
“When we lose the

right to be different,

we lose the right to

be free.” 

- Charles Evans
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School Administrators of Iowa  

REPORT
‘Brighter Futures’ Status Report 
on High Schools Released

Some of the findings in the report on improving high schools released at the
August SAI annual convention may raise eyebrows when studied by local dis-
trict educators, board members, parents and other patrons. For example, ques-

tions are posed about how much parents, students, and even some staff really want the
senior year to be rigorous. Other questions are raised about the emphasis placed on
grade point average and class rank and how that may actually work against students
trying to tackle rigorous course work. Then there’s the issue of Iowa’s tradition of
local control juxtaposed with changing global realities. What if there’s not the support
locally for the kinds of changes that best prepare our graduates for a world that is becoming increas-
ingly “flat”? 

These and many other themes that emerged both from Department of Education Director Judy
Jeffrey’s 85 high school visits and from the 12 community conversations conducted by the
Governor’s office during the spring of 2005 were synthesized by a team of practitioners, and DE and
SAI staff in late spring and early summer. (This effort was underwritten by support from the Wallace
Grant.) The data are organized into three sections: (1) the Why of understanding the need for high
school improvement; (2) the What of understanding the issues holding high schools back; and (3) the
How of understanding how lasting, systemic improvements can be made. 

The report outlines the potential implications of the visits and community conversations by grouping
the data into issue areas related to curriculum, funding, teaching and local control/general operations.
The findings themselves are organized into the six characteristics of successful high schools: high
expectations for all learners, collaborative school leadership, high quality professional development, a
high school environment that is student-focused, rigorous and relevant curriculum, and school deci-
sions that are based on data. 

There are over 25 recommendations in the report that can serve as a focus for study by local district
committees, boards, and faculty school improvement teams. There are also nearly 50 questions that
the review team offers as guidance to address issues surrounding improving the high school experi-
ence for each learner. The report can be accessed at www.state.ia.us/educate/ecese/fohs/index.html. 

2005-06 SAI Professional Leadership Development:
Learning designed with you in mind

S
AI is pleased to offer many outstanding opportunities to further your skills as an
educational leader. A flyer outlining the events is in the mail to all members.
Included with the mailing will be brochures for four upcoming events. Consider par-

ticipating in sessions on Working with the Media, Rethinking Discipline, Fair Labor
Standards Act and Effective Group Processing Skills. Can’t wait to see what’s in store? Visit
the SAI Web site at www.sai-iowa.org/events.html to learn more about the sessions and to
sign up online.

Join today!
If you have not
renewed your member-
ship in SAI, now is the
time. Don’t miss out on
information, legal assis-
tance or discounted
learning opportunities.
Go to www.sai-
iowa.org/join.html to
join online or for a
brochure. You may also
call SAI at 515-267-
1115 to request infor-
mation.
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Executive Director’s Report from Dr. Gaylord Tryon

NATIONAL
REPRESENTATIVES

SAI STAFF

SAI OFFICERS
Sept. 1, 2005 to August 31, 2006

Reflections/Transitions

1.This past August, SAI hosted the 30th
Annual All-Iowa School Administrator’s
Conference. What started as a joint ven-

ture in 1975 between three separate school
administrator organizations (Iowa Association of
School Administrators, Iowa Association of
Secondary School Principals, Iowa Association
of Elementary and Middle School Principals) has
evolved into a major annual event—a homecom-
ing of sorts and an opportunity to learn and grow
together as educational leaders. Hats off to you,
the membership, for your continued support!

I couldn’t help but notice all the new (and
younger) faces at this year’s conference. While it
was particularly pleasing to see so many familiar
faces, it is very gratifying to see new people
come into the profession. New energy and fresh
perspectives are extremely healthy for a vibrant
profession and association.

2.When SAI officially came into being
(September 1, 1987), most everyone
believed it was the right thing to do.

While the three administrator organizations were
getting the job done, it was generally felt that
one statewide administrator group could operate
much more efficiently and provide more and bet-
ter services to the membership. This merger was
a major risk because we were not all that certain
just how many administrators would join SAI—
especially during the early years of the organiza-
tion.

We should never have second-guessed our
members! From day one we have had tremen-
dous support, and our membership has grown
and sustained itself over the years. I am very
proud to say that we still have over 1950 regular
members—in spite of the staff reductions that
have taken place at the local level. In addition to
1950 regular members, our aspiring and associate
memberships are at an all-time high.

3.We are very sorry to see Dr. Troyce
Fisher leave SAI. Troyce has served as
SAI’s executive director since January 1,

2001. She has done an outstanding job and we
are all deeply indebted to her for the leadership
she has provided SAI. I think her legacy will
include a strong focus on professional develop-
ment; her visionary and creative leadership style;
SAI becoming a strong player in the world of
grants and other non-dues revenue sources; out-
reach to the membership; strategic planning; a
continuing positive involvement with other pro-
fessional organizations; and keeping the

Executive Committee and Representative
Council focused on school improvement and the
linkage between leading and learning.

While Troyce will no longer be serving as SAI
executive director after August 31, she will be
extensively involved with the Wallace Grant.
This will keep Troyce directly connected with
SAI in a key role. (At our request, Troyce will be
submitting articles for the SAI newsletter in rela-
tion to her work with the Wallace Grant.)

4.Early this summer, the SAI Executive
Committee initiated a search to find a
new executive director for SAI. The

screening process has been completed and the list
of candidates has been narrowed to two individu-
als. (The names of these two outstanding people
had not been released when this newsletter went
to print.)  

Interviews will be held sometime in the next 2-
3 weeks. There will be three different groups
interviewing each candidate:
 SAI staff
 Nine members from the Representative
Council (3 elementary/middle school principals;
3 secondary principals; 3 superintendent/central
office administrators)
 SAI Executive Committee

Following the interview process, and input
from the respective interview groups, the
Executive Committee will recommend one name
to the Representative Council for its review and
action. It is the Executive Committee’s goal to
have the selection process completed by mid-
October of this year and that the new executive
director will come on board January 1, 2006, or
as soon thereafter as possible.

We are extremely grateful for the individuals
who submitted applications for the executive
director position. It is very satisfying to know
SAI has this kind of support from some very
qualified and competent educational leaders.

5.I was very flattered this past summer
when the Executive Committee asked me
to serve as interim executive director.

While I have been gone from SAI since January
1, 2001, I have stayed in close touch—including
my involvement as SAI’s representative to the
IPERS Benefits Advisory Committee. I am look-
ing forward to being back with SAI and working
with the elected leaders, staff, and general mem-
bership.

Dr. Gaylord Tryon, Interim Executive Director
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REPORT

The SAI Report is 
published for association

members and selected 
community and business 

leaders by School 
Administrators of Iowa.

Your comments and 
suggestions are welcome.

Tracy J. Harms, Editor

School Administrators of Iowa
12199 Stratford Drive
Clive, IA 50325-8146

Phone: (515) 267-1115
FAX: (515) 267-1066

www.sai-iowa.org

Friends of the Association Honored
On Aug. 2 at the SAI Awards Banquet, three indi-
viduals were presented with the Friend of the
Association Award. 
Joanne Patterson, event manager with the Polk
County Convention Complex, for her expertise
and patience in staging the SAI Annual
Conference for 20 years;

Bernie Saggau, retired executive director of the
Iowa High School Athletic Association, for his
excellent contributions to Iowa’s K-12 educational
program and in recognition of his support and
service to the school administrators of the state;
and 

James Wise, retired executive director of the Iowa
Urban Education Network, for his passion for
urban education and collaboration with SAI.

Sioux City’s Williams Named 
Lowell Mason Fellow
Larry Williams, superintendent of Sioux City
Community Schools, was honored this year in
Washington D.C., when he was named a Lowell
Mason Fellow by the National Association for
Musical Education. Other honorees included the
late Fred Rogers of “Mister Rogers
Neighborhood” and Col. John R. Bourgeois, who
directed the U.S. Marine Band through nine presi-
dential administrations. One of Larry’s many
accomplishments was to help Sioux City acquire a
$300,000 grant to purchase hundreds of musical
instruments for middle school students unable to
acquire them on their own. 

This honor, named after Lowell Mason (1792-
1872), who is credited with introducing music
instruction to American public schools and estab-
lishing teacher training in music education, is
bestowed upon outstanding music educators or
advocates.

Snider is Reading Administrator 
of the Year
Deb Snider, principal of Walnut Hills Elementary,
Waukee CSD, was named the 2005 Iowa Reading
Administrator of the Year. The award is given
annually by the Iowa Reading Association.

SAI Committee Assignments
The process of assigning volunteers to committees
continues. We appreciate all of the members who
have volunteered their time to serve. E-mails will
be sent to all volunteers within the month of
September. 

Scottish Rite recipients for 2005, from left:
Laurene Lanich, superintendent Iowa Valley
CSD; John Chalstrom, superintendent,
Cherokee CSD; Trace Pickering, administrator,
Grant Wood AEA; and Becky Pitkin, graduate
assistant, Iowa State University. 

Doctoral Fellowships Available
Fellowships of $5,000 are available from the
Iowa Scottish Rite Charitable and Educational
Foundation to assist public school educators
who are pursuing a career in administration.

Candidates for this fellowship must have
completed four years of successful teaching in
public schools and must hold an administrative
position. Demonstrated high academic achieve-
ment is also a requirement.

To apply: Request an application from
William C. Jacobson, Ph.D., selection commit-
tee chair
811 Beaver Ridge Ct. SE
Cedar Rapids, Iowa 52403
Phone: 319-286-0076, Cell: 319-329-2860
e-mail: wcj33@mchsi.com

Applications are due Jan. 10, 2006.

Schools of Character
The National Schools of Character Awards
program has a twofold purpose: 1) To identify
exemplary schools and districts to serve as
models for others; and 2) To help schools and
districts improve their efforts in effective char-
acter education. Maximum Award: $2000. 

To be eligible, a school must have been
engaged in character education for a minimum
of three full years, starting no later than
December 2002 for the 2006 awards. Districts
need to have been engaged in character educa-
tion for a minimum of four full years, starting
no later than December 2001. Deadline:
December 5, 2005. Find application informa-
tion at www.character.org

Survival Guide for the Outback
The School Leadership Development Unit Web
site, a New South Wales Department of
Education and Training site in Australia, has
linked to SAI’s Survival Guide for School
Administrators. Take a look for yourself to see
the resources available to all administrators,
not just the ones “down under.”

UpcomingUpcoming
EventsEvents

September
9 - Training for mentors
in SAI’s Mentoring &
Induction Program, SAI
Office, Clive
28 - Working with the
Media, SAI Office, Clive

October
3-4 - Rethinking
Discipline... It’s All About
We, SAI Office, Clive
3 - Winter Institute
Follow-up Session,
Clarion Hotel, Cedar
Rapids 
5 - Fair Labor Standards
Act Legal Lab, SAI
Office, Clive
5 - Winter Institute
Follow-up Session,
Carrollton Inn, Carroll 
6 - Winter Institute
Follow-up Session,
Savery Hotel, Des Moines
25-26 - Effective Group
Processing Skills for
Leaders, Webster City
School Board Room

November
9 - Mentor/Mentee
Collaborative Learning,
West Des Moines
Marriott
9-10 - Collective
Bargaining University I,
SAI Office, Clive 
15 - Early Childhood
Learning Programs,
Gateway Center, Ames

http://www.character.org
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Afunny thing happened to me this summer. When I was at a speaking gig for food service man-
agers, I learned from my audience what it feels like to be on the receiving end of a 504 accom-
modation request. 

Several of the women at this workshop told of employees (food service workers, i.e., your cooks)
who allegedly have back problems. These problems manifest themselves in different ways. Some
cooks say they can’t (or shouldn’t) lift more than 10 pounds or so. Some say they can’t be on their
feet for extended periods of time. Some can’t work more than three days a week. So, afraid of invit-
ing a lawsuit or civil rights complaint for violating the rights of a person with a disability, the district,
as employer, has been bending over backwards to accommodate the employee. If she says she can’t
lift 20 pounds, we don’t make her carry the food. If she can’t stand in one spot for over an hour,
instead of giving her a stool we excuse her from washing dishes or pots and pans, or serving food, or
taking lunch money and tickets. We pay the part-timer as if she were full-time. These ladies’ co-work-
ers are expected to pick up the slack. I discovered that in many cases, the 504 request comes without
a doctor’s note. We’re accepting the employee’s self-diagnosis of the ailment AND her legal conclu-
sion that she’s 504 qualified and entitled to accommodations on the job. And when it comes to think-
ing of accommodations, we pretty much do whatever the employee is asking.

And then the other ladies get, um, upset that they have to do this employee’s work AND theirs. Good
point. We haven’t given her more of what she can do to offset what she can’t. Tsk tsk.

I can’t imagine what it must take to be you. You don’t have time to deal with these issues, but there
they are. My number one recommendation is, of course, contact your school attorney unless a request
is minor, something you’d do for anyone without thinking. As one judge wrote, “Decent managers try
to help employees cope with declining health without knowing or caring whether they fit into the def-
inition in some federal statute.” 

So my task, as I see it, is to give you enough information to raise your awareness and knowledge lev-
els to get you safely into the arms of your school attorney.

Here’s the basis of Section 504 of the Rehabilitation Act of 1973, which applies to entities that
receive federal funds. (The Americans with Disabilities Act [ADA] is essentially the same law
applied to nearly all employers.) Both laws are anti-discrimination laws. Presumably they were enact-
ed to eliminate prejudice against handicapped persons, to make employers think before (irrationally)
concluding that this person couldn’t possibly do the job.

The key points of Section 504 and the ADA that the employee or applicant has to prove to successful-
ly sue are these: (1) that s/he is a person with a disability, (2) that s/he is otherwise qualified for the
position, and (3) that s/he experienced a negative employment consequence solely due to his/her dis-
ability.

In order to prove s/he is a person with a disability, s/he must have, had, or be regarded as having a
physical or mental impairment that “substantially limits” one or more major life activities. Note the
phrase substantially limits. 

1. Know this: Not all impairments are disabilities. We ALL have something wrong with us,
whether it’s less than 20-20 vision, allergies, a weak heart valve, or varicose veins. Get over the idea
that having something wrong means entitlement under 504. I could take a whole page describing ail-
ments of plaintiffs in 504 cases who, the courts found, were not “disabled” under the statute. The
U.S. Supreme Court wrote in two 1999 cases that in enacting the ADA, Congress could not have
intended “disability” to cover every person with a health problem, because those numbers were esti-
mated to be (in 1988) 160 million, whereas the figure quoted on the floor and in the bill was 36 mil-
lion disabled persons in the U.S. They also wrote that “a person whose physical or mental impairment
is corrected ... still has an impairment, but if the impairment is corrected it does not ‘substantially

. . . and other pearls
of wisdom.

Consult Your
Attorney

Consult Your Attorney by Kathy Lee Collins

What Do You Think 504 Plans Are?
Candy?
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limit’ a major life activity.” (The two cases: twin sisters denied the chance to be global airline pilots
for United because of their vision [20-200, but corrected with contacts/glasses to 20-20] were not
“disabled” under the statute; nor was a mechanic for UPS whose unmedicated blood pressure was
250/160, but when he took his medication it became relatively normal. His doctor testified,
“Hypertension does not significantly restrict his activities and in general he can function normally.”)

2. Job Descriptions or “Essential Job Functions.” In order to prove s/he is “otherwise qual-
ified” for the job, s/he must show that s/he can perform the essential functions of the job (with or
without reasonable accommodations). Particularly for classified staff, it’s very important to identify
what the job requires of those doing it. Here’s a shortened version of one district’s job description
for a custodian: “The position requires frequent standing, walking, bending, stooping, reaching,
pushing, pulling, climbing, and manual dexterity tasks, as well as occasional sitting, lifting of up to
100 pounds, and carrying of objects for up to 10 feet.” A female custodian injured her shoulder, had
surgery, missed a lot of work, and was placed in temporary positions not requiring physical exertion
while she healed. She applied for disability benefits, at which point she asserted that she couldn’t do
anything but “sedentary” work. She still had medical limitations on lifting and exerting force. The
district terminated her employment because she couldn’t perform the essential functions of the job of
custodian. She sued, and lost.

An illustration of the importance of identifying “essential job functions” comes from another Iowa
case, decided by a federal district court in 1984. An AEA advertised for a pre-school special ed
teacher. Plaintiff, a young man from New York City with a master’s in early childhood education,
who also happened to have cerebral palsy, nocturnal epilepsy and dyslexia, responded to the ad. The
AEA sent him an application. He completed and returned it without mentioning his handicaps. They
talked by phone and the AEA said they couldn’t afford to fly him back to Iowa but were very inter-
ested in him and could possibly repay his flight costs if he were hired. 

The young man’s finances were also tight, and he began to worry that he might be spending money
only to be rebuffed once the AEA learned of his disability. So he called and talked again to the asst.
special ed director, telling him of at least the “left side hemiplegia” (the effect of the cerebral palsy).
The AEA responded that the position required driving a school bus. The young man stated that he
had a chauffeur’s license and had transported students in NY. The AEA sped asst. director then con-
tacted the Dept. of Ed and found out that the young man would not likely be licensed as a school bus
driver because the rules required “full and normal use of both hands, arms, feet and legs.” The AEA
cancelled the interview. The young man sued. 

The important aspects of this case for my purposes in this column are that the AEA’s assumption that
they were filling a teaching position that had previously required the teacher to drive a bus was not
thought through when faced with a person who couldn’t drive a bus. As the court pointed out, “Other
than [the last teacher who had filled this particular position] no teacher employed by [the AEA] has
ever been required to drive a bus as part of his or her duties.” [The AEA’s] job description included
no mention of bus driving. It truly was not an “essential job function.” 

If it had been, the AEA and employee could have discussed how to get around it. “Reasonable
accommodations.” The court wrote, the AEA had the authority to transfer teachers from one center-
based facility to another. The standard contract ... did not give the teacher a right to teach at any
particular center. [The AEA Asst. Sped Director] gave no consideration to the possibility of transfer-
ring one of the other teachers to Lamoni and assigning plaintiff to the post vacated by that teacher
[who didn’t have to drive]. Another possibility which was neither considered by [the AEA] nor men-
tioned to plaintiff was that of hiring an independent carrier to transport the Lamoni students.”
Another possibility: Lamoni would bus its own kids.

Translation: The AEA held the contracts of several teachers. The vacancy that existed and for which
the ad was run was for a job that had previously required the teacher to transport the students. The
job description for “teacher,” however, didn’t include “bus driver.” So driving was not “an essential
job function.” Even if it were, there were alternatives available to the AEA to hire this young man
and still transport the students. Just switch another teacher who could be licensed to drive a school
bus in Iowa to the vacant position and give this young man a job in a location not “requiring” such a
duty. 

- continued on page 7

The article, Consult Your
Attorney, is intended
only as a reference in
regard to the subject
matter covered. It is fur-
nished with the under-
standing that SAI is not
engaged in rendering
legal advice. If a legal
opinion is desired, pri-
vate legal counsel
should be consulted.

November 13-19
American Education
Week

H Celebrate H
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Notes on Leadership

Think of the significant relationships in your
life. Aren’t you more willing to extend yourself
in a difficult task when you know—deep
down—how much the person asking you to do
it cares for you?

The name of the game right now is increased
test scores. (We’ll save the debate about
whether or not test scores and learning can be
equated for a future column!) Given that, if
ever we needed a reason to justify integrating
the social and emotional intelligences into our
daily practice, we have it now. With increasing
demands for accountability, with NCLB
achievement trajectories bearing down on us
and with evidence that technology is indeed
creating a flattened world that will change
everything for the next generation of workers,
we need every tool in our tool kit. Asking our
teachers and other staff to connect with their
students on a relational level is all about
increasing reading, math and science scores.
Don’t be dissuaded by those who may grumble
that if they’d wanted to make kids feel good,
they’d have become guidance counselors. 

But it’s not just about teachers and other staff
caring for kids. It’s about school administrators
caring about the adults who help the kids learn.
We care when we set high expectations of pro-
fessionalism and provide quality professional
development. We care when we call the ques-
tion when we hear disparaging comments
about kids who are often the “unlovables.” We
care when we expect teachers to structure
classroom experiences that engage students in
higher level thinking skills (the true meaning
of rigor). We care when we expect teachers to
facilitate advisor-advisee groups, call parents
with success stories as well as discipline prob-
lems, and advocate for a kid who seems to
have no one who even notices s/he’s there. We
care when we recognize and celebrate the
staff’s hard work. 

There’s a reason Standard Two of the Iowa
Standards for School Leaders is about creating
a culture of learning for all. Want high levels
of learning? Implement high levels of caring. 

“There can be no significant learning
without a significant relationship. And
the more significant the relationship,

the more learning occurs.” Ruby Payne’s admoni-
tion to all of us who attended her session at last
month’s SAI conference should be a constant
reminder to all school administrators about one of
our most primary responsibilities: creating a cul-
ture where each learner knows he or she is cared
about in an important way by at least one adult in
the school. When you stop and think about it, this
makes perfect sense on both a cognitive and intu-
itive level, but translating it into action is often
more elusive than we’d like to admit.

There are plenty of data now that document the
positive impact creating a caring environment has
for learners of all ages. Brain researchers explain
it by telling us how the neocortex (where higher
level learning occurs) cannot function at high lev-
els if the brain is “stuck” in negative emotions that
reside in the limbic part of the brain. In their book
“Building Academic Success on Social and
Emotional Learning,” Zinns, Weissberg, et al, pro-
vide both scientific evidence and practical exam-
ples proving that if you want academic perform-
ance to succeed, you have to pay attention to the
social and emotional dimensions of learning.
Marzano’s work on the five school factors influ-
encing achievement cites “safe and orderly envi-
ronment” as equally important as a guaranteed and
viable curriculum, challenging goals and effective
feedback, parent and community involvement, and
staff collegiality and professionalism.

It’s all around us, yet we often dismiss these find-
ings as too “touchy-feely” or being soft on kids.
We use a superficial definition of “safe and order-
ly environment” to mean we make sure there are
no threats of violence or fights or that we see kids
walking down the halls in rows or are tough on
attendance. We define “rigor” as making sure kids
learn that it’s a tough world out there and they’d
better learn to make it on their own. I think we’re
missing the proverbial boat. 

Coaches have known and employed the power of
relationships as a way to increase achievement for
years. So have parents and spouses, aunts and
uncles, grandpas and grandmas, and best friends.

The Yin and Yang of Student Achievement
By Dr. Troyce Fisher, director, Wallace Grant

Joseph Durlak, a
Loyola University psy-
chologist, and Roger
Weissberg, professor
of psychology and
education at the
University of Illinois at
Chicago, recently
conducted the
largest-ever quantita-
tive analysis of social
and emotional learn-
ing programs.

The results, involv-
ing more than 300
research studies,
show that social and
emotional learning
programs significantly
improve students’
academic perform-
ance.

Read more at
www.casel.org

 Learn more

http://www.casel.org
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504 Plans
- continued from page 5

3. Who does what? 
 For current employees, unless a person’s disability is obvious, the person needs to tell you that s/he
has a disability that may require an accommodation in order for him/her to perform the essential job
functions. In hiring, you are not supposed to make inquiries until you are ready to make a conditional
offer of employment, again unless the disability is obvious.

 When an employee asks for an accommodation, meet with him/her. The law requires an informal
discussion at the very least between the employee and the employer. You do not have to agree to give
the employee one of the accommodations on his/her list. You are free to offer any other accommoda-
tion that would level the playing field for the employee, enabling him or her to enjoy all the benefits
of employment enjoyed by everyone else.

 You have the right to have a medical determination of the ailment. You may ask the employee or
applicant to agree to waive the doctor-patient privilege to the extent necessary for you to get formal
responses to your questions about limitations. You also have the right (which you pay for) to send the
employee to another physician or medical professional to help make the determination of the nature
and extent of a given ailment. Remember, however, that doctors’ opinions on what you “MUST DO”
for this employee are only that: opinions. The “must do” options are legal issues, not medical ones.

 On the issue of “substantially limits” the major life activity of working, be advised that it’s not just
about the job that person has been doing. For example, the Supreme Court found that a woman with
carpal tunnel syndrome and related tendonitis who could not continue to do her assembly line job
because she couldn’t do repetitive tasks with her arms extended at shoulder height or above was not
“substantially limited in ‘performing manual tasks.’” The Court criticized the lower court’s focus on
manual tasks related to her job or class of jobs, without looking at basic life activities such as doing
one’s own personal hygiene, household chores, bathing, brushing one’s teeth, all of which the woman
could do. No disability there.

 If an employee asks for an accommodation that includes a job change and you have a master con-
tract (collective bargaining agreement) that provides for positions appointed on the basis of seniority,
and someone else wants the same position the 504 candidate has his eye on, you can follow the mas-
ter contract. Not to do so would be an “undue hardship,” which scratches off that idea as an unrea-
sonable accommodation.

 Two cases are worth discussing because they strike me as garden-variety claims you might be get-
ting. One teacher had a condition known as hypersensitivity to aspergillius fumigatus. It’s some kind
of mold allergy, worse in certain times of the year, in various parts of the building or buildings, which
means she suffered the effects of her allergy only under certain conditions. (Kind of like me. I am
allergic to bee and wasp venom. No biggie – unless I get stung by one of them. Then it becomes a
life and death situation. So I have an “EpiPen” handy at all times. The possibility that I could die if
stung by a bee doesn’t make me “disabled” under 504.) The court likewise found she was not dis-
abled, although she sued her employer after the school district had made several attempts to rectify
the “air quality” in her classroom which nevertheless failed to satisfy her. 

The other case involved a p.e. teacher in Wisconsin with 30 years under her belt. She had a bunch
of ailments: arthritis, bursitis, degenerating spinal discs, scoliosis, and spondylitis. She began to take
more and more time off and came to school late. She also “needed” the school’s other teachers to
cover her duties or adjust the length of their own class periods while she rested ... in a chair pur-
chased by the district that still didn’t satisfy her. “For its part, the school district concluded that [she]
either had become a slacker or had accumulated so many physical problems that she no longer could
do the job even with accommodations – in legal lingo, that she was not a ‘qualified person with a dis-
ability’.” They gave her notice of intent to terminate. She took early retirement and resigned. Then
sued. Unsuccessfully.

I have so much more to say, but no time or space to say it. Be kind, but don’t just roll over and let
those employees scratch your tummy, OK? Call your attorney and (as Barney Fife often said), “Nip it
in the bud!”

In
Memoriam

Ellis Eugene Fischer,
former principal, super-
intendent, and Dept. of
Ed. staffer (7-5-05)

Neal Nelson, retired
middle school principal,
Hampton (8-24-05)



New NAESP Publication is a Practical Guide for
After-School Programs

NAESP’s most recent book, Making The Most of
After-School Time, examines 10 very different school-based
programs. In each, the principal plays a key role in making
sure the needs of the students and community are being
met. The book explains how to secure funding, find time to
manage an after-school program, recruit volunteers, and
provide fun, enriching activities that complement in-school

learning.
Making The Most of After-School Time, is available to down-

load for free on NAESP’s Web site, www.naesp.org, along with
training manuals and sample evaluation forms from some of the
featured programs. 

Raising the Bar on Literacy
One of the most important skills necessary for an individual to
function effectively is the ability to read and write fluently.
Reading Next: A Vision for Action and Research in Middle and
High School Literacy, published by the Alliance for Excellent
Education, provides insights from a panel of five nationally
known and respected educational researchers on how to meet
the needs of the country’s 8 million struggling readers in grades
4 through 12. 

The report, which can be accessed at www.all4ed.org/publica-
tions/ReadingNext/index.html, provides educators and policy-
makers with a list of 15 important elements designed to
improve middle and high school students’ literacy achievement.

—Dateline NAESP

The 37th Annual Phi Delta Kappa/Gallup Poll of the
Public’s Attitudes Toward the Public Schools

A nationwide survey released Aug. 23 reports that an increasing
number of Americans say they know a fair amount about the
No Child Left Behind (NCLB) Act. But the more they know
about it, the less they like it. According to the 37th Annual Phi
Delta Kappa/Gallup Poll of the Public’s Attitudes Toward the
Public Schools, the public likes NCLB’s goals but rejects the
strategies used to implement those goals. The concern rises to
the level where, if a large number of schools fail to make the
mandated adequate yearly progress, the public is at least as like-
ly to blame the law as it is to blame the school. “These results
tell us that the public hasn’t turned its back on NCLB but is
likely to do so if the law’s strategies are not tailored to com-
monsense approaches,” reports Lowell Rose, the former execu-
tive director of PDK International and co-author of the poll.
“Policy makers would be well advised to listen.”

When asked about NCLB’s strategies, 68 percent of the pub-
lic do not think that a single test provides a fair picture of how
well a school is doing, and 80 percent do not think testing stu-
dents on only English and math provides a fair picture of
whether a school needs improvement. And when it comes to the
option of transferring a child from a school identified as “in
need of improvement,” 79 percent say that they would rather
see additional efforts made in their child’s present school. 

The American public is of a single mind about the importance
of closing the “achievement gap” between white and Asian stu-
dents and black and Latino students. While it blames the gap on
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factors other than schooling, the public holds the public
schools responsible for closing it. This seemingly contradic-
tory conclusion is consistent with the high marks the public
assigns its local schools and its reliance on the public schools
to bring about change.

When asked about ways to improve the public schools, the
public consistently prefers change that comes through the
existing school system as compared to seeking an alternative
system. The public continues to oppose attendance at private
schools at public expense and, while about half support the
concept of charter schools, 65 percent stipulate that they not
be created at the expense of the regular public schools, and
80 percent think that they should be held accountable in the
same way as other schools.

The poll also finds that the public supports the use of
growth assessments, believing that schools should be judged
on how much students improve in a given year, not on the
percentage of students passing the state mandated test.

Another message for policy makers to heed is that the pub-
lic makes a distinction between the “nation’s schools” and
“schools in the community,” giving low grades to the former
and higher grades to the latter. The strongest support comes
from the 69 percent of parents who give an A or a B to the
schools their own children attend.

A full report appears in the September 2005 issue of the
Phi Delta Kappan and is also available at www.pdkintl.org.

NCLB: What School Districts are Doing to 
Improve Teacher Quality in High-Need Schools
According to the Center on Education Policy’s nationally rep-
resentative survey of school districts, districts are taking
steps to ensure an adequate supply of highly qualified teach-
ers in schools with high percentages of poor or minority stu-
dents.

The most popular strategies being used by districts include
providing extra professional development funds to high-need
schools and intensifying efforts to recruit highly qualified
teachers for high-need schools. While only 8% of districts
overall offer financial incentives to teachers who move to
high-need schools, nearly one in five large districts (19%) use
this strategy. More urban, very large, and large districts also
report using intensified teacher recruitment
efforts than do other districts. Read the survey results at
www.cep-dc.org/nclb/NCLBPolicyBriefs2005/

http://www.cep-dc.org/nclb/NCLBPolicyBriefs2005/
http://www.aasa.org
http://www.all4ed.org/publications/ReadingNext/index.html
http://www.all4ed.org/publications/ReadingNext/index.html
http://www.naesp.org

