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AUSTIN INDEPENDENT SCHOOL DISTRICT

Office of the Superintendent

Memorandum
To:

Members, Board of Trustees

From:

Pascal D. Forgione, Jr., Ph.D., Superintendent

Subject:
EL-3, Treatment of Stakeholders, Monitoring Report

Date:

September 4, 2002

I certify this information to be accurate as of the close of business on August 31, 2002.

EL-3 states, “With respect to treatment of parents, students and the public, the Superintendent shall not cause or allow conditions, procedures, actions or decisions which are unlawful, unethical, unsafe, disrespectful, disruptive, undignified or in violation of Board policy.”

Accordingly, the Superintendent may not:

1. Use methods of managing information that fail to protect confidential information. 
2. Fail to provide a process for the effective and efficient handling of complaints and concerns.
3. Fail to establish policies and procedures to ensure organizational compliance with all federal and state laws, including those dealing with ethnic, gender, disability, religious and age discrimination.

4. Fail to establish the clear expectation that all employee behaviors and attitudes contribute to an organizational culture that is open and responsive, treating stakeholders with respect, dignity and courtesy, and establishing a system-wide process for monitoring that culture. 

5.
Fail to assure a system of communications that provides for timely and full information, providing for reasonable two-way interaction.”
1. [may not] Use methods of managing information that fail to protect confidential information.

In Compliance


The following District policies protect confidential student information:

· FL (Legal):  
Student Records

· FL (Exhibit):  Student Records

· FL (Local):  
Student Records

These policies direct the Superintendent to develop and maintain a system of records such that data are stored in a safe and secure manner, retrievable by authorized school personnel. They also dictate who has access to student records and procedures that must be followed to gain access.  Paper and electronic student records are maintained on school campuses and in the central administrative office.

All staff members are provided annual training and written information guiding the requirements for release of student data and emphasizing the legal and ethical implications of unauthorized release. This year with the computerization of directory information at the campus level, space was created in SASI for recording parent release of information and staff were provided a reminder on the rules for campus level student information release.  

Counselors are provided annually with a copy of the American School Counselors’ Association Ethical Standards for School Counselors that includes more detailed expectations for confidentiality.  This year they were also provided with the Attorney General’s Opinion on the question of parent access to school counseling records of a minor child (August 7, 2002). 

AISD maintains a record of all public information requests and ensures that no confidential information is released in response to such requests.  We also maintain a formal research approval process that requires confidentiality statements from any researchers wishing to use AISD student data.

Challenges this year have come from the increased use of wireless computers in the schools and the potential placement of AISD networked computers in an area of public access at Pickle Elementary School.  Neither circumstance is used to directly access student data, but both represent vulnerabilities to someone hacking into our network and so we are being extra vigilant.

Although we have no formal reporting system for complaints regarding the release of student data, we believe that any serious concerns reach us very quickly.  We have not been made aware of any breaches of confidential student data this year.  Next year we plan to strengthen this system with formal reporting requirements related to the confidentiality of student data.

2. [may not] Fail to provide a process for the effective and efficient handling of complaints and concerns.


In Compliance

The Department of Human Resources categorizes an employee’s action which is ultimately unlawful, unethical, unsafe, disrespectful, disruptive, or undignified as employee misconduct.  In October 2001, the Executive Director for the Department of Human Resources designed and implemented the process described below for addressing issues of employee misconduct.  This process has been consistently applied since its inception.  Monitoring will be in place this next year to evaluate the effectiveness and efficiency of this system. 

Allegations of employee misconduct are handled in the following manner:

1. A Principal/Supervisor/Other reports allegations of employee misconduct to the Director of Employee Relations, and/or the AISD Chief of Police, and/or the General Counsel/ School Law Attorney.

2. Upon notice of allegations of employee misconduct, the Director of Employee Relations, the Chief of Police and the General Counsel/School Law Attorney meet to review allegations and determine the appropriate scope and sequence of an investigation:  

- Principal/Supervisor of the employee conducts a site investigation; or

- Director of Employee Relations conducts a District investigation; or

- AISD Police conducts a criminal investigation; or

- Director of Employee Relations and AISD Police concurrently conduct District investigations.

3. If a District investigation(s) is necessary, the Director of Employee Relations meets with the employee being investigated to apprise the employee in writing of the pending allegations and work status/conditions which will be invoked during the investigation(s) as determined by the Executive Director of Human Resources and endorsed by the Superintendent:  

- Continue in existing position without restrictions; or

- Continue in existing position with restrictions; or

- Reassign to a different location; or

- Place on leave with pay.

4. The Director of Employee Relations briefs the Director of Communications and the Executive Assistant to the Superintendent for the purpose of providing information to the Board of Trustees and the public as necessary.

5. Upon completing the District investigation(s), the Principal/Supervisor or the Director of Employees as appropriate informs the employee in writing of the results of the investigation(s) and the consequences as necessary.

6. The Director of Employee Relations, the Chief of Police and the General Counsel/ School Law Attorney review the results of the District investigation(s) to determine if any additional actions are necessary:  

- Submit information to the State Board for Educator Certification; and/or

- Submit information to the Child Protection Services; and/or

- Submit information to the appropriate prosecuting attorney.

The Director of Employee Relations meets with the Director of Communications and the Special Assistant to the Superintendent to summarize all concluding events.

7. [may not] Fail to establish policies and procedures to ensure organizational compliance with all federal and state laws, including those dealing with ethnic, gender, disability, religious and age discrimination.

In Compliance

Adoption of the Board policy manual ensures establishment of policies designed to comply with all federal and state laws.  The following policies address means by which the organization ensures compliance with federal and state anti-discrimination laws covering ethnicity, gender, disability, religious and age discrimination.  


BED(H) – Public Participation 

CDB(H) – Sale, Lease, or Exchange of School-Owned Property 


CH(H) – Purchasing and Acquisition 

CRE(H) - Workers’ Compensation 

CRG(H) – Deferred Compensation and Annuities


CS(H) – Facility Standards

DAA(H) – Equal Employment Opportunity


DEC(H) – Leaves and Absences 

DG(H) - Employee Rights and Privileges 


DGBA(H) – Employee Complaints/Grievances

DGBA(L) – Employee Complaints/Grievances 

DH(E) – Employee Standards of Conduct

EHBA(H) – Special Education Students 

EHBH(H) – Other Special Populations


EL(H) – Charter Campus or Program

EL(E) - Charter Campus or Program 

FB(H) – Equal Educational Opportunities


FB(L) – Equal Educational Opportunities 

FDAA(H) – Public Education Grants 

FMC(R) - Organizations and Clubs 

FNA(H) - Student Expression 

FNCJ(H) – Sexual Harassment/Sexual Abuse


FNCJ(E) – Sexual Harassment/Sexual Abuse


FNE(H) – Pregnant Students


FNG(L) – Student and Parent Complaints


FO(L) – Student Discipline 


GA(H) – Access to Programs, Services and Activities

Procedural policies to address alleged discriminatory practices are found at DGBA(Local) Employee Complaints/Grievances, FNCJ(Local)Sexual Harassment/Sexual Abuse, FNG(Local) Student and Parent Complaints, and GF(Local) Public Complaints.  These policies clearly outline the contact individual(s) within the organization to whom the complaints should be referred for investigation and/or hearing.  These individuals are typically the principal, department head, or Title IX coordinator or employee relations director/coordinator, depending on the complainant’s allegations and the complaint policy being utilized by the complainant.

Records are kept at central office of the total number of reported cases alleging discrimination and the resultant findings in each of the areas cited above.  Many times these allegations are not made through the District’s grievance process, but often done directly through an outside agency, i.e. Office of Civil Rights, Equal Employment Opportunity Commission, Texas Commission on Human Rights, the Texas Education Agency.  

Annual or more frequent training is provided in the potential high-risk areas, particularly gender and disability discrimination.  The legal services component of the General Counsel’s office also provides daily assistance, contract reviews and answers to frequent questions raised from principals and supervisors relative to potential claims of discrimination as a means of reducing exposure to potential liability.   
3. [may not] Fail to establish the clear expectation that all employee behaviors and attitudes contribute to an organizational culture that is open and responsive, treating stakeholders with respect, dignity and courtesy, and establishing a system-wide process for monitoring that culture.

Specific terms here require definition:

· Open.  Students, parents and other stakeholders should be made to feel welcome and accepted at the school and at school functions.

· Responsive.  The opinions, concerns, and interests of students, parents, and other stakeholders should be responded to quickly, comprehensively, and with consideration of the needs and communication requirements of the recipient.

· Respectful.  Students, parents and other stakeholders should be treated in a way that maintains and supports their dignity and worth as human beings, consistent with interpretations common to their culture.

· Courteous.  Students, parents and other stakeholders should be addressed in ways that they would interpret as polite and considerate, appropriate to their cultural background and, for students, their age.

In Partial Compliance
In May of 2001, the Board approved the Administration’s recommended revision of all of Policy D that speaks directly to these issues.  

Expectations for this culture are provided in the following District policies:

· DH (Legal):  Employee Standards of Conduct

· DH (Exhibit):  Employee Standards of Conduct

· DH (Local):  Employee Standards of Conduct

The basis for monitoring and providing feedback to employees is required in the performance appraisal process covered in policy as well.

· DNA (Legal):  Performance Appraisal: Evaluation of Teachers

· DNB (Legal):  Performance Appraisal: Evaluation of Other Professional Employees

· DN (Local):  Performance Appraisal

Taken together, these policies direct that all district employees shall conduct themselves in a professional, courteous and ethical manner, and that regular performance appraisals of all employees will include the assessment of their compliance with district policies.


This year training focusing on Cultural Connections was provided to district administrators.  Plans are in process to extend this specialized training this year to select campuses and central office departments and, ultimately, to all campuses and departments over time.  

New staff members were provided with an orientation to the expectations of the District in interacting with students, parents and staff.  Both District administrators and members of the DAC helped to conduct this training.  CAC members assisted with providing support for their own campuses.  The expectation has been communicated to each campus.  As individual employees are found to have difficulty in meeting that expectation, they will be placed on development plans and experiences.

We also have yet to fully establish a District-wide capability to monitor the achievement of this culture.  Initial results from two years of independent parent surveys conducted by the University of Texas Dana Center indicate that parents generally find the campuses hospitable.  On a scale of 1 (strongly disagree) to 5 (strongly agree) the average parent response was strongly positive (average of 4.4) to the statement “I feel welcome at my child’s school.”  There was no difference across race/ethnic groups, but the average was highest for parents of elementary students, and lower for parents of secondary students.  Unfortunately, this study did not provide the ability to further disaggregate campus-by-campus data.  During the next year, additional measurement capabilities will be put into place to monitor customer service at the campus level. 

4. [may not] Fail to assure a system of communications that provides for timely and full information, providing for reasonable two-way interaction.

In Compliance
Specific terms that require definition:

Communication—May include and format accessible to the public including but not limited to: the mass (commercial) news media; school-based and community meetings; written correspondence; District publications, web page and e-mail, press releases and/or cable television access, and telephone on-hold messages.

Timely and Full—Pertinent, accurate, timely, and distributed in Spanish, as appropriate.

Two-way – Allowing for input and questions from the audience, and for AISD response to their issues and concerns.
AISD provides print communication primarily through the District newspaper, the Austin InSiDer, topical and timely press releases, and formal reports such as those provided by the Office of Program Evaluation.  TV and other visual media are provided through Channel 22 broadcast of the Board meetings and other items of interest, as well as press coverage of AISD events.  The AISD website is updated constantly to provide information most requested by parents including lunch menus, bus routes, and information about individual schools. Members of the public who respond to any of these media receive a response from whoever on the staff is most appropriate based on the nature of the question or concern.

For more immediate two-way interaction, the District uses school-based and community meetings, where constituents are able to express their issues and concerns.  Cabinet level staff routinely meet with the District Advisory Committee and Campus Advisory Committees as well as with special focus groups ranging from the Dropout Task Force to the Semiconductor Executive Council to Junior Achievement.  These meetings allow for AISD staff and community members to communicate regularly and in-depth on topics of mutual interest.

AISD seeks to continually improve our communications.  This year we want to expand our capabilities by identifying issues and achievements of interest to the community and sharing those proactively.  In addition, we expect to learn of other communication needs and opportunities from the Board’s community meetings.

� EMBED SoundRec  ����PAGE \# "'Page: '#'�'"  ��Joy:  The Aspen Group commented that the following three paragraphs were examples of monitoring.  We were under the impression that this was supposed to be an example of a monitoring report.  By “monitoring”, we wonder if they really mean “process, not outcomes.”  Since we have not yet identified acceptable evidence or indicators for terms like “open”, “responsive”, “respect”, “dignity”, and “courtesy”, it seems at this point that “process” is all that can be reported.  Should we remove the paragraphs?  
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