
Licensed Personnel Policy Committee
North Little Rock School District
February 24, 2022
Called meeting - Agenda and
Minutes

Time: 4:30pm Place: NLRSD Board Room and Google Meet (Click for Link)

Members Attendance: (X indicates a present member)
Chair: Carolyn Jackson (HS)

jacksonca@nlrsd.org

x Co-chair: Madison Barker (ES)

barkerm@nlrsd.org

x Secretary: Elizabeth Roberts (MS)

robertse@nlrsd.org

x

Leslie Crider (HS)

criderl@nlrsd.org

Tabitha Scroggins
scrogginst@nlrsd.org

x Brandi Hanson

hansonb@nlrsd.org

x

Dollie Jackson (HS)

jacksond@nlrsd.org

x Courtney Wages
wagesc@nlrsd.org

x Brigetta Starks starksb@nlrsd.org x

Justin Cobb (HS)
cobbj@nlrsd.org

x Sara Woods
woodss@nlrsd.org

x Shanda Coleman (Admin

Appointed) colemans@nlrsd.org

x

Lori Finley (At-large)

finleyl@nlrsd.org

x Angie Haustein (At - large)

hausteina@nlrsd.org

x Jacob Smith (Admin Appointed)

smithja@nlrsd.org

x

Michael Clark (Admin

Appointed) clarkm@nlrsd.org

x Guests:
Sonya Strickland, Kristie Ratliff, Cynthia Russenberger, Stephanie Smith,
Sharon Hackbart, Katelyn Northington, Lori Hart, Tracy McAuliffe, Amber
Peck, Dr. Pilewski, Gina James, Cindy Temple, Dr.Hooper, Courtney Hastings,
LeAnn Alexander, Alisa Roy, Angela Hazzard, Brianna Delavan, Julie Drake,
Kacie Kinchen, Kelsey Coulter, Laura Ralston, Beth Carroll, Vicky Booth,
Shonda Stafford, Prisca Selhorst, Lance Parcell, Maisha Jones, Sherah Fulton,
Vicky Booth, Cortney Bost, Quintin Cain, Yolanda Gibson, Amanda Rowe, Ann
Haynie, Greg Jones, Katherine Goodwin, LaCher Rockins, Leslie Stacy, Marilyn
Colclough, Michelle Stell, Pearce Peacock, Rachel Wheeler, Tammy Reeder,

Topic/Item Time
allocated
(minutes)

Topic Leader

Item #1: Discussion of New/Upcoming Items

Item #1 Notes:  No discussion of Upcoming Items

Item #2: Central Office Reorganization Plan as
presented to the board with Dr. Pilewski
Item #2 Notes: Dr.Pilewski recognizes there are a lot of questions. He wants some ground rules that the
discussion is collaborative and we are respectful. His team is here to listen and to answer questions.
Pilewski spoke to Mr. Beckette to clarify the procedure. Jay Beckette gave the LPPC Because there is no
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editing of the salary schedule, it is unclear what the board's previous vote does.  He is in the process of
speaking with staff members who were affected by the plan.  Step 1, go to the board, step 2, go to the
LPPC, step 3, go to the employees per statue 617205. The LPPC asked Dr. Pilewski questions, the answers
are attached as a separate document.
Item #3: Questions for Dr. Pilewski from Staff
Feedback to the Committee Members.

Question His Response

Did you know that Brouke Reynolds was holding the
director position on an interim basis and is actually our
testing coordinator? Will her contract still be non
renewed?

Yes aware; If Dr. Reynolds applies for the new VA
director and does not get the job, she falls back into
her prior position.

Why didn’t you have a conversation with these four
employees to share your vision and then ask them where
they see themselves fitting in?

No; based upon legal advice; next step is to have the
conversation.
Vision was not done collaboratively? Superintendent
has the authority to organize as he sees fit and to
make decisions, then notify the board first, on legal
counsel. There was no collaboration in generating this
plan.

We are already struggling with fair and competitive
salaries for our staff. Could the additional positions be
filled with teacher leaders from within our district rather
than administrators?

Thinks there is a lot of local talent through a
distributed leadership model. MCL is a leadership
opportunity that leads to administration. Two
pathways to leadership opportunities, one is
administration, the other through curriculum and
instruction. This is very specialized work. This is a
great opportunity for our current MCLs.

These positions are using ESSR funds at first but then will
these come from the operating budget?

We will start by funding them through ESSR 2 and 3,
then be able to sustain them with increased state
funding, not adding an additional cost. The state
funding does go into our operating funds. Dr.Pilewski
said we have been able to increase teacher salaries
“above and beyond”.

Why do all the positions require administrative degrees?
Nationwide search?
Could the other positions be opened without the
administrative license requirement to accommodate
teacher leaders.

Working on putting salary ranges in the job
description. Still learning what each level and
certification means. Turned to Jacob Smith for
clarification on requirements for positions. Grace
periods granted should someone not meet
requirements. Want to partner with higher ed.
ACT1002 to give them three years to gain the required
license by DESE. State makes rules on the
certifications that are required from the state.

There is Elementary curriculum in all subject areas CFA’s
being strategically aligned. When you say that the
curriculum is loosely aligned, are you speaking to
secondary?

There is still a loose alignment in the teaching
practice. Curriculum Audit taking place to answer, is it
there, is it high quality, is it being followed? This plan
has been made prior to getting the results of the
curriculum audit. Walked LPPC through the standards
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that the audit will be looking at. The whole notion of
the audit is improvement to better target resources to
teachers.
The plan was to jump start this process because it is
clear to Pilewski this is an area that needs to be
focused.The Audit is just another piece of data,
curriculum is a central office held responsibility not a
building held responsibility.

Will the curriculum audit be looking at cultural relevance
to our school district?

Yes. Standard 3 addresses equity and relevance.
ATTACH DOCUMENT per Dr.Hooper’s email.

How will you address the high levels of distrust from the
staff in response to how the reorganization was handled?

Claims the district has not changed in 20 years. This is
a “whole sale” change. Says the district has never
gone through something like this but believes it is
necessary. He says following the steps that have been
given to him by Jay Beckette. He believes this proposal
will make a big difference. Trust happens over time.
Continue to build trust through this open dialogue.
Sharon Hackbart, “I am in total support of his plan. I
am just wondering how many people are not in favor.
Distrust in former leaders caused this. I truly believe
he is invoking change to improve something that has
been broken for a long time.”
Building trust by trying to be in schools weekly.
Building trust through being viable and having an
open door policy, and listening. Improving
communication and doing town hall forums have all
been ways to build trust with our community as well.
“One thing I have been striving for is unity”
“Culture trumps strategy.”

Board protocol “Relationships run deep”. Feels people use
relationships to impact board outcomes. We want to
solve problems closest to where to occur. Board
members have overstepped into day to day operations
of the buildings. I have been very hyperfocused on
structures and systems to improve the overall
effectiveness. I have been concerned about safety and
security chief finks is doing a 100 day transition plan, a
360.

The new job descriptions are nearly identical to the
director’s current roles, why did you choose to use the
Teacher Fair Dismissal Act if they were getting replaced
with nearly identical positions? Why didn’t you choose to
reorganize while keeping our leaders when inconsistency
of leadership was an issue stated in the proposal? Did you
know that these employees were all relatively new in their
positions?

Let me first talk about the work. When you look at
how we are currently structured the titles have
curriculum, accountability, and instruction. The
proposal is splitting the duties and responsibilities. He
wants leaders in schools and coaching principals and
analyzes data. Moving the responsibility of curriculum
and instruction to another position.
When a new position is created they must be open to
all employees that qualify, therefore redefining the
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roles means an application process must take place.
Teachers can be moved after they sign their contracts
because their job description and responsibilities do
not change, just their location.

By creating 7 positions, will this allow the Elementary and
Secondary Coordinators to be in the buildings on a more
regular basis, as the workload would be divided between
more employees?

Yes, those positions will be centralized 60% of the
work out with teachers, 40% in central office. It might
be 50/50. The expectation would be in schools the
majority of their time in schools coaching principals.
Expected to be highly visible and to participate in
community function and extracurricular activities.
Reporting to Dr. Hooper.

Can you share the data recommending the restructuring?
Have you surveyed the staff (building admins, teachers),
students, and community? Can you share those results?

The 100 day transition plan holds the data he is basing
this off of. Pilewski claims to have interviewed 180
teachers and 250 stakeholders. The data is from his
memory and notes but there is no official data to be
shared. No official record, just summaries provided
through the 100 day report. Angie Haustein and
Tabitha Scroggins were part of one of the focus
groups, they answered the questions provided. Felt it
was a safe place, and maybe that is why answers
weren’t shared. No official notes were taken at these
meetings. They did not have access to what he wrote
down.

We know that district employees can apply for these
positions, however, the search being immediately opened
nation-wide gives the appearance that NLR employees are
not preferred for these positions. This nationwide search is
already coming at a time when we are struggling to retain
the staff we have. At what point should the teachers and
staff we already have be given opportunities to lead this
district?

We are looking for the best and the brightest folks
whether they come internally or externally. We have
homegrown talent and if they are the most qualified
they will be given the opportunity. Our first preferred
is local talent. We want to grow our own. We will go
through a fair and equitable process. We are
encouraging all employees who qualify to apply. Our
MCLs have credibility with our staff.
Rein Associates found Hooper.

If Opportunity Culture is eliminated, will those stipends

and operation costs be available to fund the three newly

proposed positions?

Opportunity Culture is on pause and no decision has
been made for next year. We still need to look at how
those resources are used. We are going to put it on
hold until we study it. OC is inconsistent amongst
schools and not centrally organized.

The creation of more central office positions can be
perceived as more admin for “gotcha” situations for
building staff; would that money be better spent hiring
more interventionists for our schools with the greatest
academic needs?

If district personnel apply for an open position, but do not
have their education/certification completed, would they
still be considered based on experience and leadership,

We are after the most qualified applicant. Certification
is part of that. If the most highly qualified candidate
does not hold the licensure, there are several
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with the opportunity to complete the job requirements
within one year (or predetermined time frame)?

processes that DESE gives the employee an
opportunity to complete their licensure. We also have
to be fair to the process.

If this proposal results in a mass exodus from the executive
team, building level leadership, and certified and classified
personnel, do you have a plan to fill a large number of
positions quickly?

Certainly, when anyone decides to go onto another
opportunity that is an individual's choice. This
happens in organizations all the time. That is why that
support structure is in place. I am confident we can fill
the vacancies

What comfort would you give to those administrators that
are worried that they're phase 2?

Continue to focus on the work that is at hand. Focus
on students. I have been open. I haven’t thought
about all the pieces and where the next steps are. I
have been solely focused on aligning the system.

ACT Aspire data used from outdated years. The data was from the 100 day transition plan, around
slide 10 or 11, to communicate pre pandemic, and
during the pandemic. This data was to show that our
data is stagnant. ACT Aspire is the federal
accountability piece. Triangulating multiple pieces of
data. Dr.Hooper ESSA data provided by the state,
taken during the pandemic. Does look at NWEA.
80% of students not reading on grade level, is not an
accurate statement. Clarified to say that in SOME
schools and in SOME grades 80% of students are in
need or support. Used Glenview Elementary as an
example. Level 4 support from the state is 50% of
students not meeting standards.
Haustine “Regardless of what school or grade level,
this is not us and them. We are a team. If one of us is
behind and failing then we are all behind and failing”

Due to your implemented Chain of Command policy, staff
feel their hands are tied when they would like to provide
feedback.  Would you consider making a way for staff to
contact you for conversations?

Open door policy

As we move forward on this, we all know change is
difficult. I want everyone to think of a broader view
because I know people are involved. When we come
to the board Let's be respectful and put students first.
If we get to a level 5, that comes with other
recommendations from the commissioner. There is a
huge achievement gap, we have to speak on behalf of
all students.

PreK The reorganization calls for coordinator in early
childhood and school readiness. To stop the
hemorrhaging we have to focus on prek K grades 1
and 2. We need to set a goal that all students will be
reading and computing by the end of grade 2. Used
third grade ACT Aspire data from Fall to support that
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this is not happening. NWEA readiness test is available
but we are not using it yet.

I am a teacher in the district. I am a self-contained special
education teacher and am able to teach without Wit and
Wisdom. My students made significant growth (I have
charts if more information is needed) from Fall to Winter
this school year. Have we considered giving the
educational autonomy back to teachers in HOW they
teach? We need to make learning FUN for students again.

Best practice is having a common curriculum. The
teacher is allowed to make adjustments within the
curriculum based on date. You have to have the
flexibility. You have to have an easy to follow pacing
guide/ curriculum guide. And having the resources
aligned…
Universal Design for Learning, culturally relevant
instructional strategies.

Vision and Mission was solely crafted by the
Superintendent and not by the team

The next steps are to have focus groups with teachers.
You have to launch the vision and seek support as you
go. We are at the beginning phases of this. Now is a
new opportunity. We are going to engage our
principals and teacher leaders, we are just at the
beginning phases and haven’t yet. We want to make
sure you have input, buy in, and opportunity. We have
to take a step back and do reteaching. Once I
launched E4, I wasn’t aware that DESE had a school of
innovation. Why can’t all of our schools be schools of
innovation? Went into more details about the
innovation process but did not give more details on
collaboration with current leaders. What I am asking
as part of this vision is thinking big for our children.
We are in the beginning phase of gaining feedback
from our stakeholders. Through this process, if we
need to change that, as I suspect we will, do we all
have a commitment. Will we not allow an
achievement

LPPC Collectively Drafted Response

Madam President, Superintendent, members of the board,

Good evening. My name is Maddy Barker and I am representing the Licensed Personnel
Policy Committee.

Tonight’s address is in response to Dr. Pilewski’s Reorganization Plan.The LPPC has
held two meetings where the reorganization plan was discussed. The first was held on Monday,
February 21, 2022 and the second on Thursday, February 24, 2022. The feedback that I will be
sharing with you tonight has come from those committee meetings.

We've had quite the turnover in our Superintendent position in recent years. Dr. Pilewski
is the first one in recent history to come in and immediately start gathering data, speaking with
stakeholders, and formulating a plan. We want to first say that we admire this data-driven
approach, and that almost everyone in the district agrees that change needs to happen, and we
have to start somewhere. The committee is in support of an eventual reorganization plan.
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However, the LPPC recommends that the board send the current reorganization plan back to
Dr. Pileski for further consideration.

We recommend the board request the Superintendent to provide more information
before they take any further action on this particular item. The committee specifically requests
that the Superintendent works alongside the LPPC to create a survey to be sent to staff and
families for their input regarding the reorganization as it seems that no formal data was collected
to support such a massive change. We also ask that the Superintendent use up-to-date
academic data when he represents the reorganization plan. The LPPC asks that the four
eliminated positions and their corresponding roles be compared to the new positions and their
job descriptions. Finally, the LPPC requests a full financial audit of the initial and ongoing costs
for this reorganization.

As a committee that represents the licensed staff, we are concerned that employees
have learned that they are losing their jobs in a public forum without any prior conversation. A
change this large needs a lot of time, discussion, collaboration, and consideration before being
approved and implemented. It seems this plan was created without any additional executive
input or any staff feedback. The “yellow sheet” that was provided to the board stated that the
plan had been presented to the executive team on February 14th, 2022. The LPPC was
informed by numerous executives that this meeting did not take place.

The LPPC would have preferred this plan to have been created in collaboration with our
current leaders instead of in isolation. It is clear this reorganization plan was not made through a
collaborative process. In our meeting with Dr. Pilewski, he mentioned that the next step is to
gain stakeholder support. We disagree with this strategy. The committee feels that support and
formal feedback should have been gathered prior to finalizing and presenting the plan. We have
outstanding educators and leaders in this district and the sum of all of us is always greater than
one of us.

The committee would have preferred for our Superintendent to have had a courtesy
conversation with these four individuals prior to the board meeting. Although Mr.Beckett advised
him to go to the board first, there is no law against him providing this professional courtesy. We
would have prefered he shared his vision with them, commended them for their service, and
asked them where they see themselves in this reorganization plan as our district continues to
grow and change. The way this was handled has blind sided four excellent and loyal educators.
We understand it is the right and responsibility of the Superintendent to organize the district as
he sees fit. While the committee understands the Superintendent is not here to make friends
and this was a business decision, the LPPC feels strongly that district culture matters greatly.
Handling the reorganization in this way has severely affected our district culture, which will then
affect our students.

The LPPC values district loyalty and service. The committee is concerned that using the
Fair Teacher Dismissal Act in this way has bred distrust within the district and a general sense of
uneasiness. We have already received many concerned comments from our staff. Many of our
staff members have been left to wonder, “Will my job be next?” Most importantly, it does not give
employees an opportunity to grow within our district. Our teachers will not feel safe accepting or
pursuing leadership opportunities within their own district if it looks like they will be removed at
any point, without reason or notice. We have been called a “homegrown” district, meaning that
our leaders have come from within our schools and know our district personally. We have
families who have multiple generations working for the district and families with both spouses
working for the district, employees who choose to send their children to our schools, and
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employees who are products of this district and chose to come back because they love this
district. We would like to see our internal and local talent given an opportunity to excel before we
advertise positions nationwide.

In Dr. Pilewski's presentation, he mentioned an inconsistency of leadership. The
committee also sees the need for consistent leadership. We are concerned that removing these
four leaders, while they are only just getting started, causes more inconsistency. The LPPC
would like to see the Superintendent work to develop the talent we have in house. Instead of
dissolving these positions, we recommend utilizing the current positions and providing these
leaders with any additional training, coaching, and/or support required for them to meet the
needs of this reorganization plan. With the additional positions, our leaders would be able to
delegate their current responsibilities, achieving the focused support the plan seeks. We believe
another reorganization plan could be made, very similar to this one, while still honoring the
leaders we currently have in place.

Another concern of the committee is that the reading data presented to support the
reorganization is misleading. The ACT Aspire data that was used in this presentation was from
Spring of 2017, 2018, and 2019. This data cannot be tied to these four positions because none
of these employees had been in their positions for a complete school year at this point. The
committee has asked Dr. Pilewski to clarify that it is not true that 80% of our students are
reading below grade level. Instead, he communicated that in some grades in some schools 80%
of students are below grade level. While we are not comfortable with any of our students
reading below grade level, that is a very different statement than 80% of our entire population
are not on grade level. Also, ACT Aspire cannot be used to determine if a student is reading on
grade level. It is also not given to kindergarten through second grade students nor to eleventh
and twelfth grade students, so it does not encompass our entire student population. This data
does not give a complete picture of where we are starting and where we are ending. The
committee would like to see more current and appropriate academic data when the new
reorganization is presented.

LPPC does not oppose change; in fact, we are often fighting for change. We would like
to see more support given to our teachers and students, and the reorganization does that. It is
our hope that any change this large be done through a process of staff feedback and
collaboration, instead of presented as a surprise to us all. We are all here to serve children; we
are keeping all our students in mind when we advocate for our employees. After all, it is our
employees who directly affect our amazing students. However, we cannot do that without being
part of the conversation or while we feel our jobs are not secure.

mailto:robertse@nlrsd.org


Supporting Document 1:

Instructional Technology Facilitator

Michael Holmes

Duties:

● Conducts professional development sessions with teachers and administrators in the
implementation of technology as tools in the classroom.

● Assist teachers on a one to one basis in the installation and implementation of
technology.

● Learn, manage and train teachers on all digital learning platforms and learning
management systems.

● Acts as a liaison between teachers/administrators and the technology department is
solving problems that affect the effective use of technology as a tool for learning.

● Acts as the district administrator for Apple voucher accounts, making sure the
vouchers are used for the staff members they were purchased for and that staff has
access to the apps.

● Manages all district Apple Devices through Mobile Device Management system.
● Handles all repair arrangements for Apple devices.
● Conducts summer professional development on an as needed basis.
● Sits on the District technology committee, as requested.
● Attends Principal meetings and communicates effectively with principals, assistant

principals, staff, and creates effective relationships with technicians as part of the
effective integration of technology.

● Participates in training geared toward the administration of the Common Core State
Standards assessment program, and trains district personnel in the requirements for
and skills necessary for testing online. Teaches instructors to use instructional
technology or to integrate technology with teaching.

● Presents and makes recommendations regarding course design, technology, and
instruction delivery options. Provides technical advice on the use of current
instructional technologies, including computer-based training, desktop
videoconferencing, multimedia, and distance learning technologies.

I was hired for this position in August 2018, I have been working in the district since August

2016.

I am most proud to have provided stability to this position. Prior to my arrival, this position was a

bit of a revolving door, with each previous person leaving after one year. While in this position, I

oversaw the integration of all district Apple iPads and Macs into the mobile device management

system, allowing me to update any and all devices remotely rather than having to go to each

device individually. I am also most proud of building trust and rapport with teachers that were
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afraid to use technology in the classroom and helping them discover that they could. I am proud

to have researched and helped implement the Waterford and Zearn learning platforms that

aligned and reinforced the curriculum that K-5 students were using. During the pandemic years,

I was able to assist all k-12 as well as the virtual academy in order to ensure maximum

effectiveness of virtual learning. I am most proud to have served a district where my wife also

works and my children attend school in the city that I live.

Supporting Document 2:

600 N. Elm St., unit B

Little Rock, AR 72205

February 20, 2022

To Whom It May Concern:

I have just heard about the superintendent’s desire to close down Lori Smith’s position in the North Little Rock School

District.  What follows is a set of reasons why I think this is not a good idea. I worked alongside Lori for many years as a

consultant for Generation Ready.  Never have I worked with a more worthy educator or leader.  What follows is a list of

attributes that supports my assertion:

● Lori Smith deeply understands every part of the district, every school.

● Lori Smith aims for what is best and bases her goals on evidence and good counsel every time.

● If Lori Smith ever calls it wrong, she is quick to own the mistake and regroup, preparing for better decisions.  She is

not defensive and not afraid to make mistakes in order to learn and improve.

● Across her life she has been called to higher and higher responsibility—because she is up to the job.

● She was first and foremost a Teacher, so well-respected and such a team player that her own school venerated her as

Principal.

● During her time as Principal she continued to grow, seeking consulting services and going to trainings, furthering

her preparation for the work. As she grew, her school continued to improve.

● Having led a school that was one of the top 5% in the state, she was tapped to support principals throughout the

district to succeed.  This she has done, thoughtfully responsibly, her ear to the mandates from state and district.

● Once chosen for her current position in the central office, she agonized over whether to take the position, finally

deciding to make the sacrifice of giving up her successful world as head of the most successful school around in

order to give her gifts and talents to more people.

● Again, she went after the requisite post-graduate education, seeking to do the best job possible.

● There’s no telling how much small detail work she has done in the course of her time in the central office—taking

care of people’s feelings, ensuring that honesty and integrity shine through the decisions that are made, supporting

school leaders with problems on their staff, on and on—this sort of thing.  She does it with ease and surefootedness

because she is pure in heart.
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● I want to call out her management of the resources for guaranteeing the essential curriculum—including the crafting

of pacing guides, the responsibility for the right tools and books and programs being in the right schools—I don’t

know how she has done it.  Before she did this, many teachers were “winging it.”

● She has promoted professional practice from the General to the Specific across the district, knowledgeably and

responsibly, again with her eye on what is required by state and district.

● She continually sought and seized opportunities for improving teachers’ professional practice.

Lori Smith is consistently and fully prepared to implement what is best for teachers, schools, and students.  There never could

be any good enough reason for disposing of her position, because she is fully capable of achieving righteous goals as soon as

they are communicated to her and backed with evidence.  She is a powerhouse and a blessing.

Sincerely,

Lois Sandusky

Education Consultant—Generation Ready (retired)

lsandusky@gmail.com

Supporting Document 3

Brouke Reynolds
Major Job Duties:
Virtual Director
• Work with Pearson Liaison to correct any problems within the platform
• Work with Pearson sales representative to finalize enrollment
• Work with students demonstrating how to use the platform and assist with any problems within

platform
• Communicate with parents about attendance and grades
• Work with district schools to enroll and drop students
• Enroll students in Pearson platform classes
• Ensure attendance and grades and entered by deadlines
• Ensure virtual students are coded correctly
• Work with NLRSD SPED teacher assigned to virtual students
• Work with student services department to enroll recommended students

Testing Coordinator
• Attend all DESE required meetings and webinars
• Create a district testing calendar
• Meet quarterly with BTCs for training
• Oversee all district testing (DLM, ELPA, ACT, ACT Aspire, AP, ACT Workkeys)
• Manage all testing portals (DLM, ELPA, ACT, ACT Aspire,ACT Workkeys) •
Observe all buildings during ACT Aspire
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• Provide support to all BTCs completing pre-test activities
• District liaison with DESE to receive/provide communication

Supporting Document 4:

Supporting Document 5:
From an anonymous employee

1. Teachers and admin are not allowed to talk to the NLRSD board members.
2. In December, the E-4 plan for our district was told to our board.  Employees of the NLRSD
had no part in writing this plan. A new vision statement was read to the board. No stakeholders
except for the superintendent helped write this vision statement. If you have been through any
leadership training, you know a vision statement must be written and agreed upon by all
stakeholders. Since this plan was stated, NLRSD employees have not heard anymore about
this.
3. Last Thursday he rolled out his new Central Office reorganization plan. Again the vision
statement was read and the NLRSD employees do not know this  new vision statement for our
district. Four employees were told by zoom that they would no longer have a job at the end of
June 30th.
4. He stated all the new jobs would be posted nationwide. He does not plan on hiring qualified
individuals from our own district for these jobs. We must grow our own leaders and we have
through the years. The feeling among the NLRSD employees  is that he wants his own team
with no NLR ties.
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He has rolled out a 100 day plan, E-4 plan, and a central office reorganization plan with no input
from the NLRSD employees who are in the schools doing the work. The NLRSD employees  do
not know his vision or focus for the district. We all want a leader we can sit down with and go
through the problems we are facing and come up with solutions together.

We are paying to have a curriculum audit which we do not need. We have only had our
curriculum for three years and through a pandemic. Teachers need raises instead of spending
this amount on an audit. We are using a curriculum designated by our state.

The first slide in his central office reorganization plan was not true. We have had many changes
in the central office in the last 10-15 years. We have had curriculum specialists before. We have
written proposals to have innovative schools. We have added NWEA, Eureka Math, Wit and
Wisdom, and Wilson to our daily instruction.

mailto:robertse@nlrsd.org

