the Executive Committee recipi-
ents for the 2021 Human and Civil Rights Awards.

The NEA Executive Committee approved the 11 recom-
mendations submitted by the committee for the 2021 
Human and Civil Rights Awards.  Names of this year’s 
award winners will be available for view on a dedicated 
public website that will host the virtual Human and Civil 
Rights Awards ceremony and winner profiles will also be 
viewable on www.nea.org/hcrawards.

Charge 2 
Assist in the planning and execution of the Human and Civil 
Rights Awards Ceremony. 

Acknowledging the current times and the overlapping 
challenges of a public health pandemic, reemerging racial 
justice movement, and economic recession, the committee, 
under the direction of the chair, analyzed the historical 
significance of the HCR Awards program throughout the 
Civil Rights Movement and other moments of structural 
change/difficulty within the Association. Prior to their 
October 3rd meeting, committee members were given a 
homework assignment to watch the NEA-ATA merger 
video “Honoring Our Legacy of Inclusion” and during 
the meeting discussed parallels between the origins of 
the HCR Awards in the American Teachers Association 
(ATA), and how the legacy of the program impacts and 
advances our current organizational and social environ-
ment. In relation to the video, the committee also dis-
cussed how the Awards advances strategic organizational 
objectives towards workers’ rights, human and civil rights, 
and racial and social justice. This pre-work assignment 
and discussion set the framework and provided context for 
later planning for the 2021 HCR Awards.  

During its February meeting, the committee selected the 
theme for the 2021 NEA HCR Awards: “Out of struggle, 
comes progress: Grounded in our history; igniting our 
future” and organized small planning groups to engage 
one another around core elements of the upcoming virtual 
ceremony. Under the veil of a virtual environment, the 
committee planning groups discussed and proposed plans 
for: 1) the Awardee experience and Awardee engagement; 
2) key outreach and invitations; 3) past awardee engage-
ment (Charge 3) and 4) virtual ceremony event details 
and NEA member engagement. Guided by the chosen 
2021 theme, the committee held a discussion about what 
were to be the key takeaways from the virtual ceremony 
this year and how they wanted both the awardees and 
invited guests to feel after the virtual ceremony experience. 

The committee is driven and dedicated to making even 
the virtual experience one to remember and deeply 
impacted for all those who attend.  

The committee plans to host a Meet & Greet with 
Awardees prior to the virtual ceremony. The 2021 virtual 
Human and Civil Rights Awards is scheduled to be held 
on the evening of June 29th 2021. 

In their October meeting, the committee deliberated and 
discussed their planning and contributions toward the first 
virtual awards ceremony in July 2020. The committee 
reflected on that experience as a basis for planning ahead, 
should there have been a need to host a virtual 2021 cer-
emony (at the time of their October 2020 meeting this 
was uncertain). 

In April, the committee met to discuss possible rotation 
of awards and sent a memo to the NEA president with 
recommendations. 

Charge 4 
Make recommendations for collaboration with HCR award 
winners to advance outreach to communities and partners in 
support of NEA’s Strategic Objective within that year. 

During their fall meeting (October), the committee 
received remarks from Rocio Inclan, Senior Director of 
the NEA Center for Social Justice and Strategic Objective 
lead for Advancing Racial Justice in Education. Her pre-
sentation focused on the impact of the committee’s work 
in advancing racial and social justice throughout the 
organization by demonstrating some of the intentional 
collaboration between award winners and NEA program, 
as well as intentional touchpoints and impacts the com-
mittee’s work has had towards advancing racial and social 
justice broadly. Rocio brought greetings and presented 
to the committee on how past HCR Award winners are 
being strategically connected to and helping to advance 
our racial and social justice programmatic work through-
out the organization. Throughout her presentation, Rocio 
provided examples of how and where HCR Award winners 
have been called upon as subject matter experts and/or key 
voices in racial and social justice and remain connected to 
the organization. From the Center for Social Justice Racial 
and Social Justice Virtual Series (April – July 2020) to the 
NEA Board Observances (Sept 2020), HCR Awards win-
ners have been called upon by the organization as well as 
with our human and civil rights partners to advance the 
Strategic Priorities and Objectives of the Association. In 
the broader context, the committee highlighted that previ-
ous award winners Stacey Abrams (GA) and Voces de la 
Frontera (WI- Milwaukee) were engaged and influential 
around the 2020 elections and issuing a democratic win. 

NEA staff continue to refer back to and work on imple-
menting the previous suggestions of the committee to 
incorporate previous award winners into NEA program; 
including inviting recipients back to NEA events, meet-
ings, observances and priority work.

https://www.nea.org/professional-excellence/conferences-events/human-civil-rights-awards-program
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COMMITTEE MEMBERS

Legislation

Shannon McCann, Chair
Seattle, WA

Nick Archuleta 
Bismarck, ND

Amy Biancheri 
Batavia, IL

Kevin Deely 
Easton, PA

Rachella Dravis 
Denmark, IA

Theresa Dudley 
Hyattsville, MD

William Farmer 
Chicago, IL
 

Rebecca Gamboa 
Naperville, IL

Mike Glabere 
Milwaukee, WI

Ryan Hoyt 
Waltham, MA

Deb McCarthy 
Hull, MA

Jo McKim 
Louisville, KY

Shawna Mott-Wright 
Tulsa, OK

Ami Prichard 
Littleton, CO

Andy Slaughter
St. Charles, MO
 
Tammy Smith 
Fairbanks, AK

Glen Southergill 
Butte, MT

Christopher Stevens 
Tupelo, MS

Stephanie Towles 
Reading, PA

Staff Liaisons: 
Marc Egan 
Kimberly  Johnson 
Trinca Joye Mercer Barksdale

Introduction

Charge 1

Review the NEA Legislative Program and gather feedback 
from NEA members and leaders. Provide recommended 
modifications to the NEA Legislative Program to the 
Board of Directors and present for approval to the annual 
Representative Assembly.

Committee discussion:
See Charge 4.

Charge 2

Conduct an open hearing to review the proposed NEA 
Legislative Program and discuss relevant legislative issues 
with delegates. Work with staff to review legislative 
amendment submissions and determine the Committee’s 
recommendation for each submitted amendment. 

Action on the Legislative Program was postponed in 2020. 
However, in a virtual information session on July 7, 2020 
that included more than one thousand delegates to the 
2020 RA, the Legislative Committee gave an overview 
of the committee’s responsibilities and the Legislative 
Program, emphasizing that the program remains in force 
and is vital to NEA’s advocacy for students, members, 
and public education. The committee also explained the 
process of amending the Legislative Program and how to 
submit proposed amendments online.

 During the hearing, the committee discussed how the 
pandemic underscored the huge inequities in educational 
opportunity that have always existed, and how NEA’s 
mission in Congress was not only to lobby for legisla-
tion to address the pandemic, but to advocate for a “new 

beginning” post-pandemic that would provide all students 
with access to a high-quality education.  The committee 
also discussed the brutal police murders of George Floyd 
and Breonna Taylor. NEA’s officers asked that the com-
mittee review existing language in the Legislative Program 
on policing in Black, Brown, and Indigenous communities 
and propose language to address this issue in tandem with 
the document NEA Demands: Justice for Black Lives. 

Delegates’ questions focused mostly on legislation regard-
ing policing, such as the George Floyd Justice in Policing 
Act, COVID-related legislation, and safe reopening of 
schools in light of the pandemic. There were also ques-
tions about NEA’s efforts to counter voter suppression, 
loan forgiveness for educators, and how, in general, NEA 
members would be involved in lobbying members of 
Congress during the pandemic. 

The Pre-Summit webinar on March 3, 2021 offered the 
Legislative Committee a similar opportunity to inter-
act with and hear from NEA members and explain the 
process for proposing legislative amendments online. 
Following the webinar, three proposed amendments were 
submitted online:

• NEA supports using the Consumer Price Index 
(CPI) to determine the Social Security Cost of Living 
Increase.

• NEA supports programs to prioritize American his-
tory, civics, and government education in our nation’s 
schools, preserving the health of our constitutional 
democracy.

• NEA supports reintroducing the Native American 
Voting Rights Act of 2019, allowing anyone living on 
Native Lands and eligible to vote to both register to 
vote and to have full voting rights in all elections, and 
removing barriers and improving access to voting.
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Charge 3
Review the NEA Legislative Program for items to recommend 
for inclusion in affiliate legislative programs and advocacy 
efforts at the state and local level and develop a process for dis-
semination to affi iates. 

The committee did not focus on Charge 3 in 2020-21. 
However, if delegates to the RA approve proposed amend-
ments to reflect NEA’s Justice for Black Lives demands, 
there are likely to be opportunities to work with affiliates, 
where there is interest, to include similar language in affil-
iate legislative programs and state and local efforts. 

Charge 4
Review and make recommendations for language in the NEA 
Justice for Black Lives document.

During the July 7, 2020 virtual information session and 
pre-Summit webinar on March 3, 2021, the Legislative 
Committee explained that it had been asked by NEA’s 
officers to review existing language in the Legislative 
Program on policing in Black, Brown, and Indigenous 
communities and to propose language to address this 
issue. 

Beginning in September 2020, the committee met five 
times to discuss Justice for Black Lives (JBL) and possible 
amendments. The committee wrestled with questions 
such as: What is the history of law enforcement’s presence 
in schools, and is there an “appropriate” presence? Should 
this presence be determined at the federal, state, or local 
level? How are students helped or harmed by the presence 
of police? What is the role of SROs, and how do they 
differ—in terms of scope of duties and training—from 
police in schools? How, in general, is law enforcement of 
any kind utilized in schools? What are the data on how 
Black, Brown, and Indigenous students are treated by 
law enforcement, as compared to White students? These 
discussions were greatly informed by the NEA Center for 
Social Justice and Officer of General Counsel, as well as the 
Advancement Project. 

Committee members expressed a wide range of views on 
JBL and how to include it in the Legislative Program, 
reflecting their broad diversity; some members teach and 
live in urban areas, while others are in more rural and 
sparsely populated areas. There are regional, ethnic, and 
racial differences as well. Most committee members are 
in K-12 settings, but some are on college campuses, where 
police are often experienced differently than they are in 
K-12 schools. This diversity presented a challenge and an 
opportunity for the committee: to acknowledge, discuss, 
and respect the divides that reflect where our own mem-
bership is on JBL; to bridge those divides where possible; 
and to create language that advanced NEA’s social justice 
aims that also unified committee members and was not so 
prescriptive that minimized the importance of local voice. 

On February 12, 2021, Committee Chair Shannon 
McCann presented the committee’s recommendations to 
the NEA Board of Directors. Feedback during the entirety 
of the Board meeting led to the committee’s “listening 
session” the following week to hear additional voices on 
JBL. One outcome of this session was general agreement 
that JBL language should also be reflected in NEA Policy 
Statements and Resolutions. 

Charge 5
Reassess and continue to execute a plan to increase participa-
tion in Capitol Hill lobbying and back-home lobbying visits 
by NEA Board Directors. 

The committee piloted a phone app designed for NEA 
Board members in February 2020 to compile and sub-
mit information from Lobby Day visits on Capitol Hill. 
During this “soft” roll-out, only Legislative Committee 
members used the app in order to isolate any potential 
problems. Feedback to the designer led to some changes 
to improve the experience of Board members in using the 
app, including the creation of a confirmation message after 
they have filed feedback from Hill visits. The designer is 
also creating a brief training video in preparation for a 
broader roll-out when we return to in-person Lobby Days. 

https://advancementproject.org
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ADDENDUM TO LEGISLATIVE COMMITTEE 
REPORT

ACLU Cops and No Counselors (2019)
• 1.7 million students are in schools with police but no 

counselors. 
• 3 million students are in schools with police but no 

nurses. 
• 6 million students are in schools with police but no 

school psychologists. 
• 10 million students are in schools with police but no 

social workers.
• 4 million students are in schools with police but no 

counselor, nurse, psychologist, or social worker. 

The Advancement Project’s We Came To Learn: A Call to 
Action For Police-Free Schools (2018)

• Catalogue of assaults on students by law enforcement 
at school 

• Powerful timeline of police in schools and case stu-
dies pushing back against police presence

• In 2010, Chicago spent $50million on school-based 
security guards, in addition to police

• BIPOC students and LGBTQIA+ students dispro-
portionately impacted 

US Department of Education Office for Civil Rights: 
A First Look: Key Data Highlights on Equity and 
Opportunity Gaps in Our Nation’s Public Schools”  
2013-2014 Civil Rights Data Collection (published June, 
2016)

• 24% of elementary schools and 42% of high schools 
have sworn law enforcement officers

• 51% of high schools with high Black and Latino stu-
dent enrollment have sworn law enforcement officers

• Black students are 3 times more likely to attend a 
school with more security staff than mental health 
personnel 

• Students who are in justice facilities receive less ins-
truction than their peers

The Sentencing Project: The Facts about Dangers of 
Added Police in Schools

• Longitudinal research show placing armed police in 
schools actually increases physical dangers to youth

• Students who attend schools with on-site law 

enforcement are in greater danger of unnecessary 
involvement in the juvenile justice system through 
the criminalization of behaviors traditionally resolved 
through standard school discipline policies 

Prison Policy Initiative: Visualizing the racial disparities 
in mass incarceration (2020)

• USA incarcerates more people than any other nation
• Black youth arrested far out of proportion of all 

youth  
• Racial inequality evident in every stage of the crimi-

nal justice system 
• Key statistics in visual representation of racial dispari-

ties for youth and adults
• Also  “Following the Money of Mass Incarceration” 

to see who benefits and who pays

Handcuffs on Success: The Extreme School Discipline 
Crisis in Mississippi (2013)

• Documents children’s adolescent, non-violent beha-
vior being criminalized

• Most common reason children were arrested was 
“disorderly conduct”

Number of People Shot to death from 2017-2020, by race 
(released August 2020)

• On average, over 3 people are shot and killed per day 
in the United States (1004 in 2019)

• The rate of Black people killed by police is higher 
than any ethnicity 

The Sentencing Project’s Fact Sheet: Trends in US 
Corrections (2020)

• $60.9 Billion dollars spent on corrections
• 2.2 million people currently in the nations prisons 

and jails (500% increase since 1960)
• 6.6 million people in jail/prison, parole or probation 

(3.7 million)
• More than 60% pf people in prison are people of 

color
• For Black men in their thirties, approx. 1 in 12 is in 

prison or jail on any given day
• Youth who enter the system are more likely to be 

people of color and subjected to harsher terms of 
punishment

https://www.aclu.org/sites/default/files/field_document/030419-acluschooldisciplinereport.pdf
https://advancementproject.org/wecametolearn/
https://www2.ed.gov/about/offices/list/ocr/docs/2013-14-first-look.pdf
http://www.njjn.org/uploads/digital-library/The-Facts-About-Dangers-of-Added-Police-in-Schools_The-Sentencing-Project.pdf
https://www.prisonpolicy.org/blog/2020/07/27/disparities/
https://www.prisonpolicy.org/reports/money.html
http://www.njjn.org/uploads/digital-library/Handcuffs-on-Success_Advancement-Project_ACLU_NAACP_Jan2013.pdf
https://www.statista.com/statistics/585152/people-shot-to-death-by-us-police-by-race/
https://www.sentencingproject.org/publications/trends-in-u-s-corrections/
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COMMITTEE MEMBERS

Local President Release Time 

Hilda Kendrick-Appiah, Chair
Jeffersonville, IN

Dirk Andrews 
Casper, WY

Robert Becker 
La Palma, CA

Scott Ellingson 
Hudson, WI

Jon Fieldbrandt
Warren, MI

Gina Harris 
Oak Park, IL

Lisa Jennings
Sioux Falls, SD

Robert LaMorte 
Hasbrouch Heights, NJ
 
Charles Larson 
Portland, OR

Dwayne Marshall 
Columbus, OH

Thomas McMahon 
Mahopac, NY

Pete Moran
Easton, PA

Turquoise Parker
Durham, NC

Betsy Preval 
Medford, MA

Kim Richards 
Novelty, OH

Karen Ridley 
Anaheim, CA
 
Robert Rodriguez 
Riverside, CA

Barb Schram 
Lansing, MI

Julius Thomas 
Valley Village, CA

Staff Liaisons:
Mark J. Simons
May Montgomery-Robinson
Linda Manny 

Charges

1. Select recipients of Local President Release Time 
Program (LPRTP) grants, monitor progress of proj-
ects, and review evaluations of selected locals. 

2. Review and make recommendations as needed 
related to the LPRTP guidelines and budget. 

3. Review and report on the LPRTP’s annual train-
ing to ensure that the training aligns with NEA’s 
Leadership Competencies, addresses Racial and 
Social Justice and provides recipients with the tools 
necessary to accomplish program objectives and 
advance a culture of organizing within the local.

4. Review the 2019-20 survey results on release time 
and make recommendations on implementation of 
best practices identified.

Charge 1
Select recipients of Local President Release Time Program 
(LPRTP) grants, monitor progress of projects, and review 
evaluations of selected locals. 

Committee discussion:
The committee did not focus on Charge 3 in 2020-21. 
However, if delegates to the RA approve proposed amend-
ments to reflect NEA’s Justice for Black Lives demands, 
there are likely to be opportunities to work with affiliates, 
where there is interest, to include similar language in affil-
iate legislative programs and state and local efforts. 

Zone 1:
Calvert Association of Educational Support, MD 
($25,000)
Vineland Education Association, NJ ($25,000)
Avon Education Association, CT ($12,500)

Zone 2:
Little Rock Education Association, AR ($25,000)

Zone 3:
Winona Education Association, MN ($12,500)
Hamilton Southeastern Education Association, IN 
($25,000)

Zone 4:
Kent Association of Paraeducators, WA ($12,500)
Bellingham Association of School Employees, WA 
($12,500)
California Virtual Educators United, CA ($12,500)

Charge 2
Review and make recommendations as needed related to 
the LPRTP guidelines and budget. 

Committee Discussion:
The committee discussed changes to the grant applica-
tion. The committee recommends changes to provide 
better clarity on membership potential retention and 
engagement.  The committee made the following 
recommendation: 

• The committee would like to make adjustments to 
the membership question in the grant application and 
will discuss at a future meeting. 

• The committee would like to continue all of the 
grant recipients for another term in funding. 

Charge 3
Review and report on the LPRTP’s annual training to 
ensure that the training aligns with NEA’s Leadership 
Competencies, addresses Racial and Social Justice and 
provides recipients with the tools necessary to accomplish 
program objectives and advance a culture of organizing 
within the local.

Committee Discussion:
A subcommittee met to review past training goals and 
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objectives and offer suggestions for 2020-21.  Individual 
conversations we held with first year grant recipients both 
presidents and staff.  Six 2 hour virtual sessions were held:

October – Community Building
November – Leadership Competencies
January – Organizing
February – Racial and Social Justice
March – Leadership Competencies
April – NEA resources, facilitation skills, and celebration
Second and third year grantees were invited to sessions 
held in 2021.

Charge 4
Review the 2019-20 survey results on release time and 
make recommendations on implementation of best practices 
identified.

Committee Discussion:
The Committee reviewed the survey results (which are 
attached to this document), and agrees with the recom-
mendations from the survey.  
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Local leader - no release time 

Local leader - PT release

Local leader - FT release

State leader - FT release

I am not an association leader

State leader - no release time

State leader - PT release

NBI 160: Release Time Survey 
Report

36%

25%

22%

5%

2%

1%

1%

At the 2019 Representative Assembly delegates referred 
NBI 160 to the NEA Executive Committee which 
approved the following implementation language - 
“Using existing staff and resources, the NEA will con-
duct a survey of state affiliate presidents to determine 
the leave and benefit status of their local and state full-
time release presidents. The results of this survey will 
be shared with state presidents and NEA Directors.”

NEA prepared a survey that was sent via email to state 
affiliate presidents and all local affiliates with more than 
200 members for whom we have an up-to-date email 
address. The survey was also sent to State Executive 
Directors and UniServ Managers to ask for their assistance 
in distributing to locals with release time presidents. Data 
was collected from February 17 through March 4, 2020. 
A total of 2,774 emails were sent, with a 10% completion 
rate goal (>300). The goal was exceeded with 784 anony-
mous complete responses - a 28 percent response rate.

Responses were received from 50 state affiliates. The states 
most represented in the responses were: California (14%), 
New Jersey (9%), Illinois (7%), Pennsylvania (7%), 
Washington (6%), and Massachusetts (6%).
Nearly three-quarters (72%) of respondents were 
Caucasian or white, 5 percent were black or African 
American, 5 percent were of Hispanic, Latino/a, or 
Spanish origin, 3 percent were American Indian or Alaska 
Native, 1 percent were Asian or Asian American, 1 percent 
were Native Hawaiian or Other Pacific Islander, and 1 
percent were some other race, ethnicity, or origin.
Over half (60%) of respondents were female, and 39 per-
cent were male. Respondents include both local and state 
release time presidents:

Over half (60%) of respondents were female, and 39 
percent were male. 

Respondents include both local and state release time 
presidents:
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KEY FINDINGS
1. Nine percent (9%) report that their state legislature has reduced or eliminated the percentage of release time for union 

officers, while ten percent (10%) reported changes in benefits.

My STATE LEGISLATURE has not changed 
the percentage of release time for union/

Association officers

My STATE LEGISLATURE has made changes 
to the benefits offered for union/Association 

officers on FT or PT release

My STATE LEGISLATURE has reduced 
the percentage of release time for union/

Association officers

My STATE LEGISLATURE has eliminated 
the percentage of release time for union/

Association officers

My STATE LEGISLATURE has increased 
the percentage of release time for union/

Association officers

Don’t know/unsure         Disagree       Agree

2. Ten percent (10%) of respondents agree that their school district has reduced the percentage of release time for union 
offi ers.

My SCHOOL DISTRICT has not changed 
the percentage of release time for union/

Association officers

My SCHOOL DISTRICT has made changes 
to the benefits offered for union/Association 

officers on FT or PT release

My SCHOOL DISTRICT has increased 
the percentage of release time for union/

Association officers

My SCHOOL DISTRICT has reduced the 
percentage of release time for union/

Association officers

My SCHOOL DISTRICT has eliminated 
the percentage of release time for union/

Association officers

Don’t know/unsure         Disagree       Agree
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3. The majority (88%) of respondents continue to 
accrue experience for placement on the salary sched-
ule while working in their current position.

4. The majority (93%) of respondents continue to 
accrue seniority at the same rate while working in 
their current position.

5. A majority of respondents reported that there was no 
change to their health insurance (94%), hospitaliza-
tion benefits (94%), dental benefits (93%), pen-
sion plan (91%), pension service credit (91%), life 
insurance (91%), short-term disability (87%), and 
long-term disability (87%) when they assumed their 
current position.

6. Respondents reported a wide range of release time 
program designs; in terms of benefits, seniority, 
movement on the salary schedule, and who pays for 
what (the local or the employer).

NEA Recommendations to Support Union 
Release Time

Based on the review of the survey results and comments; 
it appears that while most release time arrangements con-
tinue undisturbed, there are situations where our oppo-
nents are pushing back to limit or eliminate such arrange-
ments. It is also clear that many affiliates would currently 
be unable to maintain release time officers were they to 
face a sudden loss of employer funded support. Therefore, 
NEA recommends:

6. That the NEA Local Presidents Release Time 
Program Committee reflect on the existing NEA 
release time grant program and review criteria for eli-
gibility to ensure local affiliates have a sustainability 
plan that is not vulnerable to political attacks,

7. That the NEA Local Presidents Release Time 
Program Committee consider requiring that partici-
pants in the release time program write and imple-
ment 12-month membership growth plans in order to 
support sustainability of the program, and

8. That the NEA Center for Organizing review existing 
curriculum for its local presidents training to address 
sustainability planning for release time programs.

State Affiliate Recommendations to Support 
Union Release Time

In order to continue to support release time capacity at 
the state and local level, NEA recommends the following 
best practices to state affiliates:

Internal Data Management & Research
a. Maintain database of locals with current release time 

and benefits
b. Track opposition efforts to erode benefits, monitor 

trends to anticipate legislative/legal attacks
c. Assess pros and cons of all release time models for 

affiliates
d. Identify positive and negative practices around release 

time to anticipate additional changes
e. Understand IRS and retirement contributions to 

ensure continuity of benefits

f. Put guidance out on reimbursed association days and 
leave

State Legislative Opportunities
g. Where possible, define categories of allowable costs 

paid for by the employer
h. Oppose taxpayer “gift of release time” bills and other 

anti-union efforts
i. Partner with other public employee unions
j. Seek equity with school board and administration 

benefits for release time officers
k. Ensure that release time for all membership catego-

ries is possible

Release Time Officer Education Programs
l. Offer workshops on understanding contract/policy 

compliance requirements and vulnerabilities
m. Recommend best practices on how track and report 

release time
n. Assist locals in preparing to negotiate for release time 

within the scope of the law

“NEA grant started our release time and was very 
helpful. We now accumulate enough dues to pay for 
the president’s part-time release.” 

“Without release time, it becomes difficult to do the 
things that cause membership to stay active, much 
less increase.”

“We assumed costs 20 years ago. If my successor is 
lower on the scale/on spouse benefits, we can main-
tain release. A candidate with my salary/ benefits is 
questionable without a dues increase. Note: our local 
has about 80% membership, we have never been a 
fair-share local.” 

 “Release time is necessary to help maintain member-
ship needs! Being available to answer questions and 
help staff through concerns has actually saved our 
District money and issues.” 

“Our local association cannot afford release time. We 
had a part-time grant from NEA a few years back. 
Our local would have to up membership considerably 
to cover the cost or funding would have to come from 
NEA or the state.” 
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Internal Data Management & Research
a. Maintain database of locals with current release time 

and benefits
b. Track opposition efforts to erode benefits, monitor 

trends to anticipate legislative/legal attacks
c. Assess pros and cons of all release time models for 

affiliates
d. Identify positive and negative practices around release 

time to anticipate additional changes
e. Understand IRS and retirement contributions to 

ensure continuity of benefits
f. Put guidance out on reimbursed association days and 

leave

State Legislative Opportunities
g. Where possible, define categories of allowable costs 

paid for by the employer
h. Oppose taxpayer “gift of release time” bills and other 

anti-union efforts
i. Partner with other public employee unions
j. Seek equity with school board and administration 

benefits for release time officers
k. Ensure that release time for all membership catego-

ries is possible

Release Time Officer Education Programs
l. Offer workshops on understanding contract/policy 

compliance requirements and vulnerabilities
m. Recommend best practices on how track and report 

release time
n. Assist locals in preparing to negotiate for release time 

within the scope of the law

Bargaining Best Practices 
o. Bargain release time from employment duties on a 

full-, part-time or occasional basis for leaders (Such 
as local presidents, bargaining team members, and 
building reps to negotiate and enforce the CBA and 
perform other labor-management and Association 
functions)

p. Agreements should, to the fullest extent allowed, 
provide release time without loss of pay, benefits, or 
seniority

q. Assess whether the affiliate is better off fully reim-
bursing the employer for total compensation costs, 
or negotiating for those costs to be covered by the 
employer

r. Strong language can either establish leave for des-
ignated local officers or a Union Leave Bank with 

which the union can provide release time for any 
building rep or active member on an as-needed basis

s. Bargain existing release time MOUs/MOAs into the 
CBA

t. Grieve districts who are out of compliance with bar-
gained release time agreements

u. If affiliate has long term release time goals, start 
with negotiating defined amounts of time for union 
business

v. Anticipate districts trying to change practices around 
release time that have not been negotiated when there 
is a change of officers

w. Advocate for equity in release time with ESP leaders 
as with certifi d leaders

x. Define as many details on release time processes in 
the contract as needed

Member Organizing & Empowerment
y. Write and implement a membership organizing plan 

to grow and maintain membership numbers
z. Internal communications on the value of having a 

full-time release officer working for educators
aa. Organize a strong and engaged membership in order 

to win/increase release time
ab. Where release time is reimbursed by the local to the 

district, ensure members know the officers are inde-
pendent and working for them

“Advocacy/support have been a major part of our 
responsibilities. Membership would dramatically 
increase if more associations had a full or partial 
release president.” 

“As members have decreased so has the percentage of 
my release time. Benefits have changed. The district 
no longer pays for full family benefits because they 
‘can’t afford it.’” 

 “I went from 50% to 40% release because the cost 
to our membership is too expensive. Our local has to 
pay the actual % of release time costs.” 
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COMMITTEE MEMBERS

Membership Organizing

The Committee on Membership Organizing submits the 
following report and recommendations pursuant to our 
charges: 

Charge 1
Review the current policies and practices to track potential 
members across the NEA and its affiliates.

• Identify model policies and best practices, develop 
a policy to submit these lists during the annual 
membership roll reconciliation, and move a standard 
national prospect policy. 

• Review the current policies on the submission of local 
dues annually to NEA during the membership role 
reconciliation policy. Recommend internal systems 
and procedures that can expedite this submission. 

Charge 2: 
Review the current policies to track local leaders across the 
NEA enterprise. Identify opportunities to track local presi-
dents, worksite leaders, activists, building reps, etc. and build 
systems to ensure NEA’s ability to successfully communicate 
with local leaders. 

In developing recommendations, the committee consid-
ered the following guiding principles:

• Imagine a union where member organizing and 
mobilization is easier, recruitment is quick and 
seamless, and retention is automated into existing 
systems. Imagine an NEA in which:

 º State affiliates can quickly move onto a secure 
Join Now link.

 º Signing up new members is easier and can be 
done on a mobile device.

 º After joining any webinar, a potential member’s 
name and contact information is

 º automatically sent to the local leadership for fol-
low-up recruitment.

 º Any member who contacts the state affiliate to 
drop their membership gets a “save” 1:1

 º conversation from their local president.
 º In times of crisis, every local member or poten-

tial member can be mobilized in minutes
 º to protect our public schools and our students’ 

futures.
• Creating, strengthening, and maintaining member 

and potential member lists is critical to maintaining 
our strength; especially in a virtual environment.

• Moving state affiliates and individual locals onto the 
NEA360 system is paramount.

• There is a financial cost to inaccurate members and 
potential members lists to local/state associations:

 º Not having accurate and up to date lists of 
members and potential members has a negative 
financial impact on NEA and our affiliates. 
For example, unreconciled membership rosters 
can lead to inaccurate dues assessments and not 
having accurate potential member lists translates 
to lost dues.

The committee believes the ideas and recommenda-
tions addressed in this report are areas of focus needed 
to strengthen and grow the association. The committee 
recognizes that state and local affiliates have unique con-
ditions and that affiliates will need to account for local/
state conditions.

Proposed Model List Acquisition Process:

The committee heard from two state affiliates, ISEA 
and MTA, who have developed robust list acquisition 

Nick Sirek, Chair
Eau Claire, WI

Mike Beranek
Des Moines, IA

Sarah Borgman 
Wakarusa, IN

Adrienne Bowden
Pickerington, OH

Eric Brown 
Chicago, IL

James Frazier 
Union, NJ

Katy Gale
Stanford, CT

Amber Gould
Glendale, AZ

Dan Greenberg
 Sylvania, OH

Paula Herbart
Lansing, MI

Peggy Hoy 
Twin Falls, ID

Julia Hyndman 
Fort Wayne, IN

Tom Klaameyer 
Juneau, AK

Dana Livermont
Sioux Falls, SD

Mollie Mumau
Erie, PA

Mary Parr Sanchez
Santa Fe, NM

Saul Ramos 
Worcester, MA

Erika Strauss Chavarria 
Columbia, MD

Joe Thomas
Phoenix, AZ

Alexandria Toay
Elmhurst, IL

Randall Woodard
Springfield, TN

Staff Liaisons:
Nathan Allen
Matthew Bennet
Peter Witzler
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programs. These presentations led to deeper discus-
sion among committee members to create a “Model List 
Acquisition” process that could be implemented by State 
Associations.

• Locals acquire bargaining unit lists by all means
necessary and available to them.

• Support from state with template letters, file format
etc.

• Support from state to compel compliance with infor-
mation requests where applicable (example: as exclu-
sive agent, enforce contract provisions, etc.)

• Locals have responsibility to cross check for
members and potential members from their current
membership list.

• Lists are aggregated at the state level for processing
into NEA data systems.

• State staff responsibility for tracking locals who have
sent in lists and following up to ensure all locals
submit.

• Records with matching criteria for potential member
category are processed with IMS Bulk- Uploader and
assigned PM-1 or PM-2 or PM-0 as SEA and NEA
membership class.

• Records not matching criteria for potential members
are run through NEA systems and processes
(direct match and distance match based on work
location) to augment list with enough Personally
Identifiable Information (PII) to meet Potential
Member Category and then processed with IMS
Bulk-Uploader.

• All potential Members are made available for local
leaders and staff through NEA Data Systems to sup-
port their Membership Growth Strategies and track
engagement data within NEA Data Systems.

• Remaining records without enough PII to meet
Potential Member threshold are categorized as Leads.

• Leads are worked through field and digital engage-
ment strategies to augment information to meet the
requirements for Potential Members.

Suggested Best Practices for Affiliates:
• Local/state affiliates should prioritize contract lan-

guage that allows local leadership to  have access to
new hires, potential members, and corresponding
contact information.

• State and local affiliates should assess their list-ac-
quisition process and protocols using  NEA’s List
Acquisition Program Assessment Form. Further,
upon analysis the committee suggests that local/state
affiliates update list-acquisition process and protocols
to reflect best practices.

• State affiliates should provide NEA360 access to local
leaders to build and strengthen organizing efforts
and provide access to actionable data on potential
members to support recruitment and engagement
efforts at the local and worksite level. Additionally,
the committee recommends that state affiliates pro-
vide initial and ongoing training in NEA360 use.

• State Affiliates should create and implement a process
or protocol for locals to submit the following data
annually to the State: local officers, building reps,
bargaining unit lists, reconciling membership rosters,
dues assessments, and other data to support the affi-
liate’s membership growth strategies. The data col-
lected at the state association level should be shared
with NEA and made available within NEA Data
Systems such as 360 and VAN to support National
Membership Growth Strategies.

• Further, state affiliates should explore offering incen-
tives to locals for creating, collecting, and maintai-
ning potential membership data. See Alaska and
Arizona programs as examples.

• For example, NEA Alaska provides a $10 per member
subsidy for locals who meet a state standard for
timely membership reconciliation, dues transmittal,
and regular submission of full bargaining unit lists.

• Another example, Arizona Education Association will
withhold local dues for any local that does not meet
their dues and membership reconciliation standards.

• Local/state affiliates should move all membership
lists and data (active and potential) to “NEA official”
membership databases. Additionally, the committee
suggests that all member organizers utilize official
membership databases to conduct member and
potential member outreach, engagement, and recruit-
ment activities to ensure data is captured within NEA
data ecosystems.

• Affiliates should adopt the NEA Universal
Membership Form and/or audit their forms to
include recommended language.
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Appendices:
In addition to these recommendations, the committee 
has included the following documents in the attached 
Appendixes:

Appendix 1:
Year Round Organizing List Acquisition Toolkit List 
Program Assessment Presentations from: ISEA, MTA and 
MMS

Appendix 2:
NEA AK Incentive Program for Dues and Membership 
Reconciliation

Appendix 3:
NEA Model Membership Form

The committee heard from two state affiliates, ISEA and 

Alaska Local Incentive as example:

Each local may apply for an annual $10.00 per member 
subsidy. Locals with less than twenty- five members 
will receive a subsidy of $250. A local will be entitled 
to receive a subsidy so long as the local has a written 
agreement with NEA-Alaska to which they insure the 
following:

1. membership reconciliations are performed by the 
local and received by NEA-Alaska by October 15, 
January 15, March 31 and June 1;

2. dues are collected from all members within the year 
for which they are charged; and

3. dues are transmitted to NEA-Alaska per the dues 
transmittal agreement renewed or renegotiated on or 
after January 15, 2021 and on file with NEA-Alaska.

4. payroll deduction summaries are submitted to NEA-
Alaska electronically monthly or with each dues 
payment. The summary should include the member 
name, employee ID number, and the deduction 
amount.

5. a list of all bargaining unit members is submitted and 
received by NEA-Alaska preferably four times per 
year (August 1, September 1, October 31, January 
15), but at least once per year at the beginning of the 
school year.
i. The bargaining unit list should include: 

Employee’s name, mailing and home addresses, 
personal phone number, personal email address, 
work location, job title, work hours, FTE status, 
and date of hire.
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Introduction: Why Is It Important 
to Have Good Lists? 
Now more than ever, strong public sector unions depend on their members. It is essential to meet and organize prospective 
members as early as possible. Accessing and maintaining up-to-date information on all employees represented by the Local 
Association is an essential building block to a strong and effective organization.

There are a number of strategies used by affiliates across the country to access and maintain up-to-date contact and worksite 
information. The opportunities below are recommended in order of strength: The higher the recommendation, the more  
durable and secure your union’s rights to effectively represent and organize your members and potential members. 

Policy Change:
Policy change can be achieved at the state level through legislation or administrative/executive action, or at the local level 
through ordinances or school board policy changes. Many states have passed bills that require employers to provide union 
representatives with contact information for new hires and for all employees in the bargaining unit, and to grant access to 
new employee orientations. We can seek policy changes even in states or localities that do not allow full collective bargaining.

Negotiated Language: 
Associations can and should negotiate contract language that requires every employer to provide contact information for new 
hires and for all employees in the bargaining unit. Even in states without collective bargaining, it is possible to secure language 
through the “meet and confer” process by writing these priorities into employee policy manuals and other  
formal documents.

Relational Information Request: 
Many Associations have good working relationships with districts and can get employee contact information simply by 
submitting an information request to the district superintendent or human resources director. Where the Association has 
formal recognition as the exclusive representative, that status usually carries with it an obligation to represent the interests 
of everyone in the “unit” — whether they are Association members or not. Therefore, the Association has a right to know who 
that includes and how to contact them. Even in units without exclusive representation, employers should honor information 
requests. Nevertheless, relationships can change, so we recommend that the local push for policy changes or negotiated 
language whenever possible. 

Utilize Publicly Available Data:
In many districts, it is possible to assemble worksite data on education employees by systematically culling information from 
publicly available school websites.

FOIA Request:
When a superintendent or school board is unwilling to voluntarily agree to share the necessary information, filing an official 
“Freedom of Information Act” or “Right to Know” request under your state law may provide access to some basic information 
on public employees. However, we should advocate in favor of limiting what information is available through FOIA; we have a 
legitimate need and purpose for this data, but others might use it to harass and invade the privacy of our members.

1
2
3

4
5

http://www.nea.org/newed
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Which Data Fields Are Most Important?
Basic identification and contact information is essential. This should include:

X First name

X Last name

X Employee ID number

X Home address

X Home telephone number

X Personal cell phone number

X Personal email address

Basic worksite information is also essential. This can include:

X Job title

X Work location

X Current assignment

X Work phone number

X Work email address

X Date of hire

Where appropriate for the membership unit, this can also include:

X Part-time or full-time

X Work shift
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Model List Acquisition Processes

Local  
Receives List

State Processes
List From Locals

State
Affiliates

NEA membership data is stored within our “IMS System,” which was designed for storing membership information for processing 
dues. NEA360 is being built over IMS as a portal for members to maintain their contact information and allow more online  
interaction with their union. In addition to membership information being stored in IMS, the data is synced twice per month to bring 
the data into MyWorkers VAN and MiniVAN: software that is available for field staff and local affiliate leaders for organizing and 
engaging both current and potential members.

No action is needed for states to bring their membership information into VAN; however, potential member data, which is often not 
in IMS, can either be included within the regular IMS data entry coded as “Potential Members,” or the lists can be matched to the 
Catalist voter file and uploaded to VAN.

The Catalist data match may enhance the data with additional contact information (phone number, address, and email) that was  
not included in the source file. This provides additional options for contact, and the software provides tools for outreach through 
door-to-door canvass, phone calls, or worksite visits. The data can also be exported for mail vendors.

Bargaining unit lists — and new hire lists — can either be processed through IMS or they can be added to MyWorkers VAN. When 
imported to VAN, they are saved in a folder for direct access.

State Data Leads with moderate/advanced experience with formulas in Microsoft Excel can receive training and access to Catalist’s 
Match tool by reaching out to the Center for Organizing Data Team.

Alternatively, the Data and Analytics team in NEA’s Center for Enterprise Strategy can process and upload the lists when you submit 
your files to datahelp@nea.org. 

See Appendix A for a case study on Florida Education Association’s process for list acquisition that focuses on roles and responsibilities 
at the local and state level. 

• Through policy change, negotiated language, information request, publicly available data,
or FOIA, the local receives their list

• Flags members and potential members

• Initial data cleanup in Excel

• Membership processor adds all potential members to IMS

• Updates member data records in IMS with new information

• Full membership list becomes available in NEA VAN and NEA360

• Potential members are available in VAN and NEA360 per state policies for dealing with
potential members

http://www.nea.org/newed
mailto:datahelp%40nea.org?subject=
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Opportunity 1: Policy Change 
Policy change can be achieved at the state level through legislation or administrative/executive action, or at the local level 
through school board policy changes or local ordinances.

X STATE LEGISLATION:   State legislation is an important way to secure access to data on the educators we represent.
Armed with statutory language, we can bargain stronger contracts and secure regular access to information without
frequent requests.

X STATE ADMINISTRATIVE POLICY OR EXECUTIVE ACTION:  Working with the governor and
within the relevant state departments (ex. Education, Labor), states have secured policy changes that support access to data on
the educators we represent.

X SCHOOL BOARD POLICY:  Without action taken at the statewide level through legislation or administrative action,
Local Associations may secure policy at the school board level to secure access to data on the educators we represent.

Affiliates’ efforts have focused on two main areas:

• Data and Lists: Securing Rights to Contact Information for New Hires and All Represented Employees

• New Employee Orientations (NEOs) and other access to New Employees

Data and Lists: Securing Rights to Contact Information for New Hires 
and All Represented Employees 
In order to engage and sign up new bargaining unit members, we must know who they are as early as possible. In order to effectively 
represent everyone in the bargaining unit, and to recruit members at key times (for example, during the contract process), we need 
regular electronic delivery of bargaining unit lists. With rights to data and lists secured in statute, policy, or bargaining, we have the 
framework needed to negotiate for efficient, effective provision of employee data.

Whenever possible, we should ground our right to receive contact data on new employees in our status as democratically elected 
bargaining representatives that are charged with the duty of working on behalf of every employee in the bargaining unit. To get this 
information, we should not have to rely on "Right to Know" laws available to the general public, including our right-wing opponents; 
in fact, laws including the 2019 bill passed in Illinois, SB 1784,  contain 
provisions to protect sensitive employee data from disclosure under 
freedom of information acts. Nor do we need to make information 
requests through bargaining. 

In 2017, California passed a model statute mandating early and 
frequent delivery of new employee data in AB119. Hawaii, Illinois, 
Maine, Maryland, Massachusetts, New Jersey, New York, Oregon, and 
Rhode Island have passed similar provisions. Key points to look for 
in language are 1) limiting data access to the bargaining agent, and 
restricting access by third parties in order to protect our members 
from intrusive approaches from anti-worker, anti-union organizations; 
and 2) the delivery of data in electronic form. The language following 
this sentence, taken from the statute passed in New Jersey in 2018, 
provides a model; others are linked in Appendix B.
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Model Legislative Language

Within 10 calendar days from the date of hire of negotiations unit employees, public employers shall provide 
the following contact information to an exclusive representative employee organization in an Excel file format 
or other format agreed to by the exclusive representative employee organization: name, job title, worksite 
location, home address, work telephone numbers, and any home and personal cellular telephone numbers on file 
with the public employer, date of hire, and work email address and any personal email address on file with the 
public employer. Every 120 calendar days beginning on January 1 following the effective date of this act, public 
employers shall provide exclusive representative employee organizations, in an Excel file or similar format agreed 
to by the employee organization, the following information for all negotiations unit employees: name, job title, 
worksite location, home address, work, home and personal cellular telephone numbers, date of hire, and work 
email address and personal email address on file with the public employer. 

The home addresses, phone numbers, email addresses, dates of birth, and negotiation units and groupings 
of employees, and the emails or other communications between employee organizations and their members, 
prospective members, and non-members, are not government records and are exempt from any disclosure 
requirements of P.L.1963, c.73 (C.47:1A-1 et seq.).

Opportunity 2: Negotiated Language 
Strong contract language not only specifies the data fields to be shared, but also guarantees that the employer provide 
the information in a regular, timely manner, preferably on a biweekly basis (for example, with the regular transfer of  
payroll deductions).

Further provisions can and should require that information on all new hires be provided immediately upon hiring, not  
simply after they begin working. The regular transfer of unit member information should also include clear listing of  
employees who have retired, resigned, been dismissed, gone on long-term unpaid leave, been promoted or re-assigned, 
or otherwise left active employment in the unit.

Given state FOIA and "Right to Know" laws, affiliates should consider negotiating language that requires transparency 
in public information requests regarding our members, or at the very least, gives the union advance notice and an 
opportunity to respond when a third party has requested such information. We have uniquely legitimate reasons, 
and often a legal duty, to understand and contact the workers we represent. But as we know from experience, other 
organizations will use requests for public data to invade our members’ privacy.

X

http://www.nea.org/newed
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Model Contract Language for Unit Member Information

X Section 1. At the beginning of each contract year, and at least every 120 days thereafter, the Employer shall supply the
Union with the following information for each employee:

• name, home address, telephone number, cell phone number, and email address;

• employee identification number;

• most recent date of hire and seniority date(s), if different;

• job title, current assignment, work location, work telephone number, and work email address; and

• salary and/or any other form of compensation.

X Section 2. At the beginning of each contract year, and at least every 120 days thereafter, the Employer shall supply the
Union with the following information for each employee:

• new hires, resignations, retirements, long-term unpaid leaves of absence, dismissals, and/or any other separations
from employment; and

• any other changes in the information specified in Section 1 and the effective date of such changes.

X Section 3. The Employer shall furnish the Union with the information specified in Section 1 for each new employee within
one week after his/her date of hire.

NEA’s Collective Bargaining and Member Advocacy Department maintains a contract database from across the country and can
provide samples of contract language guaranteeing access to unit member information. Specific examples include:

Example: United Faculty of North Orange County Community College District (CA)

INFORMATION REGARDING UNIT MEMBERS

The Association shall have the right to receive, within a reasonable time, upon request, names, job titles, and information 
regarding compensation of all unit members. If requested by the Association, and authorized by the employee, such listing shall 
include home addresses and telephone numbers.

Here is another sample of how the issue can be addressed in contract language:

ACCESS TO EMPLOYEE HOME ADDRESS AND TELEPHONE NUMBERS

On a monthly basis, the University shall provide the union with an electronic list via File Transfer Protocol (FTP) of all  
employees in the bargaining unit. The list will include the following data fields: name, title, title code, date of hire, annual salary 
rate, percentage appointment, appointment type, campus mailing address and hiring unit, email address, separation date and 
reason, leave of absence date and reason, and dues indicator. In addition, the list will include the home address and telephone 
number of bargaining unit members unless the employee has specifically requested that the home information not be released.

The University will provide a weekly list of changes (e.g. new hires, corrections, transfers, salary changes) via FTP that have 
occurred within the bargaining unit. The data fields provided via FTP are subject to change upon agreement of the parties…

Upon written request, the University will provide the undisclosed home addresses to a mutually agreed-upon mailing service 
firm through which [the union] can correspond with said individuals. The mailing service shall keep confidential the home  
address of the employees who have requested that their home information not be released. The union will bear all costs  
associated with this service.

mailto:collectivebargaining%40nea.org?subject=
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Where the Association is recognized as the exclusive representative of the employees in the unit, it can make information 
requests for employee information as needed for the union to fulfill its statutory bargaining obligations. Such requests 
should be specifically grounded  in the union’s statutory bargaining obligations so as to indicate that lists should only be 
given to the union because of its special status as the bargaining representative. 

Where the Association does not have recognition as the exclusive representative of the employees, an information request 
may still bear fruit. Exercise caution with this approach, however, as the employer may conclude that it must share similar 
information with other third parties who request it. Wherever possible, we should stress our uniquely legitimate need for 
the data, given our role as a representative of public workers. 

See sample letters in Appendix D.

Opportunity 3: Relational Information Request

Opportunity 4: Utilize Publicly Available Data
This refers to the process of automated data collection from publicly available databases of information. Many universities 
post class schedules and faculty information on public facing websites that can be collected into Excel. Publicly available 
information on course schedules can be especially useful in finding and communicating with adjunct faculty.

Data mining services are available from the NEA Data Team for state and local affiliate organizers needing potential  
member lists. The requestor must identify the specific URL location of the data to be collected as well as the columns to 
be included.

The Center for Organizing Data Team relies on field staff and affiliates to identify areas where this data is available. 
Requests for scraped data can be submitted at any time, to datahelp@nea.org. 

http://www.nea.org/newed
mailto:datahelp%40nea.org?subject=
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Opportunity 5: Freedom of Information Act 
(FOIA) Requests
Public information laws and privacy laws vary from state to state. In many states, NEA and affiliates have worked hard 
to protect member privacy by ensuring that detailed public employee personal information is not subject to disclosure to 
third parties under the state FOIA law. If the options above for obtaining employee information are not available or efforts 
are unsuccessful, you may be able to obtain some such information through your state’s FOIA law. Check with your affiliate 
counsel before going this route, as you do not want to inadvertently open the door to disclosure of employee information 
to third parties if it does not currently exist in your state.

Where a FOIA request is available and makes sense to pursue, it can be submitted to the District Superintendent for 
information on district employees.

State and Local Associations can also submit FOIA requests to state retirement agencies and state certification agencies to 
gather information on members and prospective members who are either in state retirement plans and/or are certified by 
state agencies. This has proven a particularly insidious way for anti-worker organizations to gather lists of union  
employees; in some states, we have advocated to limit access to that information to secure the privacy of our members 
and retirees.

For a useful starting point in crafting such requests, see the model templates maintained by the National Freedom of  
Information Coalition (www.nfoic.org) for each state. As always, you should check with your affiliate counsel to confirm 
the reliability of the citations and models offered on that website.

https://www.nfoic.org/organizations/state-sample-foia-request-letters

https://www.nfoic.org/organizations/state-sample-foia-request-letters
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APPENDIX A: Florida Education Association Model List Acquisition Process

Conditions in Florida: 
• F.S. Chapter 447 Collective Bargaining Rights.

• Liberal public records laws, making public employees’ names, addresses, salary, etc.
public record unless exempt (e.g. law enforcement and their family).

• 2018 FL Legislature passed a law that forces each local teacher’s union to report its density to the Public
Employees Relations Commission. Locals not reporting 50% or higher density yearly would be decertified and
forced to go through the card collection process and an election to recertify as the bargaining agent.

Results: 
FEA developed a statewide process for acquisition and verification of potential member lists/bargaining unit lists in order 
to assist locals with complying with the new reporting requirements of the law. 

Every teachers' local in the state reached the 50% or higher density threshold, as required, in 2018 and 2019. 

How: 
Organizing and Field Services worked with IT to develop a master spreadsheet that includes number in bargaining unit, number of 
members (based on IMS), density percentage, PERC recertification date, etc. for each local. The spreadsheet calculates density and 
highlights locals below 50%.

For state option locals, information for the spreadsheet is reported monthly by each state option local membership secretary to the Office of Organizing and 
Field Services. During the first year, information was reported weekly, but has now changed to monthly. Reports are due to the OFS office by the 15th of the 
month and must highlight any changes to the bargaining unit number. If a change has occurred to the overall bargaining unit number, the OFS office reports it 
to IT who then changes the spreadsheet to reflect the change (so the density reflects actual bargaining unit numbers). At the beginning of each month, IT runs a  
membership report that is reviewed by the FEA Vice President and the OFS Director. When approved, it is distributed to all state officers, OFS managers, NEA  
and AFT contacts. NEA’s Tom Israel receives this report monthly. Reports are distributed to the FEA Governance Board quarterly. 

For local option locals, affiliate field staff (regional specialists, service unit directors, etc.) are each assigned to a local for communication of important  
information, even if they are not actively working in that local. These personnel contact the staff or leaders in the local options quarterly to collect their  
bargaining unit data. The information is added to the spreadsheet and updated when changes occur. 

For the infrequent cases where the district refuses or delays in providing the information needed, FEA has developed several form letters for locals to provide 
as a public records request or demand. Because of the public records laws and the collective bargaining provisions in the Florida Constitution and law, most 
school districts provide the information on a bargaining unit through a simple request made to their payroll or IT department by the local leader or local staff 
(if local option), or by the service unit or local membership secretary (if state option) without a formal demand.   

Locals who have had repeated difficulty in receiving the information they need are encouraged to bargain contract language that outlines the information they 
would require for developing a time/experience grid for bargaining such as name, worksite, position title, years of experience, salary, address, etc.  

Importance of Relationships: 
Local leaders and membership secretaries develop relationships with their counterparts in the school district central office  
(sometimes they are our members) to maintain good data and information. In situations where there is a breakdown in that  
relationship, often a call between a staff attorney and the district’s attorney can clarify the union’s right to have the information 
they are requesting. In rare instances, a more formal response has been needed to get a district to comply, often as a result of 
complicated bargaining issues not related to the information being requested.   

http://www.nea.org/newed
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APPENDIX B: State Laws Supporting Effective Union Representation (As of 12/2019)

State Year Passed Bill No. Key Provisions

California

2017 AB 119

Data and Lists: Grants certified representative timely, regular access to information  
about new hires and represented employees; sets timelines for receiving lists. 

New Employee Orientations (NEOs): Provides certified representative mandatory 
access to NEOs, sets requirements for notice. Grants rights to bargain and arbitrate 
over the structure, time and manner of NEOs. 

2018 SB 866

NEOs: Expands coverage of NEO law, restricts access to information re: time  
and place of NEOs. 

Dues Deduction, Maintenance of Payment (MOP): Requires employer to honor the  
terms of the employee’s deduction authorization and provides that employers shall  
rely on information from employee organization regarding whether to end or  
change deductions.

Dues Deduction, Custodian of Record (COR): Requires employer to process 
deductions pursuant to the employee organization’s certified list of individual 
employee deduction authorizations without requiring submission of a copy of those 
authorizations, unless a dispute arises. Provides that employee organization shall 
indemnify the employer for employee claims made in reliance on its certification. 

Neutrality: Strengthens employer neutrality policy; sets requirements  
for review of mass communications.

Delaware

2018 HB 314
Dues Deduction, MOP: Requires employer to honor terms of dues authorization,  
including maintenance of dues payment. Further provides process to revoke where 
authorization silent.*

Hawaii

2018 HB 1725
MOP: Seeks to establish timeframe and process for employee revocation of dues  
deduction authorization.*

2019 HB 845
NEOs: Mandates new hire orientation for state employees; gives exclusive  
representative access.

2019 HB 157
Data and Lists: Requires employers to disclose to exclusive representatives contact  
data on employees in bargaining unit, as well as data on new hires.

Illinois

2018 SB 1784

Data and Lists: Requires employers to provide exclusive representatives with digital  
lists of employees in the bargaining unit, and new employees within 10 days of hire. 

Employee Data Protection: Protects some data and communications between 
union and employees from disclosure under state FOIA. Also protects data held by 
a pension fund or retirement system. Mandates employer disclosure to exclusive 
representatives any such FOIAs; creates right to file ULP if unwarranted disclosures. 

NEA Office of General Counsel

https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201720180AB119
https://leginfo.legislature.ca.gov/faces/billTextClient.xhtml?bill_id=201720180SB866
https://legis.delaware.gov/BillDetail?legislationId=26316
https://www.capitol.hawaii.gov/session2018/bills/HB1725_HD2_.htm
https://www.capitol.hawaii.gov/Archives/measure_indiv_Archives.aspx?billtype=HB&billnumber=845&year=2019
https://www.capitol.hawaii.gov/Archives/measure_indiv_Archives.aspx?billtype=HB&billnumber=157&year=2019
http://www.ilga.gov/legislation/fulltext.asp?DocName=&SessionId=108&GA=101&DocTypeId=SB&DocNum=1784&GAID=15&LegID=119271&SpecSess=&Session=
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State Year Passed Bill No. Key Provisions

Illinois
(Continued)

2019 SB 1784

Access to New Employees: Grants right to one-on-one meetings with new employees 
at worksite and on paid time, for up to 1 hour, within 2 weeks of hire.

Access: Grants access to employees at worksite for matters related to representation; 
grants access to bulletin boards,  mailboxes, and email (if bargained). 

Dues Deduction, MOP: Requires employer to make deductions to exclusive  
representatives per terms of employee’s written authorization, including  
electronic authorization; permits reasonable MOP provisions.  

Dues Deduction, COR: Employee requests to authorize, revoke, or change deductions 
directed to exclusive representatives, who shall provide to or notify employer of these 
requests. Employer shall make deductions pursuant to information provided by the 
exclusive representatives, who shall indemnify employer for claims in reliance on that 
information. Failure to comply shall be ULP; IPLB shall have jurisdiction, hold disputed 
deductions in escrow. 

Neutrality: Employer shall not discourage, deter, etc. public employees from joining, 
authorizing representation by, or making payments to labor organizations, nor permit 
third parties to use email to do so. 

Maine

2019 HP 1063 - LD 1451

Data and Lists: Requires employers to provide bargaining agent with information  
on employees in unit and new hires; restricts sharing of some data beyond 
bargaining agent. 

NEOs: Provides bargaining agent with right to meet with new hires during new  
employee orientations or in individual or group meetings. 

Access: Grants bargaining agent right to access members of unit at workplace, use 
employer email system for certain purposes

Maryland

2018 SB 819

Data and Lists: Grants certified representative of school employees timely, regular 
access to information regarding new hires and all represented employees.

NEOs: Requires public school employers to provide exclusive representatives with 
access to new employee processing, and establishes right to negotiate the structure, 
time, and manner of that access.

Massachusetts

2019 H3854

Data and Lists: Establishes employee organization rights to contact data for public 
employees, protects information from general disclosure. Provides that employer must 
supply new hire information within 10 days after employee accepts an offer  
of employment. 

NEOs: Grants employee organization right to meet with new hires during NEOs or at 
individual or group meetings. 

Access: Grants employee organizations right to hold meetings at worksite, and access 
to employer email system and buildings, for certain purposes.

Dues Deduction, MOP: Requires employer to make payroll deductions pursuant to the 
terms of the employee's written authorization, and provides that employers shall 
honor the revocation terms of that authorization provided it may be irrevocable for a 
period of no longer than 1 year. 

NEA Office of General Counsel

http://www.nea.org/newed
http://www.ilga.gov/legislation/fulltext.asp?DocName=&SessionId=108&GA=101&DocTypeId=SB&DocNum=1784&GAID=15&LegID=119271&SpecSess=&Session=
http://legislature.maine.gov/legis/bills/getPDF.asp?paper=HP1063&item=4&snum=129
https://legiscan.com/MD/text/SB819/2018
https://malegislature.gov/Bills/191/H3854
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State Year Passed Bill No. Key Provisions

Massachusetts
(Continued)

2019 H3854
Representation Fees: Exclusive representatives may require non-member to pay for 
reasonable costs of grieving or arbitrating a matter arising under a CBA; limits DFR to 
negotiation and enforcement of CBA terms.

New Jersey

2018 A3686

Data and Lists: Mandates timely provision of new hire lists and contact data (10 days) 
and regular provision of data regarding represented workers. Protects sensitive data 
from public release.

NEOs: Provides exclusive representative with right to access NEOs.

Access: Secures exclusive representative rights to access NEOs, employee contract 
data, employer email systems, and employer buildings; protects access rights  
pursuant to grievance and binding arbitration procedures. 

Dues Deduction, MOP: Strengthens existing law on payroll deduction; clarifies validity 
of electronic authorization. Creates a statutorily defined process for employees to 
revoke deduction authorization.*

Neutrality: Establishes policy of public employer neutrality on union membership  
and support.

New York

2018 S.7509‐C (RRR)

Data and Lists: Mandates timely provision of data on new hires, transfers, 
and promotions into unit.

NEOs: Grants union right to meet with new hires for specified amount of time  
(not NEO-specific).

Dues Deduction, MOP: Provides obligation to deduct dues, and begin deductions in 
timely way; requires employer to honor terms of membership authorization to  
maintain dues payment.

Representation: Clarifies that DFR does not reach beyond CBA. Permits negotiation to 
relieve union of obligation to represent non-members in certain cases.

Nevada   

 2019 SB135- State EEs

Dues Deduction, MOP: Requires state to bargain provisions to deduct payments to the 
exclusive representative, and to revoke authorizations only in the manner prescribed 
in the authorization. 

(State) Employer Neutrality.

Oregon

2019 HB2016

Data and Lists: Requires employer to provide employee contact data within  
10 days for new hires, and every 120 days for employers in bargaining unit. 

NEOs: Provides right to meet with new employees on paid time during NEO,  
or if no NEO held, at individual or group meetings. 

Access: Mandates comprehensive access for exclusive representative, including 
access to new employees and to bargaining unit employees for specified purposes; 
permits use of employer property and email for defined purposes; grants release time 
to engage in activities on behalf of exclusive representative, including participating in 
NEOs or other new hire meetings, pursuant to negotiation.

NEA Office of General Counsel

https://malegislature.gov/Bills/191/H3854
https://www.njleg.state.nj.us/2018/Bills/AL18/15_.HTM
https://www.nysenate.gov/legislation/bills/2017/s7509
https://www.leg.state.nv.us/App/NELIS/REL/80th2019/Bill/6159/Text
https://olis.leg.state.or.us/liz/2019R1/Downloads/MeasureDocument/HB2016/Enrolled


www.nea.org/newed 71

State Year Passed Bill No. Key Provisions

Oregon
(Continued)

2019 HB2016

Dues Deduction, MOP: Requires public employer to make payroll deductions  
authorized by employees; provides that deductions remain in effect until employee 
revokes pursuant to the terms of the authorization.

Dues Deduction, COR: Labor organization shall provide to each employer a list of  
individual employees who have authorized deductions to the labor organization; 
public employer shall rely on the list to make deductions. Employer shall not be liable 
for unauthorized deductions made in reliance on the list; labor organization shall 
indemnify employer amount of any unauthorized deduction resulting from reliance 
on the list.

Rhode Island

2019 H5259 - SUB A

Data and Lists: Requires state, teacher, and municipal employers to provide exclusive 
representative with information on new hires.

Dues Deduction: Requires state employers to make deductions, and continue until  
employee files written notice to stop with bargaining representative.

(State) Employer Neutrality.

Representation Fees (Teachers, Local and State Employees): Permits labor  
organizations to charge fees to cover reasonable costs of grievance hearings  
and arbitration.

Washington

2018 SB 6229
NEOs: Requires employer to provide exclusive bargaining representative with  
reasonable access to new employees, during an NEO provided by employer or at 
another mutually agreed time.

2019 HB 1575

Dues Deduction, MOP, COR: Requires employer to deduct dues following employee's 
authorization to the exclusive bargaining representative. States that deductions shall 
begin upon notice of authorization from exclusive representative and shall remain  
in effect until revoked in accordance with terms of authorization, and following  
confirmation from the exclusive representative. Employer shall rely on information 
provided by the exclusive representative regarding authorization and revocation  
of deductions.

*Not best practice language.

NEA Office of General Counsel

http://www.nea.org/newed
https://olis.leg.state.or.us/liz/2019R1/Downloads/MeasureDocument/HB2016/Enrolled
http://webserver.rilin.state.ri.us/BillText/BillText19/HouseText19/H5259A.pdf
http://lawfilesext.leg.wa.gov/biennium/2017-18/Pdf/Bills/Senate%20Bills/6229.E.pdf
http://lawfilesext.leg.wa.gov/biennium/2019-20/Pdf/Bills/House%20Bills/1575.pdf
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APPENDIX C: Sample FOIA Letter

Dear <DISTRICT SUPERINTENDENT/CONTACT>,

Pursuant to the Colorado Open Records Act § 24-72-201 et seq. and/or the Colorado Criminal Justice Records  
Act § 24-72-301 et seq., I request that you make available for inspection and copying the following public records: 
The names of all school employees, their worksite, and grade/subject assignments. This file should be in Excel format 
and include publicly available contact information on file with the employer. If you are not the custodian of records 
for this request, please forward this letter to the appropriate person or let me know which person(s) has custody of 
these records.

This information is not being sought for commercial purposes. If there are any fees for searching or copying these 
records, please inform me if the cost will exceed $__.

Please set a date and hour, within three working days following receipt of this letter, at which time the records 
will be made available for inspection. If access to these records will take longer, please cite the extenuating 
circumstances and let me know when I should expect copies or the ability to inspect the requested records.

I ask that records available in electronic format be transmitted by email to [Your Email Address].

If you deny any portion, or all, of this request, please provide me with a written explanation of the reason(s) for 
your denial, including a citation to each specific statutory exemption you feel justifies the refusal to release the 
information and notify me of the appeal procedures available to me under the law.

If you conclude that portions of the records that I request are exempt from disclosure, please release the remainder 
of such records for inspection and copying, redacting only the portion or portions that you claim are exempt.

Please contact me with any questions about my request. Thank you for your time.

Sincerely,

<Local President Name>

<Street Address>

<City, State ZIP Code>

<President’s Phone Number>

<President’s Email Address>

As we know from our experience in right-to-work states, having detailed information on prospective members is essential.  
And given the growing national onslaught against union rights, we cannot take our access to unit member information for granted.

If you have questions or need assistance, please contact the Data and Analytics Department at datahelp@nea.org or the NEA 
Collective Bargaining and Member Advocacy Department at collectivebargaining@nea.org.

mailto:datahelp%40nea.org?subject=
mailto:collectivebargaining%40nea.org?subject=


www.nea.org/newed 73

Letter 1:

Dear <DISTRICT SUPERINTENDENT/CONTACT>,

As the exclusive representative for the <INSERT UNIT DESCRIPTION > unit, the Association has an obligation to represent all 
the employees in the unit. Therefore, in order to fulfill that obligation, we are requesting the following information about the 
employees in the unit.

We are requesting that the data be provided electronically, in Excel format, with the following fields:

• First name
• Last name
• Employee ID number
• Home address
• Home telephone number
• Personal cell phone number
• Personal email address

I am sure you can appreciate why it is necessary for the Association to have comprehensive, up-to-date information on all the 
employees that we have an obligation to represent, so that we can both identify and communicate with them.

If you have any questions, please let me know. I look forward to working with you or your staff, both to fulfill this request, 
and in our continuing shared efforts to protect and improve our public schools.

Sincerely,

<Local President Name>

<Local Association Name>

Letter 2:

Dear <DISTRICT SUPERINTENDENT/CONTACT>,

As we move into the new school year, we hope to continue building on our partnership in the pursuit of excellent public 
education in <District Name>. We share with you a deep commitment to advocating for our schools and our students.

We are writing to request an electronic list of the employees in the <INSERT UNIT DESCRIPTION >, so that we may reach out to 
them to ensure that they continue to be informed and effective ambassadors and advocates for our schools and our students.

We are requesting that the data be provided electronically, in Excel format, with the following fields:

• First name
• Last name
• Employee ID number
• Home address
• Home telephone number
• Personal cell phone number
• Personal email address

We look forward to working with you on this, and on protecting and preserving our system of public education for years to 
come. Please let me know if there are any questions, along with what the next steps should be to make this happen.

Sincerely,

<Local President Name>

<Local Association Name>

• Job title
• Work location
• Current assignment
• Work phone number
• Work email address
• Date of hire

APPENDIX D: Sample Relational Request Letters 
(Exclusive Representative & Not Exclusive Representative)

• Job title
• Work location
• Current assignment
• Work phone number
• Work email address
• Date of hire

NEA20011

http://www.nea.org/newed
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State Affiliate List Acquisition Program Assessment
Background: High-quality employee lists of NEA’s and our affiliates’ members and potential members are at the core of great organizing 
work. For our union to maintain our strength in a RTW and COVID-19 virtual environment, it is paramount that we develop a comprehensive 
list acquisition & prospecting strategy grounded in the complexities of our state and local associations. To achieve this goal, NEA has hired 
data and list acquisition consultants to partner with your affiliate on the opportunities below. The questions will allow us to target support 
across our affiliates. 

Our Opportunities to Drive Culture Change

 y Drive buy-in across our local affiliates for strong, durable list acquisition & cleaning systems.

 y Develop local buy-in to gather lists with sufficient personally identifiable information.

 y Support our UniServ Directors, Organizers, and Local Presidents to enforce the local union’s right to full lists where applicable, update local contract 
language, and expand state statutory access to robust lists.

 y Build a system of distributive responsibility for affiliates with large numbers of locals. 

Our Opportunities to Update Systems & Processes

 y Build long-term capacity with clear processes and systems within state affiliates. 

 y Develop a clear, defined set of national standards for the submission and categorization of “leads” and “potential members”  
in NEA’s database ecosystem. 

 y Support our affiliates in achieving best practices on cleaning and updating potential member data in NEA360. 

 y Enhance our capacity to consolidate multiple lists and upload them into a standard system.

Name of Affiliate:

Role 1 -  NEA Field Staff

Name:

 y Gather answers to key questions

 y Engage with state affiliate acquisition lead to develop acquisition plan or to incorporate this program into current acquisition plans 

 y Coordinate data moving to Data Team Processing contact

Role 2 -  NEA Data Consultant Team Processing contact(s)

Name(s):

 y Process incoming data from states to incorporate into NEA360 and other databases

 y Develop FAQ resources as needed

 y Perform any required enhancements to data 

Role 3 -  State Affiliate Field Partner(s) list all

Name(s):

 y Coordinate/facilitate in-state acquisition plan

 y Implement member recruitment program in state

Role 4 -  State Affiliate Data Partner(s) list all

Name(s):

 y Develop internal capacity to align state and local data to upload into database
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Section 1: List & Data Acquisition Availability

1. Does your state have the ability to gather full lists of employees within the bargaining unit?

At what level are the lists gathered? (check all that apply)

State Local Worksite Other (please elaborate):

2. At what level are the lists cleaned (updated, modified, records merged to upload into IMS)? (check all that apply)

State Local Worksite Other (please elaborate):

3. Which strategy(ies) are you using to gather the lists? (check all that apply)

Policy Change:

Legislative Administrative Policy School Board

Negotiated Contract Language

Relational Request

As exclusive representative?

Public Data

FOIA

Other Information: (please elaborate)

4. Is your affiliate collecting potential member data through other means? (check all examples that apply)

Virtual Event attendance/registration lists (VAN or Mobilize events)

In-person attendance/registration lists

Other Information: (please elaborate)

Advocacy Petitions (paper or virtual-Action Network, CapWiz, CQ, EveryAction)
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If so, have those lists of action takers been matched through Catalist to identify members and 

potential members? 

Yes No Some of it Unsure Need support Other (please elaborate):

Section 2: Systems Management

5. Has someone in your affiliate been trained by NEA’s Membership Management Services (MMS) team on

use of the IMS Bulk Upload feature for member/potential member list entry?

Yes (please list all those trained): No Unsure Other (please elaborate):

6. What system(s) does state affiliate use to store and manage potential members?

If state is processing into 360 already, which type of records are they using? (check all that apply)

PM-1 (denotes Professional/Certified) PM-2 (denotes ESP) NM (denotes non-member) Other (please explain):

7. What are the current processes and tools the state uses to get member data into the system?
(Please provide as much detail as possible)

Step 1:

Step 2:

Step 3:
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Section 3: Data Quality

8. The NEA has developed standards to categorize our prospect data. Which of the following categories do

most of your lists fall into?

Catagory 1: Enough to idenitify potential members  
(full work and contact info; could include job classification, worksite, phone number, email address, home address)

Category 2: Enough to identify leads   
(name, worksite, NEA worksite and employer match, position)

Category 3: Incomplete data 
(only name and worksite)

Other: (please explain)

9. What data fields are most widely available to your affiliate?

Section 4: Engagement Data Tracking

10. What data system(s) are you currently using to track engagement with members and

potential members: (check all that apply)

Petitions/Advocacy? EveryAction, Action Network, CapWiz

Email: Salesforce, MailChimp, Constant Contact

New Educator 1:1 conversation cards

1:1 conversations

Digital 1:1 conversations: VAN phonebank, Hustle

Event Attendance/Webinar Attendance

Other (please explain):
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11. Where/how is the data above stored and is it linked to membership data?

12. Has the engagement data in legacy systems been appended to existing members and potential

member records in 360 or VAN? This would include data in any system except EveryAction, such as

Excel, MailChimp, etc.



MEMBER AND POTENTIAL MEMBER UPLOAD PROCESS
OVERVIEW TO UPLOAD MEMBERS & POTENTIAL MEMBERS

Updated A;pril 2021

Presented by: Doug Snow EDIS Manager
Presented by:  Bob Burke EDIS Manager



MEMBER & POTENTIAL MEMBER DATA UPLOAD
Member and Potential Member Data Upload Setup

• The Member and Potential Member Data Upload Setup is used to
configure the setups for different types of files received from various
sources.

• The setups are referenced when uploading a file.

• The Member and Potential Member Data Upload Setup maps the
columns in the worksheet to the database.



Bulk Member Search (File)

• Matches an external file with data in IMS/NEA360 and to identify existing
members or potential members in the file.

• This feature pre-processes an input file to match data in the file to data in
IMS/NEA360.

• Allows users to specify the search criteria.

• Data scrubbing process identifies individuals as members/ potential members for
matches found in IMS/NEA360.

• This process eliminates uploading duplicate existing member/potential member
data into the system.

• It is strongly advised to perform this pre-processing step prior to uploading
members/potential members into the IMS/NEA360 system unless the file
contains a unique identifier such as Individual ID, Alt ID or Employee ID.

Member and Potential Member Data Upload

• This process allows users to upload member data which includes personal data,
membership data, and employment data into the IMS/NEA360 system.



MEMBER & POTENTIAL MEMBER DATA ULOAD
Overview

3 STEP PROCESS TO UPLOAD MEMBERSHIP



Use Cases
USE CASE #1 – POTENTIAL MEMBER DATA UPLOAD WITH MINIMUM INFORMATION

File Columns >> First Name, Last Name, and Employer (User Id)
• We strongly recommend you provide Employer (User Id),
along with the Worksite (User Id).
• The process will create a "Potential Member" record for this
case.

USE CASE #2– POTENTIAL MEMBER DATA UPLOAD WITH CONTACT INFORMATION

File Columns >> First Name, Last Name, and Employer (User Id), 
Worksite (User Id) and/or additional personal contact details 
like phone, email, address
• The process will create a "Potential Member" record for this
case.



Use Cases

USE CASE #3- NON-MEMBER DATA UPLOAD WITH MINIMUM INFORMATION

File Columns >> First Name, Last Name and add one or more 
personal contact information like phone and/or email and/or 
address.

• The process will create a "Non-Member" record for this case as
the employment information is not available.

USE CASE #4– POTENTIAL MEMBER DATA UPLOAD WITH MEMBER TYPE

File Columns >> First Name, Last Name, Local User Id, Employer 
User Id, Home Address, Email, Membership Year, NEA and/or SEA 
Member Type.

• Set the NEA member type to PM-**-**

• This scenario will help you track and report the potential members
using MRA reports.

• The process will create a "Potential Member" record for this case.



Create an Upload Setup, matching the data from the spreadsheet.& 
POTENTIAL MEMBER DATA UPLOAD
Member Data Upload Mapping



MEMBER & POTENTIAL MEMBER DATA UPLOAD
Step 2- Bulk Member Search & Upload
Once the data has been run through the Bulk Member Search process, 
the file may be used in the Upload Process.



MEMBER & POTENTIAL MEMBER DATA UPLOAD
Step 3- Review and Submit MEX Batch

Once the data is Uploaded correctly, a Batch is created to our IMS > 
MEX Module.

The data in the Batch may be reviewed and verified one more time 
before the uploaded data is submitted into the IMS database. This data 
will then flow into the NEA360 and then to the VAN.



Join Now Potential Member Bulk Upload



ISEA LOCAL BARGAINING UNIT LISTS
1. ACQUISITION

2. PROCESSING

3. USE



LIST ACQUISITION

• ISEA UniServ staff send requests to each employer in June

• Support from Iowa Public Employment Relations Board for right to lists

• Request includes specific excel format including all contact information and
licensure folder number (for certified staff)

• Follow up throughout the summer along with assistance from local leaders in
places where requests are ignored



LIST ACQUISITION

• Bargaining Unit List Template:



LIST PROCESSING

• UniServ staff check lists for correct format, edit as needed and upload list in folder 
on ISEA internal network

• Membership data is imported daily from NEA360 to ISEA Research (internal network 
database system)

• Lists are uploaded to ISEA Research and are checked against membership data using 
2 methods

• Certified staff – licensure folder numbers – folder number is a custom field in NEA360
• ESP – first name, last name, and zip code
• Match = Member; No Match = Potential Member



LIST PROCESSING

• NEA360 – Custom field for Folder Number



LIST USE

• Transfer of membership for members who moved locals from the past school 
year

• Local membership reports are now provided on a weekly basis to all local 
presidents and membership chairs (and others like member organizers)

• Provides us more accurate statewide and local data on new hire recruitment

• ISEA organizing app allows locals to track data on membership and 
organizing conversations



LIST USE – LOCAL MEMBERSHIP REPORT (PAGE 1)



LIST USE – LOCAL MEMBERSHIP REPORT (PAGE 2)



LIST USE – LOCAL MEMBERSHIP REPORT (PAGE 3)



LIST USE – ISEA ORGANIZING MOBILE SITE



Massachusetts: MTA All In Campaign

• Focused on acquiring lists in response to Friedrichs and Janus
• Made lists acquisition as key part of broader Organizing Campaign:  MTA 

All In Campaign
• Created Summer Member Organizing Program with support from NEA
• Partnered with MA AFL-CIO Public Sector Task Force. Forums, Toolkit, etc.
• Organized and fought for passage of Freedom to Join Act (Sept. 19, 2019)



List Acquisition: Getting the lists from employers

• Get Buy-in from locals.  Field rep conversations with local presidents and 
local executive boards.  Regional field manager support is critical.

• Field reps work with locals to submit MGL Ch. 150e list request to employer.
• Locals provided templates: request letter

and excel spreadsheet template.
• Local send requests or can opt to have the field 

rep send on their behalf.
• Employer given instructions to send lists to
lists@massteacher.org.

mailto:lists@massteacher.org


Centralized List Processing and Protocols

• Support Staff compile lists in SharePoint.
• Training provided to support staff and regular team 

check-ins are held. 
• Support staff run lists through comparison 

module: IMS Bulk Uploader
• Support Staff identify potential members, active 

members and bargaining unit list discrepancies.



List Distribution

• Local treasurer and/or, presidents,  and field reps 
provided “potential member” lists by support staff.

• Locals asked to review lists and send roster updates to 
MTA Membership division: 
membership@massteacher.org

• Field reps and organizers identify locals that require 
additional support for membership drives: Cape Code 
local case study.

mailto:membership@massteacher.org


MEMBERSHIP ORGANIZING 
COMMITTEE MEETING

DECEMBER 9, 2020
6-8:30 PM EST



NATIVE LAND ACKNOWLEDGEMENT
JULIE HYNDMAN

We begin as we do every meeting by acknowledging that we meet on the 
traditional lands of the diverse native peoples upon which the participants of 
this call reside and work, including the _______ peoples, upon whose land I join 
you from today in ________. We honor America’s First People and all elders, 
past, present, and emerging, and we are called to learn, and share what we 
learn, about the tribal history, culture, and contributions that have been 
suppressed in telling the story of America.



WELCOME & INTRODUCTIONS

• Name
• State and Local
• Education Position
• Your Principal is actually a witch! One day, she gets tired of you not 

paying attention and zaps you into a novel. Which novel would you 
hope she zapped you into and why?



LOGISTICS & NORMS

• Logistics

• Norms from last year

• Be Present

• Participate

• Be respectful of others

• Assume positive intent

• Step up, step back

• Keep community and self-care in mind

• All ideas should be considered (unless rooted in the 
oppression of others)

• Have your racial justice lens in place

• NEA Standards of Conduct

• Respect others and their views;

• Recognize and value individual differences;

• Promote mutual respect, understanding and 
cooperation as the basis of interactions amongst 
participants in NEA activities, events or meetings;

• Maintain the reputation of NEA by conducting 
themselves in accordance with high standards of 
professionalism.



MEMBERSHIP ORGANIZING COMMITTEE AGENDA

• Review MOC Charges (Nick Sirek)

• Speakers 

• NEA Friends from OGC, EDIS, MMS

• State Affiliate from:

• ISEA

• MTA

• Discussion Intro (Nick Sirek)

• Action Items & Deliverables (Nick Sirek, Matt Bennet, Peter Witzler)

• “Homework”



STRATEGIES FOR LIST ACQUISITION

1. Policy Change

2. Negotiated Language

3. Relational Information Request

4. Utilize Publicly Available Data

5. FOIA Request

Toolkit available at: NEA.org/NewEdResources

Presenter
Presentation Notes
Peter



WHICH DATA FIELDS ARE MOST IMPORTANT?

Basic Identification
• First name

• Last name

• Employee ID number

• Home address

• Home telephone number

• Personal cell phone number

• Personal email address

Worksite Information
• Employer

• Work location

• Job title

• Current assignment

• Work phone number

• Work email address

• Date of hire



Presenter
Presentation Notes
PW Policiy change notes in theory



OPPORTUNITY 2: NEGOTIATED LANGUAGE

• Section 1. At the beginning of each contract year, and at least every 120 
days thereafter, the Employer shall supply the Union with the following 
information for each employee:

• name, home address, telephone number, cell phone number, and email 
address;

• employee identification number;

• most recent date of hire and seniority date(s), if different;

• job title, current assignment, work location, work telephone number, and 
work email address; and

• salary and/or any other form of compensation.



OPPORTUNITY 2: NEGOTIATED LANGUAGE
Section 2. At the beginning of each contract year, and at least every 120 days thereafter, 
the Employer shall supply the Union with the following information for each employee:
• new hires, resignations, retirements, long-term unpaid leaves of absence, dismissals, and/or 

any other separations from employment; and
• any other changes in the information specified in Section 1 and the effective date of such changes.

• Section 3. The Employer shall furnish the Union with the information specified in 
Section 1 for each new employee within one week after his/her date of hire.

• For further examples, contact NEA Collective Bargaining and Member Advocacy: 
collectivebargaining@nea.org



OPPORTUNITY 3: RELATIONAL INFORMATION REQUEST
• Exclusive representative:

• Not exclusive representative



OPPORTUNITY 4 & 5: UTILIZE PUBLICLY AVAILABLE 
DATA, FOIA REQUESTS

Sources
• Licensing Data

• State Retirement Database

• K-12 School Websites

• Higher Ed Course Schedules and Faculty Listings

Drawbacks
• Limited information for matching

• If we can get the data, so can Freedom 
Foundation

Presenter
Presentation Notes
These strategies are often successful at getting limited datasets. There are times that educator information is posted on publicly available websites. These can be higher ed faculty directories or course schedules, or licensing data on state websites. It is possible to setup web crawlers that automatically copy that data into a spreadsheet.��Some of this data can also be acquired through Freedom of Information Act Requests. ��This is often an attractive approach, because large datasets can be aquired through central sources. However with the exception of higher ed lists that can be used for campus organizing, the detail of information is typically lacking. Large datasets often lack personally identifiable information other than name that is critical for matching, and in instances where you are able to FOIA detailed information – this often means anti-public school organizations such as Freedom Foundation can receive the same information. We would prefer that theseportals be closed in favor of a policy change that allows us to receive exclusing access to the information.We understand that there are some states where this is the only option available. If that’s the case, you want to make sure that this strategy is aligned with your state's approach to collecting data. We will work with you in those cases – but it should be the final option instead of the first.



BUILDING LISTS WITH ADVOCACY

• NCAE Petition on Safe Re-opening of Schools
• Petition on Action Network
• Collected Personal Email, Cell 

and Employer
• Membership Ask Via Hustle
• Hot List Phone Banks of all 

who engaged
• SUPER METRIC: 190 Members 

Recruited



MEMBER & POTENTIAL MEMBER DATA ULOAD
Overview

3 STEP PROCESS TO UPLOAD MEMBERSHIP



The focus with Join Now launched states has 
been to help them establish best practices for 

potential member bulk uploads into IMS

Some examples: 
• MN uses bulk uploads for PM lists but 

also uses other methods

• IN works local-by-local to send 
bargaining unit membership lists to 
state membership processors who 
match, clean, prep and enter into IMS

• CO is good example of a large urban 
pilot project loading PM lists into IMS

• VT has a process of acquiring lists 
after new law passed. They 
use business work-flows for bulk 
uploads into IMS expand with Join 
Now.

*JN numbers as of 4.12.21



Use Cases
USE CASE #1 – POTENTIAL MEMBER DATA UPLOAD WITH MINIMUM INFORMATION

File Columns >> First Name, Last Name, and Employer (User Id)
• We strongly recommend you provide Employer (User Id), 
along with the Worksite (User Id).
• The process will create a "Potential Member" record for this 
case.

USE CASE #2– POTENTIAL MEMBER DATA UPLOAD WITH CONTACT INFORMATION

File Columns >> First Name, Last Name, and Employer (User Id), 
Worksite (User Id) and/or additional personal contact details 
like phone, email, address
• The process will create a "Potential Member" record for this 
case.



Use Cases

USE CASE #3- NON-MEMBER DATA UPLOAD WITH MINIMUM INFORMATION

File Columns >> First Name, Last Name and add one or more 
personal contact information like phone and/or email and/or 
address.

• The process will create a "Non-Member" record for this case as 
the employment information is not available.

USE CASE #4– POTENTIAL MEMBER DATA UPLOAD WITH MEMBER TYPE

File Columns >> First Name, Last Name, Local User Id, Employer 
User Id, Home Address, Email, Membership Year, NEA and/or SEA 
Member Type.

• Set the NEA member type to PM-**-**

• This scenario will help you track and report the potential members 
using MRA reports.

• The process will create a "Potential Member" record for this case.



Create an Upload Setup, matching the data from the spreadsheet.& 
POTENTIAL MEMBER DATA UPLOAD
Member Data Upload Mapping



MEMBER & POTENTIAL MEMBER DATA UPLOAD
Step 2- Bulk Member Search & Upload
Once the data has been run through the Bulk Member Search process, 
the file may be used in the Upload Process.



MEMBER & POTENTIAL MEMBER DATA UPLOAD
Step 3- Review and Submit MEX Batch

Once the data is Uploaded correctly, a Batch is created to our IMS > 
MEX Module.

The data in the Batch may be reviewed and verified one more time 
before the uploaded data is submitted into the IMS database. This data 
will then flow into the NEA360 and then to the VAN.



Join Now Potential Member Bulk Upload



The focus with Join Now launched states has 
been to help them establish best practices for 

potential member bulk uploads into IMS

Some examples: 
• MN uses bulk uploads for PM lists but 

also uses other methods

• IN works local-by-local to send 
bargaining unit membership lists to 
state membership processors who 
match, clean, prep and enter into IMS

• CO is good example of a large urban 
pilot project loading PM lists into IMS

• VT has a process of acquiring lists 
after new law passed. They 
use business work-flows for bulk 
uploads into IMS expand with Join 
Now.

*JN numbers as of 4.12.21
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COMMITTEE MEMBERS

Charge
Build on the report, Great Teachers and Leaders: Creating 
the Culture to Support Professional Excellence, by identi-
fying promising strategies, practices, and partnerships to 
develop and make recommendations for how professional 
development for educators and an equitable culture of learn-
ing should be achieved in a post COVID-19 world.

Committee Discussion

Background for the committee’s work
Creating the environment and opportunities for every 
student to thrive in schools, classrooms, and communi-
ties grounded in great teaching and learning, equity, 
and social justice is a compelling mission for the 2020-
2021 Professional Standards and Practices Committee 
(PSP).  The PSP Committee continues to build on the 
recommendations and vision of the 2017 report, Great 
Teaching and Learning: Creating the Culture to Support 
Professional Excellence (GTL).  Insights and strategies 
identified in both the 2019 and 2020 PSP Committee 
Reports also are foundational to the work of the PSP 
Committee in 2020-2021.

 The COVID-19 pandemic had already begun to bring 
devastation to communities, schools, and the lives of 
our students when the 2020 PSP Committee Report 
was released a year ago.  In fact, the pandemic not only 
highlighted long-standing inequities and systemic chal-
lenges for students and educators, it deepened the chasm 
of need experienced by those students and communities 
at greatest risk.  The compelling need for action has never 
been greater, and lessons learned through responses to the 
pandemic continue to reinforce our understanding of the 
kinds of actions needed.

The framework for transformation

The PSP Committee was guided throughout its work this 
past year by focusing on two important questions:

• Where is transformation happening in schools and
communities?

• What strategies are facilitating positive changes?

By identifying promising practices and strategies, the 
committee seeks to provide strategic guidance members 
and affiliates can use to enact positive changes across the 
country.  

Research and first-hand experiences of committee mem-
bers reinforced a crucial foundation for transformation. 
Regardless of school location or the tactics at work in 
these settings, meaningful and sustainable change only 
occurs where the key elements of transformation identi-
fied in the GTL report are at the heart of the school/
district culture and decision-making.  As programs, strat-
egies, and ideas are considered, these elements of culture 
suggest crucial questions to guide our work:

• Passion for learning – Do the decisions, policies, and
strategies being implemented demonstrate that each
person is being encouraged to learn, grow, and thrive
without constraints of bureaucracy, deadlines for lear-
ning, or preconceived expectations of potential?

• Assessment for excellence – Is the success of each
individual and program measured in ways that lear-
ners/program participants believe are meaningful?
Are the outcomes being measured chosen because
they are easy to observe or because they are signifi-
cant indicators of success?  Are assessments designed
with a focus on learning?  Are assessments free from
bias and any implicit cultural lens?  Are measures
focused on growth, or are they intended to sort
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people into preconceived levels of achievement?
• Culture of collaboration – Does collaboration fea-

ture significant participation by diverse voices to
increase the relevance of learning goals and the kinds
of program supports provided? Does collaboration
meaningfully engage PreK-12 students, Education
Support Professionals, Aspiring Educators, current
active professionals, Educator Preparation faculty,
administrators, families, community members, and
policymakers, along with any other constituency that
might meaningfully contribute to student learning
and program success?

• Authentic autonomy – Does each person in the sys-
tem have the autonomy needed to take ownership for
their work and learning?  Do they experience moti-
vation from mastery of the work they are doing?  Are
those responsible for implementing any program or
change entrusted to monitor outcomes and to colla-
borate in adjusting strategies as needed?

• Worth of each person and community – Does each
person perceive they are genuinely cared for and res-
pected, their potential is encouraged and developed,
their previous experiences are seen as assets, their
cultural and personal backgrounds are utilized to
guide learning/program implementation decisions?

It is crucial to identify these transformational elements at 
the outset.  The temptation too often pursued by policy-
makers and communities is to ask “Which programs are 
achieving great results in community X or classroom Y?” 
while ignoring the question of “What key elements are 
in place where transformational change is happening?”  
While the 2020-21 PSP Committee Report compiles 
many promising strategies, these can’t simply be cop-
ied from one location and pasted into another location 
expecting positive results.  Achieving and sustaining 
transformative results can only be achieved with con-
tinued focus on the culture of the organization and the 
mindset of individuals within the system.

The landscape of strategies for transformation 

The PSP Committee was guided throughout its work this 
past year by focusing on two important questions:

• Where is transformation happening in schools and
communities?

• What strategies are facilitating positive changes?

By identifying promising practices and strategies, the 
committee seeks to provide strategic guidance members 
and affiliates can use to enact positive changes across the 
country.  

 Research and first-hand experiences of committee mem-
bers reinforced a crucial foundation for transformation. 
Regardless of school location or the tactics at work in 
these settings, meaningful and sustainable change only 
occurs where the key elements of transformation identi-
fied in the GTL report are at the heart of the school/
district culture and decision-making.  As programs, strat-
egies, and ideas are considered, these elements of culture 
suggest crucial questions to guide our work:

• Passion for learning – Do the decisions, policies, and
strategies being implemented demonstrate that each
person is being encouraged to learn, grow, and thrive
without constraints of bureaucracy, deadlines for lear-
ning, or preconceived expectations of potential?

• Assessment for excellence – Is the success of each
individual and program measured in ways that lear-
ners/program participants believe are meaningful?
Are the outcomes being measured chosen because
they are easy to observe or because they are signifi-
cant indicators of success?  Are assessments designed
with a focus on learning?  Are assessments free from
bias and any implicit cultural lens?  Are measures
focused on growth, or are they intended to sort
people into preconceived levels of achievement?

• Culture of collaboration – Does collaboration fea-
ture significant participation by diverse voices to
increase the relevance of learning goals and the kinds
of program supports provided? Does collaboration
meaningfully engage PreK-12 students, Education
Support Professionals, Aspiring Educators, current
active professionals, Educator Preparation faculty,
administrators, families, community members, and
policymakers, along with any other constituency that
might meaningfully contribute to student learning
and program success?

• Authentic autonomy – Does each person in the sys-
tem have the autonomy needed to take ownership for
their work and learning?  Do they experience moti-
vation from mastery of the work they are doing?  Are
those responsible for implementing any program or
change entrusted to monitor outcomes and to colla-
borate in adjusting strategies as needed?

• Worth of each person and community – Does each
person perceive they are genuinely cared for and res-
pected, their potential is encouraged and developed,
their previous experiences are seen as assets, their
cultural and personal backgrounds are utilized to
guide learning/program implementation decisions?

It is crucial to identify these transformational elements at 
the outset.  The temptation too often pursued by policy-
makers and communities is to ask “Which programs are 
achieving great results in community X or classroom Y?” 
while ignoring the question of “What key elements are 
in place where transformational change is happening?”  
While the 2020-21 PSP Committee Report compiles 
many promising strategies, these can’t simply be cop-
ied from one location and pasted into another location 
expecting positive results.  Achieving and sustaining 
transformative results can only be achieved with con-
tinued focus on the culture of the organization and the 
mindset of individuals within the system.

The landscape of strategies for transformation

With this guidance in mind, the PSP divided its work 
into three sub-groups for 2020-2021 in order to build a 
basis for transformation across the continuum of profes-
sional practice:

A. Recruitment and retention – Develop and imple-
ment strategies to recruit an increasingly diverse
population of future educators and provide cultural,
social/emotional, and academic supports to help
diverse Aspiring and Early Career Educators to be
successful and thrive in the profession.

B. The work of professional educators – Develop
and implement strategies to help practicing educa-
tors to grow in their understanding of culture, race,
and human diversity.  Deepen their commitment
to combat racism and inequity and to lead the
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transformation of culture in their schools.
C. Equity in our schools and communities – Develop

and implement strategies to ensure that every student
has the resources and opportunities they need to be
successful in learning and social/emotional growth
and has access to a safe, supportive, positive public
school environment that values and honors their
diversity and recognizes the worth of each person
and community.  Work to eradicate inequities made
even more stark by COVID-19.

In the sections that follow, we provide a brief introduc-
tion to these three areas.  Each section includes examples 
of strategies and programs that are generating posi-
tive results.  The report concludes with a sampling of 
resources that may be helpful to members and affiliates 
seeking to generate transformative change. 

Throughout the report, we identify the need for sup-
ports for student success.  These supports encompass the 
culture described in the GTL report including social/
emotional and academic support.  Additionally, for the 
development of future educators, there is a crucial need 
for financial support to remove barriers to participa-
tion in preparation programs for all roles as educators.  
Removing bureaucratic hurdles and financial barriers to 
higher education for students pursuing all careers can 
facilitate a fundamental change of mindset for PreK-12 
students.  Systemic change is needed to foster a mindset 
of opportunity and hope for all students, increasing the 
relevance of PreK-12 school experiences as a realistic 
pathway to their desired future.

 In addition to focusing on transforming organizational 
culture, the PSP Committee also highlights that signifi-
cant and sustainable change does not happen in silos 
within schools or communities.  The three subsections of 
work that follow are deeply interconnected.  For instance, 
transforming recruitment and retention of new educators 
naturally grows and is sustained by transformations across 
the entire career continuum of the education profession 
and through changes in the communities where students 
and educators live and work.   Finally, the need for sys-
temic change requires our attention to achieve transfor-
mation within the mindset of individual educators, across 
the professional continua for educators in all roles, within 
our union, and throughout communities.

A. Transform recruitment and retention

Recruiting and retaining a more diverse, profession-ready 
generation of educators is a crucial priority for the NEA.  
Our members understand what research now confirms 
– when children have interactions with diverse teachers,
particularly teachers that represent the same diversity of
those students, they are more likely to be successful in
school.  Our nation also desperately needs for all chil-
dren, students of all races and backgrounds, to encounter
role models that intentionally demonstrate a belief in the
worth of each person, an understanding of the individual
giftedness of each student, and a commitment to better
understand and tap into the rich cultural assets that are
part of each student’s background.

With this challenge in mind, the PSP Committee con-
sidered a range of strategies to recruit a diverse teaching 
workforce, to support high-quality preparation of diverse 

Aspiring Educators, and to provide induction and men-
toring that leads to professional and personal success of 
each early career educator (ECE).  PSP Committee mem-
bers analyzed programs in which they have either partici-
pated, seen in action in PreK-12 schools and preparation 
programs, and/or studied in their review of exemplars 
from across the country.  Their review provided several 
promising strategies and tactics for members and affiliates 
to consider.  Taking ideas and strategies like these to scale 
is a crucial next step in ensuring every student is provided 
academic and social/emotional support for success and 
access to equitable opportunities, as well as transforming  
the culture of schools and communities.

Strategies for recruitment and preparation 

• Programs to identify and encourage potential future
educators in middle school and high school are
opening doors and instilling a spirit of opportunity
for diverse learners to aspire to careers including
education.  NEA supported the development of the
Educators Rising curriculum many locals are utili-
zing to guide implementation of high school courses
for potential future educators.

• Mentoring programs for PreK-12 students are provi-
ding encouragement to youth who may not otherwise
see a pathway to college or careers.  Mentors may
include current aspiring educators or graduates from
area Higher Education programs, and be representa-
tive of greater diversity.

• Some programs for future educators provide opportu-
nities for potential educators to hear from association
leaders about the union’s role in creating great public
schools, fighting racism, and ensuring equitable
opportunities for all students.

• Role models representing the diversity of our PreK-12
student population are crucial in providing  exem-
plars, words of encouragement, and a vision of what
can be accomplished.  While role models in some
programs are community members, taking this
strategy to scale will be significantly advanced as the
educator workforce becomes more diverse so that
students will have access to role models who are pro-
fessionals in their schools.

• School- and district-wide programs have been for-
med as ‘teacher academies’ that support diverse high
school students in charting a course into teacher
preparation programs, recognizing that most ECE’s
return to work within 20 miles of where they grew
up.

• Some strategies are not systematic programs but
are the work of individual educators with a vision
for transformation.  For example, PreK-12 students
should be offered encouragement and supportive
pathways to a variety of roles as educators including
work with early childhood through college students,
Education Support Professionals (ESP), Specialized
Instructional Support Professionals (SISP), teaching,
etc.

• Members and locals are beginning to recognize the
importance of intentionally developing positive
messaging about the teaching profession, both to
encourage promising students AND to counteract
overwhelmingly negative narratives about the profes-
sion as a career.

• Some schools and districts are working to
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identify and combat both institutional racism and 
unconscious biases that track students of color 
away from a challenging PreK-12 curriculum and 
under-represent diverse students in gifted programs, 
Advanced Placement courses, etc.  To take this 
strategy to scale in every school and for every student 
will require courageous conversations about race and 
transformative experiences for educators across the 
country.  This is not a “program” that can be imple-
mented, and it can’t wait until a new generation of 
educators can change the culture of the profession.

• Locals and school districts in some settings have esta-
blished programs to connect students with financial
supports to pursue a college education, at times in
partnership with colleges.  Programs help students
navigate the bureaucracy of financial aid and college
application processes, particularly students who may
represent the first generation of college students in a
family.

• Locals in some settings are working with school
districts and policymakers to ensure Career and
Technical Education (CTE) programs for future
educators are available to all students in high school.
These programs may be linked to specific CTE
classes and formally identified as Future Teachers of
America or Educators Rising.  Even in settings where
formal CTE courses are not in place, locals should
seek to establish informal clubs or interest groups for
students interested in a career in education.

• Locals, school districts, and Aspiring Educator pro-
grams in colleges are beginning to create intentional,
seamless partnerships between Middle- and High
School Educators Rising/Future Educators programs
and Aspiring Educators programs at area campuses,
both in community colleges and 4-year colleges.
Such partnership should become the norm for every
community with a teacher preparation program.

• State and local affiliates have partnered with college
faculty and Aspiring Educators chapters to encourage
PreK-12 students to consider a career in education
by allowing them to interact with faculty, tour cam-
puses, and learn about their preparation programs.

• State and local affiliates have also partnered with
college faculty and Aspiring Educators chapters to
expand opportunities for aspiring educators to engage
in a range of activities  such as tutoring, observation,
and working with small groups in PreK-12 schools.

• Aspiring Educators Programs on campuses have
implemented a host of workshops to provide
culturally responsive teaching support, assistance
with trauma-informed pedagogy, and strategies
to address systemic racism and inequity in our
schools (e.g. workshop resources on ‘Decolonizing
Your Bookshelf ’ and ‘How to Have Courageous
Conversations About Race’).  But the AE program
currently only reaches a limited percentage of all
future teachers.  Tremendous opportunities exist
to expand the reach of AE programs by building
partnerships between every preparation program and
NEA state and local affiliates.

• HBC and U Legacies is an example of a program
that taps into the experiences of people of color who
are Early Career Educators to share their stories and
encourage PreK-12 students to consider careers in
education.  This recruitment strategy for Historically
Black Colleges and Universities (HBCUs) contributes
to the fact that Minority Serving Institutions (MSIs)

provide a majority of native people and people of 
color entering the education profession.

• Massachusetts introduced its Asian American Pacific
Islander Educator Mentorship Program (AAEMP),
funded by an NEA Community Advocacy and
Partnership Engagement Grant.

• Mentoring by ‘near peers’ is providing support from
ECEs to Aspiring Educators, and from educators who
have a few years of experience to ECEs in their first
years of practice.  These relationships address such
topics “I wish I had known…” and an introduction
to navigating challenging school culture while also
working to support the transformations advocated by
the PSP Committee.

• Mentors need training – some of the best programs
for mentoring and also for peer assistance are led by
the union and result in both success of ECE’s and
retention in the profession.

• Cooperating Teachers (mentors for Aspiring
Educators during clinical practice) also need training.
NEA has worked with multiple partners to provide
the kind of training that results in transformative
improvements in the readiness and performance of
early career educators.  Read about some of NEA’s
work (West, 2021) and the research on mentoring
(Foster, 2020).

• High-quality mentoring increases teacher
effectiveness.

Strategies to be expanded

Some ideas are only being implemented on an extremely 
limited, case-by-case basis.  For these, action is needed to 
intentionally transform the system:

• Locals, state affiliates, and NEA should focus par-
ticular energy in settings where potential and aspi-
ring educators of color are in schools and colleges.
Diverse PreK-12 settings should be prioritized to help
encourage diverse future educators.  Minority Serving
Institutions should be targeted to provide additional
academic, social/emotional, and financial supports
to Aspiring Educators to be successful in preparation
programs.

• Locals should advocate to restructure schools to
embody the kind of collaborative and supportive
culture for PreK-12 student success described in the
GTL report.  A powerful model to embrace is NEA’s
Community Schools’ pillars.  A school and commu-
nity that pursues the vision of those pillars will be an
outstanding setting to help Aspiring Educators pre-
pare for successful careers in education.

• NEA advocates nationally for educator preparation
programs to be grounded in intensive and extensive
clinical practice experiences.  This advocacy needs
to be extended to state and local affiliates.  Shortcut
pathways to teaching place under-prepared teachers
into the most demanding settings – we should insist
that such programs be dismantled, and all aspiring
educators should participate in appropriately fun-
ded Professional Development Schools and Teacher
Residency programs, with a full year of clinical
experiences.  These kinds of programs ensure profes-
sion-ready educators for every classroom, overcome
challenges of retention in the profession, and end the
cycle of constant turnover in high-needs schools.

• College affordability issues MUST be addressed.
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One strategy is to implement Teacher Residency 
Programs using NEA’s guidance, providing signifi-
cant stipends or salaries to participants so that high 
quality educator preparation is not a luxury only avai-
lable to a subset of aspiring educators because of their 
fi ancial situations.

• Cultural biases within some assessments required
for program completion and/or licensure serve as
a barrier to a career in education for some native
people and people of color.  NEA must advocate
for bias-free, performance-based assessments that
demonstrate candidates are profession ready.  All such
systems of assessment must provide multiple ways for
Aspiring Educators to demonstrate readiness to enter
the profession..

• Costs for all assessments required for program
completion and/or licensure must be reduced or eli-
minated so that these fees never serve as a barrier to
Aspiring Educators seeking to enter the profession.

• NEA should work to ensure members, including aspi-
ring educators, are aware of NEA’s extensive library
of micro-credentials for professional learning.

• NEA should continue to expand learning oppor-
tunities, such as micro-credentials and workshops
for members to grow in their understanding of
race, culture, bias, institutional racism, culturally
responsive practices, trauma informed practices,
understanding organizational change, and cultural-
ly-responsive union leadership.

• Union-led initiatives to increase the diversity of the
education profession should include such strategies
as:

i. Increased opportunities for aspiring educators to
work in diverse PreK-12 settings

ii. Training to ensure mentors and cooperating
teachers who work with aspiring educators and
early career educators are able to model culturally
responsive practices both with their PreK-12 stu-
dents and with their mentees.

iii. Focused efforts to transform highly-diverse
schools to reflect the GTL culture so PreK-12
students will be more academically successful,
capture a vision for their own potential for future
success

• To increase the attractiveness of the profession to a
new, diverse generation of educators, our union can
help members focus our own messaging about the
rewards of the profession and the profound impor-
tance of choosing to be an educator for the future of
our communities and transformation of our nation.
Even more importantly, our members must create the
kind of learning environments that will attract our
students to become future educators.

Strategies for alternate routes

Programs to help adults find non-traditional paths to 
teaching are part of a larger system to provide opportuni-
ties for entering all education professional roles at mul-
tiple points in life.

• Grow-your-own programs in schools are in place in
many settings, helping paraprofessionals and recent
graduates make career transitions into teaching as a

profession.
• Programs to recruit tutors from the ranks of stu-

dents on college campuses are providing potential
aspiring educators with a service opportunity AND
an understanding of the personal rewards of helping
another person learn/succeed, leading some college
students to change career goals and gain the degrees/
certification to become educators.

• Programs have been established to pair Education
Support Professional (ESP) members with teachers to
offer job shadowing and mentoring as they consider
careers in teaching.

• The PSP Committee suggests that, while some ses-
sions have been included in past ESP conferences,
future ESP conferences should intentionally feature
sessions to provide guidance to those interested in
changing job roles, such as pathways to become
paraprofessionals, to become teachers, and to work in
new ESP roles of interest.  It is crucial that these  ses-
sions be clearly intended to offer routes to alternative
roles and NOT interpreted as diminishing the impor-
tance of ANY role, as all members of the education
profession are absolutely essential to create our vision
for great public schools.

Strategies to provide systems of support

Support for educators throughout their careers, but par-
ticularly during preparation and induction, are vitally 
important to overcome the added challenges faced by 
native people and people of color within the profession.

• Affiliates at local, state, and national levels are
gaining understanding of the crucial need to have
native members and members of color working both
to design and implement all support systems for
their diverse colleagues throughout their careers as
educators.

• Well-designed mentoring programs for Early Career
Educators (ECEs) help educators achieve greater suc-
cess working with their PreK-12 students and decrea-
sing turnover in the profession.

• While some programs as described in the previous
bullets are achieving positive results, not all can
point to success.  These support systems should be
measured not only by numbers of participants and
contact hours, but also by the expressed satisfaction
of individuals, the retention of educators of color/
native educators in the profession, and equitable
opportunities to move into all roles, including admi-
nistration, in schools and districts.

• One local implemented a grant to provide targeted
support to ECEs during the pandemic.  The initiative
included a food truck, BLM t-shirts, a free drive-
through flu shot clinic, etc.

• Differentiated responsibilities for ECEs have been
bargained in some settings.  Building intentional
time into the school day to work with a mentor, to
research teaching strategies and learning resources,
and to plan for instruction are all contributors to an
educator’s success and retention in the profession.

• Differentiated salaries and time schedules for teacher
leaders serving in roles to support ECEs are also a
bargaining outcome in many locals.  Implementing
these programs provides opportunities for greater lea-
dership in the profession without necessarily moving
into administrator roles.
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• When native persons/ECEs of color are hired, they
often work in settings where there is limited or no
diversity among the other educators on staff.  Locals
and state affiliates are beginning to form collabora-
tive virtual support networks that transcend school,
district, and even state boundaries to ensure native
people and people of color have the support they need
to succeed.

• Programs such as Early Leadership Institute (ELI)
provide support for professional growth and deve-
lopment of leadership skills, and are helping to
transform education from an isolated job to one that
includes intentional collaboration among educators.

• The Learning Policy Institute offers an excellent
resource to assist members, districts, and communi-
ties in attracting and retaining a teaching workforce
including native people and persons of color:  https://
learningpolicyinstitute.org/sites/default/files/
product-files/Diversifying_Teaching_Profession_
REPORT_0.pdf

B. Transform the work of professional
educators

Schools and districts across the country are widely 
engaged in tactics with the stated goal of supporting the 
learning for every student and ensuring equitable opportu-
nities for all.  Often, the tactics used in two different set-
tings appear, at first glance, to be essentially the same, but 
there are profound differences upon deeper examination.

Consider, for example, that many districts have established 
some high-level administrative position focused on equity.  
In some districts, practitioners observe that many actions 
are taken, but programs enacted by these administrators 
to make the district “look good” have minimal impact 
on student learning or success.  In other settings, similar 
senior administrators with responsibilities for equity are 
actively engaged in impactful strategies such as providing 
training to staff in the field.  PSP Committee members 
note that some district leaders ‘just don’t get equity.’  In 
another state, it was observed that these same strategies for 
taking action with equity are enacted without outcomes 
data to track success, but rather to provide evidence of 
action to the courts when equity cases arise.  The question 
remains:  what do we do when our interventions are not 
impactful?  And, what are meaningful and measurable 
impacts that we should track?

Professional development is one avenue to help educa-
tors in classrooms and other work settings transform 
practice to increase equitable learning opportunities for 
all students.  Many PSP Committee members reported 
instances in which practitioner-led professional deve-
lopment had a significant impact on the work of their 
colleagues.  For example, the book study conducted by the 
PSP Committee in 2018-2019 was extremely worthwhile 
to help committee members address culturally responsive 
practices in their own settings.  On the other hand, PD 
that is not designed and implemented by practitioners is 
generally less effective, missing the mark on the needs of 
our members and possibly serving to allow the school/dis-
trict to check off the box that they had addressed equity.  
Finally, PSP members observed there is a subgroup of 
school who are anxious to voluntarily participate in mea-
ningful training about topics like Culturally Responsive 

Teaching and the Brain (Hammond, 2015).  But it is 
often those who need such professional development the 
most that fail to participate, not recognizing its value or 
relevance for their professional competence.  Strategies are 
needed to increase participation (achieve a critical mass) of 
school staff in professional learning on topics such as race, 
cultural competence, implicit bias, and trauma informed 
pedagogy either through effective marketing OR through 
infusing these topics into other training in which partici-
pation is high.

Increasing the diversity of the teaching workforce across 
schools and districts promises to help schools better 
address the needs of all students.  Students need to see 
role models and persons with varied cultural and personal 
backgrounds in teaching.  Members report that, in some 
districts, the union has requested turnover and retention 
data to assess if the support systems for native educators 
and educators of color are helping to support and increase 
the diversity of district professional staff.  But they have 
been unable to get data from the district.  In addition 
to the lack of simple data, there is also a perception that 
people who know about whether programs are successful 
or not are wary of telling the truth.  Maintaining a facade 
of district attention to diversity is essential if educators 
want to keep their jobs.

 While our nation’s student population becomes increa-
singly diverse and the economic situation of families conti-
nues to negatively impact resources for our schools, the 
teaching force entering the profession remains overwhel-
mingly white, typically from middle-class backgrounds, 
and with limited personal experiences with diverse 
cultures and peers.  The success of early career educators is 
at great risk when they are under-prepared to work with a 
diverse classroom of students or with students with limited 
fiscal resources.  Unconscious biases may arise out of the 
dissimilar educational experiences of the ECE.  Those 
differences may also foster negative responses from stu-
dents that perceive a disconnect with their educators.

Classrooms will better serve the needs of their students 
when students encounter native people and people of color 
as educators throughout their learning journey.  Schools 
will also be better when diverse groups of educators 
regularly collaborate, plan, teach, review student work, 
etc. Increasing the diversity of the teaching force is a 
challenging goal, particularly in times when the profession 
looks less attractive and enrollment in teacher preparation 
has fallen significantly across the country.  Meaningful 
interventions need to be built on answering such questions 
as these:

• Is this a profession that is inviting to caring, creative,
and talented people?  Or do perceptions of lack of
professional autonomy, limited compensation, and
the tendency of policymakers to make hard-working
educators the scapegoat for the problems created
by poor policy choices discourage potential future
educators?

• As current PreK-12 students observe their own
schools, do they see being an educator as an attractive
and rewarding way to spend their lives?

Promising ideas for members and affiliates

Promising ideas are only impactful IF they are 
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implemented in ways that build on the underlying keys 
to transformation identified in the Great Teaching and 
Learning report.  Those elements of organizational 
culture and personal vision are the difference between 
change that results in transformative improvements in 
equity, social justice, and learning versus change that 
serves merely to document that activity has occurred 
(allowing policy-makers and leaders to blame the prac-
titioners in the field, students, and their families for any 
lack of success.)

In his book Good to Great, Jim Collins (2001) noted that 
when things go well the transformative leader uses their 
“window” to recognize the people who are responsible for 
success but when things are not working, they look at the 
mirror to ask what they should have done differently as 
leaders.

Exemplary strategies and tactics

• A support structure was established in Maine to
overcome the isolation of the limited diversity in the
teaching profession:  The association hosts biweekly
conversations for members from various affinity
groups.  Concerns and ideas for support raised during
the conversations are shared with the state affiliate
president to develop potential actions at the state
affiliate level.

• The Maine Education Association Board of Directors
has a segment of each meeting agenda dedicated to
racial equity—book discussion, updates on the work,
plans for continuing the work.

• State affiliates in several states are collaborating with
their respective departments of education and other
educator groups to share resources and provide trai-
ning to transform the work of educators.

• Leaders for Just Schools facilitators provide training
for members statewide, for local school districts.

• Multiple state affiliates are utilizing their publications
to regularly share resources for educators and families
about diversity, culturally responsive practices, and
responding to racism and bias.

• A Michigan school has replaced traditional “Saturday
school” as depicted in the popular 1985 movie, The
Breakfast Club, with a program focused on student
success, providing tutoring for students who need
help in any grade level and any academic area.  Each
session begins with a motivational speaker, includes
paired time with a tutor, and a closing chance to
discuss what the student learned for the day.  For
more details about “Creating a caring community of
learners”, see https://www.birmingham.k12.mi.us/
domain/839. 

• “Teachers’ Club” is a practitioner-led and driven
discussion and study group that investigates new
instructional ideas and philosophical changes to
support the goal of learning for each student.  For
example,  one school transformed parent conferences
by shifting away from using grades for motivation
and judgment, refocusing on learning goals, student
accomplishments and areas for growth.  The purpose
of every classroom activity is a meaningful learning
outcome, not earning points or affixing a percentage
to someone’s self-worth.

• Washington NAKIA Academy is a program bringing
together 70 educators of color (in two cohorts) over a
four-month period for a total of 34 hours of thinking,

learning, interacting, skill-building, and fun.  The 
Academy helps keep newer educators in the field 
by providing support, mentoring, and a connection 
between veteran and newer educators of color.  See 
https://www.washingtonea.org/we-are-wea/ear-
ly-career-educators/for-us-by-us/ for details.

• Several state affiliates have initiated book studies to
help educators and association leaders explore their
own cultural lens, the presence of implicit bias and
the need for ongoing personal reflection and openness
to feedback.  Participants gain deeper understan-
ding of both the existence of systemic racism and a
white-supremacy culture within schools and commu-
nities AND develop strategies to become co-conspira-
tors for transformation.

• Strategies such as book studies, movie-nights, and
even courageous conversations all require attention to
creating an environment sometimes called ‘safe space’
for individuals to express their personal experiences.
This kind of atmosphere may better be called a ‘brave
space’ that encourages deep self-reflection and sup-
ports growth without adding to the weight of any
person’s sense of guilt or past inadequacy.

• In some settings, educators from ALL roles are
included in the professional learning opportunities to
help transform school and community culture.  All
too often, though, those professional learning oppor-
tunities are either segregated by job role or not offered
at all for ESP members.

Strategies to expand alternate routes

• Utilize NEA conferences (e.g. Leadership Summit) as
a place to focus on teaching and learning practices for
equity and culturally responsive teaching.

• Provide frequent opportunities for informal peer
observation (in addition to or in place of formal
observation processes.)  It was noted that instructio-
nal paraprofessionals may visit multiple classrooms
and teachers each day, but teachers miss out on seeing
the variety of great teaching ideas at work in a school.
Teachers could gain knowledge, ideas, and energy
from frequent opportunities to observe in other
classrooms.

C. Transform equity in our schools and
communities

Challenges faced by our students, their families, our 
members, and communities since the 2019-2020 Reports 
of Committees (Professional Standards and Practices Report) 
have served to deepen the inequities in schools and com-
munities.  While the transformation of schools to virtu-
ally support the student learning is an amazing testament 
to the commitment and creativity of our members, it too 
often seems that reporters and policy makers are willing 
to overlook that a significant portion of our students and 
their families have been left behind.  Those left behind 
are communities with the greatest poverty, most often 
students and their families who are native people and 
persons of color.  “Successfully” reaching 75% of our stu-
dents in the COVID-19 environment seems like a great 
accomplishment but demonstrates an underlying will-
ingness to overlook the systemic racism that was already 
undermining opportunity and success of native people 
and persons of color.

https://www.washingtonea.org/we-are-wea/early-career-educators/for-us-by-us/
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 The hearts and minds of those in positions of power 
and leadership must be transformed to embrace a com-
mitment to combat the racism of inequity for students.  
Recent political turmoil highlights a critical mass of our 
population that is also blind to the destructive power of 
white supremacy not only in the lives of native people 
and persons of color but for ALL people – there is lack of 
understanding that the well-being of each individual ulti-
mately impacts the well-being of all.

The needed change is not coming smoothly.  Even as 
outrage over police violence toward native people and 
persons of color and treatment of the children of undocu-
mented immigrants fuels a rising tide of concern and calls 
for change, the privileged in power mobilize their constit-
uencies in both political and protest arenas.  The polar-
ization within society even made it difficult for schools 
to let students watch the 2021 Presidential Inauguration 
without outcries from some in the community.  Staff and 
students who are native people and/or persons of color are 
experiencing even greater isolation and a crucial need for 
support in schools.

Unfortunately, surveys of NEA member attitudes as well 
as personal experiences of PSP Committee members 
interacting with some educators across the country reveal 
there is also an unconscious bias and need for change 
within our own schools and profession.  For example, 
multiple studies demonstrate inequitable discipline 
practices toward subgroups of students, skewed teacher-
recommendations for gifted programs, and bias evident 
in survey results on beliefs about the abilities of various 
students. Clearly, the strategies to transform schools must 
address equitable opportunities for students and their 
families .

Institutional racism is at work both within education and 
in a range of services and resources in our communities:  
health care, social services, funding for quality infra-
structure, affordable housing, access to nutritious food 
options, etc.  Even if schools were equitably funded and 
if the culture and educational practices within the school 
were transformed, learning would be seriously hindered 
by the range of conditions impacting our students and 
their families.  Transformation must involve schools 
AND communities, ideally through integral partnerships 
between school and community.

Two competing concepts must BOTH be addressed as we 
pursue transformation:

1. Our strategies for change must provide a space for
courageous conversations that include community
members and colleagues who disagree with the
assertions in this report.  Only by finding ways to
have reasoned discussions about ideas, beliefs, facts,
and our individual experiences without hyperbole
and name-calling can we hope to understand each
other, build trust, and to create an atmosphere that
supports change in the hearts and minds of all who
engage in the conversation.   We must also recog-
nize that each person is at a different place in their
life experience and journey toward understanding
race, culture, and individual differences.  Wherever
each person is in their experience, we must cre-
ate an environment that awakens and facilitates
change and growth.  No one has achieved a perfect

understanding of all other people.  Deepening our 
understanding and appreciation for those who are 
different from us is a career-long process for educa-
tors and a lifelong process for each individual.

2. Still, the need to create the open atmosphere
described in the first point cannot allow us to delay
or draw out the process of change.  The well-being
of our students is at stake.  It’s been almost 58 years
since Martin Luther King, Jr. explained in the
“Letter from a Birmingham Jail” that the fundamen-
tal opportunities for life, liberty, and the pursuit of
happiness cannot be sacrificed because we need to be
patient as persons with privilege take time to change.

The examples that follow highlight some of the meaning-
ful changes and strategies that are occurring right now, 
arising from the leadership, passion and commitment of 
NEA members in communities across the country.

Examples of social justice advocacy training and 
activism

• Leaders for Just Schools is a powerful year-long expe-
rience that’s helping members become the leaders in
their schools and communities to take this transfor-
mation to scale nationally.

• NEA’s Teacher Leadership Institute and Early Leader
Institute utilize overarching leadership competen-
cies including “Explore and Challenge Inequity”,
“Collaborate Purposefully”, and “Cultivate Socially
Just Learning Environments”.

• State affiliates have partnered with each other and
with external partners to offer “Welcoming Schools”
training, facilitated by NEA.

• Book study groups in local and state affiliates, AE
chapters, etc. are exploring the rich array of publica-
tions that can create deeper understanding of race,
bias, and culture.

• A partnership between Kansas NEA, Missouri NEA,
and Modern Family Alliance provided books featu-
ring diverse characters for the PreK-12 students in the
classrooms of workshop participant educators.

• Aspiring Educators (AE) held a national workshop
on how to engage in courageous conversations about
race.

• AE followed up their initial conversations event with
a week of action (workshops, activities, advocacy,
panel discussions) for Black Lives Matter.

• State affiliates, locals, and AEs have held social justice
workshops and symposia with a focus on deepening
our understanding of race, culture, bias, privilege,
and steps both to be anti-racist educators and activists
in our communities.  These activities have been held
for the affiliate’s governance boards and UniServ
councils in addition to workshops and experiences for
all members.

• Social justice-focused movie nights have been held
for both active professionals and AE members.  A few
examples of the featured films include Hair Love,
Freedom Writers, 13th, The Long Shadow, and more.
Events have included follow-up discussion, sometimes
including the film-makers, authors, actors.

• Vermont NEA utilized an NEA grant to develop “I
Am From Here”, a powerful video and accompanying
discussion resources and lessons.  These resources are
being used not only in schools across Vermont but in
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schools and communities across the country. 
• Local affiliates are employing various surveys and

equity audits to gather data about their settings.
Facilitated conversations are then used to help edu-
cators, students, and community members explore
issues of race and culture.

• (Note:  Such surveying might be a worthwhile acti-
vity as part of major NEA meetings - Leadership
Summit, NEA RA, etc.)

Examples of school and community transformation 
and action

• Possibly the largest transformations that align with
NEA’s GTL report can be found in our advocacy for
and support of the creation of Community Schools.

• Some schools are recognizing a need for signage both
for LGBTQ students, native students and students
of color to find safe spaces within schools and staff
are increasingly sensitive to the need to display these
signs as a reminder of their own role in being an
anti-racist educator.

• In response to current events and to the training
opportunities, some members are collaboratively
committing to call out examples of bias and privilege

in settings from the classroom to the teacher’s lounge, 
from the union meeting to the school board meeting.

• NEA members advocated for new language that
is now part of the Council for Accreditation of
Educator Preparation (CAEP) standards for prepa-
ring new teachers.  It requires preparation programs
to demonstrate how Aspiring Educators are learning
about race, culturally responsive practices, and how
they are building a career-long practice of reflection
on their personal biases and cultural lens.

• Students and educators in some settings are leading
efforts to decolonize the bookshelves of their class-
rooms and school libraries, ensuring that native stu-
dents and students of color have access to literature
both by diverse authors and featuring diverse charac-
ters, stories, and communities.

• Our union is using its status and power within the
community to engage with other organizations and
foster change in their policies and processes as well.

• Bargaining for the common good has allowed com-
munity voices to be incorporated into the vision for
schools and communities, using the influence of the
union and its agreements to ensure greater attention
to equity for students and families.
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A Pathway to Transformation 
(Summarized in one quick and easy page)

The promising examples of transformation noted in this 
report serve to generate an important question:  what 
project or strategy should be chosen to initiate transfor-
mation in YOUR setting.  In fact, the range of potential 
strategies and tactics offered in this report are over-
whelming. Two crucial questions come to mind:

• How does an individual know where to begin a jour-
ney toward greater understanding of culture and bias,
improved professional practice, or leadership of the
profession?

• What is the appropriate place for a group of NEA
members in a school, the larger school community, or
for an affiliate to pursue a journey toward organiza-
tional transformation?

Step 1 - Transforming Self

Before anyone can lead change or model transformation 
for others, they must be on a path to personal growth and 
development

Step 2 - Transforming Relationships

No single individual can change an organization by 
themselves, and to have the credibility and trust to be an 
agent of change requires establishing positive working 
relationships.  Relationships become a crucial means 
to support each other on a shared learning journey.  
Relationships become the soil in which a transformed 
organization can grow.

Step 3a - Transforming the Organization, Culture, 
and Leadership

This is where organizations often begin… (but not always 
at the beginning of this crucial sequence.)  In order to 
select and implement a meaningful, transformative plan 
of action requires several important steps.  An extremely 
helpful model for change is called Improvement Science.  
An outline of this process includes these steps

• Map the assets and available resources
• Conduct a needs assessment to identify concerns
• Analyze the data
• Engage the community in establishing aims, outco-

mes, SMART goals
• Select strategies (possibly from the ideas above) to

accomplish transformation
• Repeat this cycle with continuous improvement as

the goal

Step 3b - Transforming Professional Practice

Educators in all roles must transform their work to imple-
ment the principles of the GTL report.  Educator actions 
and decisions must demonstrate a belief in the worth of 
each person (PreK-12 students, their families, colleagues, 
and community members),  implement culturally res-
ponsive practices, replace traditional discipline with resto-
rative strategies, etc.

A Pathway to Transformation: The Details

Step 1 - Transforming Self

Before any individual can become an agent of change 
in their environment, they must be engaged in the life-
long process of self-reflection and working to focus on 
life experience with an outward mindset.  This includes 
seeking to better understand one’s own cultural lens and 
unconscious biases.  Everyone has such a lens created by 
their unique life experiences.  All people have biases that 
influence their actions on a subconscious level.  For this 
reason, the first step toward transformation is to engage 
in personal reflection.  Since growth and transformation 
are cyclical, ongoing processes rather than events, reflec-
tion is also a recurring step.  It is facilitated by asking 
others for honest feedback.  Some districts require staff 
to conduct a 360-review by surveying students, parents, 
colleagues, etc.  If the school/district allows such data 
to remain the confidential, sole property of the educa-
tor then it holds the promise for transformation.  It is 
not the responsibility of educators of color to always lead 
the transformation process, nor must they always be 
responsible to facilitate the growth of their colleagues.  
White educators must be co-conspirators, working both 
to transform themselves and to facilitate the growth of 
colleagues, PreK-12 students, families, and community 
members.

Possible action plan—

• Read or revisit some of the resources on personal
growth and reflection

• Reflect on possible areas for personal growth
• Devise and implement specific strategies for change

and data to monitor
• Invite a trusted colleague to assist with observations,

feedback, and reflection process
• Invite a broad, diverse group to provide feedback…

be ready to hear the truth about needs for change.
• Keep in mind that changing actions is not nearly as

powerful as changing hearts and minds.

Resources to support personal transformation--

Transforming self or facilitating as other individuals 
experience transformational growth require skill and 
sensitivity to support each person’s psychological and 
emotional needs.  The first resources may be helpful in 
addressing these challenges and needs.

Bridges, W. (2009). Managing transitions. Philadelphia, 
PA:  Da Capo Books.
(William Bridges work involves both a personal journey 
and a realization that it is times of painful transition that 
are the main points of growth for individuals.)

The Arbinger Institute.  (2018).  Leadership and self-
deception:  Getting out of the box.  Oakland, CA:  
Berrett-Koehler Publishers, Inc. 
(in addition to readings from The Arbinger Institute, 
contact NEA Teacher Quality for additional information 
about workshops on their programs.)

Covey, S. R.  (2013).  The 7 habits of highly effective peo-
ple:  Powerful lessons in personal change.  New York, NY:  
Simon & Schuster.
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A second element of the transformation experience is to 
increase knowledge and understanding of racism, implicit 
bias, and white supremacy culture in our nation’s history 
and current reality.  Articles and books that address these 
issues may serve as excellent resources for personal growth 
and as the impetus for small group discussion, book stud-
ies, film nights, etc.  

Delpit, L.  (2006).  Other people’s children:  Cultural con-
flict in the classroom.

Diangelo. R.  (2018).  White fragility.  Boston, MA:  
Beacon Press.

Eberhardt, J.  (2019).  Biased. Uncovering the Hidden 
Prejudice That Shapes What We See, Think, and Do.  New 
York, NY:  Penguin Books.   

Kendi, I. X.  (2019).  How to be an antiracist.  London, 
UK:  One World.

Kendi, I. X.  (2017).  Stamped from the beginning.  New 
York, NY:  Bold Type Books.

Kendi, I. X. & Blain, K. N.  (2021).  Four hundred souls: 
A community history of African America, 1619-2019.  
London, UK:  One World.

McGhee, H.  (2021).  The Sum of Us: What Racism Costs 
Everyone and How We Can Prosper Together.  London, 
UK:  One World.

Pollock, M., ed. (2008).  Everyday antiracism:  Getting 
real about race in school.  New York, NY:  The New Press. 

Rothstein, R.  (2017).  The color of law: A forgotten history 
of how our government segregated America.  New York, NY:  
Liveright Publishing Corporation.

Resources to address bias--

Video resources, clips from conversations about race, and 
varied self-assessment instruments are excellent tools to 
deepen our understanding of race and culture.  

What is unconscious bias?  https://www.youtube.com/
watch?v=rbe5D3Yh43o

McCombs School of Business video on implicit bias (part 
of a series of videos including ethics, equity, racism, etc):  
https://www.youtube.com/watch?v=OoBvzI-YZf4

Dixon, A.  (2011).  This video clip addresses the question, 
“Can we reduce our bias?”
www.greatergood.berkeley.edu/article/item/
empathy_reduces_racism/ 

Overcoming unconscious bias and the tendency to believe 
what we already think we know:
https://theoatmeal.com/comics/believe_clean

Quizzes and activities to explore bias and knowledge 
about racism:
www.edchange.org/multicultural/quizzes.html

Harvard Project Implicit is a consortium that originated in 
1998 and now includes researchers and universities from 

around the world.  Their online implicit bias assessment 
instruments are an excellent point for beginning a process 
of self-reflection and initiating discussions with groups:  
https://implicit.harvard.edu/implicit/takeatest.html 

Step 3a - Transforming the Organization, 
Culture, and Leadership

As the members of a community embrace the pathway to 
transformation of self and relationships, it becomes pos-
sible that the culture of organizations can be transformed 
as well.  All of the resources previously provided for both 
individual transformation and for transforming relation-
ships can be relevant and usable for work with organiza-
tional culture.  Key elements of culture include deepening 
each person’s belief in the worth of each person, building 
the trust to extend genuine autonomy to others, growing 
the relationships to support deep collaboration, and the 
willingness and courage to assess what truly matters - to 
hear the truth about needs for change.  

These all provide a foundation in which innovation can 
thrive.  In such an environment, NEA is also facilitating 
the work of leaders and affiliates, helping them employ 
change ideas proposed by the Carnegie Foundation 
Improvement Science.  When several individuals or 
groups are working on similar problems, they also can 
form “Networked Improvement Communities”.

Possible action plan:  In a nutshell, the cyclical steps to 
engaging in this change process includes a spiraling cycle 
of actions.

• Establish/enhance positive relationships and engage
the broad community of voices in all steps

• Develop a mapping of the assets and available
resources

• Create and conduct a needs assessment to identify
concerns

• Use diagrams and charts to analyze the data and
hypothesize causes for problems

• Use Driver Diagrams to identify goals/aims and the
‘drivers of change’

• Select a relevant, meaningful strategy to improve
things (possibly using the array of examples above),
then use a Plan-Do-Study-Act cycle to see if your
strategy works.

• Repeat this cycle with continuous improvement
(while learning from others engaged in this process
via Networked Improvement Communities.)

Resources to support transformation--

As noted, this is an abbreviated outline of the process for 
Improvement Science.  In addition to working with NEA 
staff who are facilitating this process in various settings 
and with varied problem scenarios, here are two resources 
to help leaders in a local, school, or community to take 
action:

Leadership, Organizational Culture, and 
Improvement Science

Beginning the conversation:

Patterson, K., Granny, J., McMillan, R. & Switzler, A.  
(2012).  Crucial conversations:  Tools for talking when the 
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stakes are high.  New York, NY:  McGraw Hill.

Singleton, G. E. & Linton, C. (2015).  Courageous con-
versations about race:  A field guide for achieving equity in 
schools.  Thousand Oaks, CA:  Corwin Press.

The Arbinger Institute.  (2019).  The outward mind-
set:  How to change lives and transform organizations.  
Oakland, CA:  Berrett-Koehler Publishers, Inc. 
(in addition to the reading materials, some NEA staff are 
facilitators for this program)

Nuri-Robins, K. Consider the introduction to cul-
tural proficiency offered by Dr. Nuri-Robins on her 
website and the short introductory video clip on 
the opening page:  https://kikanzanurirobins.com/
diversity-equity-inclusion

Improvement science:

Bryk, A. S., Gomez, L. M., Grunow, A., & LeMahieu, P. 
G. (2015).  Learning to improve:  How America’s schools
can get better at getting better.  Cambridge, MA:  Harvard
Education Press.

NEA’s Certification Bank - Community School 
Improvement Science stack of 8 micro-credentials provide 
complete, thorough background into each step.  The 
resource can be accessed as a reference or leaders may 
wish to actually pursue the micro-credentials.  It can 
be applied to problems beyond the specific challenge of 
establishing a community school, too.
https://nea.certificationbank.com/NEA/
CandidatePortal/CategoryDetail.aspx?Stack=CS 

Recruitment and retention

Carver-Thomas, D.  (2018).  Diversifying the teaching 
profession:  How to recruit and retain teachers of color.  
Palo Alto, CA:  Learning Policy Institute.  Accessed 
at:  https://learningpolicyinstitute.org/product/ 
diversifying-teaching-profession  

Darling-Hammond, L. & Oakes, J.  (2019).  Preparing 
teachers for deeper learning.  Cambridge, MA:  Harvard 
Education Press.

Dee, T. S. (2004). Teachers, race, and student achievement 
in a randomized experiment. Review of Economics and 
Statistics, 86(1), 195–210. Accessed at:  https://www.mit-
pressjournals.org/doi/pdf/10.1162/003465304323023750

Egalite, A. J., Kisida, B., & Winters, M. A. (2015). 
Representation in the classroom: The effect of own-race 
teachers on student achievement (Working Paper No. 
PEPG 14-07). Harvard Kennedy School, Program on 
Education Policy and Governance. https://files.eric.
ed.gov/fulltext/ED562618.pdf

Gershenson, S., Hart, C., Hyman, J., Lindsay, C., & 
Papageorge, N. W. (2018). The long-run impacts of 
same-race teachers (NBER Working Paper No. w25254). 
National Bureau of Economic Research. https://www.
nber.org/papers/w25254.pdf

Gershenson, S., Hansen, M., & Lindsay, C. A.  (2021).  
Teacher diversity and student success:  Why racial 

representation matters in the classroom. Harvard Education 
Press, Cambridge, MA.

Hansen, M., & Quintero, D. (2019). The diversity gap for 
public school teachers is actually growing across generations. 
Brown Center on Education Policy. https://www.brook-
ings.edu/blog/brown-center-chalkboard/2019/03/07/
the-diversity-gap-for-public-school-teachers-is-actually-
growing-across-generations/

Lachlan-Hache’, L., Causey-Konate’, T., & Mizrav, 
E. (2020).  To achieve equity, build a diverse workforce.
Learning Forward 41(6).  pp. 24-27, 32.

Lindsey, R. B., Nuri-Robins, K., Terrill, R. D., & 
Lindsey, D. B.  (2019).  Cultural proficiency:  A manual 
for school leaders.  Thousand Oaks, CA:  Corwin Press.  

Nava-Landeros, I., Isken, J. & Francois, A. (2020). Open 
the door to diversity: Teacher residencies in urban schools 
boost retention and achievement. Learning Forward 41(6). 
pp. 33-36.

NEA Great Teaching and Learning report: https://
www.nea.org/sites/default/files/2020-06/Great%20
Teaching%20and%20Learning%20Report.pdf 

Storeygard, J. & Mutch-Jones, K.  (2021).  Pathway 
for paraeducators in math classrooms.  Learning Forward 
41(6).  pp. 38-42.

Tatum, D. T. (2017).  Why are all the black kids sitting 
together in the cafeteria?  New York, NY:  Basic Books.

NEA has created several programs that align with build-
ing relationships and fostering practitioner leaders.  
Contact the Teacher Quality department for information 
and connections to these opportunities:

• NEA’s Teacher Leader Institute, Early Leader
Institute, and the TLI Competencies

• NEA’s program - Leaders for Just Schools
NEA Center for Social Justice:  https://neacsjpd.org/
https://neacsjpd.org/trainings/
(Welcoming Schools can be found here)

See NEA’s Leadership Competency framework: 
https://www.nea.org/professional-excellence/
leadership-development/leadership-competencies

See the Teacher Leadership Competencies developed 
by NEA:  https://www.nea.org/professional-excellence/
professional-learning/teachers/TLI 

Step 3b - Transforming Professional Practice

Individuals within schools and classrooms can transform 
their professional practice.  Even better, the transforma-
tion of professional practice can be part of a transforma-
tion of the culture and norm of professional practice 
throughout an organization (using steps 1, 2, and 3a).

Overarching Resources—

National Education Association.  (2017). ESP 
Professional growth continuum.  Retrieved from:  
https://www.nea.org/professional-excellence/
professional-learning/esps/continuum 

https://watermark.silverchair.com/003465304323023750.pdf?token=AQECAHi208BE49Ooan9kkhW_Ercy7Dm3ZL_9Cf3qfKAc485ysgAAArAwggKsBgkqhkiG9w0BBwagggKdMIICmQIBADCCApIGCSqGSIb3DQEHATAeBglghkgBZQMEAS4wEQQMJjIuouq1kbCFfVnGAgEQgIICY69EcTVDHLAck8EJFhasuhf7SS_0phW_pE9YutOkaL2AVxkQ3ud3kiNVjO5BMLmHAc6ZvVEAcZ0uV8AUyHfqRPG2QPU3Kc5IwBzYA4hF-mhRMTgNRaIR9K0FS1CYYOSFTGqVgdxju7HBucls1XjbcmTTVzvUEjwsAtejyKIsQDHBw_Z1y2QF1qZnwnvi2XHF9VM3lZ-MFAHFpvnmc6Hnn3oHbQ9U9RpEh04Znb58IgQQnzBs7GDxOT4gae1ohyZ-Muw5gwmU1JMVRhxq1IqeGTgg-JNSLwswEu2m14fi9FRNFtCcFvmlB3HnXy1Xybt4ibFzw5lvuv1vXtdbOx-2zXRL0GoxUvZ6_s7_aieUtUkLhjnXHsBf_igOGy8jcGByrq-z_mrNpRRcOrIB4orfgq7Ew4ecgeUOtL4GhRO27-HSY1tMwjpn2HTX7qBpCwluYZOOFMvhZm5y9BFIGPxQupv93-MH7Waer1agmQmpdgWz16GA6LIENHEBgC00ikZDfjJloqSZRmVYa0HWSBF3S_Y0USVtN_NpzKS-nOdZpmE-JBfaspOtov-BDcTPb82JBWmFms3zxqijx1ICsUwb7Cyfx13IuE3z9TCa0QQgoSGZ3OjyJHtnMLYfYN7IGuMeIF-uLNbgDuE_QBkjvjHv0wt59G4q1hh5Fqgnk2Zah9D516sQ0aHbrraSvLRz4QNHWcU0fvozrSMvvrxPRB--opp4sqcPYPCYUEo0sDlk3hqmalHmofl_j-rZ3crXgt8qXAqgegyaI__lmR2hHHaK1JJr49xeQWxPjkojmxLbw3fAfgcK
https://watermark.silverchair.com/003465304323023750.pdf?token=AQECAHi208BE49Ooan9kkhW_Ercy7Dm3ZL_9Cf3qfKAc485ysgAAArAwggKsBgkqhkiG9w0BBwagggKdMIICmQIBADCCApIGCSqGSIb3DQEHATAeBglghkgBZQMEAS4wEQQMJjIuouq1kbCFfVnGAgEQgIICY69EcTVDHLAck8EJFhasuhf7SS_0phW_pE9YutOkaL2AVxkQ3ud3kiNVjO5BMLmHAc6ZvVEAcZ0uV8AUyHfqRPG2QPU3Kc5IwBzYA4hF-mhRMTgNRaIR9K0FS1CYYOSFTGqVgdxju7HBucls1XjbcmTTVzvUEjwsAtejyKIsQDHBw_Z1y2QF1qZnwnvi2XHF9VM3lZ-MFAHFpvnmc6Hnn3oHbQ9U9RpEh04Znb58IgQQnzBs7GDxOT4gae1ohyZ-Muw5gwmU1JMVRhxq1IqeGTgg-JNSLwswEu2m14fi9FRNFtCcFvmlB3HnXy1Xybt4ibFzw5lvuv1vXtdbOx-2zXRL0GoxUvZ6_s7_aieUtUkLhjnXHsBf_igOGy8jcGByrq-z_mrNpRRcOrIB4orfgq7Ew4ecgeUOtL4GhRO27-HSY1tMwjpn2HTX7qBpCwluYZOOFMvhZm5y9BFIGPxQupv93-MH7Waer1agmQmpdgWz16GA6LIENHEBgC00ikZDfjJloqSZRmVYa0HWSBF3S_Y0USVtN_NpzKS-nOdZpmE-JBfaspOtov-BDcTPb82JBWmFms3zxqijx1ICsUwb7Cyfx13IuE3z9TCa0QQgoSGZ3OjyJHtnMLYfYN7IGuMeIF-uLNbgDuE_QBkjvjHv0wt59G4q1hh5Fqgnk2Zah9D516sQ0aHbrraSvLRz4QNHWcU0fvozrSMvvrxPRB--opp4sqcPYPCYUEo0sDlk3hqmalHmofl_j-rZ3crXgt8qXAqgegyaI__lmR2hHHaK1JJr49xeQWxPjkojmxLbw3fAfgcK
https://www.brookings.edu/blog/brown-center-chalkboard/2019/03/07/the-diversity-gap-for-public-school-teachers-is-actually-growing-across-generations/
https://learningpolicyinstitute.org/product/diversifying-teaching-profession-report
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National Education Association.  2017). Great teaching 
and learning:  Creating the culture to support profes-
sional excellence.  Retrieved from:
https://www.nea.org/resource-library/
great-teaching-and-learning-creating-school-culture 

Over 170 NEA Micro-credentials — visit https://nea.
certificationbank.com/ or contact NEA Teacher Quality 
department for more information.

Brain-based practices—

Adams, M., Bell, L. A., Goodman, D. J. & Joshti. K. Y., 
eds.  (2016).  Teaching for diversity and social justice.  New 
York, NY:  Routledge.

Frey, N., Fisher, D., & Smith, D. (2019).  All learning 
is social and emotional:  Helping students develop essen-
tial skills for the classroom and beyond.  Alexandria, VA:  
ASCD.

Hammond, Z. (2015).  Culturally responsive teaching and 
the brain.  Thousand Oaks, CA:  Corwin Press.

Jensen, E.  (1998).  Teaching with the brain in mind.  
Alexandria, VA:  ASCD.

McTighe, J. & Willis, J.  (2019). Upgrade your teach-
ing:  Understanding by design meets neuroscience.  
Alexandria, VA:  ASCD.

Nuri-Robins, K., Linsdey, D. B., Lindsey, R. B., & 
Terrell, R. D.  (2012).  Culturally proficient instruction: A 
guide for people who teach.  Thousand Oaks, CA:  Corwin 
Press.

Posey, A, . (2018).  Engage the Brain:  How to design for 
learning that taps into the power of emotion.  Alexandria, 
VA:  ASCD.

Sousa, D.  (2017).  How the brain learns.  Thousand 
Oaks, CA:  Corwin Press.

Sprenger, M.  (2020).  Social emotional learning and the 
brain:  Strategies to help your students thrive. Alexandria, 
VA:  ASCD.

Tokuhama-Espinosa, T.  (2019). Five pillars of the mind.  
New York, NY:  W. W. Norton. 

Wolfe, P.  (2001).  Brain matters:  Translating research 
into classroom practice.  Alexandria, VA:  ASCD.

Coaching and Mentoring—

Costa, A. L. & Garmston, R. J.  (1994).  Cognitive coach-
ing:  A foundation for renaissance schools.  Norwood, MA:  
Christopher-Gordon Publishers, Inc.

Foster, E.  (2020).  High-quality mentoring increases 
teacher effectiveness.  Learning Forward 41(6).  Pp 15-17.

Knight, J. (2018).  The impact cycle:  What instructional 
coaches should do to foster powerful improvements in teach-
ing.  Thousand Oaks, CA:  Corwin Press. 

Wellman, B. & Lipton, L.  (2018).  Mentoring matters:  A 

practical guide to learning-focused relationships.  Charlotte, 
VT:  MiraVia, LLC.  

School Transformation—

Johnson, J. F., Uline, C. L., & Perez, L. G. (2019).  
Teaching practices from America’s best urban schools:  A 
guide for school and classroom leaders.  New York, NY:  
Routledge.

Hopkins, B.  (2004).  Just Schools:  A whole school 
approach to restorative justice.  London, UK:  Jessica 
Kingsley Publishers. 

Jennings, P. A.  (2020).  Mindfulness for teachers.  New 
York, NY:  Norton Professional Books.

Restorative Practices—

Video Links:
NEA video (start at 2:35):  https://www.youtube.
com/watch?v=8HN_zW4SwYY 

• An elementary example of Tier 1 use of Restorative
Justice circles:
https://www.youtube.com/watch?v=qTr4v0eYigM
A high school example of how students experience
“The Zone” from Nashville and use of Restorative
practices.  Video:  https://www.youtube.com/
watch?v=1-RZYSTJAAo

• A powerful example of re-entry (Tier 3) from
Oakland, CA
Video:  https://www.youtube.com/
watch?v=uSJ2GPiptvc

• Example from middle school including discipline
data comparisons
https://irjrd.org/wp-content/uploads/2016/01/
RD-Handout-TASSP-TEPSA-June-2014.pdf

Web Resources:

Ford, J. E. (2016).  Disrupting inequity.  Educational lead-
ership.  74(3), pp. 42-46.  Accessed at:  http://www.ascd.
org/publications/educational-leadership/nov16/vol74/
num03/The-Root-of-Discipline-Disparities.aspx  

Balingit, M. (2018).  Racial disparities in school disci-
pline are growing, federal data show.  The Washington 
Post.  April 24, 2018.  Accessed at:  
https://www.washingtonpost.com/local/education/
racial-disparities-in-school-discipline-are-growing-
federal-data-shows/2018/04/24/67b5d2b8-47e4-11e8-
827e-190efaf1f1ee_story.html?utm_term=.87f17342dc49

Institute for Restorative Justice and Restorative Dialogue.  
Website:  https://irjrd.org
See their “best practices” document at:  https://irjrd.org/
wp-content/uploads/2016/01/Best-Practices1.pdf

Denver Restorative Practices school based partnership 
(including NEA, NCTA, and community and district 
partners).  See the School-wide restorative practices: Step-
by-step accessed at:  http://educationvotes.nea.org/wp-
content/uploads/2017/09/Implementation-Guide-2017-
FINAL.pdf

NEA five-micro-credential stack introducing restorative 
practices:  
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https://www.nea.org/professional-excel-
lence/professional-learning/resources/
restorative-practices-micro-credentials

NEA Community Schools Toolkit (pp. 58-59): http://
www.nea.org/assets/docs/Comm%20Schools%20 
ToolKit-final%20digi-web-72617.pdf

Thorsborne, M. & Blood, P.  (2013).  Implementing 
Restorative Practices in Schools:  A practical guide to 
transforming school communities.  London, UK:  Jessica 
Kingsley Publishers. 

Additional Strategies—

Consider using the various books and articles cited in 
earlier sections for book-study groups.  Specific strategies 
cited in the PSP 2021 report include creating “social jus-
tice movie nights” with follow-up conversations or book 
study groups.

Films for social justice movie nights:
• Hair Love (2019).  Accessed at:  https://www.you-

tube.com/watch?v=kNw8V_Fkw28
• 13th (2016) produced by Netflix.  Accessible

online at:  https://www.youtube.com/
watch?v=krfcq5pF8u8

• Freedom Writers (2007).  In addition to watching the
feature movie, see Erin Gruwell’s foundation website
at:  http://www.freedomwritersfoundation.org/

• Just Mercy (2019). Learn more about the film at the
Equal Justice Institute website at: https://justmercy.
eji.org/

• The Hate U Give (2018).  Access the full-len-
gth film at:  https://www.youtube.com/
watch?v=NXy0H-EZR5s

• Selma (2014).  See additional information at the
IMDB website:  https://www.imdb.com/title/
tt1020072/

• If Beale Street Could Talk (2018).  Find more infor-
mation at Wikipedia:  https://en.wikipedia.org/
wiki/If_Beale_Street_Could_Talk_(film)

• Fruitvale Station (2013).  Learn more about the film
at:  https://www.imdb.com/title/tt2334649/

• Do the Right Thing (1989). See more information at
IMDB:  https://www.imdb.com/title/tt0097216/

• 12 Years a Slave (2013).  See more infor-
mation at:  https://en.wikipedia.org/
wiki/12_Years_a_Slave_(film)

• I Am Not Your Negro (2017).  Learn about this Netflix
project at:  https://www.netflix.com/
title/80144402

• A website introducing 15 potential movies for events
such as described above can be found at: https://
www.cinemablend.com/news/2547580/great-movies-
that-explore-race-and-social-justice

Discussion activities and selections from Aspiring 
Educators resources and other affiliates:

Baltimore Rising
Baltimore Rising chronicles the determined efforts of 
people on all sides who fight for justice and work to make 
their city better, sometimes coming together in unex-
pected ways, discovering a common humanity where 
before they often saw each other only as adversaries. 
Follow activists, police officers, community leaders and 
gang affiliates, who struggle to hold Baltimore together, 
even as the homicide rate hits record levels, and explore 
how to make change when change is hard.

Trailer: https://www.youtube.com/watch?v=9t87jLeOzPI 
Website: https://www.hbo.com/documentaries/
baltimore-rising

I Am From Here 
(created with an NEA grant by Vermont NEA)
“I am from here,” a 30-minute instructional film directed 
and produced by Bess O’Brien, for Vermont NEA. 
The film interviews numerous students of color in the 
Vermont public school system and documents their per-
sonal experiences. It is important that anyone working 
with students understand the experiences of students 
of color as they navigate through the public education 
system.

Trailer: there is not a trailer for this film, but you can 
watch the first 3-4 minutes of the film as a preview 
Website: http://www.racialequityvtnea.org/
watch-now-video/

Latinos Beyond Reel
In Latinos Beyond Reel, filmmakers examine how US 
news and entertainment media portray—and do not 
portray—Latinos.  The film challenges viewers to think 
critically about the wide-ranging effects of these media 
stereotypes, and to envision alternative representations 
and models of production more capable of capturing the 
humanity and diversity of real Latinos.

Trailer:  https://www.youtube.com/
watch?v=tVr2oR9B2jE 

Website: https://www.kanopy.com/product/
latinos-beyond-reel

https://www.nea.org/professional-excellence/professional-learning/resources/restorative-practices-micro-credentials
https://www.youtube.com/watch?v=kNw8V_Fkw28
https://www.youtube.com/watch?v=kNw8V_Fkw28
http://www.freedomwritersfoundation.org
https://justmercy.eji.org
https://justmercy.eji.org
https://www.imdb.com/title/tt1020072/
https://www.imdb.com/title/tt1020072/
https://www.imdb.com/title/tt2334649/
https://www.imdb.com/title/tt0097216/
https://www.netflix.com/title/80144402
https://www.netflix.com/title/80144402
https://www.kanopy.com/product/latinos-beyond-reel
https://www.kanopy.com/product/latinos-beyond-reel
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Charge 1
Assist in the development and execution of webinars/video 
conference/virtual engagements and resources that address 
current needs of the LGBTQ students and staff.

Committee Discussion:
The role of the NEA SOGI Committee has and con-
tinues to evolve. When presented with this charge, the 
committee needed clarification regarding how involved 
the NEA SOGI Committee could be in the development 
of materials and resources. The subcommittee discussed 
the following with the SOGI chair, Executive Committee 
liaison, and NEA staff and received information on NEA 
processes and operations in order to help “develop” and 
“execute” engagements and resources:

• The timeline for presenting webinars, video confe-
rences, etc.

• NEA’s partnerships and what those partnerships
entail.

• Where webinars, video conferences, and other
resources will be housed for future access.

• How to identify successful GSA clubs to ask advisors
to virtually share their advice/experiences for possible
future events.

• Adapting resources based upon geographical location
since some areas of the country are more progressive
and accepting than others.

The subcommittee identified the following themes/
actions for Charge 1 to be successfully implemented and 
sustained:

• Effective utilization of partnerships- communication
on the purpose of the partnership.

• Communication - website navigation, social media,

resource directory, refer to SOGI archives.
• The need for a 21st century organization: cultural

competence, intentionality, creativity, SEL, equity.

Recommendations:
1. NEA should, in conjunction with the NEA SOGI

Committee, develop quarterly webinar topics based
on the common themes and questions found within
the SOGI Hearing forms.

2. NEA should, with the support of the NEA SOGI
Committee, partner with the NEA LGBTQ+
Caucus, to promote the NEA LGBTQ+ Caucus
Rainbow Series.

3. NEA should provide the NEA SOGI Committee
with quarterly updates regarding exter-
nal partnerships with LGBTQ+ community
organizations.

4. NEA should provide data driven quarterly
updates on the ongoing development of the NEA
LGBTQ+ Resource page in order for the NEA
SOGI Committee to provide updates on the NEA
LGBTQ+ Resource page on the NEA.org website.

5. NEA should add a plus(+) to LGBTQ on all commu-
nications, including, but not limited to, committee
charges, emails, resources, social media platforms,
etc.

Charge 2
Assist in the development of resources regarding supports 
needed to address the suicide rate within the LGBTQ 
community, especially our students.

Committee Discussion:

The NEA SOGI Committee took direct and delibera-
tive action regarding the charge to develop resources and 
supports needed to address the suicide rate within the 
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LGBTQ+ community, especially our students. We identi-
fied several LGBTQ+ organizations such as The Trevor 
Project, HRC, GLSEN, GLAAD, etc. that are current 
partners of the NEA and how they can leveraged to edu-
cate our NEA members.

While researching the topic of LGBTQ+ youth suicide, 
it became apparent that educators are often unaware 
of the impact of “coming out” has on LGBTQ+ youth. 
According to The Trevor Project, (the leading national 
organization providing crisis intervention and suicide 
prevention services to lesbian, gay, bisexual, transgender, 
queer &amp; questioning youth):

• Suicide is the 2nd leading cause of death among
young people ages 10 to 24.

• LGB youth seriously contemplate suicide at almost
three times the rate of heterosexual youth.

• LGB youth are almost five times as likely to have
attempted suicide compared to heterosexual youth.

• Of all the suicide attempts made by youth, LGB
youth suicide attempts were almost five times as likely
to require medical treatment than those of hetero-
sexual youth.

• Suicide attempts by LGB youth and questioning
youth are four to six times more likely to result in
injury, poisoning, or overdose that requires treatment
from a doctor or nurse, compared to their straight
peers.

• In a national study, 40 percent of transgender adults
reported having made a suicide attempt. 92 percent of
these individuals reported having attempted suicide
before the age of 25.

• LGB youth who come from highly rejecting families
are 8.4 times as likely to have attempted suicide as
LGB peers who reported no or low levels of family
rejection.

• One out of six students nationwide (grades 9–12)
seriously considered suicide in the past year.

• Each episode of LGBT victimization, such as phy-
sical or verbal harassment or abuse, increases the
likelihood of self-harming behavior by 2.5 times on
average.

ʻ(Source: Facts About Suicide)

With the assistance of the NEA SOGI Committee, 
Center for Social Justice, and Communications, we 
believe that a quarterly social media campaign that high-
lights some of the above statistics and ways to access our 
partnerships would help our members to become more 
aware of issues around LGBTQ+ youth suicide. NEA 
Communications has already set the stage for this type of 
a campaign with its article about LGBTQ+ suicide and 
prevention in the January 2020 NEA Today. The SOGI 
Committee believes that such a campaign could be as 
simple as creating a static “slide” that can be published 
in future magazines or uploaded to various NEA social 
media platforms.

Recommendations:
NEA should, in partnership with the Trevor Project, 
develop a social media slide campaign in conjunction 
with the NEA SOGI Committee that addresses the dis-
parate suicide rates and suicide prevention within the 
LGBTQ+ community, especially our students during, 
but not limited to: Suicide Awareness Month, Trans 
Visibility Day, National Coming Out Day, National Day 
of Silence, etc.

Charge 3
Review input from the SOGI hearing and identify the broad 
themes that will help inform implementation of NEA’s 
Strategic Objectives.

Committee Discussion:
The NEA SOGI Committee received the input from the 
hearing forms prior to a virtual meeting regarding work 
completed for each charge. The input was reviewed and 
summarized into broad themes in order to develop the 
following recommendations.  

Recommendations:
1. NEA should include intersectionality as a priority

in all their conferences, resources, materials, NEA
Today, website(s), social media, committee charges,
etc.

2. NEA should create a direct communication strategy
with LGBTQ+ state committees, task forces,
groups, etc. and connect them for resource sharing,
partnerships, collaborations, campaign planning,
organizing issues, etc.

Charge 4
Identify current school board policies, resolutions, and other 
governing documents that schools are implementing as a 
result of the recent LGBTQ SCOTUS decision.

Committee Discussion:
The way that this particular charge was worded provided 
a relatively narrow scope for NEA SOGI to identify 
examples of school board policies, resolutions, and other 
governing documents that have been implemented as a 
result of the Bostock vs. Clayton County Supreme Court 
decision.

Through the subcommittee’s research for this charge, 
they were unable to identify clear examples of local or 
state policy changes adopted in response to the SCOTUS 
decision. The subcommittee attributes this to the fact 
that the decision occurred in June 2020 when most 
things were overshadowed by more pressing issues includ-
ing the COVID-19 pandemic, racial injustices across the 
country, and the presidential election.

During the subcommittee’s research, they did identify 
some existing resources that were created prior to the 
SCOTUS decision that would still fulfill the intent of the 
charge. With the Biden/Harris administration, we are 
also seeing more federal protections emerge with respect 
to LGBTQ+ equality, so we anticipate that information 
will continue to evolve and it will be important to sup-
port the adoption of more robust and inclusive policies at 
the state and local level.

The landscape of LGBTQ+ rights is variable from state to 
state. For many states, the decision represented significant 
progress in the fight for equality for LGBTQ+ Americans. 
Several other states have existing laws that extend protec-
tions well beyond the SCOTUS decision.

For states with few existing state or local protections, we 
would highlight Olathe Public Schools in Kansas with 
the inclusion of gender identity and sexual orientation 
in their non-discrimination policies. This would be an 
important first step for many local and state agencies in 

https://www.thetrevorproject.org/resources/preventing-suicide/facts-about-suicide/
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response to the SCOTUS decision. Aspirationally, we 
included some example policies from California, Illinois, 
and Canada as examples of the direction we need to con-
tinue moving in.

NEA and some of our partner organizations, like 
GLSEN, already have some helpful model resolution and 
policy documents that local and state entities can use to 
create more expansive and inclusive policies to support 
LGBTQ+ people. 

In the subcommittee discussions, it was recognized that 
model policies and resolutions are a good first step, but 
more action will be needed to actually support the suc-
cessful implementation of better local policies and state 
laws. SOGI hopes that this charge can be revised for 
future years so that SOGI can work towards organizing 
around these necessary changes by identifying effective 
strategies to get policies changed and updated. 

There was also acknowledgement that this work should 
extend to state and local affiliates with the support of 
NEA. Some state and local affiliates have been very 
active with supporting the implementation of LGBTQ+ 
policies. SOGI would like to see this replicated in other 
affiliates.

Recommendations:
NEA should publish, promote and disseminate the fol-
lowing resources to our members, affiliates, and partners 
through multiple social media platforms, including but 
not limited to the LGBTQ+ Resource page on the NEA.
org website:

• School Board Resolutions
 º NEA sample board resolution

• Model policy resources for state departments of edu-
cation and local school districts

 º GLSEN model district policies 
 º Gender Inclusive Schools - state-by-state map 

of policy guidance for transgender and gender 
non-conforming students

 º Schools In Transition (In the process of being 
updated)

 º Expanding Non-Discrimination Policies to 
include Gender Identity and Sexual Orientation

− Kansas - Olathe Public Schools (2019)
 º Comprehensive District policies for transgender 

and gender non-conforming students/staff: 
− California - Los Angeles Unified School

District
− Illinois - Chicago Public Schools (2016),

Harlem School District 122 (2020), 
Berwyn South School District 100 (2015), 
Evanston Township High School District 
202 (2017), Evanston District 65 (2020)

− Canada - Toronto District School Board

• State-specific LGBTQ survey data, to be used for
state-level advocacy - National Data HRC 2018
Youth Report

 º GLSEN survey state-by-state snapshots
• Relevant state laws (check both education-specific

law and employment law that affects LGBTQ school
staff). Include both pro-LGBTQ and anti-LGBTQ
laws e.g. No Promo Homo laws.

 º No Promo Homo laws (anti-LGBTQ)
 º Colorado “Right to be Out” rule 

• Where you should be looking for these things in your
state since policies are always changing

 º Lambda Legal “In Your State Map” Workplace 
Rights

• NEA should create a legal brief summarizing the
impact of SCOTUS decision and the recent DOJ
announcement on students and school employees.
“Know Your Rights”

Charge 5
Provide input to the Conference on Racial and Social Justice 
Planning Team through the SOGI Chair.

Committee Discussion:
The NEA SOGI Committee discussed past NEA 
Conferences on Racial and Social Justice. The SOGI 
Chair also expressed the importance of intersectionality 
among the conference presenters, speakers, and perform-
ers chosen for the conference. NEA staff informed the 
SOGI Committee during a virtual call about potential 
pride month events that the committee can help spear-
head. As more information becomes available, NEA staff 
will inform the committee. 

Recommendations:
1. NEA should accept at least 3 topics suggested by

the NEA SOGI Committee to be presented at the
Conference on Racial & Social Justice.

2. NEA should ensure an intersectional lens is used in
the planning and implementation of the conference,
with the representation of LGBTQ+ and gender
individuals/communities, specifically with a power-
ful representation of Trans Folx of color who should
be centered in the conversation.

http://edjustice.staging.wpengine.com/wp-content/uploads/2020/06/2020.06.24-Adapted-Sample-Board-Resolution-for-LGBTQ.pdf
https://www.glsen.org/model-laws-and-policies
https://www.genderinclusiveschools.org/state-transgender-inclusion-policies-gender-identity-expression
https://www.olatheschools.org/non-discrimination-notice
https://achieve.lausd.net/Page/3651
https://achieve.lausd.net/Page/3651
https://www.cps.edu/services-and-supports/health-and-wellness/healthy-cps/healthy-environments/lgbtq-supportive-environments/
https://boardpolicyonline.com/?b=harlem&s=86492
https://www.bsd100.org/welcoming-schools
https://www.tdsb.on.ca/About-Us/Innovation/Gender-Based-Violence-Prevention/Accommodation-of-Transgender-Students-and-Staff
https://hrc-prod-requests.s3-us-west-2.amazonaws.com/files/assets/resources/2018-YouthReport-NoVid.pdf?mtime=20200713131634&focal=none
https://hrc-prod-requests.s3-us-west-2.amazonaws.com/files/assets/resources/2018-YouthReport-NoVid.pdf?mtime=20200713131634&focal=none
https://www.glsen.org/research/state-by-state-research-2019-state-snapshots-national-school-climate-survey
https://www.glsen.org/activity/no-promo-homo-laws
https://twitter.com/TransEducators/status/1284171030806716416
https://www.lambdalegal.org/states-regions/in-your-state
https://www.eths.k12.il.us/Page/1431
https://www.eths.k12.il.us/Page/1431
https://www.district65.net/Page/1618
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Committee Recommendations Board of Directors 
Action

Charge 1: Assist in the development and execution of webinars/video conference/virtual 
engagements and resources that address current needs of the LGBTQ students and staff.
1. NEA should, in conjunction with the NEA SOGI Committee, develop

quarterly webinar topics based on the common themes and questions
found within the SOGI Hearing forms.

Adopt

2. NEA should, with the support of the NEA SOGI Committee, partner
with the NEA LGBTQ+ Caucus, to promote the NEA LGBTQ+ Caucus
Rainbow Series.

Refer to President/
Executive Director

3. NEA should provide the NEA SOGI Committee with quarterly updates
regarding external partnerships with LGBTQ+ community organizations.

Adopt

4. NEA should provide data driven quarterly updates on the ongoing
development of the NEA LGBTQ+ Resource page in order for the NEA
SOGI Committee to provide updates on the NEA LGBTQ+ Resource page
on the NEA.org website.

Adopt

5. NEA should add a plus(+) to LGBTQ on all communications, including,
but not limited to, committee charges, emails, resources, social media
platforms, etc.

Adopt

Charge 2: Assist in the development of resources regarding supports needed to address the suicide 
rate within the LGBTQ community, especially our students.
6. NEA should, in partnership with the Trevor Project, develop a social

media slide campaign in conjunction with the NEA SOGI Committee that
addresses the disparate suicide rates and suicide prevention within the
LGBTQ+ community, especially our students during, but not limited to:
Suicide Awareness Month, Trans Visibility Day, National Coming Out Day,
National Day of Silence, etc.

 Adopt

Charge 3: Review input from the SOGI hearing and identify the broad themes that will help inform 
implementation of NEA’s Strategic Objectives.
7. NEA should include intersectionality as a priority in all their conferences,

resources, materials, NEA Today, website(s), social media, committee
charges, etc.

Refer to President 
and Executive 
Director for 
implementation

8. NEA should create a direct communication strategy with LGBTQ+ state
committees, task forces, groups, etc. and connect them for resource
sharing, partnerships, collaborations, campaign planning, organizing
issues, etc.

  Refer to President

Charge 4: Identify current school board policies, resolutions, and other governing documents that 
schools are implementing as a result of the recent LGBTQ SCOTUS decision.
9. NEA should publish, promote and disseminate the following resources

to our members, affiliates, and partners through multiple social media
platforms, including but not limited to the LGBTQ+ Resource page on the
NEA.org website:

School Board Resolutions
 º NEA sample board resolution

Model policy resources for state departments of education and local
school districts
 º GLSEN model district policies
 º Gender Inclusive Schools - state-by-state map of policy guidance for

transgender and gender non-conforming students

Adopt

http://edjustice.staging.wpengine.com/wp-content/uploads/2020/06/2020.06.24-Adapted-Sample-Board-Resolution-for-LGBTQ.pdf
https://www.glsen.org/model-laws-and-policies
https://www.genderinclusiveschools.org/state-transgender-inclusion-policies-gender-identity-expression
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 º Schools In Transition (In the process of being updated)
 º Expanding Non-Discrimination Policies to include Gender Identity and 

Sexual Orientation
º Kansas - Olathe Public Schools (2019)

 º Comprehensive District policies for transgender and gender non-
conforming students/staff:
º California - Los Angeles Unified School District
º Illinois - Chicago Public Schools (2016), Harlem School District 

122 (2020), Berwyn South School District 100 (2015), Evanston 
Township High School District 202 (2017), Evanston District 65 
(2020)

º Canada - Toronto District School Board

 º State-specific LGBTQ survey data, to be used for state-level 
advocacy - National Data HRC 2018 Youth Report
º GLSEN survey state-by-state snapshots

 º Relevant state laws (check both education-specific law and 
employment law that affects LGBTQ school staff). Include both pro-
LGBTQ and anti-LGBTQ laws e.g. No Promo Homo laws
 º No Promo Homo laws (anti-LGBTQ)
 º Colorado “Right to be Out” rule 

 º Where you should be looking for these things in your state since 
policies are always changing
 º Lambda Legal “In Your State Map” Workplace Rights

Adopt

1. NEA should create a legal brief summarizing the impact of SCOTUS
decision and the recent DOJ announcement on students and school
employees. “Know Your Rights”

 Adopt

Charge 5: Provide input to the Conference on Racial and Social Justice Planning Team through the 
SOGI Chair.
2. NEA should accept at least 3 topics suggested by the NEA SOGI

Committee to be presented at the Conference on Racial & Social Justice.
 Refer to 
Conference 
Alignment Team 

3. NEA should ensure an intersectional lens is used in the planning and
implementation of the conference, with the representation of LGBTQ+
and gender individuals/communities, specifically with a powerful
representation of Trans Folx of color who should be centered in the
conversation.

Refer to 
Conference 
Alignment Team

https://hrc-prod-requests.s3-us-west-2.amazonaws.com/files/assets/resources/Schools-In-Transition.pdf?mtime=20200713142742&focal=none
https://www.olatheschools.org/non-discrimination-notice
https://achieve.lausd.net/Page/3651
https://www.cps.edu/services-and-supports/health-and-wellness/healthy-cps/healthy-environments/lgbtq-supportive-environments/
https://boardpolicyonline.com/?b=harlem&s=86492
https://boardpolicyonline.com/?b=harlem&s=86492
https://www.bsd100.org/welcoming-schools
https://www.eths.k12.il.us/Page/1431
https://www.eths.k12.il.us/Page/1431
https://www.district65.net/Page/1618
https://www.tdsb.on.ca/About-Us/Innovation/Gender-Based-Violence-Prevention/Accommodation-of-Transgender-Students-and-Staff
https://hrc-prod-requests.s3-us-west-2.amazonaws.com/files/assets/resources/2018-YouthReport-NoVid.pdf?mtime=20200713131634&focal=none
https://www.glsen.org/research/state-by-state-research-2019-state-snapshots-national-school-climate-survey
https://www.glsen.org/activity/no-promo-homo-laws
https://twitter.com/TransEducators/status/1284171030806716416
https://www.lambdalegal.org/states-regions/in-your-state
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Appendix: NEA SOGI Reflections

The SOGI Committee has met virtually several times for 
the 2020-21 year. Although several email communica-
tions were sent out since September, we did not officially 
meet until December. On December 9, 2020, the Chair 
met with the new committee members for an orientation/
onboarding session. We went over the history of SOGI, 
expectations, charges (past three years & present), and 
answered any questions they had.

SOGI also had a two-day Team Building Session led 
by a third party. We met December 13 and 19, 2020. 
During these two days, SOGI members, along with our 
EC Liaison, and staff, participated in several activities 
and exercises. The intent of these sessions was to have 
SOGI members get to know each other better one-on-
one, in small groups, and finally in the larger group. 
We also broke down all of this year’s charges, explained 
their intent, and began a document where every one of 
the members was able to add any input they wanted to 

each charge. This document stayed active and was used 
throughout the year as a reference for the work we did 
on the charges. The document was always available to 
members and they could add as much as they’d like at 
any time.

We had a meeting on January 31, 2021, to speak about 
the charges and ask members which charge they preferred 
to work on so we could create subcommittees, specifi-
cally for Charges 1, 2, & 4. Once the choices were sent, 
members were divided into three subcommittees. Three 
SOGI members were selected to each be the chair of one 
of these subcommittees. The subcommittees met on their 
own virtually and discussed further through emails and 
documents. We met with subcommittee chairs on March 
24, 2021, to discuss and clarify any questions.

We met on April 6, 2021, as a whole for the subcommit-
tees to present and discuss their work. We also discussed 
all 5 charges, which a final draft of recommendations was 
emailed to the committee for approval.
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Charge 1
Report to the NEA Board of Directors on the structure, 
operation, and grants of the UniServ Program to ensure they 
are aligned to advance NEA’s strategic objectives.

Committee discussion:
The committee has regularly reviewed financial reports 
on the UniServ Fund and programmatic reports on 
grants approved, the UniServ training program, and the 
demographics of the UniServ workforce. In February the 
Committee reported to the Board its preliminary recom-
mendation of a grant amount of $41,141 for the 2021-
2022 fiscal year.

Recommendation:
The committee will finalize its recommendation on 
the 2021-2022 grant amount – and any possible 2020-
2021 rebate - prior to the May Board meeting based on 
updated reporting on the UniServ Fund and affiliate 
requested grants for the coming year.

Charge 2
Work with the NEA Center for Organizing to review 
and provide input to the revision of the UniServ Core 
Competencies to embed NEA’s commitment to racial justice.

Committee discussion:
The committee met with the Director of Human Civil 
Rights to review and develop input to the revisions of 
the Guidelines. Following a multi-stakeholder process, 
the Committee  reviewed final recommended changes 
and voted to endorse the proposed revisions. The  revised 
Guidelines have now been re-issued by the NEA Center 
for Organizing.

Charge 3
Develop recommendations on how NEA can support 

affiliates in advancing the diversity in hiring  goals estab-
lished in the Guidelines (Section XII).

Committee discussion:
A subcommittee met with the NEA Director of Human 
Resources to discuss strategies for  promoting diversity 
in the workforce. Following their report to, and discus-
sion among the full Committee, the Committee voted to 
recommend:

Recommendation:
That NEA develop a “best practices” document on hir-
ing for diversity to be shared with  affiliates to assist in 
increasing the diversity of the UniServ workforce.

Charge 4
Consider revisions to the Dispute Resolution Procedure pro-
visions in the Guidelines to incorporate criteria to be consid-
ered in the review process.

Committee discussion:
The committee met with the Center for Organizing to 
discuss the Dispute Resolution Process and the types of 
issues that occasionally arise. Input was sought from the 
NEA Office of General Counsel. The Committee drafted 
an amendment to the policy and voted to recommend:

Recommendation:
The recommended change is attached.

Charge 5
Consider whether or how surveying members can con-
tribute to the UniServ Program assessment.

Committee discussion:
The committee met with members of the NEA Research 
Department and the Center for Organizing to review and 

COMMITTEE MEMBERS

UniServ Advisory Committee

Brian Kerekes, Chair 
Orlando, FL

Jeb Binns
Burien, WA

Larry Ellis
Lake Milton, OH

Mark Farr 
Topeka, KS

Chris Finley 
Fresno, CA

Keith Gambill 
Indianapolis, IN

Carmen Hill 
St. Louis, MO

Julie Horwin 
Scottsdale, AZ

Amy Jensen 
Wichita, KS

Deborah Jones 
Ellenwood, GA

Sue McBride 
Paterson, NJ

Brent McKim 
Louisville, KY

Deanna Nicosia-Jones 
Clayton, NJ

Shane Parmely 
Bonita, CA

Aaron Phillips
Amarillo, TX

Tiffany Reed 
Memphis, TN

Marty Scofield 
Blaine, MN

Denise Sheehan 
Dona Ana, NM

David Watts 
Wood River, IL

Staff Liaisons: 
Debra Abraham
Tom Israel



146

discuss the current UniServ Program assessment survey 
currently used to conduct a member survey for the pro-
gram assessment that NEA is to conduct every six years. 
The committee made a number of recommendations for 
enhancing member feedback into the program assess-
ment, including: if possible, having the survey emails sent 
from the state president, shortening the number of items 
being asked about on the survey, making sure the lan-
guage is understandable, considering adding a question 
about how involved you are in the association, explaining 

that “UniServ staff” operate under different job titles in 
some states, and sending the recipients an advance notice 
(ex. “We want your opinion”) and follow-up reminders to 
complete the survey.

Recommendation:
That the NEA Research Department and Center for 
Organizing develop the next iteration of the survey incor-
porating the feedback from the Committee.

February 16, 2021
UniServ Advisory Committee
Recommended Amendment to the NEA UniServ Guidelines

NEA UniServ Guidelines
Article XVIII – Dispute Resolution Procedure

Section A (1) b

• If, after exhausting the state affiliate’s Dispute
Resolution Procedure, a local affiliate or local option
UniServ council is dissatisfied with the resolution
of the dispute, it may submit the dispute to the
NEA Zone Director. If the NEA Zone Director is
unable to resolve the dispute within twenty (20)
days after such submission, the local affiliate or local
option UniServ council may, within ten (10) days
thereafter, submit the dispute to the NEA Executive
Committee. The Executive Committee will consi-
der whether the actions or decisions were arbitrary,

capricious, or in clear violation of these Guidelines 
and will take such action as it deems appropriate to 
resolve the dispute, including as may be appropriate 
the use of a committee of NEA, state affiliate, and/or 
local affiliate or local option UniServ council repre-
sentatives. The decision of the Executive Committee 
will be final, provided that the Executive Committee 
will have no authority to require the state affiliate or 
local affiliate or local option UniServ council to take 
any action that is contrary to the UniServ Program 
Guidelines, the UniServ Program Administrative 
Agreement, or any other agreement between NEA 
and the state affiliate regarding the UniServ Program, 
or any collective bargaining or other employment 
agreement applying to UniServ staff members.
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The Women’s Issues Committee met on March 6, 2021 
for the entire day in addition to other brief meetings for 
the purpose of completing the four charges. The commit-
tee divided into subgroups for the purpose of completing 
the work of each of the charges, with the exception of 
charge 3, which was completed as a large group and used 
as guidance for the other three charges. 

The subgroups utilized the following concepts and ques-
tions to guide their analysis of the charges: review last 
year’s report as a starting place from which to build, as 
each of this year’s charges are rooted in last year’s work; 
generate new suggestions on how to we move this year’s 
work forward and focus on what they could do in their 
small groups to complete the work tasks of this year. 

Charge 1
Investigate the impediments for women and more specifically 
women of color with advancing to leadership roles within the 
NEA at all levels. Identify and/or develop promising solu-
tions for dismantling those impediments.

The subgroup began by identifying the following as top 
impediments to the involvement of women and women of 
color specifi ally.
A. Childcare and eldercare
B. Lack of a family welcoming environment
C. Competition for positions
D. Lack of support to BIPOC women advancing racial

justice work
E. Division between membership categories
F. Discrimination due to different abilities,

neurodivergence, cultural bias, and use of
multilingualism

G. Perpetuation of a patriarchal hierarchy
H. Lack of accountability regarding women issues

I. Lack of accountability regarding representation in
leadership

The subgroup began by creating a lengthy list of possible 
solutions to the identified impediments. However, the 
committee ultimately concluded that states needed to be 
encouraged to create and embed these structures through 
the development of a Women’s Leadership Plan, which is 
explained in more detail below.

Additionally, the committee recommends that all NEA 
trainings for state and local affiliate presidents include 
the concepts recommended for states to consider in their 
Women’s Leadership Plans as indicated in bullet f below.

Each state will create a Women’s Leadership Plan for its 
state, similar to 3.1 (g) plans, for which the following are 
possible items for inclusion:

a. Create ‘best practices” for building women in
leadership guidance, such as: share the load with
other leaders, foster collaboration, develop capacity
within your organization, ensure representation among
membership categories, attend trainings to develop an
equity lens in leadership

b. Provide opportunities and guidelines for co-chair-
ing positions to increase women in leadership positions

c. Develop a women’s mentorship program, to include
the following concepts:
1. Mentor selection

i. Mentor - Should be in leadership and willing to
serve (could be male or female)

2. Membership access to mentorship program
i. Recruitment of new educators
ii. Recruitment of aspiring educators
iii. Recruitment of experienced educators not active

COMMITTEE MEMBERS

Women’s Issues

Stephanie Johnson, Chair
Columbia, SC

Natalia Benjamin
Rochester, MN

Zanovia Clark-Sevey 
Highland, WA

Jamila Harris-Smith 
Kansas City, KS

Fatimah Hayes 
Pennsauken, NJ

Maureen Honan 
North Haven, CT

Lisa Jennings 
Sioux Falls, SD

Virginia Mancini 
St. Louis Park, MN

Renee Massado
Wilmington, DE

Franchesca Mejia
Austin, TX

Kizzy Nicholas 
State College, PA

Marilyn O’Malley-
Hicks Tacoma, WA

Sara Pierre
Beach Park, IL

Petra Schmid-Riggins 
Phoenix, AZ

Jamila Smith
Kansas City, KS

Julie Wickersham 
Clarkston, WA

Kelly Givens
Aspiring Educator Representative
Morrilton, AR

Shelly Krajacic,
Executive Committee Liaison
Kenosha, WI

Staff Liaisons: 
Makeda Harris 
Carol Mwanthi
Alexandria Richardson 
Pamela Rios
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in the association yet
3. Program:

i. Cohort groups for training future leaders
ii. Training for how to be a mentor
iii. Applications to be part of the mentorship/learn-

ing cohort
4. Possible funds to attend additional professional

development and opportunities for networking as
well as possible compensation for mentors

d. Offer Childcare (or other/elder care) accessibility; cre-
ate family-friendly environments

e. Balance member voices to prevent division between
membership categories.

f. Ensure that training in racial issues and women
issues is integral to leadership throughout the year at
all levels of the association by providing trainings in:

I. Stereotype Threat https://diversity.nih.gov/
sociocultural-factors/stereotype-threat

II. Implicit Bias and Microaggressions
III. Intersectionality
IV. Privilege and Fragility
V. History of language oppression and discrimina-

tion in education and how it shows up today
VI. How to respond to “call-ins” when change is

needed
VII. Understanding women leadership styles

g. Include information on the percentage of women par-
ticipation in union activities, including BIPOC

h. Include information on the percentage of women in
leadership, including BIPOC

References:

https://download.ei-ie.org/Docs/WebDepot/EI_
GEAP_2015_ENG_web.pdf 

https://www.ei-ie.org/en/detail/17146/new-zealand-
trade-union-promotes-womens-leadership-in-the-educa-
tion-sector 

https://educationminnesota.org/EDMN/media/
edmn-files/about/Committees/2018-10-3-Affirmative-
Involvement-Plan.pdf 

Charge 2
Gather materials from NEA sources and external partners 
and compile into a document that can be shared with affili-
ates and members to help address sexual harassment and 
intimidation within the Association that impact women and 
girls, i.e. #MeToo.

The subcommittee began by determining that NEA gov-
erning documents might need some modifications. The 
committee did not have the time to study all governing 
documents, but is making some recommendations for 
modifications to the NEA Resolutions. The committee 
feels that the NEA language is vague and that there needs 
to be some common understanding of harassment and 
gender discrimination. This should include a clear trans-
parent and systemic documentation and accountability 
process, for which the Standards of Conduct may be a 
start, but needs to filter to states and locals.

This subgroup spent a bulk of its time focused on the 
necessity of an internal audit to really determine gender 
bias and discrimination within the Association.

That internal audit should have the following goals and 
objectives: 

a. Achieve climate and culture shift from the white,
patriarchal norms;

b. Get input from women about their lived experience
of sexual harassment and gender discrimination so
the input can guide decision making, policy and
practice;

c. Be intentional about targeting groups who are
under-represented (through coalition building, ques-
tions should be responsive to targeted groups, parti-
cularly BIPOC women);

d. Take into consideration that women have been
disproportionately negatively affected by COVID
because of unpaid work and used sick leave for
dependents.

Potential Questions for the Internal Audit:
1. Have you experienced intimidation or bullying

because of gender within your local, state or national
union?

2. Does your local or state affiliate have a clear plan for
documenting incidents of sexual harassment and gen-
der discrimination?

3. Do you know this plan?
4. When you come forward with issues of gender dis-

crimination or sexual harassment, is it accepted and
believed?

5. Do local or state leaders state code of conduct re: gen-
der equity at the beginning of each meeting?

6. Does your union consider gender in delegating lea-
dership positions?

7. Does your local seek out input specific to sexual
harassment and gender discrimination from
members?

8. Do you feel that you have not been encouraged to
run for a position because of your gender?

9. Do you feel like your local supports women and
women’s issues?

10. From whom have you experienced gender inequality/
bias?

11. Do you feel your local leadership intentionally seeks
the voices of all members, regardless of gender?

12. Do you feel your leadership practices inclusivity at all
times regardless of gender?

13. When you attend union meetings or events, do you
feel welcome?

Charge 3
Review input from WIC hearings and identify the broad 
themes that will help inform the implementation of NEA’s 
Strategic Objectives.

The committee reviewed the input from the WIC hear-
ings and considered the hearing feedback in the develop-
ment of the recommendations for the charges. It was 
noted that the hearing feedback is similar to what has 
been submitted in previous years. The committee also 
discussed the necessity of getting more participation in 
WIC hearings and the advantages of utilizing remote 
hearings or a hybrid option to engage more members.

Charge 4:
Provide input to the Racial and Social Justice Conference 
Planning Team through the WIC chair.

The subgroup made the following list of suggestions for 

https://www.ei-ie.org/en/item/23705:new-zealand-trade-union-promotes-womens-leadership-in-the-education-sector
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Chairwoman Johnson to bring forward to the planning 
committee and requests that the CRSJ planning com-
mittee would consider these concerns when reading the 
submissions from the call for presenters.  The commit-
tee would like to see sessions within the Racial & Social 
Justice Conference that address these concerns. 

For Aspiring Educators & Educators New to the 
Profession
1. As an Aspiring Educator or new to the profession,

how do you report when faced with racial and social
injustice? Who do you report to? What rights do you
have? What recourse do you have?

2. As an Aspiring Educator or an educator new to the
profession, how do you learn about Racial and Social
Justice within education (introduction to the prac-
tices, protocols, ‘norms’; i.e. land acknowledgments,
preferred pronouns, terminology)?

3. NEA has provided Aspiring Educators and educators
new to the profession with lots of resources- How do
you navigate what to do with the information? How
do you use the resources? How do you engage in hard
conversations? Who do you rely on for support?

4. How do we monitor intent versus impact with
Aspiring Educators and educators new to the profes-
sion in conference settings and workshops?

• Providing mentorship programs around racial
and social justice for Aspiring Educators and
educators new to the profession.

Finally, the committee recommends two amendments to 
NEA Resolutions. The committee is proposing this lan-
guage to address the climate and the culture within the 

Association. Members do not necessarily know either how 
to see this climate or how to address it. This harassment 
is rarely overt, instead being relational in nature. The 
committee believes that these two Resolutions start the 
Association on the path to awareness, reconciliation, and 
eventual solutions.

Other Resolutions that may seem related, but the com-
mittee believes are not are as follows: Resolutions I-64 
and I-65 are both external facing and I-64 has no men-
tion of the involvement of women while I-65 limits that 
mention to the creation of a committee. There is no 
inclusion of harassment within the Association in either 
of these Resolutions. Resolution B is examining the sys-
tems in which educators work; it is therefore not exam-
ining the Association itself. Therefore, B-14 does not 
address the specific issues within the Association.

New J - Harassment
The Association believes that all members should have 
equitable access to full participation in the Association at 
all levels. That participation should be free of bullying or 
harassment from others including other members, leaders, 
or Association staff with awareness of prevailing privileges 
due to race, ethnicity, gender, gender expression, sexual 
orientation, religion, or elected or hired position.

New J - Gender Equity
The Association believes it is its responsibility to ensure 
the full and effective participation and equal opportuni-
ties for leadership at all levels of decision-making in polit-
ical, economic and public life for women and non-binary 
persons throughout all levels of the Association.
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