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PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 1 

Code:    
Name: Shannon Hammond  
Address: 2331 Melody Lane  
 Reno, NV 89512  
Telephone: (775) 233-5238  
Email: SLH9001@yahoo.com  
Self-Represented Litigant 
 
 
 

BEFORE THE LOCAL GOVERNMENT EMPLOYEE  

MANAGEMENT RELATIONS BOARD 

IN THE STATE OF NEVADA   

COMPLAINTANT, 

Shannon Lee Hammond, 

vs. 

RESPONDENT, 

Washoe County School District 
 

Case No.:  ___________ 

 

 
PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF 

 

I. INTRODUCTION 

This case presents a clear example of retaliation and discrimination by a public 

employer, Washoe County School District ("WCSD"), against one of its employees, Shannon 

Lee Hammond ("Complainant"), for asserting her statutory right to seek reclassification under 

Nevada Revised Statutes (NRS) Chapter 288. After Complainant requested a reclassification to 

reflect her higher-level duties, WCSD management, particularly her supervisor Charlie Hoppe 

("Hoppe"), engaged in acts of retaliation against her and his direct supervisor, Tami 

Zimmerman (“Zimmerman”) willfully and intentionally blocked her attempts by refusing to 

2025-008 
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PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 2 

initiate the reclassification process, issuance of an unwarranted disciplinary plan (IDP), and 

creation of a hostile work environment, in violation of NRS 288.270(1)(a) and (d). 

II. JURISDICTION AND VENUE 

Complainant Shannon Lee Hammond is, and at all times relevant herein was, a 

"local government employee" as defined under NRS 288.050, employed by WCSD. 

Respondent Washoe County School District is a "local government employer" 

under NRS 288.060. 

This Board has jurisdiction over this matter pursuant to NRS Chapter 288. 

Venue is proper before the Local Government Employee-Management 

Relations Board ("Board") because the alleged prohibited practices occurred within the State of 

Nevada and involve a local government employer. 

III. PARTIES 

Complainant Shannon Lee Hammond is employed as an Administrative 

Secretary within WCSD's Facilities Maintenance Department. 

Respondent WCSD is a political subdivision of the State of Nevada and a local 

government employer. 

IV. STATEMENT OF FACTS 

On February 28, 2025, Complainant emailed Hoppe requesting he forward her 

reclassification request to HR, which she had already drafted to simplify the process. Hoppe 

refused. 

On March 2, 2025, after Hoppe's refusal, Complainant filed a formal complaint 

of discrimination and harassment with WCSD's Human Resources (“HR”) department. 

 

xxxx 
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PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 3 

Despite repeated attempts (March 8, 2025, and thereafter), Hoppe continued to 

block the reclassification request by failing to forward it to HR, directly thwarting 

Complainant's statutory rights. 

On March 10, 2025, HR formally blocked Complainant’s attempt to initiate a 

reclassification, without investigation or occupational study, based solely on management's 

assertions. 

Complainant's inquiries to her union were met with dismissive responses, 

advising her to contact HR again despite HR's refusal. 

On March 13, 2025, a discussion between Complainant and her department 

head Zimmerman reflected a defensive and adversarial response to her reclassification request, 

further marginalizing her efforts. 

On March 17 and March 24, 2025, Complainant’s public records requests for 

reclassification history were denied improperly under NRS 239.010(1), illustrating further 

opacity and obstruction by WCSD. 

On March 27, 2025, Complainant submitted a new, more accurate job 

description reflective of her actual duties, which included financial reporting and executive-

level support beyond her classified title. 

On April 7, 2025, Hoppe issued an Individual Development Plan (IDP) to 

Complainant claiming insubordination among other issues—after she had received a 

commendable performance review previously—clearly in retaliation for asserting her 

reclassification rights. 
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PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 4 

On April 8, 2025, Complainant discovered that the Administrative Secretary job 

description dated back to 1987, referencing obsolete duties like transcribing from a 

Dictaphone, justifying her request for reclassification. 

A second IDP meeting was conducted on April 10, 2025, under coercive 

conditions, further retaliating against Complainant and violating WCSD’s own policies. 

At all times relevant herein, WCSD failed to conduct a good faith evaluation of 

Complainant’s job duties and retaliated against her for engaging in protected activity. 

V. LEGAL STANDARDS 

NRS 288.270(1) makes it a prohibited practice for a local government employer 

or its representative to: 

Interfere with, restrain, or coerce any employee in the exercise of rights 

guaranteed under Chapter 288; 

Discriminate against an employee because the employee has filed a complaint 

or exercised rights under Chapter 288. 

Nevada law recognizes reclassification requests as a protected exercise of 

employment rights. Retaliation for asserting these rights constitutes a prohibited labor practice. 

VI. ARGUMENT 

A. WCSD Retaliated Against Complainant for Asserting Her Right to 

Reclassification 

Complainant's initial act—requesting a reclassification—was an exercise of 

protected rights under Chapter 288. 

In direct response, WCSD engaged in adverse actions, including the initiation of 

an IDP, obstruction of the process, and denial of transparency. 
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PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 5 

The proximity in time between the reclassification request and retaliatory 

discipline creates a strong presumption of retaliatory motive. 

B. WCSD Discriminated Based on Protected Conduct 

NRS 288.270(1)(d) prohibits discrimination against employees who assert their 

rights. 

WCSD’s actions—targeted discipline, refusal to process the reclassification, 

and public records obstruction—constitute discrimination based upon Complainant's exercise 

of protected conduct. 

The outdated 1987 job description and Complainant’s modern duties further 

demonstrate that her reclassification request was legitimate and justified. 

C. WCSD Failed to Follow Its Own Reclassification and Anti-Retaliation 

Policies 

WCSD maintains internal policies requiring non-retaliation and objective job 

evaluations. 

WCSD ignored these policies, subjecting Complainant to retaliation and failing 

to properly evaluate her position, in violation of good faith employment practices. 

Such failure to follow internal rules further evidences discriminatory animus 

and retaliation. 

VII. PRAYER FOR RELIEF 

WHEREFORE, Complainant respectfully requests the Board to: 

• Find that Respondent committed prohibited labor practices in violation 

of NRS 288.270; 
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PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 6 

• Order Respondent to cease and desist all retaliatory and discriminatory 

conduct against Complainant; 

• Order Respondent to expunge all IDP documents and associated 

disciplinary records; 

• Order Respondent to process Complainant’s reclassification request 

fairly and in good faith; 

• Grant such other relief as the Board deems just and proper. 

VIII. VERIFICATION 

I, Shannon Lee Hammond, declare: 

• I am the Complainant in the foregoing Prohibited Practices Complaint. I 

have read the foregoing Complaint and know the contents thereof. The same is true of my own 

knowledge, except as to those matters stated on information and belief, and as to those matters, 

I believe them to be true. 

• Under penalty of perjury applicable to the laws of the State of Nevada 

and the United States of America that the foregoing is true and correct to the best of my 

knowledge and interpretation of the events. 

Executed this 19 day of April, 2025, in Reno, Nevada. 

 

SHANNON LEE HAMMOND, Complainant 

2331 Melody Lane 

Reno, NV  89512 

(775) 233-5238 

SLH9001@yahoo.com 

mailto:SLH9001@yahoo.com


WCSD (Respondent) 

Answer to Complaint
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Kevin A. Pick, Esq., Nev. Bar No. 11683
kevin.pick@washoeschools.net
Neil A. Rombardo, Esq., Nev. Bar No. 6800
Sara K. Montalvo, Esq., Nev. Bar No. 11899
Andrea L. Schulewitch, Esq., Nev. Bar No. 15321
WASHOE COUNTY SCHOOL DISTRICT 
P.O. Box 30425
Reno, NV 89520-3425
Telephone:  775-348-0300
Fax:  775-333-6010
Attorneys for Respondent,
Washoe County School District

BEFORE THE STATE OF NEVADA

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD

SHANNON LEE HAMMOND,

           Complainant,

vs.

WASHOE COUNTY SCHOOL DISTRICT, 

            Respondent.
___________________________________/

CASE NO.: 2025-008

RESPONDENT’S ANSWER TO 
COMPLAINT

Respondent, Washoe County School District (District), a political subdivision of the State 

of Nevada, through its Office of the General Counsel, by Kevin A. Pick, Esq., files its Answer to 

the Complaint, as follows:

1. Answering paragraph 1, Respondent denies the allegations contained therein.1

/ / /

1 The Complaint fails to assign paragraph numbers to the allegations made in the Complaint. Therefore, in answering 
the Complaint, Respondent has assigned paragraph numbers to the Complaint in numerical order, starting with the 
first full paragraph on page one and proceeding accordingly thereafter. 
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2. Answering paragraph 2, Respondent admits that Complainant is an employee of 

Respondent but denies the balance of paragraph 2.

3. Answering paragraph 3, Respondent admits that it is a local government employer 

under NRS 288.060 but denies the balance of paragraph 3.

4. Answering paragraph 4, Respondent denies the allegations contained therein.

5. Answering paragraph 5, Respondent denies the allegations contained therein.

6. Answering paragraph 6, Respondent admits that Complainant is currently 

employed as an administrative secretary in the Maintenance and Housekeeping Department at 

the Washoe County School District but denies the balance of paragraph 6. 

7. Answering paragraph 7, Respondent admits that Respondent is a political 

subdivision of the State of Nevada, pursuant to NRS 386.010(2) but denies the balance of 

paragraph 7.

8. Answering paragraph 8, Respondent is without sufficient information or 

knowledge with which to form a belief as to the truth or falsity of the allegation and therefore 

denies the same.

9. Answering paragraph 9, Respondent is without sufficient information or 

knowledge with which to form a belief as to the truth or falsity of the allegation and therefore 

denies the same.

10. Answering paragraph 10, Respondent denies the allegations contained therein.

11. Answering paragraph 11, Respondent is without sufficient information or 

knowledge with which to form a belief as to the truth or falsity of the allegation and therefore 

denies the same.

/ / /
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12. Answering paragraph 12, Respondent is without sufficient information or 

knowledge with which to form a belief as to the truth or falsity of the allegation and therefore 

denies the same.

13. Answering paragraph 13, Respondent denies the allegations contained therein.

14. Answering paragraph 14, Respondent denies the allegations contained therein.

15. Answering paragraph 15, Respondent denies the allegations contained therein. 

16. Answering paragraph 16, Respondent denies the allegations contained therein. 

17. Answering paragraph 17, Respondent denies the allegations contained therein.

18. Answering paragraph 18, Respondent denies the allegations contained therein.

19. Answering paragraph 19, Respondent denies the allegations contained therein.

20. Answering paragraph 20, Respondent denies the allegations contained therein.

21. Answering paragraph 21, Respondent denies the allegations contained therein.

22. Answering paragraph 22, the allegations in paragraph 22 are legal conclusions 

and therefore do not require a response. To the extent a response is required, Respondent denies 

the allegations contained in paragraph 22.

23. Answering paragraph 23, Respondent denies the allegations contained therein.

24. Answering paragraph 24, Respondent denies the allegations contained therein.

25. Answering paragraph 25, Respondent denies the allegations contained therein.

26. Answering paragraph 26, Respondent denies the allegations contained therein.

27. Answering paragraph 27, Respondent denies the allegations contained therein.

28. Answering paragraph 28, the allegations in paragraph 28 are legal conclusions 

and therefore do not require a response. To the extent a response is required, Respondent denies 

the allegations contained in paragraph 28.



4

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23

29. Answering paragraph 29, Respondent denies the allegations contained therein.

30. Answering paragraph 30, Respondent denies the allegations contained therein.

31. Answering paragraph 31, Respondent admits that is an equal opportunity 

employer and maintains all policies in a manner consistent with state and federal law but denies 

the balance of paragraph 31.

32. Answering paragraph 32, Respondent denies the allegations contained therein.

33. Answering paragraph 33, Respondent denies the allegations contained therein.

34. As to the Complaint’s prayer for relief and any allegations not specifically 

responded to, if an answer is required, Respondent denies all allegations and averments contained 

therein.

AS AND FOR ITS SEPARATE AND AFFIRMATIVE DEFENSES,
RESPONDENT AVERS AS FOLLOWS:

1. Complainant failed to properly and timely effectuate service of process upon 

Respondent.

2. The Board lacks subject matter jurisdiction over the Complaint.

3. The Board lacks personal jurisdiction over Respondent.

4. The Board lacks authority to grant the relief requested by Complainant.

5. The Complaint fails to present a justiciable case or controversy. 

6. The Complaint fails to state a claim upon which relief can be granted.

7. Respondent alleges that no probable cause exists for the Complaint.

8. Respondent alleges that the Complaint is spurious and frivolous.

9. Complainant’s claims are barred by the doctrine of unclean hands.

10. Complainant lacks standing for failure to raise a basis for the Complaint. 
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11. The Complaint does not allege, establish, or contain a clear and concise statement 

of the facts constituting the alleged practice sufficient to raise a judiciable controversy under 

chapter 288 of NRS, as required by NAC 288.200. 

12. Respondent’s actions toward Complainant were at all times made in good faith.

13. Respondent alleges that any actions taken by the Respondent were done for 

legitimate business reasons.

14. Respondent alleges that any and all actions taken by Respondent were just, fair, 

with good cause, privileged, in good faith, and without malice.

15. Complainant’s claims are barred to the extent Complainant failed to timely and 

properly exhaust all necessary administrative, statutory, and/or jurisdictional prerequisites for the 

commencement of this action.

16. Complainant’s claims are barred by the applicable statutes of limitations or other 

applicable law or regulation.

17. Respondent alleges that Complainant failed to exhaust its administrative, 

statutory, arbitration and/or contractual remedies. 

18. The affirmative defenses herein are asserted for purposes of non-waiver. 

Respondent reserves the right to assert additional affirmative defenses as further information is 

discovered during the course of these proceedings.

/ / /

/ / /

/ / /

/ / /

/ / /
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BASED UPON THE FOREGOING, Respondent requests the following relief:

1. That a decision be entered in favor of Respondent and against the Complainant, 

that the Complaint and the claims on file herein be dismissed with prejudice, and that any relief 

be denied, with Complainant taking nothing thereby;

2. For Respondent’s costs and reasonable attorneys’ fees; and,

3. For such other and further relief as the Court deems just and proper.

DATED this 14th day of May, 2025.

WASHOE COUNTY SCHOOL DISTRICT
OFFICE OF THE GENERAL COUNSEL

By: /s/Kevin A. Pick, Esq.
KEVIN A. PICK, ESQ.
Nevada Bar No. 11683
General Counsel
P.O. Box 30425
Reno, NV 89520-3425

Attorney for Respondent
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CERTIFICATE OF SERVICE

Pursuant to NAC 288.070, I certify that I am an employee of the WASHOE COUNTY 

SCHOOL DISTRICT OFFICE OF THE GENERAL COUNSEL and that on this date I served a 

true and correct copy of the preceding document addressed to the following:

Shannon Hammond
2331 Melody Lane
Reno, NV 89512

by United States first class mail, postage prepaid.

DATED this 14th day of May, 2025.

/s/ Kaaren Andersen
Kaaren Andersen



WCSD (Respondent) 

Motion to Dismiss
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Kevin A. Pick, Esq., Nev. Bar No. 11683
kevin.pick@washoeschools.net
Neil A. Rombardo, Esq., Nev. Bar No. 6800
Sara K. Montalvo, Esq., Nev. Bar No. 11899
Andrea L. Schulewitch, Esq., Nev. Bar No. 15321
WASHOE COUNTY SCHOOL DISTRICT 
P.O. Box 30425
Reno, NV 89520-3425
Telephone:  775-348-0300
Fax:  775-333-6010
Attorneys for Respondent, Washoe County School District

BEFORE THE STATE OF NEVADA

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD

SHANNON LEE HAMMOND,

Complainant,

vs.

WASHOE COUNTY SCHOOL DISTRICT, 

Respondent.
___________________________________/

CASE NO.: 2025-008

MOTION TO DISMISS

Defendant, Washoe County School District (WCSD), a political subdivision of the 

State of Nevada, by and through counsel, hereby moves to dismiss the Complaint filed by 

Complainant, Shannon Lee Hammond, based on: (1) insufficient service of process; (2) failure 

to include a clear and concise statement of the facts constituting the alleged practice sufficient 

to raise a justiciable controversy under NRS Chapter 288; (3) lack of probable cause in the 

Complaint; (4) the Board’s lack of subject matter jurisdiction over the Complaint; and (5) the 

Complaint is spurious and frivolous. This Motion is made and based upon the memorandum 

of points and authorities set forth below, any exhibits attached hereto, and all papers and 

pleadings on file herein.
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MEMORANDUM OF POINTS AND AUTHORITIES

I. INTRODUCTION

Complainant, Shannon Hammond, is currently employed as an administrative secretary 

in the Maintenance and Housekeeping Department at WCSD. Accordingly, Complainant falls 

under the current Collective Bargaining Agreement (CBA) between WCSD and the Washoe 

Education Support Professionals (WESP). See Exhibit No. 1 (WESP CBA). 

On April 20, 2025, the Complainant filed the present action with the State of Nevada 

Government Employee-Management Relations Board (“the Board”). Simply put, Complainant

takes issue with her supervisor’s refusal to support her reclassification1 into a higher paid 

position. See Complaint, at pp. 2-3. Complainant proclaims a “statutory right” to reclassification 

in NRS Chapter 288 but fails to cite any rule, statute, or case that supports the existence of such 

a right. Complainant then speculates (without any facts) that WCSD disciplined her in retaliation 

for requesting reclassification, which Complainant labels a “prohibited labor practice” under 

NRS 288.270(1)(a) and (d). Id. at pp. 3-4. However, again, there is no “statutory right” to 

reclassification and the word “reclassification” does not appear anywhere in NRS Chapter 288.

Frankly, no aspect of the Complaint is even remotely connected to NRS Chapter 288, 

which means that Complainant did not provide valid legal authority under which the Complaint

was made or provide a “clear and concise statement of the facts constituting the alleged practice 

sufficient to raise a justiciable controversy under chapter 288 of NRS . . .” NAC 288.200(1). 

What the Complainant describes are ordinary workplace issues that are completely unrelated to 

the exercise of labor rights guaranteed in NRS Chapter 288. However, the jurisdiction of the 

Board is limited to justiciable controversies under NRS Chapter 288 and does not extend into 

1 Reclassification is the general process for moving an employee into a higher salary grade/step because they 
have taken on major duties significantly outside their original job description.

W
as

ho
e 

C
o

u
n

ty
 S

ch
oo

l 
D

is
tr

ic
t 

O
ff

ic
e

 o
f t

h
e

 G
en

er
al

 C
ou

ns
el

 
PO

 B
ox

 3
04

25
 

R
en

o,
 N

ev
ad

a 
89

52
0-

34
25

 
T

el
ep

ho
ne

: 
(7

75
) 

34
8-

03
00

; 
F

ac
si

m
ile

: 
(7

75
) 

3
3

3
-6

0
1

0
 



3

1

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

21

22

23

ordinary workplace disagreements between employees and employers. See NRS 288.280; see 

also NAC 288.200. 

But this case fails even before getting to the Board’s lack of jurisdiction and the 

Complainant’s failure to state a claim, because service of process was never properly and timely 

effectuated on WCSD. As analyzed below, Complainant attempted service of process by mailing 

a copy of the Complaint to WCSD’s Chief Human Resources Officer. However, no summons 

was included (as required by NRCP 4), the method of service was insufficient (as stated under

NRCP 4.2), and the wrong person was served (as per NRCP 4.2). See NAC 288.080(1) (requiring 

service of process in conformity with NRCP). The seven (7) days to perfect service of process 

also expired without Complainant effectuating proper service of process. See NAC 288.080(5). 

While WCSD recognizes that the Complainant is proceeding without an attorney or the 

support of WESP, NRS Chapter 288 and NAC Chapter 288 do not make special exceptions for 

pro se litigants. See Rodriguez v. Fiesta Palms, LLC, 134 Nev. 654, 659, 428 P.3d 255, 258-59 

(2018) (noting that procedural rules cannot be applied differently to pro se litigants and that “a 

pro se litigant cannot use his alleged ignorance as a shield to protect him from the consequences 

of failing to comply with basic procedural requirements”). Even pro se litigants must sufficiently 

serve process, must comply with mandatory procedural rules, must state claims upon which relief 

can be granted, and must allege facts sufficient to raise a justiciable controversy under NRS 

Chapter 288. Whether or not an appropriate forum exists for Complainant’s issues, it is certainly 

not before the Board. Accordingly, WCSD moves the Board to dismiss the Complaint with 

prejudice.

/ / /

/ / /
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II. LAW AND ARGUMENT

A. THE COMPLAINT WAS IMPROPERLY SERVED ON WCSD. 

Before addressing the Complaint itself, WCSD must emphasize that the Complaint was 

not properly served on WCSD. Foundationally, a court is empowered to render a judgment either 

for or against a person or entity only if it has jurisdiction over the parties and the subject matter. 

See Young v. Nevada Title Company, 103 Nev. 436, 442, 744 P.2d 902, 905 (1987). In order to 

obtain jurisdiction and bring a matter before the court, parties must be properly served. See 

C.H.A. Venture v. G.C. Wallace Consulting Eng'rs, Inc., 106 Nev. 381, 383, 794 P.2d 707, 708–

09 (1990). 

For all matters before the Board, NAC 288.080(1) instructs that the issuance and service 

of process “must be in conformity with the Nevada Rules of Civil Procedure . . .” NRCP 4(c) 

requires a summons to be served with a copy of the complaint. NRCP 4.2(d)(3) then instructs 

how service is to be accomplished on a political subdivision like WCSD:

Any county, city, town, or other political subdivision of the State, and any public 
entity of such a political subdivision, must be served by delivering a copy of the 
summons and complaint to the presiding officer of the governing body of the 
political subdivision, or an agent designated by the presiding officer to receive 
service of process.

Accordingly, NRCP 4.2(d)(3) does not permit a complainant to simply mail a copy of the 

summons and complaint to a political subdivision, but must personally deliver it to “the presiding 

officer of the governing body” or an “agent designated . . . to receive service of process.” Id. And 

service of process must be completed within 7 days after filing a complaint with the Board. NAC

288.080(5). 

In context, WCSD must have been served with a copy of the Summons and Complaint;

service must have been by personal delivery; the person receiving service for WCSD must have 
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been the presiding officer or agent designated to receive service of process; and lastly, service 

must be complete within 7 days of when the complaint was filed with the Board. See NRCP 

4(c); see also NRCP 4.2(d)(3). 

Here, however, the Complainant failed to abide by any of these requirements. On April 

22, 2025, Complainant mailed a copy of the Complaint to WCSD Chief Human Resources 

Officer, Doug Owen. See Exhibit No. 2 (Complaint and Envelope). But the Complaint was not 

accompanied by a summons and was not personally delivered (it was mailed). Id. Furthermore, 

Doug Owen is neither the presiding officer of WCSD, nor a person designated to receive service 

of process. Id. As such, Complainant failed to properly serve process upon WCSD. The 7 day 

service period under NAC 288.080(5) also expired on April 29, 2025, and Complainant’s 

improper service was never remedied.

Accordingly, WCSD respectfully moves to dismiss the Complaint for insufficient service 

of process, and for Complainant’s failure to comply with NAC 288.080(1) and NAC 288.080(5). 

WCSD must also note that, in general, courts lack jurisdiction over a defendant who has not been 

properly served. See SEC v. Ross, 504 F.3d 1130, 1138–39 (9th Cir. 2007). Courts are also 

generally not permitted to relax basic procedural rules for pro se parties. Rodriguez, 134 Nev. at

659.

B. THE COMPLAINT IS INSUFFICIENTLY PLED UNDER NAC 288.200(1).

NAC 288.200(1) instructs that a complaint must include “[a] clear and concise statement 

of the facts constituting the alleged practice sufficient to raise a justiciable controversy 

under chapter 288 of NRS, including the time and place of the occurrence of the particular acts 

and the names of persons involved” and “[t]he legal authority under which the complaint is 

made.” When applying NAC 288.200(1), the Board has consistently dismissed complaints that 
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fail to conform with these requirements. See Teresa Daniel, et al. vs. Education Support 

Employees Association, EMRB Item No. 767, Case No. A1-046030 (October, 1991). The Board 

has also consistently dismissed complaints that were too vague and did not specify a violation of 

NRS Chapter 288. See Sherman Willoughby vs. Clark County; Human Resources/Real Property 

Management, EMRB Item No. 769, Case No. A1-046030 (October, 2011).

Here, the Complaint simply does not satisfy the requirements of NAC 288.200(1). Even 

liberally construed, the Complaint does not allege any facts constituting a prohibited practice 

sufficient to raise a justiciable controversy under NRS Chapter 288. On its face, the Complaint 

merely alleges that WCSD retaliated against Complainant (by way of discipline) for requesting 

reclassification. See Complaint, at pp. 4-5. But even accepting these allegations as true, 

“requesting reclassification” is not a protected activity under NRS Chapter 288 and the 

Complaint does not attempt to tie any alleged discipline (or the reclassification request) to actual 

protected activity in NRS Chapter 288. The Complaint references NRS 288.270(1)(a) and (d), 

but nowhere does Complainant allege any facts that WCSD interfered, restrained, or coerced her 

from exercising any right guaranteed in NRS Chapter 288 or discriminated against Complainant 

because she signed or filed an affidavit, petition or complaint under NRS Chapter 288, or formed, 

joined or chose to be represented by any employee organization. As such, the Complaint (on its 

face) fails to even vaguely allege a justiciable controversy under NRS Chapter 288.

Aside from the fact that “requesting reclassification” is not a protected activity under 

NRS Chapter 288, the Complaint also fails to allege facts in support of retaliation. Namely, the 

Complaint fails to allege any facts that causally connect a request for reclassification to 

discipline. Indeed, the Complaint neglects to include factual allegations related to discipline, 

except to say that Complainant was issued an “Individual Development Plan” for being 
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insubordinate. See Complaint, at p.3. Therefore, even if requesting reclassification was a 

protected activity under NRS Chapter 288 (and it is not), the Complaint still fails to allege 

retaliation because the “Individual Development Plan” was for insubordination and there are no 

facts connecting discipline to a reclassification request. Id. 

Because Complainant fails to allege any protected labor activity or any alleged prohibited 

practice by WCSD, the Complaint fails to provide a “clear and concise statement of the facts 

constituting the alleged practice sufficient to raise a justiciable controversy under chapter 288 of 

NRS.” NAC 288.200(1). The allegations raised in the Complaint could never properly invoke 

the jurisdiction of the Board and Complainant’s failure to state a justiciable claim under NRS 

Chapter 288 prejudices the substantial rights of WCSD. See NAC 288.235(2). 

C. THE COMPLAINT LACKS PROBABLE CAUSE.

NAC 288.375 provides that the Board may dismiss a matter when the Board determines 

that no probable cause exists for the complaint, including where the complaint on its face 

discloses the lack of probable cause or fails to allege elements necessary to complainant’s prima 

facie case. See Sherman Willoughby vs. Clark County; Human Resources/Real Property 

Management, EMRB Item No. 769, Case No. A1-046030 (October, 2011). Under longstanding 

Nevada law, dismissal is appropriate when the factual averments contained in a plaintiff’s 

complaint, accepted as true, are legally insufficient to establish the essential elements of a claim. 

See, e.g., Sanchez v. Wal-Mart Stores, 125 Nev. 818, 823, 221 P.3d 1276, 1280 (2009) (to 

withstand a motion to dismiss, the averments contained in a plaintiff’s complaint “must be legally 

sufficient to constitute the elements of the claim asserted.”); Nevada Power Co. v. Haggerty, 115 

Nev. 353, 358, 989 P.2d 870, 873 (1999) (to avoid dismissal, a plaintiff must “set[] forth 

allegations sufficient to establish the elements of a right to relief”); Johnson v. Travelers Ins. Co., 
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89 1 Nev. 467, 472, 515 P.2d 68, 71 (1973) (to survive a motion to dismiss, a “complaint must 

. . . allege facts sufficient to establish all necessary elements of the claim for relief.”). Only “fair”

inferences from the complaint must be accepted as true. Simpson v. Mars, Inc., 113 Nev. 188, 

190, 929 P.2d 966, 967 (1997).   

As stated above, the Complaint fails to state any justiciable controversy under NRS 

Chapter 288, so therefore, not only is the Complaint insufficiently pled under NAC 233.200(1) 

but the Complaint (on its face) also discloses a lack of probable cause and fails to allege the 

elements of any valid claim under NRS Chapter 288. 

WCSD also refers the Board to the case of Leon Greenberg vs. Clark County, EMRB 

Item No. 577C, Case No. A1-045795 (7/21/05), wherein the complainant applied for an attorney 

position on three or four different occasions, and each time he was not offered a position. The 

complainant in Leon Greenberg alleged that Clark County’s refusal to hire him constituted a 

violation of NRS 288.270, but the Board ultimately dismissed the complaint because it failed to 

allege anything more than “bare suspicion” and therefore lacked probable cause as to an actual 

violation of NRS Chapter 288. Id. By comparison, the Complaint here is even more defective 

than the complaint in Leon Greenberg. The Complaint here does not even assert a cognizable 

claim under NRS Chapter 288 and falls short of even “bare suspicion.” Complainant claims she 

was retaliated against for seeking a reclassification, but the Complaint neglects to link these 

allegations to any rights exercised under NRS Chapter 288. Nor does the Complaint assert even 

“bare suspicion” of a link between her reclassification request and discipline. As such, even if 

the allegations of the Complaint were accepted as true, the Complaint still lacks probable cause 

and fails to assert a viable claim under NRS Chapter 288.

/ / /
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D. THE BOARD LACKS SUBJECT MATTER JURISDICTION OVER THE COMPLAINT. 

Read as a whole, the Complaint fails to state a cognizable claim under NRS Chapter 288 

but merely describes an ordinary workplace dispute between an employee and employer, 

essentially over whether an employee should get a promotion. However, the jurisdiction of the 

Board is limited to “controvers[ies] concerning prohibited practices . . .” NRS 288.280. 

Therefore, because the Complaint fails to allege a prohibited practice under NRS Chapter 288, 

the Board lacks jurisdiction over the Complaint. Id. And frankly, if the Board were to accept 

jurisdiction over this type of ordinary workplace conflict, then the Board should be prepared to 

accept a deluge of new cases where any disgruntled employee can drag their employer into court 

over everyday workplace grievances. WCSD does not believe this was the intent of the Nevada 

Legislature when it created the Board or NRS Chapter 288. 

The Complaint also makes passing references to “jurisdiction” under NRS 357.040 and 

NRS 357.080, and the supposedly improper denial of public records requests under NRS 

239.010(1). See Complaint, at pp. 3-4. However, those statutes are completely unrelated to NRS 

Chapter 288 and are outside the jurisdiction of the Board to consider. The exclusive remedy for 

a supposed violation of NRS 357.040 is a private suit brought in a “judicial district in this State 

in which the defendant can be found, resides, transacts business or in which any of the alleged 

fraudulent activities occurred.” NRS 357.080(6) (emphasis added). Likewise, the exclusive 

remedy for a violation of Nevada’s Public Records Act (NPRA) is to “apply to the district court

in the county in which the book or record is located . . .” NRS 239.011(1) (emphasis 

added). Therefore, the Board has no jurisdiction over alleged violations of NRS 357.040 or 

NPRA, and activities under NRS 357.040 or NPRA are not protected activities under NRS

Chapter 288. Accordingly, the Board lacks jurisdiction over the Complaint, which must be 
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dismissed as a matter of law. See NAC 288.375.

E. THE COMPLAINT IS SPURIOUS AND FRIVOLOUS. 

NAC 288.375(5) expressly allows the Board to dismiss a complaint “[i]f an applicant, 

petitioner or complainant files a spurious or frivolous complaint . . .” Under Nevada law, a claim 

is generally deemed frivolous when it is “maintained” without legal and factual support. See e.g. 

NRS 18.010(2)(b) and NRS 7.085. 

Here, the Complaint speaks for itself and it does not even attempt to link any factual 

allegations to protected labor activities under NRS Chapter 288. The Complaint references a 

“right to reclassification” under NRS Chapter 288, but no such right exists. The word 

“reclassification” does not even appear in NRS Chapter 288. While Complainant makes passing 

reference to NRS 288.270(1)(a) and (d), the Complaint makes no effort to apply facts to these 

laws. The Complaint also primarily relies on alleged violations of NRS 357.040 and NPRA, 

which are totally and completely outside the authority of the Board to consider. See NRS 

357.080; see also NRS 239.011(1). 

To be candid, it is difficult to read the Complaint and not conclude that it is sour grapes, 

filed by a disgruntled employee in retaliation against a supervisor for exercising a management 

right. Or, alternatively, that the Complaint was merely filed as a means to extort WCSD into 

granting Complainant her requested promotion. Either way, the Complaint is spurious and

frivolous, and should be dismissed. See NAC 288.375(5).

/ / /
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III. CONCLUSION

Based on the foregoing, WCSD respectfully requests that the Board dismiss this matter 

with prejudice and in its entirety. 

DATED this 14th day of May, 2025.

WASHOE COUNTY SCHOOL DISTRICT
OFFICE OF THE GENERAL COUNSEL

By: /s/Kevin A. Pick, Esq.
KEVIN A. PICK, ESQ.
Nevada Bar No. 11683
General Counsel
P.O. Box 30425
Reno, NV 89520-3425
Attorney for Respondent
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CERTIFICATE OF SERVICE

Pursuant to NAC 288.070, I certify that I am an employee of the WASHOE COUNTY 

SCHOOL DISTRICT OFFICE OF THE GENERAL COUNSEL and that on this date I served a 

true and correct copy of the preceding document addressed to the following:

Shannon Hammond
2331 Melody Lane
Reno, NV 89512

by United States first class mail, postage prepaid. 

DATED this 14th day of  May, 2025.

/s/ Kaaren Andersen
Kaaren Andersen
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1

Agreement between Washoe County School 
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Professionals 68
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ARTICLE 1 
AGREEMENT 

1.1 This agreement is entered into at Reno, Nevada, this first day of between the Board of 
Trustees of the Washoe County School District (hereinafter referred to as the Board) and the 
Washoe Education Support Professionals/Nevada State Education Association 
(WESP/NSEA) (hereinafter referred to as the Association). The parties to this Agreement are 
the Board and WESP/NSEA. (2011) 

ARTICLE 2 
PREAMBLE 

2.1 WHEREAS, The parties recognize that the Board is charged by law with the duty and 
responsibility of operating a public school system; AND WHEREAS, wages, hours, and other 
terms and conditions of employment of ESP school employees are matters of mutual concern 
to the Board and the Association. 

2.2 THEREFORE, it is the intent and purpose of this Agreement to assure sound and mutual 
beneficial economic and employment relations between the parties hereto; to attempt to 
provide an orderly and peaceful means of conducting negotiations and resolving any 
misunderstandings or grievances; and to set forth here in article form the agreements between 
the parties covering wages, hours, and other terms and conditions of employment as provided 
in Nevada Revised Statutes Chapter 288. 

3.1 DEFINITION OF TERMS 

ARTICLE 3 
DEFINITIONS 

3.1 .1 The term "NRS 288" as used in this Agreement shall refer to Chapter 288 of 
the Nevada Revised Statutes, also known as the Local Government 
Employee-Management Relations Act. 

3.1.2 The term "employee," as used in this Agreement, means an Education Support 
Professional ("ESP") employee holding a position listed under the Full 
Schedule Classes and Separate Schedule Classes on the ESPs Salary 
Schedule. Individuals holding positions listed under the Non-Scheduled 
Classes are not considered an "employee" as used in this Agreement. 
Effective on the date of ratification of the changes to the 2005-2007 
Agreement, employees regularly scheduled to work less than 25 hours per 
week are not considered an "employee" for purposes of this Agreement and 
are not considered unit members. (2001) 

Employees are covered by this Agreement unless otherwise noted in the 
Agreement. 

3.1.2.1 A probationary employee is an employee who has not 
completed his/her initial nine (9) month probationary period and 
any extensions thereof; or an existing employee who has 
promoted or transferred to a position for which s/he has not 
previously completed his/her six (6) month probationary period 
and any extension thereof. 
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3.1.3 

3.1.4 

3.1.5 

3.1.6 

3.1.7 

3.1 .8 

3.1.9 

3.1.10 

3.1.11 

3.1.2.2 

3.1.2.3 

3.1.2.4 

3.1.2.5 

A post probationary employee is an employee who has 
completed his/her initial nine (9) month probationary period and 
any extensions thereof; or an existing employee who has 
promoted or transferred to a position and who has successfully 
completed his/her six (6) month probationary period and any 
extensions thereof. 

A temporary employee is an employee who is hired on a 
temporary basis, for completion of a special project or task, an 
emergency, or for abnormal workloads. Temporary employees 
are not included in the bargaining unit. 

If a temporary position exceeds six (6) months, the position will 
no longer be considered temporary and will be covered by the 
Agreement except as noted below. The employee's 
probationary period will begin from the date the position is no 
longer temporary. If at any time the District determines the 
position is no longer needed, the employee may be terminated 
from the District and Article 7, 8, and 14 shall not apply. 

If it is determined a temporary position should be made 
regular, the position will be advertised as per Article 12 
Transfers/ Promotions. 

The term "School Trustees" as used in this Agreement shall mean the Trustees 
of the Washoe County School District. 

The term "Association" as used in this Agreement shall mean the Washoe 
Education Support Professionals (WESP). 

The term "District" as used in this Agreement shall mean the Washoe County 
School District. 

The term "Superintendent" as used in this Agreement shall mean the 
Superintendent of Schools of the Washoe County School District or his/her 
designated representative. 

The term "School Trustee" and "Association" shall include authorized officers, 
representatives, and agents. 

The term "days" as used in this Agreement shall mean working days, not 
calendar days. 

The term "year" as used in this Agreement shall mean fiscal year (July 1 
through June 30), not calendar year (January 1 through December 31 ). 

An "Association Representative" is a duly authorized Association 
representative appointed by the Association and noticed to the District. <2001) 

For purposes of this Agreement "recognition" has meaning ascribed to it under 
NRS 288.136.(2001) 
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ARTICLE4 
RECOGNITION AND DESCRIPTION OF BARGAINING UNITS 

4.1 RECOGNITION 

4.1 .1 In accordance with the provisions of Chapter 288 of the Nevada Revised 
Statutes, the Washoe Education Support Professionals (WESP) / Nevada 
State Education Association (NSEA) has submitted to the Board of Trustees of 
the Washoe County School District, (1) a copy of its constitution and by-laws; 
(2) a roster of its officers and representatives; (3) a pledge in writing not to 
strike against the local government employer under any circumstances; and (4) 
a verified membership list showing that it represents a majority of the 
employees eligible in the described bargaining units. 

4.1 .2 Therefore pursuant to and for the purposes of Chapter 288 of the Nevada 
Revised Statutes, the Board of Trustees recognizes the Association as the 
exclusive bargaining agent to negotiate wages, hours, and other terms and 
conditions of employment enumerated in NRS 288.150(2) for the ESP 
employees bargaining units. 

4.1.3 Recognition shall be automatically renewed and continued in effect from year 
to year unless notice is given to the Association pursuant to NRS 288.160 by 
the District not less than ninety (90) days prior to the date of the expiration of 
this Agreement. 

4.1.4 ABSENCE FOR NEGOTIATIONS 

4.1.4.1 

4.1.4.2 

Negotiation conferences or meetings between the parties shall 
normally be held at reasonable times during the regular 
business day. 

The Association's negotiating team shall be released from work 
duties to attend negotiating meetings with the District. Such 
released time for the Association's team shall be charged to 
Association Leave. Such absences must be arranged with 
reasonable prior written supervisor notification. 

4.2 EDUCATION SUPPORT PROFESSIONAL EMPLOYEE UNITS 

4.2.1 The Supervisory bargaining unit shall be composed of all employees in 
positions listed in Appendix A, Page A 1 . 

4.2.2 The Non-Supervisory bargaining unit shall be composed of all employees in 
positions listed in Appendix A, pages A2 and A3. 

4.2.3 Employees in confidential positions as defined by NRS 288.170 shall be 
excluded from the unit. 

4.2.4 Temporary employees are not covered by this Agreement. 

4.2.5 Employees regularly scheduled to work less than 25 hours per week are not 
covered by this Agreement. c2007) 
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4.3 NEW/DELETED CLASSIFICATIONS 

4.3.1 The District shall consult with the Association as to the appropriateness of 
adding new employees or groups of employees to the bargaining units covered 
by this Agreement, in accordance with NRS 288.170. 

4.3.2 When the District removes a position from the bargaining unit, the District will 
notify the Association prior to the removal. 

4.4 The parties hereto agree not to discriminate against any employee on the basis of Association 
membership or non-membership and agree further that the provisions of this Article are 
applicable to all employees covered by this Agreement. 

ARTICLE 5 
ADVISORY COUNCIL 

5.1 An Advisory Council shall be established by the Association and the Superintendent. 

5.2 The purpose of the council is: 

5.2.1 To advise the Superintendent regarding policies, administrative regulations, 
procedures, practices and programs which will create a more productive 
educational atmosphere in the Washoe County School District. 

Copies of all proposed policies and administrative regulations which will be 
presented to the Board will be provided to members of the Advisory Council. 

5.2.2 Improve employee morale. 

5.2.3 Apprise the Superintendent and staff of actual or potential problems involving the 
School District 

5.2.4 Improve communications between employees, the Association and the District, 
and 

5.2.5 Secure maximum productive and constructive improvement of all unit members in 
their primary goal, which is the educational process of the Washoe County School 
District. 

5.3 The Council shall consist of (1) the Superintendent or his/her designee, who will act as the 
chairperson, (2) the President of the Association or his/her designee, (3) up to four (4) 
members of the Association, and (4) others who may be called upon by the Superintendent or 
the Association to attend the meetings. 

5.4 The Superintendent shall convene the Advisory Council at least four (4) times a year. 
Additional meetings may be held with the mutual consent of the Superintendent and the 
President of the Association. 

5.5 The agenda of each meeting shall be determined in advance. Both the Superintendent and 
the Association may place on the agenda any item dealing with the conduct, policies, or 
welfare of the public schools of Washoe County. The Superintendent will request from the 
Association President any items to be placed on the agenda as well as items that the 
Superintendent wishes to place on the agenda at least ten (10) days prior to the scheduled 
meeting. Subjects which are mandatory topics of bargaining under NRS 288.150(2) or are 
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covered by the Negotiated Agreement shall be excluded from Advisory Council agendas and 
shall not be subject to discussion at meetings. 

5.6 Either party my request a meeting of the Advisory Council subject to the provisions of Article 
5.4 

5.7 Unless expressly stated by the District, no action taken by the District under this Article shall 
be construed as a waiver of any management right or the negotiation of subject matters which 
are not within the scope of mandatory bargaining, which are reserved to the District without 
negotiation under NRS 288.150(3) 

ARTICLE 6 
NO STRIKE AGREEMENT 

6.1 The Association recognizes the public policy as expressed in NRS 288. 700 in which the 
Nevada Legislature declared: 

6.1 .1 That the services provided by the School District as an employer are of such 
nature that they are not and cannot be duplicated from other sources and are 
essential to the health, safety and welfare of the people; 

6.1.2 That the continuity of such services is likewise essential, and their disruption 
incompatible with the responsibility to the people; and 

6.1.3 It is the public policy of the State of Nevada that a strike against the School 
District as a local government employer is illegal. 

6.2 The Association agrees to act and conduct its affairs in accordance with this policy. The 
Association, its officers and agents agree further that they shall not support any strike against 
the Washoe County School District, nor shall they engage in or support any action to impair 
the rendering of such essential services by the District. 

ARTICLE 7 
GRIEVANCE PROCEDURE 

7.1 GRIEVANCE PROCEDURES 

7.1.1 General Definitions 

7.1.1.1 

7.1 .1.2 

7.1.1.3 

A "grievance" is an allegation by an employee, group of 
employees, the Association, or the District based upon an 
alleged violation, misinterpretation, or inequitable application of 
any provision of the Negotiated Agreement. 
An "aggrieved person" is an employee, a group of employees, 
the Association, or the District asserting a grievance. 

The term "days" when used in this Article shall, except where 
otherwise indicated, mean working school days rather than 
calendar days. If the grievance procedure extends past the 
contracted year, the term "days" shall mean working days 
beyond the contract year. 
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7.1.2 Purposes 

7.1.2.1 

7.1.2.2 

7.1.3 STRUCTURE 

7.1.3.1 

7.1.3.2 

7.1.4 Time Limits 

7.1.4.1 

7.1.4.2 

7.1.4.3 

7.1.4.4 

7.1.4.5 

The purpose of this procedure is to secure, at the lowest 
possible administrative level, equitable solutions to the 
problems which may from time to time arise. 

Both parties agree that these proceedings shall be kept as 
confidential as may be appropriate at any level of the 
procedure. 

A formal written grievance will be submitted on the Grievance 
Form. All written responses to the grievance will be submitted 
on the Grievance Form. Additional sheets may be attached to 
the Grievance Form as needed. A copy of the Grievance Form 
is attached to the Agreement. 

If the aggrieved person is the District, then the grievance shall 
proceed directly to Level Four (Arbitration) under Article 7.2.5. 

As a courtesy to all parties involved, the aggrieved person and 
the responding party will advise each other at least two (2) days 
before meetings/hearings in this procedure who, other than the 
aggrieved person and the District representative, will be present. 

Since it is important that grievances be processed as rapidly as 
possible, the number of days indicated at each level should be 
considered as a maximum, and every effort should be made to 
expedite the process. 

If an employee, group of employees, the Association, or the 
District does not file a grievance in writing as provided herein 
within fifteen (15) days after the employee, group of employees, 
the Association, or the District knew of or should have known of 
the act or condition on which the grievance is based, then the 
grievance shall be deemed waived. 

If an aggrieved person fails to comply with the requirements set 
forth in Article 7.2, then the grievance shall be deemed waived. 

Any and all time limitations as set forth in this Article may be 
extended upon agreement of the parties, which shall not 
unreasonably be withheld. With prior written notice to the 
Association, the District may unilaterally extend by seven (7) 
days the time required for it to respond under Article 7.2.2.3, 
7.2.3.3, and 7.2.4.3. 
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7.2 PROCESS 

7.2.1 Informal Level 

7.2.1 .1 If an aggrieved person believes that he/she has a grievance, 
he/she shall first discuss the matter informally with his/her 
immediate supervisor in an effort to resolve the matter. The 
supervisor shall be informed as to the nature of the problem, in 
writing, prior to this meeting being scheduled. If a grievance is 
resolved at the informal level, the resolution shall be reduced to 
writing and forwarded to the Association and the Talent Office. 

7.2.2 Level One - Immediate Supervisor 

7.2.2 .. 1 

7.2.2.2 

7.2.2.3 

If the aggrieved person is not satisfied with the outcome of the 
informal procedure, he/she shall, within ten (10) days 
following the date of the informal conference, submit his/her 
formal grievance in writing to the immediate supervisor and 
the Talent Office. The formal grievance must be in writing and 
must include the specific provisions of the Negotiated 
Agreement in question and describe the conduct at issue and 
remedies sought. 

Within five (5) days after receipt of the completed formal 
grievance, the immediate supervisor shall schedule a meeting 
to hear the grievance. 

Within ten (10) days from the date of the Level One meeting, 
the immediate supervisor shall render a decision and the 
reasons therefore in writing on the prescribed form to the 
aggrieved person, with a copy to the Association and to the 
Talent Office. 

7.2.3 Level Two - Next Level Supervisor 

7.2.3.1 

7.2.3.2 

7.2.3.3 

If the aggrieved is not satisfied with the disposition of his/her 
grievance at Level One, then the aggrieved person may file 
with the Talent Office a written request to elevate the 
grievance to the next level supervisor at Level Two. The 
written request to elevate the grievance to Level Two must be 
filed with the Talent Office within ten (10) days after the 
issuance of the Level One decision and must specify in writing 
those areas of the Level One decision with which they 
disagree and the basis for disagreement. 

Within five (5) days after receipt of the completed request to 
elevate the grievance to Level Two, the next level supervisor 
shall schedule a meeting to hear the grievance. 

Within ten (10) days after the Level Two grievance meeting, 
the Level Two hearing officer shall render a decision and the 
reasons therefore in writing on the prescribed form to the 
aggrieved person, with a copy to the Association and to the 
Talent Office. 
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7.2.4 Level Three - Superintendent of Schools 

7.2.4.1 

7.2.4.2 

7.2.4.3 

If the aggrieved is not satisfied with the disposition of his/her 
grievance at Level Two, then the aggrieved person may file 
with the Talent Office a written request to elevate the 
grievance to the Superintendent or his/her designee at Level 
Three. The written request to elevate the grievance to Level 
Three must be filed with the Talent Office within ten (10) days 
after the issuance of the Level Two decision and must specify 
in writing those areas of the Level Two decision with which 
they disagree and the basis for disagreement. 

Within five (5) days after receipt of the completed request to 
elevate the grievance to Level Three, the Superintendent or 
his/her designee shall schedule a meeting to hear the 
grievance. 

Within ten (10) days after the Level Three grievance meeting, 
the Level Three hearing officer shall render a decision and the 
reasons therefore in writing on the prescribed form to the 
aggrieved person, with a copy to the Association and to the 
Talent Office. 

7.2.5 Level Four - Arbitration 

7.2.5.1 

7.2.5.2 

If the aggrieved person is not satisfied with the disposition of the 
grievance at Level Three, the Association may notify the Talent 
Office in writing that the Association wishes to take the 
grievance to arbitration. 

The written request to take the grievance to arbitration must be 
filed with the Talent Office within ten (10) days after the 
issuance of the Level Three decision and must specify in writing 
those areas of the Level Three decision with which they 
disagree and the basis for disagreement. 

Within five (5) days after written notice of submission to 
arbitration, the parties shall meet to select a mutually agreeable 
arbitrator, with preference given to arbitrators located in 
Nevada. 

If the parties cannot select a mutually agreeable arbitrator, then 
the parties shall jointly request the American Arbitration 
Association (AAA} or the Federal Mediation & Conciliation 
Service (FMCS} to furnish a list of seven (7) arbitrators from 
which the arbitrator shall be selected. Such selection shall be 
accomplished by the Association and the School District each 
striking one (1} name from the list in turn until one (1) name 
remains. The order of striking shall be determined by coin toss 
with the winner of the coin toss making the decision on who will 
initially strike the first name. The final selection of the arbitrator 
shall be made within five (5) days following receipt of the list of 
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7.2.5.3 

7.2.5.4 

7.2.5.5 

7.2.5.6 

7.2.5.7 

7.3 MISCELLANEOUS 

arbitrators. The arbitrator so selected shall meet with the 
parties to schedule the arbitration. 

In the event there is a question as to whether a specific 
grievance is arbitrable, such a threshold issue shall be 
considered first through written briefing limited to the issue of 
arbitrability only. The aggrieved person shall file its brief on 
Arbitrability first, and the responding party will file its brief on 
Arbitrability second. If the arbitrator finds the issue is not 
arbitrable, no further consideration of the grievance shall be 
allowed. If the arbitrator is unable to make a determination on 
arbitrability, then he/she may proceed to hear the grievance 
even though no decision will be rendered on the grievance if 
he/she subsequently determines the issue is non-arbitrable. If 
the arbitrator finds the issue arbitrable, he/she shall proceed to 
hear the grievance. 

All hearings held by the arbitrator shall be in closed sessions and no 
news releases shall be made concerning progress of the hearings. 

Unless extended by mutual agreement, the arbitrator shall 
issue his/her report not later than thirty (30) days from the 
date of the close of the hearing. The arbitrator's decision shall 
be submitted in writing to the District and the Association only 
and shall set forth his/her findings of fact, reasons, and 
decision on the issues submitted. The arbitrator's decisions 
shall be binding except as provided in Section 7.2.5.6 and 
shall be consistent with the law and with the terms of this 
Agreement. 

The School Trustees agrees to the binding arbitration of 
grievances as specified in the preceding section. However, in 
the event that the arbitrator's award would cost the District in 
excess of 1/2 cent on the tax rate (or its equivalent) for any 
one (1) specific grievance or one (1) cent on the tax rate in 
the aggregate (more than one (1) grievance) during the term 
of the Agreement, then the School Trustees shall have final 
authority in the resolution of the grievance and the arbitrator's 
decision shall be advisory only. 

The costs of services of the arbitrator shall be shared equally 
by the Association and the School District. 

7.3.1 Decisions rendered at all levels of the formal grievance procedure shall be in 
writing attached to the appropriate form, and shall set forth the decisions and 
reasons, therefore._The grievance forms contained in Appendix Dare included 
for the sole purpose of making employees aware of the forms that must be 
used in filing a grievance. Grievance forms may be modified by the District at 
any time, with or without notice. Appendix D is not in any way subject to the 
grievance procedure. 

7.3.2 If in the judgment of the Association, a grievance affects a group or class of 
employees, the Association shall submit such grievance in writing to the 
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Superintendent directly and the processing of such grievance shall begin at 
Level Three. 

7.3.3 All documents, communications and records dealing with the processing of 
grievances shall be filed separately from the personnel files of the participants. 

7.3.4 Forms for filing and processing grievances and other necessary documents as 
approved in this Agreement, shall be prepared by the School District and made 
available through the Talent Office .. Grievance forms presently in use in the 
District shall be continued until revised forms are mutually agreed upon. 

7.3.5 A grievance may be withdrawn at any level by the aggrieved person without 
prejudice. 

7.3.6 The sole remedy available for any alleged breach of this Agreement or any 
alleged violation of rights hereunder granted, shall be pursuant to the foregoing 
grievance procedure, provided however, that nothing contained herein shall 
deprive any party of any legal right. 

7.3.7 If an employee is called as a witness during regular school hours, such 
employee shall do so without loss of pay. The party calling the witness shall be 
responsible for paying that portion of the witness's salary for the time spent 
away from work. 

7.3.8 No reprisals of any kind shall be taken by either party against any school 
representative or any other participant in the grievance procedure by reason of 
such participation. 

ARTICLES 
DISCIPLINE: PROBATIONARY/POST PROBATIONARY EMPLOYEES 

8.1 PROBATIONARY EMPLOYEES 

8.1.1 The nine (9) month or six (6) month probationary period of an employee may 
be extended by the District. When the 
District extends the probationary period of an employee, the employee will be 
notified of the reason in writing or in the performance evaluation process. c2001J 

8.2 DISCIPLINARY ACTIONS 

8.2.1 The District shall not suspend without pay; demote or discharge a post­
probationary employee as a disciplinary action without just cause. 

8.3 PROGRESSIVE DISCIPLINE 

8.3.1 The District and Association agree that progressive discipline is a constructive 
and advantageous method of dealing with problems involving post­
probationary employee performance and misconduct. Progressive discipline 
assists the District in rectifying unsatisfactory performance and misconduct of 
a post-probationary employee by providing information as to the manner with 
which the problem can and must be corrected. Furthermore, it serves to 
provide fair notice to the post-probationary employee that failure to rectify 
unsatisfactory performance and misconduct will result in further disciplinary 
action. The principles of progressive discipline do not preclude a higher level 
of disciplinary action being taken on a first offense if the offense committed is 
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sufficiently serious to warrant such action, in the reasonable judgment of the 
District. (2007) 

8.3.2 For post-probationary employees, including six (6) month probationary 
employees, the District agrees to adhere to the principles of progressive 
discipline in matters which require disciplinary action. Such actions may include 
written warnings and reprimands, suspension without pay, demotion and 
termination. (2007) 

8.3.3 When an employee is performing unsatisfactorily and/or is engaging in 
misconduct that may lead to disciplinary action against the employee, the 
supervisor shall meet with the employee in an investigatory/due process 
meeting in order to discuss the allegations of unsatisfactory performance 
and/or misconduct. (2007) 

Prior to a supervisor meeting with an employee for an investigatory/due 
process meeting the employee shall be informed they have the right to have an 
Association Representative present. When there are not exigent 
circumstances, the supervisor should inform the employee in writing. (20m 

In the event extraordinary circumstances are involved, as determined by the 
District, the employee may be placed on paid administrative leave/ 
reassignment until the investigation is complete. 

8.3.4 Step I (Written Warning) 

A. Upon completion of the investigation the supervisor shall meet with the 
employee to advise the employee of the decision to issue a Written 
Warning. The Written Warning is to be given to the employee by the 
supervisor and the employee may respond in writing to the warning and 
have the response attached. (2007) 

B. The Written Warning and the written response by the employee, if any, will 
be placed only in the employee's site file. (2007) 

C. This is an informal warning. 

D. An employee issued a Written Warning, who does not receive a 
subsequent Written Warning, Reprimand, or Suspension/Demotion for the 
same or related matter within a 24-month period shall not have the Written 
Warning referenced in future disciplinary proceedings and it shall be 
removed from the site file upon the employee's written request. Written 
Warnings issued for conduct related to violence or the threat of violence 
may be referenced in future disciplinary proceedings. Conduct considered 
to be violent is defined as the exertion of physical force so as to injure, 
damage, abuse, or intimidate. Conduct considered to be a threat is 
defined as a communicated intent to inflict physical or other harm on any 
person or on property. An employee who has had no incidences of 
violence or of threatening violence for four (4) years , and who has 
demonstrated s/he has overcome violent or threatening behaviors, may 
upon written request have it removed from his/her site file. (2007) 
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8.3.5 Step II (Written Reprimand) 

A. Upon completion of the investigation, the supervisor shall meet with the 
employee to advise the employee of the decision to issue a Written 
Reprimand. The Written Reprimand is to be given to the employee by the 
supervisor and the employee may respond in writing to the reprimand and 
have the response attached. (2007) 

B. A copy of the Written Reprimand, and the written response by the 
employee, if any, will be placed in the employee's personnel file. (2007) 

C. A reprimand form issued to an employee who has met the expected 
standards, and who has received no subsequent Written Warnings, 
Reprimands, or Suspension/Demotions for the same or related matter 
shall not be referenced and shall be removed from the employee's 
personnel file upon the employee's written request, anytime after thirty-six 
(36) months have elapsed from the original date of issue. Reprimands 
issued for conduct related misconduct that, in the discretion of the District, 
is serious may remain in an employee's personnel file and may be 
referenced in future disciplinary proceedings. Conduct considered to be 
violent is defined as the exertion of physical force so as to injure, damage, 
abuse, or intimidate. Conduct considered to be a threat is defined as a 
communicated intent to inflict physical or other harm on any person or on 
property. An employee who has had no incidences of violence or of 
threatening violence for four (4) years, and who has demonstrated s/he 
has overcome violent or threatening behaviors may, upon written request 
of the employee, have a Written Reprimand removed from his/her 
personnel file. (2007) 

8.3.6 Step Ill (Suspension/Demotion) 

A. Upon completion of the investigation the supervisor shall meet with the 
employee to advise the employee of the decision for the 
suspension/demotion. A suspension/demotion letter is to be given to the 
employee by the supervisor and the employee may respond in writing to 
the suspension/demotion and have the response attached. (2007) 

B. A copy of the suspension/demotion letter, and the written response by the 
employee, if any, will be placed in the employee's personnel file. (2007) 

C. A suspension/demotion issued to an employee who has met the expected 
standards and who has received no subsequent Written Warnings, 
Reprimands, or Suspension/Demotions for the same or related matter 
shall not be referenced and shall be removed from the employee's 
personnel file, upon written request, any time after thirty-six (36) months 
have elapsed from the original date of issue. Suspensions/demotions 
issued for conduct related violence or the threat of violence may remain in 
an employee's personnel file and may be referenced in future disciplinary 
proceedings. Conduct considered to be violent is defined as the exertion 
of physical force so as to injure, damage, abuse, or intimidate. Conduct 
considered to be a threat is defined as a communicated intent to inflict 
physical or other harm on any person or on property. An employee who 
has had no incidences of violence or of threatening violence for five (5) 
years, and who has demonstrated s/he has overcome violent or 
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threatening behaviors may, upon written request of the employee, have a 
suspension/demotion removed from his/her personnel file. 12oor> 

8.3.7 Step IV (Termination) 

8.4 APPEALS 

A. Upon completion of the investigation, the District shall inform the employee 
of the termination in writing. 

8.4.1 Post-probationary employees who are suspended without pay, who are 
demoted or terminated as a disciplinary measure may appeal such action 
through the grievance procedure (see Article 7). (2001) 

8.4.2 Probationary employees who are either serving their initial nine (9) month 
probationary period or a six (6) month probationary period in a new position, 
and any extension thereof, may not appeal disciplinary actions through the 
grievance procedure (see Article 7). 12001> 

8.4.3 In the event the appeal reaches arbitration, the sole issue upon which the 
arbitrator is to render an opinion shall be whether or not there was just cause 
for the District to take the specific disciplinary action which was taken. 

8.5 MISCELLANEOUS 

8.5.1 Any absence without authorization shall be grounds for disciplinary action. Any 
unauthorized absence for three (3) consecutive workdays shall constitute an 
abandonment of position and may be treated by the District as a resignation 
and the provisions of Articles 7 and 8 shall not apply. 

8.5.2 Prior to noticing the employee of his/her separation under this section, the 
District will, with the exception of the initial nine (9) month probationary period 
employees, send a certified letter to the employee at his/her address of record 
advising of the District's intent to separate them unless they contact the District 
within six (6) calendar days from the date the letter was mailed. In the event 
the employee reports to work within the six (6) days, the District may still 
proceed with discipline, however, the action shall be subject to Articles 7 and 8 
for post-probationary employees, as defined above. 

ARTICLE 9 
SICK LEAVE AND OTHER LEAVES 

9.1 SICK LEAVE 

9.1 .1 General Provisions 

9.1.1.1 

9.1.1 .2 

Employees regularly scheduled to work at least five (5) hours 
per day or twenty-five (25) hours per week are eligible for 
leaves in this Article. 

Sick leave is to be used only if the employee is unable to 
perform his/her duties. In instances where an administrator is 
concerned that inappropriate use of sick leave has occurred, 
verification of the employee's illness or disability, may be 
required in order to charge the absence to sick leave. 
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9.1.1.3 

In the event of accident, injury, disability, or safety concerns, 
verification of the employee's fitness to return to work may be 
required by the District. The District may require an 
independent medical examination of the employee at the 
District's expense, with a physician selected by the District. The 
results of such examination are to be forwarded to the District. 

Sick leave must be earned before it can be accrued and used. 
To be earned for any biweekly pay period, the employee must 
be in pay status (meaning on-the-job, and/or on paid vacation 
leave, sick leave, holiday leave, etc.). 

9.1 .2 Accrual and Accumulation 

9.1.2.1 

9.1.2.2 

9.1.2.3 

Employees will accrue sick leave at the rate of .058 hour of sick 
leave for each hour in pay status. 

Examples: 

A twelve (12) month employee paid over twenty-six (26) 
biweekly pay periods would accrue .058 per hour x 26 pay 
periods for approximately 15 days sick leave. 

A ten (10) month employee paid over twenty-two (22) biweekly 
pay periods would accrue .058 per hour x 22 pay periods for 
approximately 12. 76 days sick leave. 

Employees who work less than eight (8) hours per day shall 
accrue sick leave on a proportional basis (i.e., a food service 
employee who works a six-and-one-half-hour (6-1/2) day would 
earn .58 days of sick leave per biweekly pay period - each sick 
leave day being six-and-one-half (6-1/2) hours). 

Unlimited days of sick leave may be accumulated. 

9.1.3 Upon separation, employees with at least ten (10) years of continuous service 
in Washoe County shall be entitled to payment for accumulated sick leave in 
accordance with Washoe County School District Regulation 4242.1. For 
purposes of this section, years of service shall include years of service in a 
non-bargaining unit ESP position. Regulation 4242.1 shall not be incorporated 
into this Agreement by references and thus shall not be subject to the 
grievance procedure. If an employee separates from the District and returns 
within three (3) years of the separation, said employee will be entitled to the 
restoration of their sick leave accruals that had not previously been paid out. 

9.1.3.1 

9.1 .3.2 

For purpose of this article, "separated" shall mean retired, 
resigned, or deceased. 

Total monies available for this compensation shall be .00328 
of total General Fund State Revenues as shown in the 
amended General Fund Budget approved by the Board during 
the calendar year the benefit will be distributed. 
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9.1.3.3 

9.1.3.4 

9.1 .3.5 

The rate of pay shall be as follows: 25% of the days of 
accumulated sick leave, to a maximum of 190 days, multiplied 
by the employee's daily rate of pay at the end of the previous 
fiscal year. 

Checks for said unused sick leave will be distributed to the 
employee within 90 days after the close of the fiscal year in 
which the employee separates. Checks for said unused sick 
leave for the_estate of deceased employees will be distributed 
to the estate as soon as possible after the employee's death. 

Employees may purchase PERS Service Credit with this 
benefit. 

9.2 LEAVE FOR SURGERY AND MEDICAL APPOINTMENTS 

9.2.1 Use of accrued sick leave shall be allowed for surgery and/or medical 
appointments. An administrator/supervisor may require advance approval 
and/or a medical note from a physician. 

Employees will make a reasonable effort to schedule medical appointments 
outside of their regularly scheduled workday. If this is not possible, employees 
will make a reasonable effort to schedule medical appointments at a time that 
will be least disruptive to the work location. 

Employees will make a reasonable effort to schedule surgeries during the 
summer break or at a time that is least disruptive to the work location. Sick 
!eave hours may be used, provided that the employee completes 
documentation in advance explaining the dates of the absence, the reason for 
absence, and that their supervisor has been made aware of the absence. The 
documentation will be submitted to the appropriate Human Resources 
Technician for approval before sick leave hours will be deducted. Employees 
who use sick leave during summer break or at a time that is least disruptive to 
the work location will have the same accruals and deductions made as other 
times during the year. 

9.3 BEREAVEMENT LEAVE 

9.3.1 Employees will be granted one ( 1) or more leaves of absence per year for 
bereavement of the immediate family. Not more than ten (10) consecutive 
days per occasion shall be allowed and leave will be deducted from sick leave. 
Immediate family shall mean: Mother, father, husband, wife, children, sister, 
brother, mother-in-law, father-in-law, foster parents, sister-in-law, brother-in­
law, son-in-law, daughter-in-law, step parents, half brother, half sister, 
grandchildren, grandparents, aunts and uncles, niece, nephew and stepchild 
and any person living in the immediate household of the employee. Request 
for extension of this leave shall be directed to the Superintendent. (2001) 

9.4 FAMILY ILLNESS 

9.4.1 Employees will be granted a leave of absence with pay, to be deducted from 
sick leave, for not more than ten (10) days per year when unavoidably absent 
because of a serious accident or illness within the immediate family. 
Immediate family shall mean: Mother, father, husband, wife, children, sister, 
brother, mother-in-law, father-in-law, foster parents, sister-in-law, brother-in-
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law, son-in-law, daughter-in-law, step parents, half brother, half sister, 
grandchildren, grandparents, aunts, uncles, niece, nephew and stepchild and 
any person living in the immediate household of the employee. Request for 
extension of this leave should be directed to the Superintendent. Verification of 
the illness from the attending physician may be required . (2001) 

9.5 USE OF SICK LEAVE TO SUPPLEMENT WORKER'S COMPENSATION 

9.5.1 Employees may use accrued sick leave to supplement worker's compensation 
benefits provided; however, the sick leave payments shall not exceed the 
difference between the employee's salary and the worker's compensation 
benefits. If sick leave is used to supplement worker's compensation benefits, 
approximately one-third (1/3) day of sick leave will be deducted from the 
employee's sick leave accrual. 

9.6 CHILD-REARING LEAVE 

9.6.1 Upon written verification from her physician that she is unable to perform her 
duties due to disabilities caused by or attributed to by pregnancy, miscarriage, 
childbirth, or recovery therefrom, an employee may have the option of charging 
such period of disability to her accrued sick leave. 

9.6.2 An employee may be granted a child-rearing leave without pay not to exceed 
twelve (12) calendar months upon written application to the Board of Trustees 
submitted at least one (1) month prior to the commencement of the requested 
leave. Such request must be accompanied by a birth certificate, if appropriate. 

9.6.3 Such leave may be requested at any time during the pregnancy or within four 
(4) months after the birth of the child. 

9.6.4 No benefits shall accrue to the employee while on a child- rearing leave, 
except that the employee shall be credited with one (1) year of service for 
salary advancement if he/she worked the major portion of the school year at 
the time such leave commenced. Upon return, the employee shall be credited 
with any accumulated unused sick leave. 

9.6.5 In the event the female employee is on a child-rearing leave and becomes 
unable to perform her duties due to such disabilities caused by or attributed to 
childbirth as verified in writing by her physician, she may have the option of 
charging such period of time to her accrued sick leave. Upon termination of 
such disability, the employee may continue her child-rearing leave. 

9.6.6 Upon written application to the Board of Trustees, showing unusual and 
extenuating circumstances necessitating extended child-rearing leave, the 
Board of Trustees, at its discretion, may extend the leave for an additional 
period up to twelve (12) calendar months. 

9.6. 7 Adoption Leave shall be granted to an employee who has been employed in 
the District for twenty-seven (27) working months. The District shall be notified 
by the employee of the pending adoption as soon as the employee has applied 
for adoption. A leave shall commence no later than nine (9) months after the 
placement of the child in the home. 

9.6.8 Three (3) months prior to the expiration of a child-rearing/adoption leave, the 
employee shall notify the District whether he/she plans to return to work. 
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9.6.9 Upon return, the employee shall be paid at the salary step on the salary 
schedule immediately higher than the step applicable at the beginning of such 
leave, provided that the employee worked the major portion of the school year 
at the time the leave commenced. Upon return, the employee shall be credited 
with the unused sick leave accumulated at the time the leave of absence 
commenced. 

9.7 PERSONAL LEAVE 

9.7.1 Upon five (5) days advance notification to the supervisor, and with prior 
approval of the supervisor, one (1) day of personal leave shall be granted each 
year without deduction. In case of personal emergency, notice should be given 
as early as possible. The personal business must be such that it will not reflect 
adversely on the District. 

9.7.2 Employees who have completed three (3) years of service will have two (2) 
days of personal leave, with the first day of personal leave under the same 
conditions as above. The second day shall be deducted from accumulated 
sick leave, provided the personal business cannot be taken care of outside the 
scheduled workday. 

9.7.3 All personal leave shall require prior approval by the supervisor and cannot be 
used on the day before or the day after a scheduled holiday or break {fall, 
winter, spring). Personal leave cannot be requested during the first two (2) 
weeks and last two (2) weeks of the school year. 

9.7.4 Upon reasonable prior notification in writing to the supervisor, an employee 
shall be granted one (1) day of personal leave per year without pay. Such 
authorization shall also be in writing. (201eJ 

9.7.5 District staffing needs, as well as emergency situations, may require denial of 
personal leave requests and/or rescheduling of approved personal leave dates. 
An example of an emergency is any situation that might threaten the life, 
safety, or health of employees, students, or the public, or that which might 
cause damage to any District facility. 

9.8 JURY DUTY 

9.8.1 All employees who are required to report for jury duty shall not have loss in pay 
due to such service. However, any jury pay received by the employee shall be 
remitted to the Business and Finance Department. An employee who reports 
for such service and is excused therefrom shall immediately contact the 
supervisor and report for work, if requested. 

9.9 MILITARY LEAVE 

9.9.1 Employees who must serve under orders in military programs shall have no 
loss of salary from the School District for required participation in such 
programs for up to fifteen (15) days per year. 

9.10 SCHOOL BUSINESS LEAVE 

9.10.1 Any employee requested or required to participate in a District sponsored 
activity, or meeting, which occurs during his/her work hours, shall do so without 
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loss of pay, unless the request clearly indicates participation is voluntary and 
no reimbursement will occur. 

9.11 ASSOCIATION LEAVE 

9.11.1 

9.11.2 

Upon reasonable prior notification in writing to the appropriate supervisor and 
administrator (to be forwarded to Human Resources), the President of the 
Association or the President's designee shall be granted up to thirty (30) days 
leave with pay to be used for Association business. The thirty (30) days shall 
be distributed among the separate bargaining units as the Association desires. 
Such leave may accumulate up to forty (40) days in any given year. An 
additional two (2) days may be used by the President or a designee with pay, 
however, the Association shall reimburse the District at the President's or 
designee's hourly rate for such time. Such leave may be taken in hourly 
increments. 

The Association President shall be granted a two (2) year Leave of Absence 
with pay. At the end of those two years the Association President will be 
guaranteed to return to the same position and location he/she formerly held. If 
his/her position has been eliminated, the President shall be placed in a position 
as provided in 9.11.2 (a) below. The Association shall reimburse the District 
for all of the President's compensation and benefits costs, including salary, 
PERS, Medicare, unemployment, medical insurance, etc. The Association 
shall notify the District sixty (60) days prior to the commencement of the leave. 

In the event the President serves a second consecutive two-year term, the 
President will be guaranteed the following: 

The District will make every reasonable effort to return the President to the 
same position and location. If the position is not available, the President shall 
be returned to a similar position within the same "Occupational Series Group." 
If a similar position is not available within the same "Occupational Series 
Group," the President will be assigned a position based upon his/her 
qualifications. 

If the President is returned to a position at a lower pay range, the President is 
guaranteed his/her former higher rate of pay for a period not to exceed one (1) 
year or until the employee is placed in a position at equivalent pay range to 
his/her former rate, whichever comes first. 

In the event the President is returned to a position at a lower pay range than 
his/her former position, the District and the Association agree to equally share 
the cost of the difference in rate of pay between the lower pay range and the 
current rate of pay for his/her former position, not to exceed one year. 

In the event the President serves more than two two-year terms, the President 
will be returned to a position based upon his/her qualifications. Furthermore, 
the President will be compensated at the rate of pay for that position and is not 
guaranteed the rate of pay as provided above in 9.11.2 (b) and (c). 

9.12 LEAVE OF ABSENCE WITHOUT PAY 

9.12.1 ESP employees may request in writing a leave of absence without pay for a 
specific period of time. Such leaves must be approved by the Chief Talent 
Officer or his/her designee. In the event a request is denied the employee will 
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9.12.2 

9.12.3 

be notified in writing as to the reason for denial. The employee may appeal 
denial of the leave request to the Superintendent. The Superintendent's 
decision is final. 

Employees with less than six (6) months of service may not be granted a leave 
of absence without pay in excess of one (1) month. 

Employees with more than six (6) months, but less than twelve (12) months of 
service, may not be granted a leave of absence without pay in excess of three 
(3) calendar months. 

Employees with twelve (12) months or more of service may be granted a leave 
of absence without pay not to exceed twelve (12) calendar months. Any leave 
of absence of one (1) month or more shall not be counted towards the 
completion of any required probationary period. 

Failure to return to work following a leave of absence shall be grounds for 
termination. 

Employees on a leave of more than three (3) months are required to inform 
their administrative supervisors no later than two (2) months prior to the 
expiration of their leave, if they will or will not return to work. Notification must 
be in writing. Failure to provide written notification in accordance with this 
section will automatically forfeit the right of the employee to return and shall be 
considered a resignation. (2003) 

An unauthorized absence for three (3) consecutive workdays following a leave 
of absence shall constitute a voluntary "quit" (resignation). 

Employees regularly scheduled to work at least four (4) hours per day and 
twenty (20) hours per week may, with the supervisor's approval, be eligible for 
leaves as outlined in 9.12.1. 

If an employee accepts a position resulting from the current incumbent taking a 
leave of absence, and the employee accepting the position does not receive a 
leave of absence from his/her position, and if the current incumbent returns to 
his/her previous position, the employee filling the position shall separate from 
the District and will have no rights under Article 14, Reduction In Force. 

9.13 LEAVE OF ABSENCE FOR VOTING 

9.13.1 Absence with pay may be granted by the appointing authority to allow 
employees time off to vote, pursuant to the provisions of NRS 293.463. 

9.14 SICK LEAVE BANK 

9.14.1 

9.14.2 

The sick leave bank is provided to assist ESP employees who are unable to 
perform the duties of their position because of catastrophic or life-threatening 
illness, or accident and which will require a lengthy convalescence, providing 
days are available in the sick leave bank. 

In order for an employee to be eligible to participate in the sick leave bank, the 
employee must have been employed by Washoe County School District for a 
minimum of one (1) year of continuous service. 
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9.14.3 

9.14.4 

9.14.5 

9.14.6 

9.14.7 

9.14.8 

9.14.9 

9.14.10 

9.14.11 

9.14.12 

Employees interested in participating in the sick leave bank shall complete and 
submit a Sick Leave Bank Participation/ Authorization form to the Sick Leave 
Bank Committee of the Washoe Education Support Professionals (WESP) / 
Nevada State Education Association (NSEA). 

9.14.3.1 

9.14.3.2 

Sick Leave Bank Participation/Authorization forms will only be 
accepted during the open enrollment period of October 1 
through October 31. 

Sick Leave Bank Participation/Authorization forms are available 
upon request from the Human Resources office or the WESP 
office. 

Employees who enroll in the sick leave bank shall donate and have deducted 
from their own sick leave account one (1) day for the operation of the sick 
leave bank. 

Employees participating in the sick leave bank shall continue their participation 
from year to year unless they notify the ESPs Sick Leave Bank Committee in 
writing during the open enrollment period of their intent to withdraw. 

9.14.5.1 An employee who withdraws from the sick leave bank may not 
be reimbursed for sick leave days already contributed. 

Employees who retire from the District may donate to the sick leave bank a 
maximum of one (1) unused sick leave day from their personal sick leave 
account. This donation is in addition to any other days contributed during the 
year. 

If at any time during a fiscal year, the total number of hours in the sick leave 
bank is less than 480 hours, the ESPs Sick Leave Bank Committee will inform 
Human Resources and all sick leave bank participants that one (1) sick leave 
day will be deducted from their personal sick leave for operation of the sick 
leave bank. If an employee is unable to donate a sick leave day because the 
employee does not have a day to donate, the employee will have a day 
deducted as soon as a sick leave day is accumulated. 

9.14.7.1 The circumstances that lead to this contribution shall constitute 
a waiver of the one-day limit specified in 9.14.4. 

The total number of hours that may be utilized from the sick leave bank in one 
year is 3,500. 

Hours not used will be carried over to the next year. 

Only employees who have contributed to the sick leave bank are eligible to 
receive assistance from the sick leave bank. 

Employees must exhaust all available appropriate leaves and compensatory 
time (if any) before they can become eligible to receive assistance from the 
bank. 

Employees who enroll in the sick leave bank in October are not eligible for 
assistance from the bank until January 2. Employees who wish to apply for 
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9.14.13 

9.14.14 

9.14.15 

9.14.16 

9.14.17 

9.14.18 

9.14.19 

9.14.20 

9.14.21 

assistance from the sick leave bank shall complete and submit a Sick Leave 
Bank Assistance Application to the ESPs Sick Leave Bank Committee. Sick 
Leave Bank Assistance Applications are available upon request from the 
Human Resources office or the WESP office. 

9.14.12.1 

9.14.12.2 

The ESPs Sick Leave Bank Committee shall review the 
employee's sick leave bank application and sick leave account 
and usage. 

Employees who participate in the sick leave bank shall allow 
the ESPs Sick Leave Bank Committee to review their sick leave 
account and usage. 

The ESPs Sick Leave Bank Committee shall forward its decision to the Human 
Resources office. Responsibility for determining who shall receive assistance 
from the bank rests exclusively with the WESP's ESPs Sick Leave Bank 
Committee. The WESP holds the District harmless in the event of any action 
by an employee relative to use of the bank. The decision of the Committee is 
final and is not subject to review, complaint, or grievance. 

An employee approved for assistance from the sick leave bank may be 
granted a maximum of sixty (60) days of sick leave per year. 

An employee who receives sick leave from the sick leave bank is entitled to 
payment for that leave at a rate no greater than his/her current hourly rate of 
pay. 

Any sick leave which an employee receives from the sick leave bank, which 
was not used at the time the catastrophic illness or accident ceased to exist or 
upon resignation or termination of the employment of the employee, shall be 
returned to the sick leave bank. 

Sick Leave Bank days shall not be used for elective surgery. 

An employee receiving assistance from the sick leave bank shall not accrue 
leave days. 

If an employee is approved to receive assistance and the employee is 
receiving some form of compensation because of an industrial injury, each sick 
leave day granted will only equal the amount of compensation needed to offset 
the total amount of the employee's daily rate of pay. 

Except for 9.14.2, the term "year" for purposes of this procedure shall be the 
time period of October 1 through September 30. 

Employees enrolled in the sick leave bank, who transfer into a position which 
does not receive sick leave, will no longer be eligible for the sick leave bank 
and will have all sick leave days donated returned to the employee. If the 
employee previously received assistance from the sick leave bank, no sick 
leave days will be returned to the employee. 

The District shall be responsible for tracking leave amounts in the Sick Leave 
Bank; that no more leave, without prior written approval from WCSD, will be 
granted after the Sick Leave Bank falls below 100 days or 800 hours whichever 
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is greater, WESP may request an accounting of the Sick Leave Bank no more 
than four times per year or in the event that WESP is notified that the Sick 
Leave Bank has fallen below 100 days or 800 hours. 

9.15 ASSOCIATION VISITS 

An Association Representative may meet with an employee. The conduct of such business 
shall be such as not to interfere with the performance of the employee's duties. The 
Association Representative will notify the appropriate site-level administrator and will inform 
the site-level administrator on his/her arrival in the building in order to facilitate the purpose 
of the visit. 

9.16 SICK LEAVE CONVERSION TO VACATION LEAVE 

9.16.1 Nine, Ten and Eleven month employees may convert sick leave into vacation leave 
once a year from September 1st to September 15th, to be used during the school 
year. A form will be available for the employee to complete and return to payroll by 
the deadline. 

9.16.1.1 In order to be eligible for the conversion an employee must 
have a sick leave balance of 95 hours. Out of the sick leave balance the 
employee will only be able to convert one (1) week to vacation based on the 
number of hours the employee works, i.e. if employee works six (6) hours a 
day then only 30 hours can be converted to vacation. 

9.16.1.2 Converted vacation days are to be used first before other 
accruals, please refer to 10.2.4.1 for utilization of vacation leave. 

9.16.1.3 Conversion of these days must not exceed the employee's 
vacation leave accrual cap. 

ARTICLE 10 
VACATIONS AND HOLIDAYS 

10.1 VACATION LEAVE: General Provisions 

10.1.1 

10.1.2 

10.1.3 

10.1.4 

10.1.5 

10.1.6 

Employees regularly scheduled to work at least five (5) hours per day or 
twenty-five (25) hours per week are eligible for vacation. 

For vacation leave to be earned, the employee must be in a pay status 
(meaning on-the-job, and/or on vacation leave, paid sick leave, holiday leave, 
etc.). 

Vacation leave must be earned before it can be accrued and used. 

Employees who work less than eight (8) hours per day shall accrue vacation 
leave on a proportional basis. 

Reasonable consideration will be given to an employee's request for specified 
vacation dates. Requests for vacation time shall be approved by the 
employee's supervisor. 

District staffing needs as well as emergency situations may require denial of 
vacation requests and/or rescheduling of approved vacation dates. 
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10.1.7 Employee vacation requests of two (2) days or less will be submitted to the 
employee's supervisor at least five (5) calendar days in advance. Employee 
vacation requests of three (3) days or more will be submitted to the employee's 
supervisor at least five (5) work days in advance. Vacation leave shall not be 
used by an employee in lieu of sick leave, except in cases of extreme 
emergency involving long-term illness or injury. 

10.2 VACATION LEAVE: Accrual and Accumulation 

10.2.1 Employees shall not have a vacation leave balance of more than the maximum 
amount of vacation leave days they can accrue over a two (2) year period. For 
example, if an employee accrues 20 days of vacation leave per year, the 
maximum amount of vacation leave days the employee is allowed to 
accumulate is 40. 

10.2.2 

10.2.3 

Other than as specified in 10.2.2, employees are not allowed to accrue 
vacation leave days beyond the two (2) year maximum. In the event an 
employee's vacation leave balance exceeds the two (2) year maximum, the 
days accumulated above the two (2) year maximum will be eliminated from the 
employee's vacation leave balance. 

Employees who have exceeded the two (2) year maximum vacation accrual as 
of the ratification of this Agreement, shall have until June 30, 2005, to reduce 
their vacation accrual to the maximum amount allowable under this Article. 
Employees who do not comply with this Article after June 30, 2005, shall have 
all vacation days that exceed the maximum amount eliminated from their 
vacation balance. 

In unusual circumstances, earned vacation leave may be accumulated beyond 
the two (2) year maximum, provided the employee was unable to take vacation 
leave due to workload. In order to exceed the vacation leave maximum on 
accumulation, the employee must have requested vacation leave in sufficient 
time so that had the request been approved, his/her accumulated vacation 
leave would not have exceeded the two (2) year maximum. 

Accrual Rates: 

10.2.3.1 

10.2.3.2 

10.2.3.3 

10.2.3.4 

During the first three (3) years of service .. . . 039 per hour. 

During the fourth (4th) through tenth (10th) years of service 
.... 058 per hour. 

During the eleventh (11th) through fifteenth (15th) years of 
service .... 070 per hour. 

During the sixteenth (16th) year and thereafter of service ... 
.077 per hour. 

Examples: 

A twelve (12) month employee working eight (8) hours per 
day and paid over twenty-six (26) biweekly pay periods 
would accrue in their first three (3) years, .039 per hour x 26 
pay periods for approximately ten (10) days per year. 
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10.2.4 

10.2.5 

10.2.3.5 

A ten (10) month employee working eight (8) hours per day 
and paid over twenty-two (22) biweekly pay periods would 
accrue in their first three (3) years, .039 per hour x 22 pay 
periods for approximately 8.58 days per year. 

Examples Of Approximate Vacation Accruals (12 Month 
Employee) 

Length of Service 
0- 3 years = 
4-10 years = 

11 - 15 years = 
16+ years = 

Vacation Days Accrued 
10 days 
15 days 
18 days 
20 days 

Vacation Leave: 

10.2.4.1 Employees who work less than 12 months will be encouraged to 
take vacation when school is not in session. Employees working 
less than 12 months are eligible to utilize vacation leave during 
break periods. For example: vacation leave may be utilized during 
summer, fall break, winter break, or spring break. If taken during 
the summer vacation time must be utilized immediately following 
the completion of the employee's work schedule. When vacation 
time is utilized in conjunction with Compensatory Time Off (CTO), 
the CTO must be utilized first. 

Effective July 1, 2016, employees who work less than 12 
months may use vacation time or compensatory time off on 
the day preceding or immediately following the December 
25th and/or January 1st holiday in order to be paid for these 
holidays. (201aJ 

Vacation Accrual: 

10.2.5.1 Only years of service in a position which accrued vacation 
leave will be credited towards the accrual rate as defined in 
10.2.3 of this article. 

10.3 SCHEDULED HOLIDAYS 

10.3.1 Employees regularly scheduled to work at least five (5) hours per day or 
twenty-five (25) hours per week are eligible for the following scheduled 
holidays (pursuant to NRS 236 and any other federal or state guidance as it is 
developed): 

Holiday 
1. New Year's Day 
2. Martin Luther King's Birthday 
3. President's Day 
4. Memorial Day 
5. Juneteenth National Independence Day 
6. Independence Day 
7. Labor Day 
8. Nevada Day 
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Day/Date 
January 1 
3rd Monday in January 
3rd Monday in Feb. 
Last Monday in May 
June 19 
July4 
1st Monday in Sept. 
Last Friday in October 



9. Veterans Day 
10. Thanksgiving Day 
11. Family Day 
12. Christmas Day 

November 11 
4th Thursday in November 
4th Friday in November 
December 25 

In order for an employee to receive pay for a holiday, an employee must be in 
a paid status, including vacation and CTO, for any portion of the day, the day 
preceding or following the holiday (unless the day following the holiday is the 
first scheduled day to return to work for the new academic school year, or the 
day preceding the holiday is the last scheduled day of work for the academic 
school year.) (2003) 

Effective July 1, 2016, employees who work less than 12 months may use 
vacation time or compensatory time off on the day preceding or immediately 
following the December 25th and/or January 1st holiday in order to be paid for 
these holidays. (201si 

Examples: (1) A Library Assistant scheduled to begin work for the school year 
on the day following Labor Day would not be paid for Labor Day; (2) an 
employee whose last scheduled day of work precedes Memorial Day would not 
be paid for Memorial Day. c2003) 

ARTICLE 11 
WAGES AND INSURANCE 

11 .1 WAGE SCHEDULES 

All employees will be paid by the District's paperless direct deposit pay system. Each 
employee will designate a financial institution to receive the direct deposit. If no designation is 
made by an employee, pay will be direct deposited on a pay card. The parties agree that the 
only information about an employee that can be shared by the District is what is allowable by 
statute. 

11.1 .1 

11.1.2 

Pay ranges for Supervisory and Non-Supervisory employees are included in 
the salary schedule(s) in Appendix C. 

Effective on the date this Agreement is ratified, bargaining unit members shall 
receive a cost of living increase as follows: 

FY 2024: Employees will receive an 13.2% cost of living increase; 
FY 2025: Employees will receive a 2% cost of living increase; 
FY 2026: Employees will receive a 2% cost of living increase, subject to the 
provisions of Article 11 .1.3 and 11 .1.4; and 
FY 2027: Employees will receive a 2% cost of living increase, subject to the 
provisions of Article 11.1.3 and 11.1.4. 

For those positions which are eligible, the District will pursue a match of the 
above cost of living increases for FY2024 and FY2025 from the State, which 
the District believes will be partially funded pursuant to legislation passed and 
signed in 2023 (Senate Bill 231) for school-based certified and support 
positions. This salary match will be iln addition to the cost of living increases 
indicated above. Any salary match funded by the State and received by the 
District will be passed through to eligible employees upon full funding and 
approval and, thereafter, on a monthly basis, based on the number of 
budgeted eligible positions and the amount of reimbursement from the State. 
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11.1.3 

11.1.4 

11.1.5 

The State's salary match is only funded for FY2024 and FY2025; therefore, 
any additional compensation funded through this State salary match program 
will end on June 30, 2025. 

Special Education Aides and Assistants may be eligible for one-time 
recruitment or retention bonuses during the term of this Agreement. Special 
Education aides and assistants that hold such positions on the date that this 
Agreement is ratified, will be eligible for a retention bonus of $1,500 if they 
remain employed as a Special Education aide or assistant through the end of 
the 2023-2024 school year. Special Education aides and assistants that earn 
the retention bonus for the 2023-2024 school year will be eligible for a second 
retention bonus of $1,500 if they remain employed as a Special Education aide 
or assistant through the end of the 2024-2025 school year. The retention 
bonus payments will be paid in the final payroll cycle of each school year. A 
new hire or transfer employee who is employed by the District as a Special 
Education Aide or Assistant will be eligible to receive a one-time. signing bonus 
of $3,000. The new hire or transfer Special Education aide or assistant must 
sign a two (2) year recoupment or payback agreement with the District before 
he/she is eligible for the recruitment bonus. 

An employee will only be eligible for either the retention bonus or the 
recruitment bonus, but not both. 

For FY 2026 and FY 2027, the percentage increase of total General Fund 
revenues must be at least 100% greater than (i.e., twice) the cost of living 
increase indicated above in Article 11.1.2. This is based on the Final Budget or 
Amended Final Budget submitted to the State Department of Taxation by July 
8 or, in the case of an Amended Final Budget, within 30 days of the end of the 
legislative session. If the growth in total General Fund revenues is not at least 
100% greater than (i.e., twice) the cost of living increase indicated in Article 
11.1.2 for FY 2026 and FY 2027, then the COLA will equal 50% of the 
percentage increase in total General Fund revenues. 

In addition, in order to re-open negotiations for FY2026 and FY 2027, total 
General Fund revenues must increase from the prior year more than 5.00%. 
Total General Fund revenue is measured based on the Final Budget submitted 
to the State Department of Taxation by July 8 for FY 2027, or, for FY2026 the 
Amended Final Budget submitted to the State Department of Taxation within 
30 days of the end of the legislative session. If the annual growth in total 
General Fund revenues is 5.00% or less, then sections 11.1.2 and 11.1.3 will 
remain in place. 

During the term of this Agreement, if the District enters into a ratified collective 
bargaining agreement {which excludes, for example, subsequent arbitration 
decisions, , changes which affect compensation based on judicial or 
administrative agency findings or guidance, etc.) which provides the 
bargaining unit consisting of licensed staff members on the teacher's salary 
schedule with a Cost of Living Adjustment ("COLA") or general wage increase 
of more than one-half of one percent (0.5%) than the percentage increase 
provided in Article 11.1.2 of this Agreement in any fiscal year, then the District 
shall adjust the COLA in 11.1.2 of this Agreement so that it is equal to the 
increase provided to the bargaining unit consisting of licensed staff members 
on the teacher's salary schedule. Such adjustment shall be effective at the 
same time the COLA is granted to employees in the bargaining unit consisting 
of licensed staff members on the teacher's salary schedule .. 
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The critical consideration for agreement to this provIsIon by the District is 
WESP's agreement to the terms of the CBA before any of the other units 
reached agreement with the District during Fiscal Year 2024. The 
determination of whether the one-half of one percent {0.5%) threshold is 
triggered shall explicitly not include the reallocation of cost savings, offsets, or 
revenue from sources outside of the District's general fund. Thus, for example, 
a COLA that is partially funded by weighted funds shall be subtracted by the 
amount of weighted funding .. The determination of whether the one-half of one 
percent (0.5%) threshold is triggered shall also explicitly not include adjustment 
to leaves, incentives, bonuses, cash-out of leave balances, pay for extra 
duties, slot/addenda pay, overtime, pay outside of contract days and other 
similar compensation. Further, the determination of whether the one-half of one 
percent (0.5%)threshold is triggered shall also be based exclusively on the 
information and calculations (including offset calculations) reasonably 
used/projected/relied upon by the District regarding the negotiations and/or its 
budget, and such reasonable amounts are not subject to challenge by WESP. 

The District and the Association agree to the formation of a working group consisting of six 
members, three appointed by the Association and three appointed by WCSD, to review unit 
salary schedule, pay structure, and pay differentials. The working group shall provide 
recommendations no later than 3 months before the expiration of the ratified agreement 
between WESP and WCSD or shall provide alternative recommendations in the event a 
majority recommendation cannot be reached among the six members. 

11.2 SALARY ADVANCEMENT 

11.2.1 

11.2.2 

11.2.3 

11.2.4 

ESP employees hired prior to January 1 of any year will be eligible for a step 
increment on July 1. Those employees hired after January 1 of any year will 
be eligible for a step increment on July 1 of the following year. 

If an employee is not recommended for a salary advance (step increase) within 
a pay range, such recommendation must be submitted in writing by June 1 to 
the Human Resources office with a copy to the employee. Such 
recommendation to defer the step increase must be supported by a statement 
describing the performance deficiencies. Within ten (10) days after notification 
the employee may request a review before his/her supervisor, the department 
head or his/her designee and an Association Representative to discuss the 
reason(s) for denial. 

If an employee believes the recommended deferment of a step increase is 
unwarranted, he/she may seek a resolution of such action under Article 7. 

Should the District have the need to hire a new employee at a step higher than 
Step 1 of the ESPs Salary Schedule the following will occur prior to the 
employee being hired: 

11.2.4.1 The District and the Association President, or his/her designee, 
shall meet within five (5) days to discuss the rationale for the 
placement and any concerns the Association may have with the 
placement. The District will consider the concerns of the 
Association and will notify the Association of its. decision. 
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11.3 LONGEVITY BONUS 

11 .3.1 

11.3.2 

11.3.3 

11 .3.4 

11.3.5 

Employees who have completed twelve (12), thirteen (13), or fourteen (14) 
years of continuous service shall receive a longevity bonus of $700 each year. 
Such bonus will be paid on the pay warrant following their anniversary date. 
(2011) 

Employees who have completed fifteen (15), sixteen (16), or seventeen (17) 
years of continuous service shall receive a longevity bonus of $1,000 each 
year. Such bonus will be paid on the pay warrant following their anniversary 
date. t2011 > 

Employees who have completed eighteen (18) years or more of continuous 
service shall receive a longevity bonus of $1 , 100 each year. Such bonus will 
be paid on the pay warrant following their anniversary date. t2011 > 

Longevity Scheduled (Based on Years Completed) to be effective July 1, 2006. 

Length of Service 

12-14 years 
15-17 years 
18+ years 

Bonus Account 

$700 
$1000 
$1,100 

Eligible employees who retire prior to their anniversary date shall have the 
amount of longevity bonus due pro-rated. 

11.4 OVERTIME AND COMPENSATORY TIME 

11.4.1 Overtime is defined as work in excess of forty ( 40) hours per work week. Work 
week is defined as any seven (7) consecutive day period commencing 
Saturday and ending the following Friday. 

11.4.2 

11.4.1.1 Holidays shall be counted as time worked for purposes of 
computing overtime and Compensatory Time Off (CTO) 

All overtime and Compensatory Time Off (CTO) in lieu of paid overtime must 
be authorized in advance by the appropriate administrator. 

11.4.2.1 

11.4.2.2 

11.4.2.3 

An administrator will consider the desires of the employee in 
determining whether to award pay for overtime or CTO. 

If accrued CTO cannot be granted during the three (3) month 
period immediately following the overtime performance, upon 
request by the employee, the earned CTO shall be paid. After 
nine (9) months, the earned CTO must be paid. Compensation 
shall be paid for such credited time at the employee's straight 
time hourly rate in effect at the time the CTO is paid. 

Employees are eligible to utilize CTO during break periods. For 
example, CTO may be utilized during off track, summer, fall 
break, winter break or spring breaks. The CTO may be utilized 
during any break period and must be used immediately 
following completion of his/her work schedule. CTO must be 
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11.4.3 

11.4.4 

11.4.5 

11.4.6 

11.4.7 

exhausted prior to vacation leave being used during break 
periods. (2001) 

CTO may be utilized to supplement an employee's hours 
he/she works in a position during a break period, which is 
scheduled for less hours than his/her regularly scheduled 
position, for a maximum total of an employee's regularly 
scheduled work hours per day, not to exceed eight hours per 
day. If the employee's regularly scheduled position exceeds 
eight hours per day, CTO can only be used for a maximum of 
eight hours per day. c2021J 

CTO cannot be used for the purpose of receiving Holiday pay 
as defined in 10.3.1 unless the CTO is utilized immediately 
following completion of an employee's work schedule. An 
employee requesting to use CTO must provide the appropriate 
timekeeper at his/her school or department with sufficient 
advanced notice to meet the payroll deadline. 

All time worked in excess of an employee's regular work day or regular work 
week (except as provided in 11.4.5) will be paid at the straight time hourly rate 
or on an hour-for-hour basis, until the employee reaches forty (40) hours 
worked in that work week. 

All time worked in excess of forty (40) hours in a work week will be paid at the 
rate of time-and-one-half {1-1/2) or credited as CTO on a one-and-one-half (1-
1/2) hours off for each hour worked in excess of forty (40) hours. c2016J 

An employee who performs two (2) or more different kinds of work, for which 
different straight time hourly rates are established, will be paid during the 
overtime hours at a rate not less than one and one-half times the straight time 
hourly rate established for the type of work s/he is performing during such 
overtime hours. 

Overtime and compensatory time will be processed in accordance with the Fair 
Labor Standards Act (FLSA). 

An employee, upon prior written approval by their supervisor may elect to work 
a modified schedule, so long as said modified schedule does not exceed the 
number of hours in their normally scheduled work week. Said employee will be 
entitled to overtime or Compensatory Time Off as set forth in 11 .4.4. or 11.4.5. 
An employee may elect to return to their normal work week schedule upon 
notification in writing to his or her supervisor. 

11 .5 HOLIDAY PAY 

11.5.1 An employee who is required to work on a regularly scheduled holiday shall be 
paid for the holiday plus time-and-one-half (1-1/2) for the hours worked on that 
day. 

11.6 CALL BACK PAY 

11.6.1 Any employee who is called back to work after completion of his/her regular 
shift with less than twelve (12) hours notice shall be paid from the time the 
employee arrives at the work location until the employee has completed his/her 
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11.6.2 

task. The employee shall also receive call back pay of three (3) additional 
hours. Call back pay shall be paid at straight time. 

If an employee is called back to work because of inefficiency or error in the 
performance of his/her responsibilities, appropriate discipline will be taken 
which may include not being paid the call back pay. 

11. 7 CALL IN EARLY PAY (2003) 

Any employee who is called in to perform work early more than one (1) hour 
prior to the start of their scheduled shift, due to unforeseen circumstances, 
shall receive call in early pay of one and one-half (1 ½) additional hours. Call 
in early pay shall be paid at straight time. 

11.8 REPORT TO WORK PAY 

11.8.1 Should the employee be required to report to work and no work can be 
provided, then the employee shall be paid as provided for under NRS 
391.180(7), if applicable, or for two (2) hours of work beyond the time actually 
worked, if any, if NRS 391.180(7) is not applicable. 

For example, Mrs. A reports to work Monday morning, works two (2) hours and 
extensive storm damage forces closure of the building. Mrs. A receives pay for 
actual time worked plus two (2) hours. However, under no circumstances shall 
any employee be given report pay that exceeds his/her regular scheduled 
workday. 

11.9 TEMPORARY ASSIGNMENT PAY 

11.9.1 

11.9.2 

Employees may be temporarily assigned to fill a position at a higher job 
classification. If such assignment exceeds three (3) consecutive working days 
duration, and if the employee is to continue in the temporary assignment 
without a break, he/she shall then be reclassified to the higher classification for 
the balance of such temporary assignment. 

Emergency Labor Shortage Pay 

For critical needs situations regarding positions declared as emergency labor 
shortages by the District: 

Should an employee be requested to and does work during his/her non­
scheduled work time, the employee shall be paid at his/her current rate of pay 
provided he/she is working within the same grade. 

Should an employee be requested to and does work in a higher paid position, 
the 3 day waiting period, under 11.9.1 above is not applicable and the 
employee shall be paid at the step closest to his/her current rate of pay based 
on the salary schedule grade for the higher paid position. 

Should an employee be requested to and does work in a lower paying position, 
the employee shall be paid at the step closest to his/her current rate of pay 
based on the salary schedule grade for the lower paid position not to exceed 
the highest step for the lower grade position. (2007J 
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11.10 MILEAGE ALLOWANCE 

11.10.1 In the event an employee covered hereunder is required to use his/her private 
transportation for school district business, the employee will be reimbursed at 
the rate set by the General Services Administration, to be adjusted effective 
July 1 of each year. Mileage will be calculated and paid for travel between 
work locations but shall not be paid for travel between the home or point of 
origin and the work location; or from the work location to the home or point of 
origin. 

11 .11 GROUP INSURANCE 

11.11 .1 

11.11.2 

Employees regularly scheduled to work at least five-and-one-half (5-1/2) hours 
per day or twenty-seven-and-one-half (27-1 /2) hours per week are eligible for 
group insurance. In accordance with District policy, employees will begin 
receiving group insurance 90 calendar days after the first day of employment in 
a position that is eligible for group insurance. (2003) 

The health insurance contributions by the District shall not exceed the following 
for Calendar Year 2023: 

Medical Insurance (including any and all related insurances or coverages) -

Dental Insurance -
Vision Insurance -
Life Insurance -

$694.40 per month per eligible employee and 
GAP-$14.80; 
$62.32 per month per eligible employee; 
$12.32 per month per eligible employee; and, 
$14.56 per month per eligible employee. 

11.12 RETIREE SUBSIDY (2003) 

11 .12.1 The District agrees to continue the current retiree subsidy program for those 
ESP employees who retired prior to the 2004-05 fiscal year subject to the 
provisions hereof. Beginning with the 2004-05 fiscal year, the District agrees to 
provide a retiree insurance subsidy program for ESP employees who retire 
from the District after fifteen (15) or more years of continuous service, provided 
that employees hired beginning July 1, 1999, and thereafter, will not be eligible 
for the retiree subsidy. Subject to the above provisions, individuals hired by the 
District into positions not covered by this Agreement (ESP positions scheduled 
to work less than four (4) hours per day), prior to July 1, 1999, and who are 
subsequently hired without a break in service into a position covered by this 
Agreement, shall be eligible_for the retiree subsidy. The cost of such a subsidy 
shall not exceed .0013295 of the budgeted General Fund State Revenues as 
shown in the amended General Fund Budget approved by the Board during 
the calendar year the benefit will be distributed.. In recognition of the increase 
in the cost of providing an insurance premium subsidy to retirees and in order 
to continue to provide a subsidy while remaining within the above-referenced 
Cap, as well as allowing the retirees' subsidy percentage decrease to be 
phased in on a gradual basis, the current matrix and application of the Cap will 
be modified to reflect the following changes: 

1. Effective fiscal year 2005-06 the matrix will remain the same, but all 
other eligible retirees shall receive a retiree subsidy limited to 28% of 
the monthly insurance premium payments beginning January 1, 2005. 
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2 (a) Effective fiscal year 2004-05, those eligible retirees who have 
previously received a subsidy of 60% or less shall receive a subsidy of 
at least 38% of the monthly insurance premium payment without 
regard to the Cap. 

(b) Those eligible retirees who have previously received a subsidy of 80% 
shall receive a subsidy of 60% of the monthly insurance premium. 

(c) Those eligible retirees who have previously received a subsidy of 
100% shall receive a subsidy of 80% of the monthly insurance 
premium. 

(d) If the Cap is not reached in providing the subsidy under 2(a), (b) and 
(c), above, then eligible retirees described in subsection (a) shall 
receive a subsidy of up to 40% until the Cap is reached. 

3. Effective fiscal year 2005-06, the matrix shall cease to apply to all 
retirees and all eligible retirees shall receive the same subsidy 
regardless of income or time of retirement. As part of the negotiations 
for an Agreement covering fiscal years 2004-05, 2005-06, and 
2006-07, and in order to have the decrease in the retirees' subsidy 
percentage be phased in on a gradual basis, the District agrees not to 
strictly enforce the Cap for the 2005-06 fiscal year and to provide a 
subsidy of at least 35% to all eligible retirees for the 2005-06 fiscal 
year. If the Cap is not reached with a 35% subsidy, then the District 
will pay up to a 40% subsidy until the Cap is reached for fiscal year 
2005-06. Unless and until such a time as Section 11.12 is mutually 
re-negotiated and implemented for fiscal years following 2005-06, the 
Cap will be enforced, and all eligible retirees will receive the same 
subsidy. 

11 .13 TOOL ALLOWANCE 

11.13.1 All employees in the Mechanic I, Assistant Mechanic, and Garage Service 
Attendant classifications who are required to provide their own tools will be 
provided a tool allowance of $300. This allowance will be paid in July of each 
year and will be used for the upkeep and replacement of tools. (2003) 

11 .14 ISOLATION ALLOWANCE 

11.14.1 The District agrees to continue the present isolation allowance to employees at 
Gerlach and Natchez. Employees at Gerlach shall receive $700 per year, and 
employees at Natchez shall receive $250 per year. Employees working less 
than 4.2 hours per day are not eligible for this allowance. (2003) 

11.15 HIGHLY QUALIFIED PROVISION 

11.15.1 To meet state and federal requirements as "highly qualified", an employee 
must have either forty-eight (48) college credits or have passed the PRAXIS 
ParaPro Assessment. Employees who are required by the District to meet the 
"highly qualified" state and federal requirements are eligible to take the 
PRAXIS ParaPro Assessment two (2) times at District expense. 

In the event an employee who is required by the District to meet the "highly 
qualified" state and federal requirements is unable to meet the requirements, 
the District will assist the employee in securing a transfer to another District 
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position by notifying administrators who have openings that the employee 
meets the minimum qualifications for of the desire of the employee to transfer. 
The decision to select or not select the employee will be at the sole discretion 
of the administrator. 

11.16 COMPENSATION FOR REQUIRED TRAINING 

11.16.1 When requirements of an employee's job dictate that classes be taken to 
receive certification to meet the requirements of their job, said classes shall be 
paid for by the District or flex time may be worked out at the site/department. If 
classes are not offered, provided or made available during normal working 
hours, the District will compensate the employee their hourly wage for 
attending the required class outside their normal work hours or provide flex 
time at the site/department as approved by their supervisor, in accordance with 
the Fair Labor Standards Act. In addition, the District shall pay the training cost 
of said class. c201s) 

ARTICLE 12 
TRANSFER/PROMOTIONS 

12.1 TRANSFER/PROMOTION PROCESS 

12.1.1 When a new or existing ESP position scheduled to work more than 4.2 hours 
per day becomes vacant, Human Resources will first open the position to 
District employees only, provided the position has not been filled with a 
directed transfer. If the District fills a position with a directed transfer, the 
District_will notify the Association prior to the directed transfer. Positions listed 
in 1.3, 4, and 5, of the Washoe County School District Human Resources office 
ESPs Transfer/ Promotion Procedure will be filled as outlined in that procedure. 

12.1.1 .1 

12.1.1 .2 

12.1.1 .3 

12.1.1.4 

Employees being promoted will be placed at the grade and st~p 
that permits an increase of no less than 4%. 

Employees transferring to a position within the same salary 
grade will remain at their same grade and step. 

Employees transferring to a position in a lower salary grade will 
be placed on the step closest to their current hourly rate of 
pay, not to exceed the maximum step of the new grade. 

An employee transferring to a position in a different 
classification, or being promoted, will be placed in a six (6) 
month probationary period. 

12.1.1.4.1 If during that six (6) month probation period an 
employee transfers to a position in a lower salary grade, their pay 
will revert to that grade and step closest to their previous hourly 
rate of pay. 

12.1.1.4.2 If a new employee transfers to a position in a lower 
salary grade within the first nine (9) months of their employment, 
their pay will revert to that position's hourly rate of pay. 
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12.1.1.5 

12.1.1.4.3 The provIsIons of 12.1.1.4.1 and 12.1.1.4.2 will not 
apply if an employee is involuntarily transferred by the District to a 
position in a lower salary grade. c201s) 

In consultation with the supervisor, employees may be allowed a 
reasonable amount of time off with pay for District interviews. 

12.2 AMERICANS WITH DISABILITIES ACT TRANSFER 

12.2.1 In the case of an ESP employee approved for a reasonable accommodation 
under the Americans With Disabilities Act (ADA), the District may transfer the 
ESP employee into a new or existing position without opening the position to 
current Education Support Professional employees. The District will consult 
with the Association prior to transferring an ESP employee under this Section 

ARTICLE 13 
TRANSPORTATION ROUTE SELECTION 

13.1 ROUTE SELECTION 

13.1.1 

13.1.2 

13.1.3 

13.1.4 

The purpose of this Article is to provide an equitable approach for assigning "open" 
routes to bus drivers. Route selection procedure will be delineated in the "Team 
Members Handbook." c2011) 

All bids will be awarded by seniority and at management's discretion based on 
experience, qualifications and performance. If a route is bid on and accepted, the 
driver will be required to remain on the route for at least sixty (60) working days. If 
the Department's administration determines that the driver cannot perform 
satisfactorily on the route, s/he will be placed on another route until s/he can 
successfully bid an "open" route. No driver will be allowed to bid on routes while on 
suspension. All routes may be subject to amendment up to forty (40) hours a week 
by adding additional work to the regularly scheduled route. <2011 > 

For the purposes of this Article only, seniority shall be calculated from the first day 
of independent driving without a break in service from the Transportation 
Department. A break in service is a separation from service from the 
Transportation Department for a period of one (1) year or more. During an 
approved leave of absence, seniority shall continue to accrue. <2021 > 

If an employee of the Transportation Department leaves District employment and 
then is reemployed within the Transportation Department the provisions of Article 
14.1.6 shall apply for purposes of calculating seniority for route bidding. 

ARTICLE 14 
REDUCTION IN FORCE 

14.1 REDUCITON IN FORCE PROCEDURE 

14.1 .1 Paraeducator Aides and employees who work less than 5 hours per day or less 
than twenty-five (25) hours per week are not covered by this article. 
Paraeducator Assistants are only subject to this article when a system-wide 
reduction in Paraeducator Assistants occurs. 
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14.1.2 

14.1.3 

14.1.4 

14.1.5 

14.1.6 

14.1 .7 

14.1.8 

14.1.9 

The Association will be informed in writing of any pending reduction in force, 
reorganization or restructuring prior to the official notification of employees 
affected thereby, at the earliest date release of said information is authorized. 
The District will provide the Association with a written seniority list of the 
affected classification/department. The Association and the District shall meet 
to discuss the reasons for the reduction in force, the number and types of 
positions affected, and the approximate date the reductions will take place. The 
Association has five (5) days to make its views and recommendations known 
(in writing) to the Talent Office, concerning the implementation of such 
reduction in force. However, the District may proceed with the reduction in 
force at anytime after meeting with the Association. 

In the event the District determines that the ESP employee staff must be 
reduced, the seniority date with Washoe County School District shall determine 
the order in which members of the two ESPs bargaining units shall be reduced, 
provided however, that no employee shall be replaced by another employee 
not qualified (in the District's opinion) for such classification nor shall one 
employee replace another if the latter employee is at a higher salary grade. An 
employee will first bump within his/her current classification, if possible, and 
then within his/her occupational series, if possible. If this is not possible, an 
employee in one occupational series may bump an employee in another 
occupational series if the employee is qualified (in the District's opinion) and 
has more WCSD experience in the specific position than the employee being 
bumped. Occupational series are defined in Appendix B. 

Seniority or "seniority date" shall mean the most recent date of employment 
with the Washoe County School District. 

In the event two (2) or more employees have the same seniority date, then 
seniority shall be determined by a lottery in which employees having the same 
seniority date shall draw lots in accordance with a procedure agreed upon by 
the Association and the District. 

Any resignation or termination of employment shall constitute a "break" in 
seniority. For the purpose of staff reduction, seniority date shall mean the first 
working day subsequent to the most recent break in service, if any. 

All other conditions being equal, the seniority date shall prevail as the 
determining factor for purposes of a reduction in force and first right to rehire. 
An employee's seniority date for reduction in force and bumping purposes shall 
encompass all periods of service from the employee's last continuous 
employment date. Periods of separation may not be bridged to extend such 
service unless the separation is a result of a reduction in force in which 
bridging will be authorized if the employee is re-employed in his/her 
occupational series within the period of his/her reduction in force eligibility. 

Leaves of absence shall not change the employee's seniority date. 

The procedure for reducing positions shall be as follows: 

14.1.9.1 The employee occupying the position being reduced shall bump 
the employee with the least District seniority. For example, if a 
school secretary position were being eliminated, the employee 
in this position would fill the school secretary position occupied 
by the employee with the least District seniority. 
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14.1.10 

14.1.11 

14.1.12 

14.1.13 

14.1.9.2 

14.1.9.3 

If a position in a specific office of a department were being 
eliminated and there were more than one position in the same 
classification in the office, the employee in the office with the 
least District seniority shall bump the employee with the least 
seniority in the District. 

If an employee's position were being reduced, the employee 
shall bump the employee with the least District seniority who 
works the same or closest (based on a comparison of the 
annual salary and medical insurance premiums of the 
employee and the annual salary and medical insurance 
premiums if s/he were to bump into another position) to the 
same number of hours per day and months per year. This shall 
be determined based on comparing the annual salary of the 
employee with what the annual salary of the employee will be if 
s/he were to bump another employee. This process would 
continue until the least senior employee's position is reduced. 

Whenever it is necessary for the District to implement a reduction in force due 
to lack of work or lack of funds pursuant to NRS 288.150, existing vacancies 
will be utilized to the maximum extent possible to place employees in 
continuing positions that otherwise would be terminated from the District. All 
layoffs are carried out in compliance with applicable laws and regulations. The 
following options will be considered prior to implementing a reduction in force: 

14.1.10.1 Transferring employees whose positions are being 
eliminated into positions that are available at the time of the 
reduction based on retirements, resignations, leaves of 
absences, and new positions. The decision to utilize these 
options will be at the discretion of the District. 

All employees terminated by a reduction in force, if eligible, shall be placed on 
a Re-employment Priority List for all positions in their occupational series for 
which they are qualified and available and which positions are not a higher 
level than previously held. All such employees must be given preference for 
rehiring in permanent positions for which they are qualified. Employees on the 
Re-employment Priority List will be notified of openings in order of highest 
District seniority. Names shall remain on the Re-employment Priority List for 
eighteen (18) months. In order for an employee's name to remain on the list, 
s/he must notify the District of his/her interest in remaining on the list, in writing, 
every six (6) months. However, refusal of a comparable position may result in 
removal from the Re-employment Priority List. 

Employees who are re-hired with the District from the Re-employment Priority 
List will retain the vacation accrual rates and the amount of accrued sick leave 
they had when they were reduced. 

New employees filling positions with any temporary funding source, such as 
one-year-only (or any other specified period of time) positions, grant funded 
positions, bond funded positions, will not be eligible for this article until after five 
(5) years of service with the District in the position. District employees 
transferring into such positions will be eligible for this article. 
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14.1.14 

14.1.15 

Washoe Education Support Professionals Association (WESP) and the 
Association of Professional Technical Administrators (APTA) recognize and 
agree that whenever the District determines that 
"Reorganization/Restructuring" of a department or departments is required, 
and elimination of positions and/or employee classifications are deemed 
necessary, the following process would be followed: Both WESP's and 
APTA's disenfranchised/impacted employees, as- identified by Human 
Resources, would immediately be eligible, as an internal transfer candidate, to 
apply for any and all new positions they deem themselves qualified for within 
the departmental reorganization/restructure. 

Disenfranchised employees, as identified by Human Resources, within that 
department, would only be eligible for this one-time opportunity to apply for 
vacancies created because of the reorganization/restructuring, and it's direct 
impact to them. Disenfranchised employees would be required to have 
applications submitted within the timeline provided at the time of the posting for 
the vacancies of the new positions based upon the 
reorgan izational/restructuri ng need. 

ARTICLE 15 
DUES DEDUCTION 

15.1 AUTHORIZATIONS- PROCEDURES 

15.1.1 

15.1.2 

15.1.3 

15.1.4 

15.1.5 

15.1.6 

Upon appropriate written authorization from the employee, the District shall 
make biweekly Association dues deductions from the salary of the employee 
and make appropriate remittance to the Association. 

The Association will provide the District with the enrollment forms and the 
amount to be withheld for employees who have voluntarily authorized the 
District to deduct Association dues. Changes in the amount to be withheld 
must be submitted in writing at least thirty (30) days prior to the date the 
change is to be effective. (2003) 

Any employee desiring to have the District discontinue deductions he/she has 
previously authorized must notify the Association in accordance with the 
Association's Constitution Bylaws between July 1 and July 15 for that school 
year's dues. The Association will provide the District with the list of employees 
who have requested to have their dues deductions discontinued by August 
15th, and the District will discontinue the dues deductions by the first full pay 
period in September. (2003) 

Upon termination of an employee, the current month's dues will be deducted 
from the final check. 

The District agrees not to honor any check off authorizations or dues deduction 
authorizations executed by any employee in the bargaining unit in favor of any 
other labor organization representing employees for purposes of negotiations 
for wages, hours and working conditions, and other fringe benefits for its 
members. 

The employee's earnings must be sufficient after other required deductions are 
made to cover the amount of the Association dues. In the case of an 
employee who is in non-pay status during part of the pay period and whose 
wages are not sufficient to cover the full withholding, no Association dues 
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15.2 INDEMNITY 

15.2.1 

15.2.2 

deductions shall be made. In this connection, all other required deductions 
have priority over Association dues. 

The Association agrees to indemnify, defend, and hold the District harmless 
against any and all claims or suits that may arise out of or by reasons of action 
taken by the District in reliance upon any authorization cards submitted by the 
Association to the District. 

The Association agrees to refund to the District any excess amounts paid to it 
in error on account of the payroll deduction provision upon presentation of 
proper evidence of error or mistake. 

ARTICLE 16 
SAFETY 

16.1 The District agrees to make reasonable efforts to continue providing safety equipment which, 
in the opinion of the District, is necessary to protect employees from injury in accordance with 
the practice now prevailing in the District. 

16.2 The District further agrees to continue to maintain safe and healthful working conditions in 
accordance with applicable Nevada Revised Statutes and Federal Laws. 

16.3 Except for employees that have been properly trained, employees shall not be required to 
search rooms, lockers, or other areas of a school facility for possible hazardous material. 

16.4 When a supervisor must meet with an employee to discuss a serious safety issue, the 
employee is required to immediately meet and cooperate with the supervisor, even if an 
Association Representative is not available. 

16.5 Employees within the Transportation Department shall have the right to report issues of 
safety; including but not limited to, the safety and maintenance of vehicles, disruptive 
students, assaults by students, and/or student infractions while being transported, to their 
respective supervisors in the Transportation Division, in addition to school administration. 

ARTICLE 17 
PERIODS FOR MEALS AND REST 

17.1 An employee regularly scheduled to work seven (7) continuous hours or more shall be 
provided one (1) uninterrupted non-paid meal period of at least one-half (1/2) hour. 

The meal period should, in so far as practicable, be in the middle of the scheduled work 
period. 

With the concurrence of the supervisor, an employee may elect to forego his/her meal period. 

17.2 An employee regularly scheduled to work seven (7) continuous hours or more shall be 
provided two (2) uninterrupted paid rest periods of at least ten (10) minutes. This is in addition 
to the uninterrupted non-paid period of at least one-half (1/2) hour. 

An employee regularly scheduled to work four (4), five (5), or six (6) continuous hours shall be 
provided one (1) uninterrupted paid rest period of at least fifteen (15) minutes. 
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With the approval of the appropriate administrator, an employee may take informal rest 
periods in lieu of the formal uninterrupted rest period(s). 

17.3 The time lunch and rest periods are scheduled will be determined by the supervisor, after 
consultation with the employee. c2016) 

17.4 If an employee is required to work additional hours beyond their regularly scheduled contract 
hours, the employee shall be provided a paid break/rest period based on the additional hours. 
If an employee is scheduled to work an additional four (4) hours, the employee will be entitled 
to a ten (10) minute break/rest period. This should be taken during the additional work hours, 
preferably half-way point of the additional four (4) hours. 

ARTICLE 18 
USE OF FACILITIES 

18.1 The Association shall have the right to use school mailboxes, interschool mail service, 
school e-mail, and Association bulletin boards for organizational material, provided that such 
material is clearly identified as Association material and the Association accepts the 
responsibility for such material. 

18.2 The Association shall be allowed the use of school buildings for Association meetings so 
long as arrangements have been made with the principal of the building. Such meetings 
shall not conflict with any regular or specific activities, and such use shall not involve 
additional or extra custodial services and/or other unusual expense to the District. 

ARTICLE 19 
WORK SCHEDULE CHANGES 

19.1 In the event the work schedule of an employee must be changed for a regular or extended 
period of time (more than one (1) bi-weekly pay period}, the administrative supervisor shall 
provide the employee with a minimum of ten (10) days advance notice. If ten (10) days 
advance notice is not possible, in order to provide coverage, the administrative supervisor 
shall seek qualified volunteers from employees in the department. 

If a qualified employee in the department does not volunteer to work the administrative 
supervisor shall, based on the seniority of qualified (in the judgment of the administrative 
supervisor} employees, and beginning with the least senior employee, direct an employee in 
the department to provide needed coverage until the ten (10) days advance notice can be 
accomplished. 

If there are no qualified employees or volunteers available to provide coverage prior to the ten 
(10) days notice, then the administrative supervisor shall direct the affected employee's work 
schedule be changed immediately. 

Administrative supervisors shall make a good-faith effort to consider the hardship on an 
employee in the event less than ten (10) days advance notice is not possible. 

ARTICLE 20 
ADMINISTRATION OF AGREEMENT 

20.1 Those schools with a plan for shared decision making, which has been approved by the 
Washoe County School District Board of Trustees as per Administrative Regulation 6000, may 
apply for variance of the negotiated agreement. The request for variance must be submitted 
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and approved by both the Superintendent and the WESP Board of Directors. Requests for 
variances must be submitted by May 1 preceding the school year in which the requested 
variance will take effect. All requests for variance must state the specific article of the 
agreement and explain what the school is considering that might violate this provision of the 
agreement. The request must also state the period of time for which the variance is needed. 
A variance may be granted for no more than one (1) year at a time. Schools wishing to renew 
the variance must reapply by May 1 . 
In order for a school to be considered for a variance, there must be certification that a majority 
of the school's ESP staff has approved the variance request. Such certification must be 
gathered through a secret ballot process conducted jointly by the Association building 
representatives and school administration. 

This Article will not circumvent the grievance/complaint procedure. 

ARTICLE 21 
EMPLOYEE PROTECTION 

21 .1 The School Trustees shall provide for the legal defense of an employee in accordance with 
NRS 391 .271. 

21.2 Employees shall immediately report cases of assault either suffered by them or for which they 
may be responsible, and which occurred in connection with their employment. 

21.3 An employee, while acting within the course of his/her duties as such, may use such force as 
is reasonable and necessary to protect himself/herself or others from bodily harm or damage 
to property; or to quell a disturbance threatening physical injury; or to obtain possession of 
weapons or other dangerous objects upon the person of or within the control of the pupil. 

ARTICLE 22 
GENERAL SAVINGS CLAUSE 

22.1 In the event that any provisions of the Agreement, or any application thereof, is held contrary 
to law by a court of competent jurisdiction and said decisions become final, then such 
provision or application will not be deemed valid and subsistent except to the extent permitted 
by law. However, all other provisions or applications will continue in full force and effect. The 
parties will meet not later than twenty (20) days after any such holding becomes final for the 
purpose of re-negotiating or considering the provision(s) affected. 

ARTICLE 23 
TERM OF AGREEMENT 

23.1 LENGTH OF AGREEMENT 

23.1 .1 This Agreement shall be effective as of the first day of July, 2023, and shall 
remain in effect until the 30th day of June, 2027, and shall continue from year 
to year thereafter unless either of the signatories hereto shall give written 
notice to the other as required by Nevada Revised Statutes, of a desire to 
change wages, hours and conditions of employment hereof. 

23.2 NEGOTIABILITY 

23.2.1 The parties also agree that any subjects where negotiability may be challenged 
that are ultimately determined to be mandatory topics for negotiation, may be 
reopened after either party has exhausted all avenues of judicial review, 
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provided however. that written notification of intent to reopen is given prior to 
February 15 for any proposed changes to be effective on July 1. 

23.3 WAGE CHANGES 

23.3.1 Two-year agreement with the following compensation and benefit increases: 

2021-2022 - The salary schedule will be restructured retroactive to July 1, 
2021. Grade 12 will be eliminated and a Grade 29 will be added. Steps 1 and 
2 of the salary schedule will also be reinstated, consistent with Nevada 
Revised Statutes governing minimum wage. All bargaining unit members will 
be moved up one grade and placed on the step with the next-highest dollar 
amount to their current grade and step. The District will also commit up to 
2.8% for step movement. 
The District will pay all bargaining unit member's increased cost for the 
employee portion of health insurance premium beginning in January 2021, if 
any. 

2022-2023 - Effective July 1. 2022 the District will provide a cost-of-living 
increase of 1.0% on the salary schedule in Appendix C along with committing 
up to 2.8% for step movement for a total of up to 3.8%. 

The District will pay all bargaining unit members' increased cost for the 
employee.portion of health insurance premium beginning in January 2022, if 
any. 

23.4 RATIFICATION 

Ratified by the: 

Washoe County School District (WCSD) Board of Trustees on: 

DATE: October 10, 2023 

Ratified by the: 

Washoe Education Support Professionals (WESP)/Nevada State Education Association 
(NSEA)on: 

DATE: September 30, 2023 

On Behalf of the WESP· 

Brian Lee 
Interim Superintendent NSEA President 

Id';; ;;;-/4l793 
Date ~ I Date 
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1 

APPENDIX A 

SUPERVISORY BARGAINING UNIT 
1 

Accounts Payable Supervisor 
Carpenter Shop Supervisor 
Computer Operator 
Technology Training Supervisor 
Electrician II 
Environmental Assessment Technician II 
Equipment Operator I, II 
Fleet Maintenance Coordinator 
Groundskeeper II 
Groundskeeper Supervisor 
HVAC Shop Supervisor 
Housekeeping Field Supervisor 
Housekeeping Training Supervisor 
Lead Custodian I 
Lead Custodian II 
Lead Electronic Technician 
Lead Nutrition Worker 
Mail Clerk 11 
Mechanic II 
Mentor Program Coordinator 
Nutrition Services Appliance Technician II 
Nutrition Services Appliance Technician Supervisor 
Nutrition Services Assistant Manager II 
Nutrition Services Assistant Supervisor 
Nutrition Services Banquet Manager 
Nutrition Services Center Kitchen Manager 

Transportation Safety Supervisor 
Transportation Site Supervisor 
Transportation Training Supervisor 
Upholsterer 
Warehouse Supervisor 
Warehouse Worker/Driver 11 

Nutrition Services Center Production Facilities Supervisor 
Nutrition Services Field Supervisor 
Nutrition Services Manager I 
Nutrition Services Manager II 
Nutrition Services Supervisor 
Offset Machine Operator II 
Operations/Transportation Field Supervisor 
Painter II 
Paint Shop Supervisor 
Plumber II 
Preventive Maintenance & Assessment Supervisor 
Print Shop Supervisor 
Remodel Supervisor 
Risk Management Technician 
Site Facilities Coordinator I 
Site Facilities Coordinator II 
Site Facilities Coordinator Ill 
Systems Analyst 

Certain conditions/restrictions apply to all classes affecting whether or not a particular class or position is 
in a bargaining unit and whether a particular class or position is covered by all Articles of this Agreement. 
See Article 4. 

Appendix A1 
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APPENDIX A 

NON-SUPERVISORY BARGAINING UNIT 
1 

Account Clerk I 
Account Clerk II 
Account Clerk Trainee 
Accountability Technician 
Account Technician 
Administrative Investigator 
Administrative Secretary 
Administrative Secretary 
Administrative Administrative 
Assistant Carpenter 
Assistant Mechanic 
Assistant Upholsterer 
Attendance Officer 
Audio Visual Media Technician 
Audio Visual Technician 
Audit Clerk 
Bindery Machine Operator 
Bond Program Controller 
Building Inspector 
Bus Driver 
Bus Driver- Instructor/Evaluator 
Bus Driver - Special Education 
Buyer I 
Buyer II 
Campus Supervisor 
Carpenter 
Case Manager 
Central Services Liaison 
Certified Occupational Therapy Technician 
Clerical Aide 
Clinical Aide 
Clinical Assistant 
Senior Software Developer 
Communications & Records Manager 
Computer Assistant 
Computer Operator 
Computer Operator Testing/Evaluation 
Computer Support Specialist 
Technology Trainer 
Custodian 
Data Analyst 
Data Analyst-Webregistration 
Data Coordinator 
Delivery/Receiver Worker 
Demographic/GIS Technician 
Desktop Technician 
Desktop Specialist 
Technical Services Specialist 
Network Administrator 
Dining Room Chef/Manager 
Dispatch Technician I, II 
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Early Childhood Specialist (COW) 
Electrician I 
Electronic Systems Technician 
Electronic Technician, Audio-Visual 
Electronic Technician, Photocopiers 
Electronic Technician, Video Systems 
Electronic Technician, Word Processors/Typewriters 
Environmental Assessment Technician I 
Equipment Operator I, II, Ill 
Equipment Services Technician 
Family Advocate I, II 
Fuel Island Attendant 
Fleet Maintenance Technician 
Groundskeeper I 
Home Educator Advocate/Title I/Even Start 
Homeless Liaison - Title I 
HVAC Systems Control Technician 
Internet Services Technician 
Irrigation Systems Maintainer 
Job Developer/Coach-Special Education 
Library Assistant I 
Library Assistant 11 
Library Associate I 
Library Associate 11 
Locksmith 
Mail Clerk I 
Maintenance Technician I, II 
Mechanic I 
Mechanical Technician 
Musical Instrument Technician 
Network Analyst 
Network Support Analyst 
Nutrition Service Appliance Technician I 
Nutrition Service Computer Technician 
Nutrition Service Computer Technology Trainer 
Nutrition Service Dishwasher 
Nutrition Service Elementary Manager 
Nutrition Service Kitchen Manager 
Nutrition Service Inventory Control Technician 
Nutrition Service Worker I 
Nutrition Service Worker Assistant 
Offset Machine Operator I 
Offset Machine Operator Trainee 
Painter I 
Parent Involvement Facilitator- Title I 
Plumber I 
Preventive Maintenance Technician 
Program Facilitator 
Program Services Technician I 
Program Services Technician II 
Property Control Technician 



Dispatch Technician Assistant 
Districtwide Grounds Maintainer 
CAD Designer 

Pupil Transportation Assistant 
Records & Documents Technician 
Regulated Systems Specialist 

1Certain conditions/restrictions apply to all classes affecting whether or not a particular class or position is in 
a bargaining unit and whether a particular class or position is covered by all Articles of this Agreement. See 
Article 4. Appendix A2. 
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NON-SUPERVISORY BARGAINING UNIT 
1 

Remodel Shop Technician 
Roofing Technician 
School Bookkeeper 
School Police Dispatch Technician I 
High School Registrar 
Administrative Secretary 
Secretary 
Middle School Registrar 
Clerical Aide 
Library Assistant II 
Administrative Assistant 
Administrative Assistant-Magnet HS 
Site Coordinator (21 st Century) 
Small Engine Mechanic 
Software Support Specialist 
Specialized Health Care Technician 
Special Program Coordinator 
Special Project Coordinator 
Special Project Coordinator - STOP 
Speech Pathologist Technician 
Storekeeper I, II 
Structured Cabling Specialist 
Program Services Technician II 
Secretary 
Clerical Aide 
Systems Analyst 
Systems Applications Programmer 
Paraeducator Aide I 
Paraeducator Aide/Hearing Impaired 
Paraeducator Aide/Special Education 
Paraeducator Assistant I 
Paraeducator Assistant-SMPBC 
Telecommunications Support Specialist 
Translation Specialist/ESL 
Transportation Instructor/Evaluator 
Tutorial Aide-Title IX 
Typesetter/Graphic Artist 
Senior Software Developer 
Warehouse Worker 
Warehouse Worker/Driver I 
Warehouse Worker/Mail Clerk 
Welder 
Wellness Coordinator 

APPENDIX A 

1Certain conditions/restrictions apply to all classes affecting whether or not a particular class or position is in 
a bargaining unit and whether a particular class or position is covered by all Articles of this Agreement. See 
Article 4. 
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Series Group 

Accounting 

Audio Visual-Film 
Library 

Building/Boiler 
Maintenance 

Carpentry 

Clerical-Secretarial 

Custodial 

APPENDIX B 

OCCUPATIONAL SERIES 

Classification Pay Grade 

Account Technician 20 
Accountability Technician 20 
Account Clerk II 18 
Account Clerk I 17 
Audit Clerk 19 
Account Clerk Trainee 15 

Audio Visual Specialist 25 

Regulated Systems Specialist 25 
HVAC Shop Supervisor 25 
Preventive Maintenance & Assessment Supervisor 27 
Building Inspector 23 
HVAC Systems Control Technician 26 
Mechanical Technician 22 
Environmental Assessment Technician II 23 
Roofing Technician 24 
Environmental Assessment Technician I 21 
Maintenance Technician II 20 
Preventative Maintenance Technician 18 
Maintenance Technician I 19 

Carpenter Shop Supervisor 25 
Carpenter 21 
Assistant Carpenter 19 

Administrative Assistant 21 
Program Services Technician 21 
Administrative Secretary 20 
Administrative Secretary 20 
School Bookkeeper 20 
High School Registrar 20 
Secretary 18 
Clerical Aide 16 
Library Assistant II 19 

Housekeeping Field Supervisor 24 
Site Facilities Coordinator Ill 22 
Lead Custodian II 19 
Site Facilities Coordinator II 21 
Lead Custodian I 19 
Site Facilities Coordinator I 19 
Custodian 15 

Appendix B 
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Series Group 

Information Systems 

Electronic 

Groundskeeping 

Mechanical 

APPENDIX B 
OCCUPATIONAL SERIES 

Classification Pay Grade 

Senior Software Developer 27 
Internet Services Technician 33 
Systems Analyst 27 
Network Analyst 27 
Systems Applications Programmer 30 
Network Administrator 24 
Structured Cabling Specialist 28 
Technical Services Specialist 23 
Data Analyst 24 
Computer Support Specialist 22 
Desktop Specialist 21 
Technology Trainer 22 
Software Support Specialist 22 
Telecommunications Support Specialist 21 
Computer Operator: Testing/Evaluation 19 
Desktop Technician 20 
Computer Operator 21 

Equipment Shop Supervisor 26 
Electrician II 23 
Electronic Systems Technician 24 
Lead Electronic Technician 26 
Data Analyst 24 
Electronic Technician-Audio Visual 23 
Electronic Technician-Photocopiers 22 
Electronic Technician-Video Systems 23 
Electronic Technician-Word Processors/Typewriters 21 
Musical Instrument Technician 21 
Electrician I 22 
Equipment Service Technician 18 

Groundskeeper Supervisor 25 
Equipment Operator II 19 
Equipment Operator I 18 
Welder 20 
Equipment Operator I 18 
Groundskeeper II 18 
Irrigation Systems Maintainer 19 
Small Engine Mechanic 19 
Groundskeeperl 17 

Fleet Maintenance Coordinator 27 
Mechanic II 27 
Mechanic I 25 
Assistant Mechanic 20 
Fleet Maintenance Technician I 17 
Fuel Island Attendant 16 

Appendix B2 
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Series Group 

Nutrition Services 

Painting 

Plumbing 

Printing 

School Secretaries 

Store keeping 

Transportation­
Bus Drivers 

Transportation 

APPENDIX B 
OCCUPATIONAL SERIES 

Classification 

NS Center Production Facilities Supervisor 
Nutrition Services Supervisor 
Nutrition Services Inventory Control Technician 
Nutrition Services Assistant Supervisor 
Nutrition Services Center Kitchen Manager 
Nutrition Services Field Supervisor 
Nutrition Services Banquet Manager 
Nutrition Services Manager II 
Nutrition Services Manager I 
Dining Room Chef/Manager 
Lead Nutrition Services Worker 
Nutrition Services Assistant Manager II 
Nutrition Services Computer Technology Trainer 
Nutrition Services Elementary Manager 
Nutrition Services Dishwasher 
Nutrition Services Worker I 

Painter II 
Painter I 

Plumber II 
Plumber I 

Print Shop Supervisor 
Offset Machine Operator II 
Typesetter/Graphic Artist 
Offset Machine Operator I 
Offset Machine Operator Trainee 
Bindery Machine Operator 

Administrative Secretary 
Administrative Secretary - Magnet HS 

Storekeeper II 
Storekeeper I 

Bus Driver/Instructor-Evaluator 
Bus Driver/Special Education 
Bus Driver 

Transportation Site Supervisor 
Transportation Safety Coordinator 
Transportation Training Supervisor 
Dispatch Technician II 
Dispatch Technician I 
Transportation Instructor/Evaluator 
Dispatch Technician Assistant 
Pupil Transportation Assistant 
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Pay Grade 

28 
25 
24 
21 
19 
19 
18 
19 
18 
14 
17 
16 
13 
15 
12 
14 

20 
20 

22 
21 

21 
20 
19 
18 
15 
15 

20 
20 

19 
17 

BO/IE 
BO/SE 
BD 

24 
23 
23 
21 
20 
20 
18 
14 
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Series Group 

Warehouse 

OCCUPATIONAL SERIES 

Classification 

Warehouse Supervisor 
Warehouse Worker/Driver II 
Warehouse Worker/Driver I 
Warehouse Worker/Mail Clerk 
Delivery/Receiver Worker 
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APPENDIXB 

Pay Grade 

23 
19 
17 
16 
11 
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Series Group 

Single Classifications 

Series Group 

Single Classifications 

OCCUPATIONAL SERIES 

Classification 

Systems Analyst 
Audio Visual Technician 
Wellness Coordinator 
CAD Designer 
Buyer II 
Nutrition Service Appliance Technician II 
Special Program Coordinator 
Upholsterer 
CAD Designer 
Administrative Investigator 
Central Services Liaison 
Special Projects Coordinator-STOP 
Buyer I 
Nutrition Service Appliance Technician I 
Program Services Technician II 
Property Control Technician 
Specialized Health Care Technician 
Case Manager 
Library Associate II 
Locksmith 
Mentor Program Coordinator 
Records & Documents Technician 
Special Projects Coordinator 
Program Services Technician I 
School Police Dispatch Technician I 
Assistant Upholsterer 
Attendance Officer 
Library Associate I 
Translation Specialist/ESL 
Library Assistant II 
Mail Clerk 11 
Campus Supervisor 
Family Advocate I 
Mail Clerk I 
Parent Involvement Facilitator-Title I 
Library Assistant I 
Clinical Aide 
Paraeducator Aide/Hearing Impaired 
Paraeducator Aide/Special Education 
Pupil Transportation Assistant 
Paraeducator Aide 

Classification 

Special Assistant-SMPBC 
Paraeducator Assistant I 
Computer Assistant 
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Pay Grade 

27 
18 
26 
25 
23 
25 
21 
22 
25 
23 
23 
23 
21 
22 
21 
19 
22 
21 
21 
20 
21 
21 
21 
19 
20 
19 
21 
20 
22 
19 
16 
16 
16 
15 
17 
17 
17 
15 
13 
14 
12 

Pay Grade 

18 
16 
17 
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Washoe County School District 
Education Support Professionals (ESP) Schedule with Steps Schedule A 2023-2024 

$19.31 
11.n $18.33 
16.38 $16.86 
15.09 $15.50 
13.88 $14.27 

Washoe County School District 

PERS Increase = -1 .875% Salary Reduction 

Negotiated Salary Increase = 13.2% 

Retroactively Effective 712023 

$47.11 
$43.31 
$39.86 
$36.68 
$33.76 
$31.04 
$28.55 
$26.27 
$24.17 
$22.92 
$21 .11 
$19.43 
$17.83 

Education Support Professionals (ESP}Schedule with Steps Schedule B and Hourly 2023-2024 

$60.41 $62.15 $75.70 sn .84 
$55.62 $57.17 $69,60 $71.58 
$51 .14 $52.60 $64 .00 $65.83 
$47.05 $48.38 $58,81 $60.57 
$43.30 $44.52 $54.22 $55.77 
$39.80 $4 .96 $49.86 $51.28 
$36.65 $37.71 $45.94 $47.24 
$33.69 $34.66 $42.25 $43.45 
$31.03 $31 .89 $38.85 $39.96 
$28.54 $29.35 $35.74 $36.77 
$26.26 $27.01 $32.90 $33.82 
$24.17 $24.84 $30,24 $31.10 
$22.23 $22.86 $25.58 $2 . $27.82 $28.63 
$21.08 $21.69 7 $24.25 24 . $26.38 $27.13 
$19.39 $19.95 3 $22.33 $22. $24.29 $24.99 
$17.84 $18.35 5 $20.51 21.1 $22.36 $22.99 
$16.45 $16.89 6 $18.88 $19. $20.51 $21 .10 

10/2023 
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WASHOE COUNTY SCHOOL DISTRICT 
Human Resources Division 

EDUCATION SUPPORT PROFESSIONAL GRIEVANCE FORM 

Name (Please Print) Grievant's Signature Date Filed 

School Location Position On Behalf of the Assn. Date Received 

TIME LIMIT 

On what date did you become aware of the act or condition on which this 
grievance is based? • 

LEVEL ONE: SUPERVISOR 

On what date(s) did you meet and discuss this grievance with your 
administrative supetvisor? This is considered the Informal Level of the 
grievance procedure and must be adhered to prior to filing a grievance 
at the Formal Level on this form. 

On what date did you notice your administrative supetvisor you were 
going to file a grievance? 

a. Grievant's Statement 

On page 3 or on an attached page, state the nature of the 
grievance including the aUeged violation. misinterpretation, 
or inequitable application of a specific provision of this 
Agreement (the specific Article of the Agreement must be listed). 
Also state the relief you are seeking. 

b. Administrative Supervisor Decision 

Date grievance received: 

Date decision rendered (must be within ten (IO} 
working days after meeting). 

c. Grievant's Response 

Please sign and date below if Level One decision is acceptable. 

Signature 

Date: 1/4/17, REV. B HR-F600 
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LEVEL TWO: DEPARTMENT HEAD 

a. Grievant's Appeal 

___ Please initial here and foiward to the Labor 
Relations Manager if you wish to appeal to the 
Department Head Level. Attach written response, if desired. 
Please enter the date this appeal is provided to the Human 
Resources Department: 

Signature 

b. Department Head Decision 

Date grievance received: 

Hearing Date (within five (5) working days of receipt): 

Date decision rendered (must be within ten (10) working days 
after meeting): 

c. Grievant's Response 

Please sign and date below ifLevel Two decision is acceptable. 

Signature 

LEVEL THREE: SUPERINTENDENT/DESIGNEE 

a. Grievant's Appeal 

___ Please initial here and forward to the Labor 
Relations Manager if you wish to appeal to the Superintendent 
Level. Your appeal MUST be filed within five (5) 
working days after receipt of the decision from the 
department head at Level Two. Attach written response, if 
desired. Please enter the date this appeal is 
provided to the Human Resources Department: 

Signature 

Date: 1/4/17, REV. B HR-F600 
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b. Superintendent/Designee's Decision 

Date grievance received: 

Hearing Date (within fifteen (15) working days of receipt}: 

Date decision rendered (must be within fifteen (15} 
working days after the hearing date): 

c. Grievant's Response 

Please sign and date below if Level Three decision is acceptable. 

Signature 

LEVEL FOUR: ARBITRATION 

TEXT: 

a. Grievant's/Association's Appeal 

___ Please initial here and forward to the Labor Relations 
Manager if you wish to appeal to an Aibitrator. Your 
appeal MUST be filed within fifteen (1 S) working days 
after receipt of the decision from Level Three. Attach written 
response, if desired. Your appeal will be scheduJed with an 
Arbitrator. Please enter the date this appeal is provided 
to Human Resources: 

Signature 

Signature of Associate Representative 

Date: 1/4/17, REV. B HR-F600 
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MEMORANDUM OF UNDERSTANDING 
CPR (2003) 

Effective March 29, 2004, the Washoe County School District shall provide CPR training 
and the cost of the CPR certificate for all paraeducator aides and paraeducator 
assistants for whom CPR certification is required by the District. (2003) 

MEMORANDUM OF UNDERSTANDING 
(2007-2011) 

In the event the District implements a forty-hour work week plan for transportation 
employees, the Parties agree to negotiate on mandatory subjects of bargaining as 
defined by NRS 288 that may be impacted by the implementation. 

MEMORANDUM OF UNDERSTANDING 
BETWEEN THE 

ASSOCIATION OF PROFESSIONAL TECHNICAL ADMINISTRATORS (APTA) 
AND THE 

WASHOE EDUCATION SUPPORT PROFESSIONALS ASSOCIATION 

Washoe Education Support Professionals Association (WESP) and the Association of 
Professional Technical Administrators (APTA) recognize and agree that whenever the 
District determines that a "Reorganization/Restructuring" of a department or 
departments is required, and elimination of positions and or employee classifications 
are deemed necessary. Then both WESP's and APTA's disenfranchised/impacted 
employees would immediately be eligible, as an internal transfer candidate, to apply for 
any and all new positions they deem themselves qualified for within the departmental 
reorganization/restructure. 

Disenfranchised employees within that department, would only be eligible for this one time 
opportunity to apply for vacancies created because of the reorganization/restructuring, and 
its direct impact to them. Disenfranchised employees would be required to have 
applications submitted within the timeline provided at the time of the posting for the 
vacancies of the new positions based upon the reorganizational/restructuring need. 
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Code: 
Name: Shannon Hammond APR 18 2025 
Address: 2331 Melody Lane 

Reno, NV 89512 
Telephone: (775) 233-5238 

Washoe County School District 
Office of the General Counsel 

Email: SLH900 l@yahoo.com 
Self-Represented Litigant 

BEFORETHELOCALGOVERNMENTEMPLOYEE 

MANAGEMENT RELATIONS BOARD 

IN THE STATE OF NEV ADA 

COMPLAINT ANT, Case No.: ____ _ 

Shannon Lee Hammond, 

vs. 

RESPONDENT, 

Washoe County School District 

PROIDBITED PRACTICES COMPLAINT AND LEGAL BRIEF 

I. INTRODUCTION 

This case presents a clear example of retaliation and discrimination by a public 

employer, Washoe County School District ("WCSD"), against one of its employees, Shannon 

Lee Hammond ("Complainant"), for asserting her statutory right to seek reclassification under 

Nevada Revised Statutes (NRS) Chapter 288. After Complainant requested a reclassification to 

reflect her higher-level duties, WCSD management, particularly her supervisor Charlie Hoppe 

("Hoppe"), engaged in acts of retaliation against her and his direct supervisor, Tami 

Zimmerman ("Zimmerman") willfully and intentionally blocked her attempts by refusing to 
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initiate the reclassification process, issuance of an unwarranted disci~linary plan (IDP), and 

creation of a hostile work environment, in violation of NRS 288.270(1 )( a) and ( d). 

II. JURISDICTION AND VENUE 

Complainant Shannon Lee Hammond is, and at all times relevant herein was, a 

"local government employee" as defined under NRS 288.050, employed by WCSD. 

Respondent Washoe County School District is a "local government employer" 

under NRS 288.060. 

This Board has jurisdiction over this matter pursuant to NRS Chapter 288. 

Venue is proper before the Local Government Employee-Management 

Relations Board ("Board") because the alleged prohibited practices occurred within the State of 

Nevada and involve a local government employer. 

III. PARTIES 

Complainant Shannon Lee Hammond is employed as an Administrative 

Secretary within WCSD's Facilities Maintenance Department. 

Respondent WCSD is a political subdivision of the State of Nevada and a local 

government employer. 

IV. STATEMENT OF FACTS 

On February 28, 2025, Complainant emailed Hoppe requesting he forward her 

reclassification request to HR, which she had already drafted to simplify the process. Hoppe 

refused. 

On March 2, 2025, after Hoppe's refusal, Complainant filed a formal complaint 

of discrimination and harassment with WCSD's Human Resources ("HR") department. 

PROHIBITED PRACTICES COMPLAINT AND LEGAL BRIEF - 2 



Despite repeated attempts (March 8, 2025, and thereafter), Hoppe continued to 

block the reclassification request by failing to forward it to HR, directly thwarting 

Complainant's statutory rights. 

On March 10, 2025, HR formally blocked Complainant's attempt to initiate a 

reclassification, without investigation or occupational study, based solely on management's 

assertions. 

Complainant's inquiries to her union were met with dismissive responses, 

advising her to contact HR again despite HR's refusal. 

On March 13, 2025, a discussion between Complainant and her department 

head Zimmerman reflected a defensive and adversarial response to her reclassification request, 

further marginalizing her efforts. 

On March 17 and March 24, 2025, Complainant's public records requests for 

reclassification history were denied improperly under NRS 239.010(1), illustrating further 

opacity and obstruction by WCSD. 

On March 27, 2025, Complainant submitted a new, more accurate job 

description reflective of her actual duties, which included financial reporting and executive­

level support beyond her classified title. 

On April 7, 2025, Hoppe issued an Individual Development Plan (IDP) to 

Complainant claiming insubordination among other issues-after she had received a 

commendable performance review previously-clearly in retaliation for asserting her 

reclassification rights. 
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III. JURISDICTION AND VENUE 

9. This Court has jurisdiction over this action pursuant to NRS 357 .040 and 
On April 8, 2025, Complainant discovered that the Administrative Secretary job 

357.080. 
description dated back to 1987, referencing obsolete duties like transcribing from a 

10. Venue is proper in Washoe County because the events and acts complained 
Dictaphone, justifying her request for reclassification. 
of occurred therein. 

A second IDP meeting was conducted on April 10, 2025, under coercive 

conditions, further retaliating against Complainant and violating WCSD's own policies. 
IV. FACTUAL ALLEGATIONS 
At all times relevant herein, WCSD failed to conduct a good faith evaluation of 
A. Unmonitored and Duplicative P-Card Transactions 

Complainant's job duties and retaliated against her for engaging in protected activity. 
11. WCSD staff within the Facilities Maintenai.7.ce Depart:nent were granted 

V. LEGAL STANDARDS 
expansive use of purchase cards ("P-cards") without proper internal controls. 

NRS 288.270(1) makes it a prohibited practice for a local government employer 

or its representative to: 

Interfere with, restrain, or coerce any employee in the exercise of rights 

guaranteed under Chapter 288; 

[PROPOSED] iYi~1tt<:GfgMP~~iE.~elliQi.\I~Jid?~@~lffihli~fu&~Uliit 
TAM COMPLAINT UNDER SEAL - 3 
or exercised rights under Chapter 288. 

Nevada law recognizes reclassification requests as a protected exercise of 

employment rights. Retaliation for asserting these rights constitutes a prohibited labor practice. 

VI. ARGUMENT 

A. WCSD Retaliated Against Complainant for Asserting Her Right to 

Reclassification 

Complainant's initial act-requesting a reclassification-was an exercise of 

protected rights under Chapter 288. 

In direct response, WCSD engaged in adverse actions, including the initiation of 

an IDP, obstruction of the process, and denial of transparency. 
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The proximity in time between the reclassification request and retaliatory 

discipline creates a strong presumption of retaliatory motive. 

B. WCSD Discriminated Based on Protected Conduct 

NRS 288.270(1)(d) prohibits discrimination against employees who assert their 

rights. 

WCSD's actions-targeted discipline, refusal to process the reclassification, 

and public records obstruction-constitute discrimination based upon Complainant's exercise 

of protected conduct. 

The outdated 1987 job description and Complainant's modem duties further 

demonstrate that her reclassification request was legitimate and justified. 

C. WCSD Failed to Follow Its Own Reclassification and Anti-Retaliation 

Policies 

WCSD maintains internal policies requiring non-retaliation and objective job 

evaluations. 

WCSD ignored these policies, subjecting Complainant to retaliation and failing 

to properly evaluate her position, in violation of good faith-employment practices. 

Such failure to follow internal rules further evidences discriminatory animus 

and retaliation. 

VII. PRAYER FOR RELIEF 

WHEREFORE, Complainant respectfully requests the Board to: 

• Find that Respondent committed prohibited labor practices in violation 

ofNRS 288.270; 
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• Order Respondent to cease and desist all retaliatory and discriminatory 

conduct against Complainant; 

• Order Respondent to expunge all IDP documents and associated 

disciplinary records; 

• Order Respondent to process Complainant's reclassification request 

fairly and in good faith; 

• Grant such other relief as the Board deems just and proper. 

VIII. VERIFICATION 

I, Shannon Lee Hammond, declare: 

• I am the Complainant in the foregoing Prohibited Practices Complaint. I 

have read the foregoing Complaint and know the contents thereof. The same is true of my own 

knowledge, except as to those matters stated on information and belief, and as to those matters, 

I believe them to be true. 

• Under penalty of perjury applicable to the laws of the State of Nevada 

and the United States of America that the foregoing is true and correct to the best of my 

knowledge and interpretation of the events. 

Executed this 19 day of April, 2025, in Reno, Nevada. 

CJ i(_ rc ,~,_,,,_.)~"'.\\\"\Ou· 

SHANNON LEE HAMMON , Complainant 

2331 Melody Lane 

Reno,NV 89512 

(775) 233-5238 

SLH900 l@yahoo.com 
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2331 MELODY LN 
RENO NV 89512 

9589 0710 5270 2808 

Washoe County School District 
Human Resources 

APR 24 2025 

RECEIVED 

6706 73 

DOUG OWEN, CHIEF OFFICER 
HUMAN RESOURCES 
WASHOE COUNTY SCHOOL DISTRICT 
425 E 9TH STREET 
RENO NV 89512 
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Code: 
Name: 
Address: 

Shannon Hammond 
2331 Melody Lane 
Reno. NV 89512 

Telephone: (775) 233-5238 
Email: SLH900 l @yahoo.com 
Self-Represented Litigant 

STATE OF NEVADA 

FILED 
May 23, 2025 

State of Nevada 
E.MRB. 
11:20 p.m. 

GOVERNMENT EMPLOYEE MANAGEMENT RELATIONS BOARD 

COMPLAINT ANT. Case No.: 2025-008 

Shannon Lee Hammond, Pro Se 

vs. 

RESPONDENT, 

Washoe County School District, et al 

COMPLAINANT'S OPPOSITION TO RESPONDENT'S MOTION TO DISMISS 

I. Introduction 

This rebuttal is submitted in response to the expected denial of retaliation by 

Washoe County School District concerning my original complaint regarding reclassification 

suppression and retaliatory conduct I respectfully request the Board consider the following 

factual context and pattern of conduct that substantiates my claim. 

IL Context and Basis of Complaint 

A. I submitted a formal request for reclassification after 1. 5 years of assuming 

duties beyond my titled role as Administrative Secretary. 
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1 B. The initial request was intentionally withheld from Human Resources (HR), 

2 violating standard procedure. 

3 C. I filed a complaint alleging discrimination and harassment by my supervisor. 

4 D. I reached out to the next highest position that was 'outside' the situation in 

5 accordance with BP 4700. 

6 E. I requested assistance from the Washoe Education Support Professionals 

7 union. 

8 F. Formal request for reclassification was denied without conducting interviews 

9 or performing an occupational study. 

10 m. Summary of Retaliatory Acts 

11 The following events occurred in close proximity to my reclassification request: 

12 A. Within weeks of pressing the matter, I experienced formal disciplinary 

13 action. accusations of insubordination, and a level 2 reprimand. 

14 B. I am constantly monitored, excluded from attending District functions, 

15 denied legitimate requests for leave as well as overtime/comp time. 

16 C. My repeated requests for conducting my annual performance evaluation have 

17 been ignored. 

18 IV. Public Records Request 

19 I submitted a public records request asking how many reclassifications were 

20 granted within the past year. The District refused to provide this basic numerical data, citing 

21 that it was not their responsibility to "create a record" to satisfy public cmiosity. This response 

22 evades transparency and obstructs comparative analysis. 

23 V. Title Manipulation as Evidence of Downgrading 
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1 It is notable that my predecessor held the title Administrative Secretary II, while 

2 my title is now merely Administrative Secretary. This dilution in role designation, without a 

3 change in responsibilities, demonstrates a regression in title accuracy and supports my claim of 

4 intentional suppression. 

5 These incidents reflect a consistent and deliberate pattern of adverse conduct, 

6 directly tied to my protected activity of seeking a legitimate reclassification. 

7 VI. Need Identified by Human Resources Department 

8 1be District has recently created three new positions in Human Resources: 

9 A. Cost Analyst, focused on analyzing salary alignment and 

10 B. Organizational Specialist, assigned to reviewing and updating job 

11 descriptions across the District, 

12 C. Project Manager. 

13 These new roles clearly indicate that the District has recogniud systemic 

14 structural issues in its job classification practices. This undercuts any assertion that my 

15 reclassification was denied based upon an accurate or finalized job architecture. 

16 D. Additionally, I pointed out that the job description currently being used for 

17 the "Administrative Secretary" classification was originally authored in 1987, as evidenced by 

18 the outdated requirement to "take and transcribe dictation." This language is not only obsolete 

19 but also highlights how poorly the description reflects the complexity and scope of my current 

20 duties, which includes high-level budget oversight, fiscal forecasting, data analytics, and legal 

21 documentation. The continued use of such an antiquated description further validates the 

22 necessity for a formal reclassification and supports my claim that the denial was not grounded 

23 in an objective or current evaluation of job duties. 
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vn. Lack of Investigation 

To my knowledge, no investigator or legal representative from the District has 

interviewed me, reviewed my current workload, or spoken with any co-workers regarding my 

role. Their anticipated blanket denial will be based solely on internal assumptions and not a 

factual inquiry. 

VIII. Conclusion 

Exhibits are hereby submitted to provide factual support for the allegations 

raised in my initial complaint. I respectfully request the Board consider these materials in 

evaluating whether dismissal is appropriate at this stage. As this is my first opportunity to offer 

documentation, I believe they speak directly to the credibility of my claims and the retaliatory 

conduct I have experienc.ed. 

Executed this 2Yd day of May, 2025, in Reno, Nevada. 

SHANNON LEE HAMMOND, Complainant 
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WASHOE COUNTY SCHOOL DISTRICT 
HU MAN RESOURCES DIVISION 

CLASSIFIED EMPLOYEE PERFORMANCE EVALUATION 

Employee N~me: Shannon Hammond Title: Admln Secretary Employee ID: EOOO 42,233 
0 Post-Probationary 

School/Dept.: Facllltles Maintenance Due Date: 05108/24 Employee Status: ~ Probationary 

Evaluator: Charlie Hoppe 

.,.rlorrne...., standn 
a b ' d e 
C C I u D SECTION A: Prlrmuy 
0 0 M N 0 E\laluahor must check (JC) ear.II 
M M p s E PERFORMANCE FACTO!t In the 

M p R A s appropriate PERFORMANCE 
E E 0 T STANDAIIOS,;g!umn, ?riorto 

N T V I N beglnnin& this &edion,, review the 
D E E s 0 definitions provided on the ~e 
A N M F T side of this form and in the 

6 T l A ''Classified Pracedure Manual." 
L N C A 
E T T p 

0 p 
R L PERFORMAHa FACTORS: 
y y 

D D ttl 1, Observanee ofwcrk hDU!!! 
D D la :Z. Attendana, 
0 ' D D 3. Grooml .. and Drt!$$ 
D @ D 4- Compliance whh rules 

~□" B □□ 5. Safety Practlt25 
6. Dealllfl with others 

~ 0□ D D 0□ 7. Knowledgeofwark 
~ D D 8. Workjudgments 
@ D O D D 9. Plannlngandorganfzation 
0 D O D g 10.Jobs.klltlewl 
(!I O O □ 11. Quallty of woric 
@ 0 D D O 12. llolumeofaa:er,tablework 
@ 0 D D O 13. Meetmi deadlin6 
~ B □0 0□ □0 14.Acceptlngresponsibillty 
~ lS. Aeupting direction 
~ D D O D 16. Acupting £lunge 
D ~ D O D 17, Effectiwnessunde"ttess 
@ □ □ □ □ 18. Appearance ofWOl'IC anaa 
0 0 D 19, Operation, care 11f equipment 

.._..o/oL..W"'"'-U..L..1...1,......_.._.... 20, lnltllltlve 

Job Spedflc Peminnanca Factors 
l!J O O O O 21. W!lfln9 Skll!s 
la □ □ □ □ 22. veme1 s .. 111 
l!J O O § 0 23. fhwsltl bNM!RI Bld)III 
1!J □ 0 8 24. Alb>bdna Jgdgement 
~ 0 0 25. LMmlna Dutil!\ 

SUPERVISOR PERFORMANCE FACTORS 
E'.J D D O D 26. Pl;mnlng and atganlzalion 
Ii::! 0 D O D 27. Sdledufing & c.oonllnallon 
la D D O D 28. Tnlnlngandlnstrudlon 
121 □ □ □ □ 29. Productivity 
0 !;I 0□ B 0□ :IO.iudgmentsanddedsloos 
0 i:;.i 31. Leadersh!p 

El § D O D 32. Operational effectiveness 
0 8 8 □0 33. $upo,Nisory ablllty 
~ 34. lo!Q111vc 
0 ~ 0 0 0 35. P!'QIKJ QYC!'l5'Qbl 
li::I O O □ 0 36. tuk ,:omplgffan 
Checks In column (di must be l!XPl.lined In Section E 

SECTION B- Ream! job STRENGTHS and superior 
performance. 

Able to multi-task and prioritize work to 
omplete the most urgent matters first 

ployee does not require much 
lrectlon to tackle large jobs. Good 
blllty to coordinate with other 
epartmentsJpersonnel to finish 

jects. Great follow-up aptitude. 

Dale: 11/10/10, Rev. B 

EvaluatorTltle: =D'--"l ""'re,,_,ct= o=r ______ _ _ 

SECTION C- Rec1Jrd PROGRESS ACHIEVED In attaining previously 
setgaals for Improved -rk performance, for personal or jcib 
quallflclltlons, If employee was evaluated prevlDUSly. 
1st evaluation at 7 months of employment. 
Employee learned job responslbllltles In a short 
period of time; within 3 months of start date, all job 
duties were well understood and executed. 
Employee dresses professionally and has good 
Interpersonal skills when dealing with co-workers 
and the public:. Organized and manages 6me 
effectively. Good at taking lhe initiative. 
SECTION 0- Record specific GOALS or IMPROVEMENT PROGRAMS 
to be undartahn during the ne,ct eveluatfon period. 
Updating work order log with current numbers. 

Employee needs to Improve knowledge of WCSD 
policies to ensure compllance with rules. 

Absences/tardiness need Improvement. See 
attached attendance log. 

SECTION E- Specify work performance dafldendes or Job 
behavlor(s) requiring Improvement or i;onectlon. Exptaln dtecb in 
column (di of Section A. 
Tardlneas and absentism has been discussed with 
employee on several occasslons. In 7 months, 
employee has taken_ days off. In the last 6 
weeks, employee llas been late_ ti mas. She Is 
Instructed to can or text if she knows that she wlll be 
more than 15 minutes late getting to th& office. 
Once In the offic1t, I have requested that she send an 
email denoting the time that she Is late. 
SECTION F: Check overall performance 

mpetent 0 1mprovement Unsatisfacto,v 
SECTION G- Check type of evaluatlon 

D Three Month D SilC Month O ~ensron of Probation (only If 
Probationary Probationary probation Is being extended) 

[]Annual Ii!) Unscheduled 

Comments: 
3 month and 6 month employee performance 
evaluation was never conducted. This is the first 
evaluatlon since start date of 10/04/23. 

SECTION H- Eva I uator's S"ignatu re 

Name: Date: 

SECTION I: Emplayee'$Slgnature 

I a,rttfy this evaluiltion lras been reviewed and discussed with me. 
I uncwstan<I my signature does not neuss.irilv Indicate: asreemenL 

D No Response D A respoo,e will be made and ,ubrnittecl to personnel 
~ I wish to dlSCIISS dlls evaluatlon with a 5lljleNl.or/admlnl5tralor other thari 

tfte evaluaw. 

Em Date: 05/14/24 
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Hammond. Shannon L 

From: Hammond, Shannon L 
Sent: 
To: 

Wednesday, February 26, 2025 10:50 AM 
Hoppe, Charlie 

Subject: Request for Reclass 

Charlie please forward to this email address: DOReed@washoeschools.net 

Good Afternoon DeShawn, 

Please send me the request form and process to reclassify a position in my 

department. 

Thanks 
Charlie 

Charlie Hoppe 
Maintenance & Housekeeping Director 
Facilities Management 
Washoe County School District 
7495 S. Virginia Steet 
Reno, NV 89511 
Office 775-851-5673 

From: Lewis, Selene <SLewis@washoeschools.net> 
Sent: Friday, February 21, 2.025 11:48 AM 
To: Hammond, Shannon L <Shannon.Hammond@WashoeSchools.net> 
Subject: RE: Request for Reclass 

Hi Shannon. 
If this step hasn't already been completed. Your supervisor will need to reach out to DeShawn Reed to 
request information regarding the reclassification process and to request the appropriate forms. 
Here is DeShawn's email address--DOReed@washoeschools.net 
Take care, 
Selene 

1 



Selene Lewis 
Htman Resoun:es GeneraUst 
WCSD-Eml)loyee services 
Office: ns-348-0214 
www.washgB8iChQOls QBt o, •• 

From: Hammond, Shannon L <Shannon.Hammond@WashoeSchools.net> 
Sent: Friday, February 21, 2025 11:05 AM 
To: Lewis, Selene <SLewis@washoeschools.net> 
Subject: Request for Reclass 

Hi Selene, 

I guess my go-to-gal (Damaris) is out for a couple of months. I am pushing for a 

different job title because of the specialty tasks that I perform at Huffaker 

Maintenance Center, and I saw something about a "Request for Reclassification". Is 

this form required in addition to the FRC form? Is there anything else that I need to 

cover before I send it up the chain? 

.--:: ,t 

lir/ W4shoe eoo.., '<.V . School District 

Shannon Hammond -Administrative Secretary 
Facilities Maintenance Department 
Office: 775-851-5673 
shannon.hammond@washoeschools.net 

'tfflw,washoeschoo1s.n~t 

~ 
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Hammond, Shannon L 

From: 
Sent 
To: 
Cc: 
Subject: 
Attachments: 

Tami, 

Hammond, Shannon L 
Tuesday, March 4, 2025 11 :31 AM 
Zimmerman, Tami 
Hoppe, Charlie; Reed, Deshawn 
Reclassification Request 
Complaint 3-3-25.pdf; Discrimination complaint LEG-F122 completed.pdf 

I need you to intercede on this situation, please. I have requested a meeting with 

Charlie for my performance evaluation, but he never approved it or suggested an 

alternative meeting time. I would like to explore the possibility of reclassifying my 

position because I perform the duties of an Executive Assistant, and I feel that an 

increase in wage is justified. 

Pursuant to Board Policy 4700, I am attaching my formal complaint about 

discrimination and harassment. 

I'm sorry to have to bother you with this, but your involvement is necessary to keep 

this process moving forward. 

I':: -Ir' l~r/ Washoe County '4.."f . School District 

Shannon Hammond -Administrative Secretary 
Facilities Maintenance Department 
Office: 775-851-5673 
sha noon. baromond@washoeschools.net 

www.washoeschools.ne.t 

NGOO 
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W.ASBOE COUNTY SCHOOL DISTRICT 
Bmnan Res.QUUS Division 

EDUCATION SUPPORT-PROFESSIONAL COMPLAJNT FORM 

Shannon Hammond 03/03/25 
Naml': {Pleai;e Print) DateFiled. 

Facilities Maint. Admin. Sec. 
School I.ocation Oil Bebalf of the Assn. Date Received 

TIMELJMIT 

On willt date did :you become llWUe of the act or; Q)J]dition on Wbich this 
complaint is based? 

UVELONE: SUP.Eln,"ISOR 

On what date(s) did you meet and discllss ti1l! complaint with your 
~irator2 • 

<ll1 what date did you n01iceyour SOpe:visodadmimstratoryou were going 
tD file a complaint? 

UVEL 1WO:- DEPARTMENT HEAD 

a. Comp.laiout's Sra,meni 

MOJ'IIJH.IDAY/YEAR 

09/24/24 

09/24/24 

03/03/25 

On.~3-orim:Bltached page.s!Drethe paJDn, oftbe CCllnplamt 
mcludmg-uy policy, regula1ion, ~-or piacticewhich is 

=ect of the comJllaiat. AJsostaf.e tbe-ie1iefyc,u are ~ ecJQ; $ $ l~

0 
~ox:£.cCJr\ 

b. ne~emhd.Dedlion 

Da!e complailttreoeived: 

·Hearing Date (wi!hin fiil't (:i) wooong da)'s of ~pt): 

D~clecision~denld(~deeisi~~~bd 
within -t::n (IO) days after moetiog).. 

C. Ci>JD~S ltespoDSB 

Jlleub sip and date·below ifLt.vel Two decision is acceptable. 

Date:, 1/4117, .nv .B BR.°FoOl 

062 
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LEVBL THREE: SUPER'INI'ENDEN"l'/DESIGNEE 

a. Com plalnant"s A.ppfdil. 

___ Please mitial here and forward to 11\c Labor~ 
Manager if you wisll 1oawea) tn tho~ 
Level. Your appeal MUST be filed within fivc (~ wt.Wkfngdays 
after reoeipt of tbe decision.. .A.ttacl:J wrttte1uespoD11e, :if desired. 
Please <mtm the daCe tbis appeal f5 provWea to the Hutnan 
Resources Department: 

11. Su.permtendelt~igDee•• Decislw 

Date complaint received: 

Heming Date (within fifteen (15) woikm,g day& of receipt); 

Date decisiOJ1. rendered (must ht within teal (10) worldlJ.& 
da}is afta-tbc bearing dam): 

c. Compwaant's Respoase 

Please slgn and date if Level Three deoision is eccept.ab~ 

Date: 1/4/J7, RBV,B HR-F601 

063 
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TEXT: 

See Attached letter for details 

Date: J/4/17,'REV .B HR-F601 

' 064 



Dale.: 114/17. REV.3 HR,..Ffi()t 
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Tami Zimmerman, Chief CPFM Officer 
Washoe County School District 
425 E Ninth Street 
Reno, NV 89512 

March 3, 2025 

Subject Fonnal Complaint Regarding Workplace Discrimination, Harassment, and 
Unfair Treatment 

DearTaml, 

Jam submitting this fonnal complaint regarding ongoing issues within the Facilities 
Maintenance Department at Washoe County School District. The purpose of this 
complaint is to document and seek resolution for workplace discrimination, harassment, 
and unfair trea-trnent that r have experienced and witnessed. 

1. Hostile Work Environment and Harassment (VIOiation of BP 9200 - Harassment 
and Discrimination Prohibited) 

I feel that I am being singled out and harassed by my supervisor, Charlie Heppe, who 
does not 'treat me equally compared to other employees. Examples of this treatment 
include but are not limited to: 

• Unfair Monitoring: Charlie closely watches and questions my actions, even 
scrutinizing my restroom breaks, while others are not subjected to the same 
oversight 

• Unequal Treatment of Breaks: I was reprimanded for taking an ear1y break to eat 
breakfast, while other employees freely eat or leave to pick up food without 
consequences, 

• Excessive Reporting Requirements: I am required to text Charlie whenever I will 
be late, then send him an email when I arrive at work, while no other employee in 
the office is asked to do the same. 

• Compensatory Time Disparity: other employees, such as Michelle Spiropoulos, 
are granted comp time when working extra hours, but I am denfed the same 
consideration when I arrive early for work-related tasks. 

2. Lack of Professional Development Opportunities (Violation of BP 9215 -
Creating and Maintaining a Positive Culture and Climate) 

I have repeatedly requested to take a Microsoft Access course to improve efficiency 
within the department, yet my requests have been denied despite available funding. 
Denying trar ning opportunities prevents professional growth and hampers department 
operations. 



Subject: Formal Complaint Regarding Workplace Discrimination, Harassment, and 
Unfair Treatment Page 2 

3. Lack of Recognition and Exclusion from Decision-Making (Violation of BP 6000 
- Shared Decision Making & BP 9215 - Employee Engagement) 

Despite regularly assisting in editing official department communications and offering 
process improvement suggestions, my feedback is ignored. Additionally, there is a 
significant lack of communication within the department, leaving employees unaware of 
district lnitiathles and strategic goals unless they independently seek out information. 

4. Retaliation and Suppression of Reclassification Request (Violation of BP 9215 -
Valuing Diversity and Promoting Equity) 

I have been attempting to request a reclassffication of my position to better align with 
my actual job responsibilities. My supervisor has deliberately obstructed this process by 
refusing to submit the necessary request to Human Resources, despite my efforts to 
streamline the process for him. 

Requested Actions: 

To ensure a fair and professional work enviror-1ment, I respectfully request the following 
actions be taken: 

• An investigation into my allegations of harassment and unfair treatment by 
Chartie Hoppe, including interviews with other employees who can corroborate 
my claims. 

• Equal application of break policies and reporting requirements for all employees. 
• Approval of my professional development request to attend a Microsoft Access 

training course. 
• An independent review af my job duties and reclassification request to ensure fair 

consideration without supervisor interference. 

I request that this complaint be handled confidentially to the extent possible and that I 
be protected from any retaliation for bringing these issues to your attention. I appreciate 
your time in reviewing my concerns and look forward to your response on how these 
matters will be addressed. 

Dlsgruntled, 

~=~ 
Administrative Secretary 
Facilities Maintenance Department 
Washoe County School District 



Administrative Fonn LEG-F122 
STAFF/ JOB APPUCANT COMPLAINT FORM 
REGARDING WORKPLACE DISCRIMINATION 

The washoe County School District ("District" or "WCSDj has developed this Staff/Job Appllcant complaint Farm and Staff 
Complaint P~ for the prompt and equitable response to cximplaints from District staff or job applicants regarding 
allegations that the District or other staff member failed or refused to hire or discharged any person, or otherwrse 
discriminated against any person with respect l'O the person's compensation, terms, conditions, or prMleges of 
employment because of the person's age, disability, equal pay, genetic lnfonnatlon, gender identity or expression, national 
origin, pregnancy, race, reriglon, retaliation, se:, sexual harassment or sexual orientation in oompllance with WCSD Board 
Policy 4111, Equal Opportunity in Employment, Board Policy 9200, Discrimination and Harassment Prohibited, and 
Admfnlsbative RegulaHon 4425, staff Complaint Process. The complaint precess shall remain confidential to the fullest 
extent allowed by law. 

complainant Information 

Name: 
Shannon L Hammond 
Address: City State ZIP 

2331 Melody Lane Reno NV 89512 
Homa1ce11 Phone: Werk Phone: 

I 
Emal!: 

775-233-5238 1775-851~73 shannon.hammond@washoescttoots.net 
S<tlool or Wort< l..t>callon/Depent I OCCupation: 

Facffitles Maintenance Administrative secretary 

This complaint alleges Discrimination on the basis of (check au that apply): 

D Age O Disability O Genetic Infomlatlon __ . D Gender Ide[ltily or Expres'Sion I v'!Equal Pay 

BNational Origin D Pregnancy DRace ~ion DRetauation Osex 

Sexual Harassment OSexual Orientation 

subject of Complaint: 
Name: 

Charlie Hoppe 
Occupation (if~t-

Director 
&:Im or Work Loc8Uon/Department (IT IUIOW!l): 

WCSD Facilities Maintenance & Housekeeping 

Complaint: 

lndd&,it(s) occwreJi er began on or about (date); I Tlme of Occummce (appn)Xirr,81!1 is a"'f'APlehlA): 
10/4/2023 7:30 am to 4:30 pm 
Place <:A Oa:urrence (desa!p11on ot area or address). Example: "RoDm ~. Anytawn ~ School): 

Washoe County School Dlstrtct's Huffaker Maintenance Center 
Time and Place that you adclressed compla!nt with supermor, or reason for ncit addrNaing complalntwllh tM.lperviSor: 
I.D.P. Meeting on 9/24124. Recently, he is aware that I want a raise thereftlre change my job title to Executive Assistant 
I prepared the email for him to send to HR Representative but he won't forward it to request reclassiflcatiol1. 

Oeecripllon of Incident (Pltiaaa lllfllCI\ acklllonal lnbmation aa neceseery.): 
DIScrlmlnatlon specffica11y against Socio-Economic S1atl.ls. He treats me like a slave girt and babysits me. Meanwhile, 
over in Maintenance Department, there are no controls over the staff. Two times when I have worn a baseball cap Into 
the office, he feels that It violates dress~ but the Technicians are free to wear hats all day long. Michelle S. can come 
and go as she wishes and gets 'comp' time despite 1he fact that she Is a salaried employee. On 1/24, I came in early and 
Charlie arrivt:d at 1he same time however he isn't reeognlzir,g this as overtime/comp time because 'it doesn't count If you 
come In early' only If I stay late. I went to the breakroom to toast Pop Tarts and Charlie considered that to be my 'break' 
period but everyone else is free to eat whenever1hey want. He Is obstructing my attempts to rec:lasslfy my position. 

Please attach any and aD related doaunents you belleve are material and relevant to support your complaint alfegations. 

vl, 5/25/2018 

I 



Possible Witnesses: 
~ 

Michelle Spiropoulos 
Schoo! or Work Location/Depl!utment {If known): 

Administrative Form LEG-F122 
Staff Complaint Form - Workplace Discrimination 

Page 2 Of 2 

I Contact Jrtormrion (lf known): 
851-6701 msplropoulos@washo&Schools.net 

WCSD Faeilltles Maintenance & Housekeeping I Occupallon (H' know11): 
Assistant Director of Housekeeping 

lrttnrmmn wttriess mav haw: 
IDP Meeting on 9/24/24 In whlcn I verbalized that I felt discriminated against. MS knows that I am requesting a 
reclassification. MS was also present on 1/23 when I came In eeriy but CH not authorlzing comp time but he does for MS 

Name: Contact lnforma1ion (If lcmw'I): 
Rich Young 851.-5665 rieh.young@wash096chools.net 
&hool or Wort< L.ocallon/Oepilnt (rf known): 

WCSD Fadllfies Maintenance 
OccupetiOn (iflcnown): 

Drafting Assistant 

r11e s oontrol !low me I leave my 
desk and moottor my time coming and going from ihe office. Rleh Is aware that CH clocks me but nobody else. 

Name: Contsct lnfo,matlon [rfknoWn): 
Mlche!e Forshey 851-5690 mlchele.forshey@washoeschools.ne1 
SchoOI ot Work Loeallon/De,:Jal1ment (If known): 

WCSD Facilities Maintenance 
OCCllpelion (iflmown): 

Administrative Secretary 

mydesk. 

Name: Contact Jnfonnadori (if knoWn): 
Brandon Twait j851-6674 brandon.twalt@washoesehools.net 
SChool or Work LocalfonJDeper1ment (If known): 00cupetion {lf lcna1m}: 

WCSD Facilities Maintenance Systems Administrator 

Name: Contact 1mm1atton [If J<ncwn): 
Nie Olivas 851-851-6751 nofivas@washOeschools.net 

n/Depar(m&nt (If knovm): OCOOpalion frf known): 
WCSD HMC Equi ment Repair Equipment Repair Supervisor 

v1 eo cameras aroun 
from work. Charlie doesn't do this for any other employees. 

5. ~~\0~ 
S"~nature of Complainant Date 1 

**"'To Be Completed by Department of Labor Relations"'** 

Date Received: 

Assigned To: __________________ _ _ _______ _ 

vl, 9/21/2017 

I 
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Hammond, Shannon L 

From: 
Sent 
To: 
Cc: 
Subject: 
Attachments: 

Tami, 

Hammond, Shannon L 
Tuesday, March 11, 2025 10:27 AM 
Zimmerman, Tami 
Hoppe, Charlie; Reed, Deshawn 
Job Duties Compared 
Job Duties side•by-side.pdf 

I took the time to compare each job description and put the duties side-by-side so it 

is easier to see the differences. It is attached for your convenience. 

I've been providing administrative support for 35 years, so I know that the duties 

that I am performing right now are as an Executive Assistant. The fact that Charlie is 

a Director, and I work exclusively for him to perform specialized tasks means that 

this rs an executive level support position. Since my predecessors had the title of 

Administrative Secretary means that this job has been incorrectly classified to begin 

with. This is evidenced by the job description for an Administrative Secretary: 

• assigned to support the principal of a high school. 

• school secretary, the incumbent serves as liaison between the principal and 

staff, students and the public; 

• register new students and transfers and input information in to computerized 

register; 

• maintains school budget records including setting up ledger of accounts; 

maintains school checking account; 

• performs minor first aid in the absence of a school nurse and/or clinical aide 

and may be called upon to assist students who have missed a bus or require 

attention; and may supervise students who have been removed from class and 

are detained in the office. 

1 



Not only should the title for this position be changed to Executive Assistant but the 

pay for being a Grade 23 should be retroactive from the day that I started working 

for Charlie. 

A common remedy for wage violations is an order that the employer make up the difference between 

paid and the amount he or she sho-u td have been paid. The amou ot of this sum is often referred to as 1 

Has an occupational study ever been performed for this position? 

lifl ~ shoe County ~ 'saoo1Dhtrf<t 

Shannon Hammond~ Administrative Secretary 
Facilities Maintenance Department 
Office: 775-851-5673 
shannon.hammond@washoeschoots.net 

WYCJi,washoeschools.net 

ONOO 
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JOB DUTIES SIDE-BY-SIDE 

Adminlstratl\le Secretary Grade 21 
ltJDder general dlred!on. • - - -

fo:.xec:utrve ... ss,stant ·rade 23 
-~~oii -•-- -

/~ dillieull and highly re&J)OllSl'blc secretarial work , perlorms hlgt:lly retp,0l1$1ble. and complex secretmial worl.:-­
jrequiting the frequent 12erd.5e ofiruiependtntjudgmenttn 
8pplying IJIJd intuprmng em\!~ departmental policies and pro«tlute&, 

maintaining the secretarlal/ clerial function, 811d ,,cti;_,;oo 

r~~r.queut~e:rcise ofinde;,ende-ntjudgmentln • . __ 
j applying and Interpreting Di:;trict or department poll~ regulations and 

_) pro~= 
;May act ~ a lelld pel'$OII l!Qd supeiwe othl!I" ciericnl/$ecretarial employees 

mafarvnlt. ~ent er school omce._ 
Incumllent performs related work u r"'llllred. 

l 
~-~ihe !1-'PJ'!'!! fi=tions of tllll ~ani2£ti~nril e:lllty: •• 1· 

~~~ pc:r:!Qnns reJat~ WO~ a:, required. _ _ 
, The d\!tie3 811d respo1111ibilitie3 of the dQSS reflectkncwledge ofthl! overall I 
Disukt ~ ' 

The Administrative Se<!rewy olus differs from the Adminisltative Assi9tant in 
that the latw Is typically aui~ to support the principal of 8 high $dt<)cl. 

I
I 

~ dulies and.reSjlOJl$il;ilili~ require the ~mbent to pro«SS Information r·-- ~. - . 
!:11-t is h!ghlr, oellSltive and ctmlidential. _ ___ _ 

- ----~· mu&! be wen~ M Dlslrlet actMl!es Bild be able to comrnunirate-the 

·wh!c:h reqmm dl~Mt!on ;,rs;;~ funciiON far .a nmnber af 
d4partrnenl5 and programs. 
Toa poeltlon reqmm,, clll'ellll COOl"dlnal!<lll cf actlvi!!es, 
a considerable amount ol'pcll::y lnterprebrtion, and d mi anding public ~•ntact. 

1
of a major ~onal 1lJ1!C or depiillllellt. 

: Ineumbents mun be J<nowl~e of all clulieg for which the supervisor is 
'responsible 
ll1Wl1: be alie I() ll5sist mid relieve lrim/lmr of._ v ariely o! adtninlstrat!ve and 
elcrialdetalb.. 
interprets policies, procedures. roles .;;;c1 regulalialls tot tho p~ie. oiifce·d 
HlldDu.tricl!!l!J'!Oyee&; . --·- ·- • 
"" school ........ ta:ry, the inrurnbent serve:t sa llalsan between the principal ...,.i ' 

staff, students and the publlc: J 
I Perfarrm a variety of complex ,e;;etmiai,&rlcal ad~ve ~ ... 
of the ofl!ce: 
ma!ntaim celendBJ and schedules ~pomtments, meetings, mid c~~ 
ln,.ay supervise and/er make asslgnmco15 to subordln~te clericalsWr. 

prepares and processes ptm;hB,e orderll and payroU intomw!on; 

I maintams Dmmcial and statistical ~on:- -- -

~ 1ay register new students and~ and Input inf'mm11tion int<, -- •• -- • • 

I computerized registi:r: 

1!7': l:o':;. Z :;:::;:~enis for !IOOluacy mid l:o~etenw 

land R$0ll'e$ emllllc;:an:::d= omlsslons==-=-; - ----
. refers loqullies to !he appropnate individn~a,.,ti,,,on;,,,·'-------­
pre)lar& highly important administrative docwnents, material, or pipm; 

screeu and route$ telephone calls, vwtars, con-espondence, roport:J and 
bulletins; 
JUSW'ebe5 and pupares repol18 ofa dlversilled nawre; -

prep ate-' and processes pur-cha!e ol'den-and mo nll01'3 expenditures agaiNt the 
~_e.L_ -- ---- -----------! 
:£.ll!ai;lzes ~ maintains file$; 

:may ~!ly prepare :repl!es and follow up on ~e ""i:erresponde:nce: 

!'cur {4) y~ of responirible ..,aetllrUI! cxpe,imc,r, partlculmly In an ~in~ 1ba1 , 
required a 11.arieq of dlllii:wL comp!ex ..., erntarial responSJ.'bilities. • 
may_!Ok• and ttllnSCribe complex dk~uon; . -.-... -_--_ 
rec<><ds and 1'7"1'"""' minutes of wric,us !IWla&einent moeting& and 
etm.ren,nces; 
relieve, unii or department sup•n-lsor of ~e office or tedwical d etalu; 
m,,lnmru, s~ol budset ~~ ~ sdtingup JedF of acco~ts: 

:~ andLcir Policy nfthe District a& reguir-ed. _ __ __ 
A high degree offmniliarity with District policy, reg,.,laliOll• &nd operation ' 
proc,eclutes i$ required. 
The complex: progr,111l actM!ies caver i bread ramge of responslb!lity 

I - - ... . -· . -· . 
/mWJ)rets ~ District policy end regulation, for employees and th~ 
!general public. 
Serves 8ll a primary ~eepersooto arl:rnirrlstntivc and non-adminiitralive 
employe,,; ln areas of the dMslon's respomlblllty. 
perlbnns the se=terlal admini$1:r~ticsofiiie -r-11on 

[?lendar malnte!wlce ~assq;_n~dmini£tra~s"'}.,__ __ _ 
;ma>.'.~ lllld man ,ubonlinate clerical empt_'!)'~- ·--- j 
•~duds res.....-d! 811d. ptepares report.I or div~ na!l_ll'a __ ____ ' 
rel.a!ing t<> administrative probl~ dedslcn-maklng and p01icy 
matteJ"S. 
-18 and advisell d~yj""i;dJninislrative 51aff b, all matt.,-. related tothe 
ope-1atton o! !he deparonent. 
mer$ Inquiries tn !he 11ppropriate [n dividual or department 

rese=heii ,md ~I= amp]ifyini Wonnationwbere n,i~ 

uamilles forms, repcrt3, files or other dol:umf:llt8 for 6CCUl'&cy and 
~d resolves l!TIO!ll and omlssioni; • 

~ and ~ the timely con,pletio·n of department reports lllld 
ectlvit!Cll -----------
msy penonaJJy rettard!. beckground infom111tion, st8bstlc:al diWI and other 
ln!ormatian. 
I prepmeli purchase oroeias, dBimt and payrolls 

• end ma1ntafns finsndal and sun!stlcal records. __J 
hlgiiiy pr~ent In-~ applications in Microsoft Olli<:& Including ! 
i OWloolc. Word, ~el, P=Potnt. in adclltian tc being all le work wilh 
i~mputerizeda~ounting ~-______ _ 

I 
.AVe (') yem:s ot=sponslbic and carnple.: ~leriail Wtllk involving III lei:it twO i 
(1)years of office ~ ~ollSlbility. 

)obt•lo...._,,.. ....... 



JOB DUTIES SIDE-BY-SIDE 

Administratlw Secretary Grade 21 
~scbaol~~--,-- -~-

,awtillbudg~-- - ·---­
l~materuJ.and ~e11 ~.!.~=far~ 
mainlllms an in....ntory of eqwpmenl and supplies; 

'.°pemJJm.S minoc fiiii"idd in tho absence llf'aacbc,----ol=-mne--and/or clinical aide 
and 

-iiY be Clllled upon to mst sbidents who have missed a bus orrequhe 
attention; 

IJIIIY ~ smdenlB whg have b11e11removad fi'omdlllaand are dell!!ned lD i 
'the offir:e. 

ljdyCfllpnl§W1:IMce; -- • --~ 
1Any comblnalfon cf educaJicm and experieiice that wouJd liJcdy ~~ ~ 
,required ~ge and Ekills ta qualifying; A typical --rto olrtaia the 
!lmowledie and llkllls would be: 

secrewfa! science, buslnta,. a«ounting. er otba- rdawl or=; i
Equlvalent io ;higb.:.moo1 dlplc--ome,--supp--,lemen--1e- d=-wlth--,-,--~- ht 

K:nowiedee of; -·-. - - - - ---. 

em ollloo pnctli,es Md procedures; 
-~-grmma:r.-spelllng. vocabul

7
11I)'- and-:--:sin,ple- - uullhenls:tk:al ~ 

Icomputatkmsi - ---- -
:letter and memonmdum composition: 

!~ --- -- --
bud~andbookb~ .,.--,-- - . 
llnancilll and mlisllczt record keepme methods. 

~- ------
Worlcingwilh minJmBJ supe?Vlslon; 

woildng COOperalively witl, people; 7 
communiwingwJth d!ven,e ~~ . . I 

i:
--~= ·-- -----~ 
~!!GetaJ1111d ~p_rccedllns 

l!Jlllblg and ~ work effeCllvely; 

. .-:t!!!,8andirm,rpT,,m,g C011l?lexm-i.ala,(I w:ri!tcnlNtntctio:ns; ~ 
:!!!!l~&.~e. C0116dm&I ~ 
~aei,!ying be!;i~ ~ ~ .. 

:~l!llingprtgrities; ------- - --- - --
• bein( attenlive to dWil; 

~g~~lllld. 
IWOl'ldng with ____::_m fntemlp!!_~ -

--------

-txoc\Jtive .(l.ss1stant erade 2~ 

~-

Any combinalim\ cl educmlon and expc:rienciiiiat would ·l&ely provlda tha 
knowledge and skilJ3 ~ qua.lllylng. 

; !qulvalentto a liistildlaot diploma. ~ in b~ admlnbtratlon. I 
.!_ICCQWulng. 5lalistks, Of othe!_!_!l_l_!_~ fi~ !s ~ 
Kuowledpq ot _ 

~:~~~°: __ 
~ . ---

~IKldb~--:----:c:----:-- . _ __ 
Legal. linlmdaL slalutical and reccrd-lreeplng ltlethods &S$0dated with me 
department. 
'm..at.. ·---,------
w~~entl~ wllli:ll'linim.ol~!ion. _-__ 
tmblisbing find m&inllliaing ea'ectivc professional Te!allonslll_ps. workins 
11td ccmmumcating etredl.-elz~ Dim.ct pencmn~ an~ ~~c. 
"provldfn11 ea:ellem <:mtomerl8I\llcewllh diverse~ 

~~- . -
~ ~!iii!!, confidential inl'ormat:icm. 

rmiln.g ditlicul1 clerlcal wont ac.:urat,ly osliiglndependentjudgment,. 

1!"9wwkorthedepa?lmeni ~--- _ -~-
~~Ol"_a_!an~ wrilteoinstr\lalons. _ ___ __ 
maintainl!lg ~ confido:mial _!nformalion. 
;~.English ~ al'l!lxm_g:ba,i<; ~mmalical_~r. ____ _ 
Settmaprioritlet. plamil!!i.!!!d ~ wodr.. ____ _ 

--- --- - -------------1 

)obtlt!o~Jobdotloo 
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Hammond, Shannon L 

From: 
sent: 
To: 
Cc: 
Subjed: 

Shannon, 

Zimmerman, Tami 
Monday, March 24, 2025 11:17 AM 
Hammond, Shannon L 
Hoppe, Charlie; Reed, Deshawn; Schum, Kate; Spotts, Anthony 
RE: Shannon Hammond Reclass Request 

Based on my review the duties you are performing fall within your current classfflcation as an Administrative 
Secretary, so no reclassification is warranted. 

Washoe- Counry 
SchoolDatrlct 

Tami Zimmerman 
Chief Facilities Management Officer 

WCSD - Facilities Management Department 
Office: 775-789-3838 
Mobile: 775-354-9482 

-§ CiJ ~ 

From: Hammond, Shannon L <Shannon.Hammond@WashoeSchools.net> 
Sent: Friday, March 14, 2025 3:31 PM 
To: Zimmerman, Tami <TZimmerman@washoeschools.net> 

Cc: Hoppe, Charlie <CHoppe@washoeschools.net>; Reed, Deshawn <D0Reed@washoeschools.net>; Schum, Kate 
<KSchum@WashoeSchools.net>; Spotts, Anthony <ASpotts@WashoeSchools.net> 
Subject: Shannon Hammond Reclass Request 

Tami, 

We are not discussing my current position; the reclassification is for an Executive 

Assistant position. I have highlighted the job description with the duties that I 

perform in relation to the EXECUTIVE ASSISTANT position. I think the more 

important question to ask is "what don't I do for Charlie?" 

This Administrative Secretary job description isn't applicable to this job because I 

don't work at a school which is the significant difference. 
1 



Administrative Secretary Job Duties 
maintaining the secretarial/clerical functions and activities of a major unit, department or schc 
The Administrative Secretary class differs from the Administrative Assistant in that the latter i~ 

of a hilh school. 
which requires the coordination of secretarial functions for a number of departments and pre 

as school secretary, the incumbent serves as liaison between the principal and staff., stude 
maintains school buqet records Including settin1 up ledger of accounts; 

maintains school diecldnc account; 

perfonns minor first aid in the absence of a school nurse and/or clinical aide and 
may be called upon to assist students who have missed II bus or require attention; 
may supervise students who have been removed from class and are detained in the office. 

Washoe County 
School Ohtrict 

Shannon Hammond 

Facilities Maintenance 

851-5673 

Shannon.Hammond@WashoeSchools.Net 

From: Zimmerman, Tami <TZimmerman@washoeschools.net> 
Sent: Tuesday, March 11, 2025 11:56 AM 
To: Hammond, Shannon 1s.ne > 
Cc: Hoppe, Charlie <C , wn <D0Reed@washoeschools.net>; Schum, Kate 
<KSchum@WashoeSc . , , AS WashoeSchools.n t> 
Subject: Shannon Hammond Reclass Request 

Shannon, 

Thank you for providing the side-by-side comparison. l'Ve also included my highlighted Administrative Secretary 
job description with the highlighted items. After review I believe based on our meeting and the side-by-side job 
duties you've provided as well as the highlighted items on the Admin Secretary job description that the duties you 
are currently performing are covered under the current job description of Administrative Secretary. With that, I 
won't be signing the reclassification form to move this request forward. 

While I know this is not what you'd like to hear, I hope you know I appreciate your work in our department. 

Sincerely, 

2 



Washoe Coanry 
School District 

Tami Zimme, .. ,an 
Chief Facilities Management Officer 

WCSD - Facilities Management Department 
Office: 775-789-3838 
Mobile: 775-354-9482 

- et e ~ • 

From: Hammond, Shannon l <Shannon.Hammond@WashoeSchools.net> 
Sent: Tuesday, March 11, 202510:27 AM 
To: Zimmerman, Tami <TZimmerman@washoeschools.net> 
Cc: Hoppe, Charlie <CHoppe@washoeschools.net>; Reed, DeShawn <DOReed@washoeschools.net> 
Subject: Job Duties Compared 

Tami, 

I took the time to compare each job description and put the duties side-by-side so it 

is easier to see the differences. It is attached for your convenience. 

I've been providing administrative support for 35 years, so I know that the duties 

that I am performing right now are as an Executive Assistant. The fact that Charlie is 

a Director, and I work exclusively for him to perform specialized tasks means that 

this is an executive level support position. Since my predecessors had the title of 

Administrative Secretary means that this job has been incorrectly classified to begin 

with. This is evidenced by the job description for an Administrative Secretary: 

• assigned to support the principal of a high school. 

• school secretary, the incumbent serves as liaison between the principal and 

staff, students and the public; 

• register new students and transfers and input information in to computerized 

register; 

• maintains school budget records including setting up ledger of accounts; 

maintains school checking account; 

3 



. ., 

' • performs minor first aid in the absence of a school nurse and/or clinical aide 

and may be called upon to assist students who have missed a bus or require 

attention; and may supervise students who have been removed from class and 

are detained in the office. 

Not only should the title for this position be changed to Executive Assistant but the 

pay for being a Grade 23 should be retroactive from the day that I started working 

for Charlie. 

A common remedy for wage violations is an order that the employer make up the difference between 

paid and the amount he or she shoulu have been paid. The amount of th is sum is -often referred to as r 

Has an occupational study ever been performed for this position? 

l~fl ~shoe County ~ ._District 

Shannon Hammond - Administrative Secretary 
Faciltties Maintenance Department 
Office: 775~851-5673 
shannon hammond@washoeschools.net 

www.washoesroools.net 

O<NOO 

4 
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Hammond, Shannon L 

From: 
Sent: 
To: 
Subject: 

WESP Info <wesp.info@nsea-nv.org> 
Tuesday, March 18, 2025 10:07 AM 
Hammond, Shannon L 
[EXTERNAL] Re: Webform submission from: Washoe Education Support Professionals 

You don't often get email from wesp.info@nsea-nv.org. Learn why thjs is imp.m:tant 

fl! External Email: This email originated outside of WCSD. Please exercise caution. Do not click links or 
open attachments unless you recognize the sender and know the content is safe. 

Shannon, 

I would suggest you contact HR directly to get the form. 
Talk to the person who in charge of the secretaries as they may have a suggestion. 

WESP/NSEA 
(Please note-The officers volunteer their time for WESP and work fu/J-tlme with WCSD) 
Phone:775-398-1320 
Email: wesp.info@nsea-nv.org 
(WESP, the exclusive bargaining agent and an affiliate of NSEA/NEA) 
nsea-nv.org/WESP 

~ ESP 
.... ~MIQ'f~ 

From: Nevada State Education Association <alexander.marks@nsea-nv.org> 
Sent: Monday, March 17, 20251:14 PM 
To: WESP Info <wesp.info@nsea-nv.org> 
Subject: Webform submission from: Washoe Education Support Professionals 

Submitted on Mon. 03/17/2025-16:14 Submitted by: Anonymous Submitted values are: *First Name* 
Shannon *Last Name* Hammond *Email Address* shannon.hammond@washoeschools.net [1] 
*Questions/Comments?* I've requested a reclassification of my current position title of Administrative 
Secretary. It has to be initiated from my boss and he won't send the email. The Deputy Chief of the 
Department has already denied my reclassification request and r haven't even received or completed the 
form. What do I do now? How can I get a copy of this form so that I can submit itto HR for an 
occupational study to be performed because my position provides Executive Level support and I should 
be compensated for it. [1] mailto:shannon.hammond@washoeschools.net 

1 



Exhibit Cover Page 

EXHIBIT NUMBER r 



Hammond, Shannon L 

From: 
Sent 
To: 
Subject 

Ladies, 

Hammond, Shannon l 
Tuesday, April 8, 2025 9:52 AM 
Reed, DeShawn; Schum, Kate 
Request for Classification Review - Outdated Job Description 

I hope this message finds you well. 

I'm writing to formally request a classification review of my current position, 

Administrative Secretary, within the Facilities Maintenance Department. 

The job description assigned to this rofe was originally implemented in 1987 and 

includes tasks such as "take and transcribe dictation." I'm not sure if we have one of 

those buried in storage somewhere, but I can confidently say that I haven't seen a 

Dictaphone in over a decade. This outdated language alone reflects how far 

removed the current classification is from the work I actually perform today. 

Currently, my responsibilities include: 

• Compiling and summarizing monthly budget reports and generating spending 

trend graphs, 

• Creating and maintaining a contract tracking Gantt chart for departmental use, 

• Managing an Excel-based purchase order tracking system that calculates 

remaining balances in real time, 

• Providing data-driven summaries for management to assist with planning and 

compliance. 

To better reflect the actual scope and technical nature of this work, I drafted a 

proposed job description titled "Administrative and Budget Techriician11 and 

1 



provided it to my supervisor, Charlie Hoppe, Director of Facilities Maintenance. 

However, he has not initiated my reclassification request; which is why I am now 

reaching out directly. 

Given the clear mismatch between my actual duties and the decades-old 

classification, I respectfully request that HR initiate a desk audit or formal 

occupational review. The current role no longer aligns with the Department of Labor' 

s Standard Occupational Classification (SOC) system and continued use of such an 

outdated description may create risks in terms of FLSA and EEOC compliance. 

Please advise me on the appropriate next steps or forms to begin this process. I'm 

happy to provide supporting documentation, the draft job description, or a 

breakdown of duties as needed. 

Thank you for your time and attention - I truly appreciate your help in ensuring this 

role reflects the work being done today, not 1987. 

~~fl ~ shoe County 'C.-{/ _1Smoal District 

Shannon Hammond -Administrative Secretary 
Facilities Maintenance Department 
Office: 775-851-5673 
s hannon.ha mmond@washoeschools net 

www.washoeKhooJs.net 

ONOO 

2 
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WASHOE COUNTY SCHOOL DISTRICT 
TIME AND ATTENDANCE Rl!PORT 

~ -A -

Locationflocation # FACILITIES MANAGEMENT #054 
Employee Name/Employee 1.0. # Martin Sheri I E00IM0237 
Position Description {T Admln. Secretary.J) 
Position Code/Scheduled Hours/Pay Class PM I 8 I 400 
Pay Period 7/3112021 I through 8/1312021 

Please note: 

!/4hr"'"25 

1/2tw=.50 

3/4hr-.75 

Absenc:e Absenw Absence 
Hour Absence Hour Absence Hour hf Absence 

Dita #of hours c:Dde #of hours Hour code #of hours code Date #of hours How-c:ode # of hours code hours Hourt0de 

1 16 

2 17 

3 18 

4 19 

5 20 

6 21 

1 22 

8 23 

g 24 

10 2 101 25 

11 8 117 26 

12 5 117 3 110 27 

13 8 110 28 

14 29 

1S 30 

31 

Totals 23 3 0 0 0 0 

I 26 I 
~ rovals: Creynolds 

Notw. 

Prepared By 

Administrative Approval Employee signature 

Required Only If a Dedudloti From pay /J Made 



WASHOE COUNTY SCHOOL DISTRICT 
TIME AND ATTENDANCE REPORT I CLASSIFIED 

• * Type, Print or Affix Label • • 

Location/Location# 
Employee Name/Employee I.D. # 
Position Description 
Position Code/Scheduled Hours/Pay Class 
Pay Period 

Plant Facilities 
Martin, Sheri L 

r Administrative Secretary I 7-) 

PM 80 400 
9-Jun-18 throuqh 

Please Record nLeaven Information Only for Non-Hourly Employees 
(1) (2) (3) (4) (5) 

#of Hour #of Hour #of Hour l Date 

#of Hour #of 

Date Hours Code Hours Code Hours Code Hours Codit Hours 

1 16 

2 17 

3 18 

4 19 

5 20 

6 21 

7 22 

8 23 

9 24 

10 25 

11 26 

12 27 

13 o.so 101 28 

14 29 

15 30 

31 

Totals 0.50 0.00 0.00 0.00 o.oo 

Total Hours This Period (Columns (1)+(2)+(3)+(4)+(5)+(6}): I o.so 1 
Approvals: 

Sheri Martin Notes: 
Prepared By 

IE00040237 

I 
I22-Jun-18 

Hour 

Code 

Administrative Approval Employee Signature 

(6) 

#of 

Hours 

0.00 

101 sick Required Only If A Deduction From Pay is Made 
107 family sick 
110 personal business 
117 vacation 

I 

Hour 

Code 
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iif . !/ Facilities Maintenance & Housekeeping Department 
:f:' 7495 S. Virginia St Aeno NV •: 775.851.5696 

April 2, 2025 

Shannon Hammond - HAND DELIVERED 
2331 Melody Court 
Reno, NV 89512 

RE: Notice of Investigatory/Due Process Meeting and Right to Representation 

Dear Ms. Hammond: 

You are directed to meet with me for a Investigatory Due Prooess meeting on April 4, 2025 at 3:00 pm. 
The meeting will take place at Huffaker Operations Center in the south conference room. In attendance 
at the meeting with you and me will be Scott Weiby, FM Assist Director Maintenance. 

The purpose of this meeting is to discuss allegations of your behavior that, if found to be true. may 
amount to finding you are in violation of the following; 

Administration Regulation 4219 (attached), specifically, 

i. Inadequate or deficient work perfom,ance. 
ii. Insubordination. 
iii. Failure to follow the policies, regulations, procedures, rules, instructions, directions of the 

District and terms of the respective negotiated Agreements. 
ix. Conduct on or off the job which adversely affects job performance or which adversely 

reflects on the District and its mission of education. 
'Y:-1. Gross Misconduct includes any act or omission that is in wanton, willfUI, reckless or 

deliberate disregard of the interests of a school or school district or a pupil thereof and 
xvi. Neglect of Duty; as well as 

AdministratiVe Regulation 1332 (Alcohol, Tobacoo and Controlled Subs1ances Prohibited), 
specifically section 2(c) 

The allegations are regarding an incident that occurred between March 7, 2025 and April 1, 2025 and 
consist of the following 

It is alleged that on Friday, March 7, 2025 you were witnessed sitting on the stoop outside the Equipment 
Repair Shop smoking a cigarette on District property at approximately 3:04 pm. 

It is further alleged on April 1, 2025, you send an email out to the Facilities Management Staff email group 
at 8:30am regarding another employee being late with your e-mail signature signed "Grudgingly" 

At the meeting, you will have the opportunity to respond to all allegations listed above. You are also 
advised that this is an administrative investigation and you will be required to respond to all allegations, 
and failure to do so may constitute insubordination. 

Be advised that if the allegations are found to be true, you may face disciplinary action, which can be 
anything from a written warning, written reprimand, suspension without pay, demotion, up to termination. 
Be further advised, that you have the right to have a representative of the Washoe Education Support 
Professionals/Nevada State Education Association (WESP/NSEA) present with you at the meeting. In 
the event you choose not to have a WESP/NSEA representative with you at this meeting, you may have 
legal counsel or another person present with you instead. 



. ' . 
Facilities Maintenance & Housekeeping Department 

7495 S. Virgtnia St Reno NV 775.851.5696 

You are hereby further advised not to discuss this meeting or the allegations of potential misconduct with 
anyone except your 'v\lESP/NSEA representative or legal counsel. You are further directed not to contact 
anyone involved with this investigation (directly or indirectly) including employees of the WCSD, parents 
or students. Please feel free to contact me with any questions. 

The District has not reached a conclusion as to what, if any, discipline is appropriate, but will do so after it 
receives your response to the allegations. The potential disciplinary action that may be taken against you 
is based upon information as described above, which, if proved, may constitute a violation of 
Admtnistrative Regulation 4219. 

If legal counsel will represent you, you must inform me no later than 5:00 p.m. on (enter date one (1) day 
before meeting date). 

Since•J'Y, 
1 f.~ ~IL-' 

C~ rlie Hoppe , r vlf V 
Director of Maintenance & Housekeeping 

Attachment: VVCSD Adm in. Regs. 4219, 1332 

cc: Doug OWen, Chief Human Resources Officer 
Anthony Spotts, Lead Labor Relations Coordinator 
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~ Facilities Maintenance & Housek4H1Ping Oep~rtment 
~ 7◄9S S. Virginia ~t Reno NV 775.851.5696 

April 7, 2025 

Shannon Hammond - HAND DELIVERED 
2331 Melody Court 
Reno, NV 89512 

RE: REVISED Notice of Investigatory/Due Process Meeting and Right to Representation 

Dear Ms. Hammond; 

You are directed to meet with me for a Investigatory Due Process meeting on April 10, 2025 at 3:00 pm. 
The meeting will take place at Huffaker Operations Center in the south conference room. In atlendance 
at the meeting with you and me will be Scott Weiby, FM Assist Director Maintenance. 

The purpose of this meeting Is to discuss allegations of your behavior that, if found to be true, may 
amount to finding you are in violation of the following; 

Administration Regulation 4219 (attached), specifically, 

i. 
li 
iii. 

ix. 

--t xii. 
xv. 

xvi. 

Inadequate or deficient work performance. 
Insubordination. 
Failure to follow the policies, regulations, procedures, rules, il'lstructions, directions of ttia 
District and terms of the respective negotiated Agreements. 
Conduct on or off the job which adversely affects Job t:)erformance or which adversely 
reflects on the District and its mission of education. 
Unauthori:z:ed or excessive absences or tardiness, or the abuse of leave privileges. 
Gross Misconduct: includes any act or omission that is in wanton, willful, reckless or 
deliberate disregard of the interests of a school or school district or a pupil thereof and 
Neglect of Duty; as well as 

Administrative Regulation 1332 (Alcohol, Tobacco and Controlled Substances Prohibitedj, 
specifically section 2(c) 

The allegations are regarding an incident that occurred between March 7, 2025 and April 1, 2025 and 
consist of the following 

It Is alleged that on Friday, March 7, 2025 you were witnessed sitting on the stoop outside the Equipment 
Repair Shop smoking a cigarette on District property at approximately 3:04 pm. 

It is further alleged on April 1, 2025, you send an email out to the Facilities Management Staff email group 
at 8:30am regarding another employee being late with your e-mail signature signed uGrudgingly" 

It is also alleged on April 4, 2025, you texted me at 6: 30 am that "I have lots of personal bi? to take care 
of today, I have 1 Admin. Leave left. I've been unable to confirm with my attorney, so we have to 
reschedule (the) !OP hearing" You never responded to my question I noted in my text "Are you taking the 
day off as a personal day? It is alleged that on April 7, 2025 you submitted a ieave request to take 
Personal Leave for last Friday. 

At the meeting, you will have the opportunity to respond to all allegations listed above. You are also 
advised that this is an administrative investigation and you will be required to respond to an allegations, 
and failure to do so may constitute insubordination. 



Facilities Maintenance & Housekeeping Department --- 77S.851.5696 

Be advised that if the allegations are found to be true, you may face disciplinary action, which can be 
anything from a written waming, written reprimand, suspenston without pay, demotion. up to termination. 
Be further advised, that you have the right to have a representative of the Washoe Education Support 
Professionals/Nevada State Education Association (WESP/NSEA) present with you at the meeting. In 
the event you choose not to have a WESP/NSEA representative with you at this meeting, you may have 
legal counsel or another person present with you instead. 

You are hereby further advised not to discuss this meeting or the allegations of potential misconduct with 
anyone except your WESPJNSEA representative or legal counsel. You are further directed not to contact 
anyone involved with this investigation (directly or indirectly) including employees of the WCSO, parents 
or students. Please feel free to contact me with any questions. 

The Olstrict has not reached a conc:luslon as to what, if any, discipline is appropriate, but will do so after it 
receives your response to the allegations. The potential disciplinary action that may be taken against you 
is based upon information as described above, which, if proved, may constitute a violation of 
Administrative Regulation 4219. 

If legal counsel will represent you, you must inform me no later than 5:00 p.m. on (enter date one (1) day 
before meeting date). 

Sincerely, 

. Ii;' .• - /AL,.__,,., 
( I L~-·1

(.(-;,7'0~ 

Charlie Hoppe 
Director of Maintenance & Housekeeping 

Attachment WCSD Admin. Regs. 4219, 1332 

cc: Doug Owen. Chief Human Resources Officer 
Anthony Spotts, Lead Labor Relations Coordinator 



Administrative Regulation 4219 
EMPLOYEE DISOPUNE AND SEPARATION 

(NON-LICENSED EMPLOYEES) 

Responsible Office: Office of Human Resources 

PURPOSE 

This administrative regulation shall establish discipline and separation procedures for non­
licensed employees in the Washoe County School District {"District''). 

REGUI.ATION 

1. Discipline 

a. Employment with the District, except for those post-probationary Education 
Support Professional (ESP) employees covered by the current Agreement 
between the District and the Washoe Education Support Professionals / 
Nevada State Education Association (WESP/NSEA), the Washoe County 
School Police Officers Association (WCSPOA), Executive Assistants and 
Confidential employees, is at the will of the employee and the District. 
Accordingly, either the employee or the District can terminate the 
employment relationship at will, at any time, with or without cause or 
advance notice. 

b. For those post-probationary ESP employees who are covered by the 
Agreement between the District and the WESP/NSEA, WCSPOA, and 
Executive Assistants and Confidential employees, the District will adhere to 
the general principles of "progressive discipline# in matters which require 
disciplinary action. Such actions will range from verbal warnings, written 
warnings, reprimands, suspension without pay, demotion, or termination. 
In appropriate cases, the District may, in the exercise of its discretion, 
determine to impose a particular discipline or terminate employment 
without strictly adhering to progressive disdpl!ne. 

c. Employees may be disciplined for a variety of reasons. The general areas 
In which disciplinary actions may occur are Identified below. This must not 
be construed as a comprehensive, all-inclusive list. 

i. Inadequate or deficient work performance. 

ii. Insubordination. 

iii. Failure to follow the policies, regulations, procedures, rules, 
instructions, directions of the District and terms of the respective 
negotiated Agreements. 

iv. Theft. 



Administrative Regulation 4219 
Employee Discipline and Separation (Non-Licensed Employees) 

Pg 2 

v. Dishonesty. 

vi. Discourteous or rude treatment of the public, students or other 
District employees. 

vii. Verbalfy abusing, threatening or striking a member of the public, a 
student or a District employee. 

viii. Misuse or destruction of District property. 

ix. Conduct on or off the job whieh adversely affect job performance or 
which adversely reflects on the District and its mission of education. 

x. Physical or mental Incapacity which results in the inability to 
satisfactorily perform the assigned work of the position. 

xi. Conviction of a crime. 

xii. Unauthorized or excessive absences or tardiness, or the abuse of 
leave privileges. 

xiii. Possession, use, sale, distribution or being under the influence of or 
being Impaired by illegal drugs on controlled substances, possession, 
use, distribution of, or being under the Influence of or being impaired 
by alcohol during working hours; use of or being under the Influence 
of medically prescribed drugs which negatively affects ability to 
perform assigned duties; or failure to pass a required medic.al test 
for the presence of illegal drugs, controlled substances or alcohol. 

xiv. Immorality. 

x:v. Gross Misconduct: includes any act or omission that is in wanton, 
willful, reckless or deliberate disregard of the Interests of a school or 
school district or a pupil thereof. 

xvi. Neglect of Duty. 

xvii. An Intentional violation of NRS 388.497, Aversive Intervention 
prohibited, or 388.499, Physical restraint and mechanical restraint 
prohibited; exceptions; or 

xviii. An intentional failure to report a violation of NRS 388.135, Bullying 
and cyber-bullylng prohibited, as required by NRS 388.1351, if the 
employee witnessed the violation. 



Administrative Regulation 4219 
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2. Resignation (Including Retirement) 

a. General Resignation - Resignations by non-licensed personnel should be 
presented In writing to the Office of Human Resources, at least one (1) 
month prior to the date requested for separation. 

b. lf a resignation is submitted which is to take effect prior to the completlon 
of a work year, the Chief Human Resources Officer shall make the necessary 
arrangements for the payment of the salary due to the employee based on 
the actual time of employment as related to the total work year. 

DESIRED OUTCOMES 

L Through this regulation, the District seeks to be transparent in its disciplinary 
procedures related to staff and to comply with the provisions of both the 
negotiated agreements between the District and the employee associations, and 
with state laws and regulations. 

IMPLEMENTATION GUIDEUNES &. ASSOCIATED DOCUMENTS 

1. This administrative regulation reflects the goals of the District's Strategic Plan and 
aligns with the governing documents of the District, to indude: 

a. Board Polley 4119, Separation of Service. 

b. Administrative Regulation 4119.4, Grounds for Dismissal: Possession of a 
Weapon on School District Property 

c. Administrative Regulation 4214t Alcohol and Controlled Substance Testing 
(Employees Licensed to Operate a commercial Vehicle) 

2. This administrative regulation aligns with the Collective Bargaining Agreements of 
the employee associations; 

a. Washoe County School Police Officers' Assoclation (WCSPOA). 

b. Washoe Education Support Professionals (WE.SP) 

3. This administrative regulation compiles with Nevada Revised Statutes (NRS) and 
Nevada Administrative Code (NAC) and speclflcally: 

a. Chapter 288, Relations Between Governments and Public Employees 

REVIEW AND REPORnNG 



Administrative Regulation 4219 
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1. This administrative regulation shall be reviewed as part of the bl-annual review 
and reporting process, following each regular session of the Nevada 
Legislature. The Board of Trustees shall receive notification of any required 
changes to the guiding policy as well as an audit of the accompanying governing 
documents. 

2. Additional administrative regulations and/or other associated documents may be 
developed as necessary to implement and support this administrative regulation. 

RMSION HISTORY 

h Date I 
10/27/1992 1 I 7/14/1998 _ 

: 11/15/2012 I 

7/18/2016 ! 

Revision 

1.0 

2.0 

3.0 

3.1 

Modification 

Adopted 

Revisions 
Revtsed: format changes; align to changes to 
NRS for licensed em lo ees 4119 

: Revised: format changes; changes to NRS_J 
1 numberin ~- - - - ___ .....;....;;;~..c:...· .;..;..----------



Ad111lnlatratlve Regulation 1332 
Alcohol, Tobacco and Controlled SUNtanna 

Prohibited 

Responsible Office: Office of the General Counsel - PoJicy OeveJopment 

PURPOSE 

The Washoe County School District recognizes lts responsibility to promote the health, 
welfare and safety of students, faculty and staff, parents/guardians, and other visitors on 
District property and at school-sponsored activities. This administrative regulation 
establishes the District's procedure concerning the use and possession of alcohol, tobacco 
and controlled substances on District property and at any activity sponsored by the 
District. Such use indudes smokeless tobacco and "herbal" or "fake" chew products and 
any device which simulates smoking such as an electronic cigarette, cigar or pipe, 
personal vaporizer, e--hookah, or electronic nicotine delivery system. 

REGULAffON 

L Miscellaneous 

a. For the purposes of this document, District property indudes any building, 
owned or leased by the District, used for Instruction, administration, support 
services, maintenance, parking lots or storage; the grounds and 
surrounding buildings; bus stops; and all District-owned vehicles. 

b. This regulation applies to all faculty and staff, students, parents/guardians, 
volunteers and other visitors to District property or District-sponsored 
events. 

2. Tobacco, Smokeless Tobacco, E-Ogarettes 

a. Since the use of tobacco products has been ldentlfled as a major health 
problem in the United States, it is the intention of the Washoe county 
School District to be tobacco free. 

b. Nevada state law provides that the District may impose restrictions on the 
smoking, use, sale, distribution, marketing, display or promotion of tobacco 
or products made from tobacco on District property, buildings, facilities and 
vehicles of the District. 

l. Through this administrative regulation, that restriction is extended 
to the possession and use of smokeless tobacco products, to include 
"hP.rbal" or "fake" chew and any device which simulates smoking 
such as an electronic cigarette, cigar or pipe, personal vaporizer, e­
hookah, or electronic nicotine delivery system. 



DESIRED OUTCOMES 

Adminis1rative Regulation 1332 
Alcohol, Tobacco, Controlled Substances Prohibited 
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1. The Board of Trustees believes that education has a central role in establlshing 
patterns of behavior related to good health, The District is concerned about the 
health of all faculty and staff, students and other visitors to District property and 
activities. This regulation shall establish the procedure by which alcohol, tobacco 
and controlled substances shall be banned from District properties. 

2. Prevention programs in schools are most effective when supplemented by strong 
tobacco-free policies and when they are a part of broader school; community, and 
state efforts to reduce youth smoking. In light of this information, and to be 
consistent with school curriculum and federal and state law, it is the intent of the 
District to establish a tobacco-free environment. 

IMPLEMENTATION GUIDEUNES & ASSOOATED DOCUMENTS 

1. This regulation reflects the goals of the District's Strategic Plan. 

2. This regulation complies with the following WCSD governing documents: 

a. Administrative Procedure PA1tt·P101, Prohibited Conduct (Students) 

b. Administrative Procedure PATH-Pl07, Substance Abuse Discipline 
Procedure (Students) 

c. Board Policy 7087, community Use of Schoo! Facilities 

3. This regulation complies with Nevada Revised Statutes (NRS) and Nevada 
Administrative Code (NAC), to include: 

a. Chapter 202, Crimes Against Public Health and Safety, and specifically: 

i. NRS 202.015 - 202.067, Alcoholic Beverages 

ii. NRS 202.2483 - 202.2497, Tobacco 

4. This regulation complies with federal laws and regulations, to include: 

a. U.S. Department of Education-No Child Left Behind, 11tle NC, Sections 
4301-4304, Part A. Safe and Drug-Free Schools and Communities 

REVIEW AND REPORTING 

1. The Board of Trustees has delegated implementation of this administrative 
regulation to the Superintendent. A bi-annual audit of this document shall be 
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WASHOE COUNTY SCHOOL DISTRICT 
Human Resources - Compliance & Labor Relations 

LEVEL TWO: REPRIMAND FORM 

1. Employee Name: Shannon Hammond 

Title: Administrative. Secretary 

Employment Date: 9/30/2023 

Location: Huffaker Operations Center 

2. This notice is to bring to your attention a problem in the following area(s): 

X Worlc Perfonnance 
X Insubordination 

0 Dishonesty X Couduct On/Off Job D Physical/Mental Incapacity 

0 Theft 
D Discourtesy X Alcohol/Drugs 
O ltnmmality D Criminal Conviction 

D Misuse/Destruction of WCSD Property 
X Absenteeism/fardiness 

X Policy Violation 
D Neglect of Duty 

0 Verbal/Physical Altercation 0 Gross Misconduct 
D Other: 

3. Oci:urrence Detail: _3/1012025_ _ __ a.m. __ 3:04_p.m. 
Month Day Year Time Time 

4. Previous Wamings:12/20/24 Informal Counseling: 3/19/23 and 6/28/2024 aod Warning Notice 

5, Explanation of Problem(s): 

Reprimand 

It was alleged that on Friday, March 7, 2025 you were witnessed sitting on the stoop outsi<!e the Equipment Repair Shop smoking a 
cigarette on District property at approximately 3 :04 pm. 

It was further alleged on April I, 2025, you send an email out to the Facilities Management Staff email group at 8:30am regarding 
another employee being late with your e-mail .signature signed "Grudgingly" 

It was also alleged on April 4, 2025, you texted me at 6:30 am that "I h.a.ve lots of personal biz to t.alce care of today. I have I Admin. 
Leave left. I've been unable to confirm with my attorney, so we have to reschedule [the] IDP bearing" You never responded to my 
question I noted in my text "Are you taking the day off as a personal day'? It was alleged that on April 7, 2025 you submitted a leave 
request to take Personal Leave for last Friday. 

An Investigatory/Due Process meeting was held on April 10, 2025. Also in attendance with yoa and me were Michelle Spiropoulos, FM 
Assistant Director Housekeeping and Brandon Twait, Systems Analyst. At the meeting, you refused to sign the waiver of represen1ation 
for the meeting despite not bringing representation. When you were reminded that the meeting could not proceed and that you could face 
additional discipline for refusing to answer our questions, you stated that you didn't want to do the meeting anyway and the meeting 
ended. 

As you declined to participate, this Reprimand is being issued based on the facts and circwnstances that we are aware of. 

The problem(s) descrfbed above is serious and is the cause for this disciplinary notice. In addition, if you have been warned previously, 
it is noted above. 

6. Improvement Needed: You are encouraged to think about this reprimand, resolve to change your behavior and/or improve your 
performance. In order to avoid further disciplinary measures, it is re<:ommended that you: 

Follow District Policies and procedures, demonstrating professionalism and respect for colleagues. You must also comply with the 
procedures in the Negotiated Agreement regarding prior advance notice to use paid leave, otherwise the leave will be denied and your 
absence may be considered unauthorized. 

Continuation or repetition of the deficiencies as stated in this document may result in suspension, demotion, or dismissal A copy of this 
reprimand wlll be pla~ in your personnel file. If yO'U have any questions in this matter, or if you need assistance in improving your 
performance, you are encouraged to contact me. 

You have the right to respond in writing in order to present information or argwnents rebutting this disciplinary measure. Jf you choose 
to do so, your response will be attached to this fonn. 



7. The employee's signature below indicates only that the employee has received apd read this document. 

Employee Signature: __ ",,. _'6• ~~:il;!:~~LV:¥------ Date: 5 (f{7-5 
Supervisor's Signature: ·'

1 
Title: .._..--------.,~-=--,......Date: . 

Administrator's Signature: •- ~. : . - ___. Title: ;Atr-ecfoc t11= A'kwr®ate: -n""/,...,/""'2::-/).,,..:J=-"<:iC"= 
• /f()u,i:a/(~e19~ ' 

Selene Lewis, Human Resources Generalist cc: 
Anthony Spotts, Lead Labor Relations Coordinator 
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Employee Response to Level Two Reprimand 
Dated sn12025 

Date: May 7, 2025 
Employee Name: Shannon Hammond 
Position: Administrative Secretary 

I am submitting this response to respectfully disagree with the conclusions set forth in the 
Level Two Reprimand issued on 5/712025 by Charlie Hoppe, and I submit the following 
clarification for inclusion in my personnel file: 

1. Attenclant!e at IDP Hearing OD April 10, 2025: 
Due to my inability to secure legal representation in time for the scheduled hearing, I asked 
a colleague, Brandon Twait. to attend as a neutral observer. Contrary to Investigative/Due 
Process {IDP) request letter, the second attendee was not Scott Weiby but Michelle 
Spiropoulos, as it is incorrectly noted on the formal letter. 

When presented with a form stating I was 'waiving my right to representation,' I signed "not 
waiving" to reflect my intent to retain an attorney. Michelle stated that the meeting could 
not continue unless I signed the waiver. At that point Michelle explained to me that the IDP 
was a chance to share my side of the story. I was not advised that declining to sign the 
representation waiver would result in further discipline. I can provide a signed affidavit from 
Mr. Twait corroborating this. 

2. Smoking on District Property (3/7/2025): 
l was smoking outside, on the side of the Equipment Repair Shop. In the 1.5 years I have 
worked at this location, I was never informed this was prohibited, nor was I ever verbally 
warned about it. Other employees smoke on the property without consequence. 

3. Use of the Word "Grudgingly" in Email (4/1/2025): 
My intent was to express the sentiment "reluctantly" or "hesitantly." I now recognize that 
the term "grudgingly" may have been interpreted differently. It was not intended to convey 
disrespect or insubordination and I'm remorseful for any misunderstanding it caused. 

4. Personal Leave Notifiea.ti.on (4/4/2025): 
On this date, I did inform management of my intent to use a personal leave day due to 
urgent personal matters and an imresolved issue with legal representation. I also submitted 
the appropriate leave request for the date in question. l acted in good faith by texting my 
supervisor beforehand, submitting the necessary leave request and adding it to my time 
and attendance report 

Although I have accrued leave time as a District employee, my supervisor consistently 
denies my requests, resulting in unpaid absences, citing lack of advance notice as the 
reason. In contrast, when Scott Weiby recorded two days as "personal leave.., on his time 
and attendance report-despite having exhausted all available personal leave-Charlie 
Hoppe contacted him via text to ask how he would like the time categorized.. Charlie then 
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Employee Response to Level Two Reprimand 
Dated !/7/2025 

allowed him to reclassify one day as "sick leaven and the other as "vacation." effectively 
accommodating the request retroactively. 

5. Insubordination and Work Performance Allegations: 
The clann tbat I have demonstrated ''inadequate or deficient work per!ormance" lacks 
specific examples or measurable performance concerns. To the contrarY, I took 
independent initiative to research, identify, and save the department $186,000 in 
outdatEd/ op~n purchase orders, which I compiled into an organized Excfil report. When 
my supervisor later requested a revised copy, I added the phrase .. Initiated by Shannon 
Hammond'" as a factual note of authorship. I then emailed a copy to Charlie Hoppe who 
could remove the header if he chose. Tiris does not constitute insubordination. 

6. Pattern of Discipline Following Protected Activity: 
This reprimand, as well as previous disciplinary actions, closely follow my formal complaint 
of workplace discrimination as well as my request for reclassification, both of which were 
dismissed with minimal investigation. I have since filed a retaliation complaint with the 
Government Employee-Management Relations Board. I believe this pattern of disciplinary 
action may be in response to rrr, protected activity. 

In summary. I remain committed to performing my duties with professionalism and 
integrity. However, I believe this reprimand is based on mischaract:erizations and omits 
material context. I respectfully request that this statement be attached to the disciplinary 
record as provided under WCSD Adrrunistrative Regulation 4219. 
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FACILITIES MANAGEMENT DEPARTMENT 

CLASSIFIED EMPLOYEE LEAVE REQUEST FORM 
EMPLOYEEREQIIE$TSEt;nON 

1111PLOYlili NAME: 

I.EAViiCOD • 

3 

COMIIIENTS: 

REQUEST DATE: 

~i$~S 
SUPER /SOJIS'IIDIJINI/STRATORAPPROVAL 

1 /4/ 

c,Al, ......... 
COMMENTS: .. 

ADMINISTRATOR Yes 
APPROVAL 0 

No 

□ 
COMMENTS: 

(Employee kuops pink copy. White & Yellow copies to Supervisor. Yellow returned to employee after Administrator review) 

FACILITIES MANAGEMENT DEPARTMENT 

CLASSIFIED EMPLOYEE LEAVE REQUEST FORM 
EJll'I.OYSE RalUffr SECTION 

EMPI.OY!aE NAME: 

EIIPLOYEE SIG NATI/RE: 

SUPERVISOR 
APPROVAL 

COMMENTS: 

ADMINISTRATOR Yes 
APPROVAL 0 

No 

□ Rm,wO.. 

COMMEITTS: 
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ADMINISTRATIVE SECRETARY 

SUMMARY DESCRIPTION 

Under general direction, perfonns highly responsible and complex secretarial work requiring the 
frequent exercise of independent judgment in applying and interpreting established 
departmental policies and procedures, and in maintaining the secretarial/clerical functions and 
activities of a major unit, department or school office. Incumbent performs related work as 
required. 

DISTINGUISHING CHARACTERISTICS 

The Administrative Secretary class differs from the Administrative Assistant in that the latter is 
typically assigned to support the principal of a high school. The duties and responsibilities 
require the incumbent to process information that is highly sensitive and confidential, and which 
requires the coordlnation of secretarial functions for a number of departments and programs. 

This position includes responsible secretarial duties pertaining to important documents and 
sensitive, confidential information of a major organizational unit or department. The position 
requires careful coordination of activities, a considerable amount of policy interpretation, and 
demanding public contact. Incumbents must be knowledgeable of all duties for which the 
supervisor is responsible and must be able to assist and relieve him/her of a variety of 
administrative and clerical details. 

EXEMPLARY DUTIES/RESPONSIBILITIES 

Performs a variety of complex secretariaUclerical administrative responsibilities of the office; as 
school secretary, the lncumbent serves as liaison between the principal and staff, students and 
the public; .may supervise and/or make assignments to subordinate clerical staff; prepares and 
processes purchase orders and payroll information; maintains financial and statistical 
information; may register new students and transfers and input information in to computerized 
register; develops office policies and procedures; interprets policies, procedures, rules and 
regulations for the public, office staff and District employees; refers inquiries to the appropriate 
individual or location; screens and routes telephone calls, visitors, correspondence, reports and 
bulletins: reviews forms, reports, files or other documents for accuracy and completeness and 
resolves errors and omissions; may independently prepare replies and follow up on routine -
correspondence; researches and prepares reports of a diversified nature; organizes and 
maintains files; prepares highly important administrative documents, materials or papers; may 
take and transcribe complex dictation; maintains calendar and schedules appointments, 
meetings, and conferences; records and prepares minutes of various management meetings 
and conferences; relieves unit or department supervisor of routine office or technical details; 
maintains school budget records including setting up ledger of accounts; maintains school 
checking account; prepares and processes purchase orders and monitors expenditures against 
the budget; assist in budget preparation; receives material and verifies invoices for payment; 
maintains an inventory of equipment and supplies; performs minor first aid in the absence of a 
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school nurse and/or clinical-aide and may be called upon to assist stucjents who have missed a 
bus or require attention; and may supeivise students who have been removed from class and 
are detained in the office. 

EMPLOYMENT STANDARDS 

Education/Experience: Any combination of education and experience that would likely provide 
the required knowledge and skills is qualifying. A typical way to obtain the knowledge and skills 
would be: 

1. Equivalent to a high school diploma, supplemented with coursework in secretarial science, 
business, accounting, or other related area; 

AND 

2. Four (4) years of responsible secretarial experience, particularly in an office that required a 
variety of difficult, complex secretarial responsibilities. 

Knowledge of: Modern office practices and procedures; filing systems; grammar, spelling, 
vocabulary and simple mathematical computations; letter and memorandum composition; 
computer operations; budgeting and bookkeeping; financial and statistical record keeping 
methods. 

Skill at: Working with minimal supervision; wprking cooperatively with people; communicating 
with diverse groups: displaying tact and courtesy; maintaining confidentiality; developing and 
applying procedures and planning and organizing work effectively; reading and interpreting 
complex verbal and written instructions; maintaining sensitive, confidential information; applying 
basic grammatical rules; setting priorities; being attentive to detail; adapting to changing 
priorities; and working with frequent interruptions. 

THIS JOB SPECIFICATION SHOULD NOT BE CONSTRUED TO IMPLY THAT THESE 
REQUIREMENTS ARE THE EXCLUSIVE STANDARDS OF THE POSITION. INCUMBENTS 
MAY BE REQUIRED TO FOLLOW ANY OTHER INSTRUCTIONS, AND TO PERFORM ANY 
OTHER RELATED DUTIES AS MAY BE REQUIRED BY THEIR SUPERVISOR. 

The Washoe County School District is committed to providing a safe and respectful learning and 
working environment for all students, staff, and visitors. The District prohibits bullying, cyber­
bullying, harassment, sexual harassment, and/or discrimination based on an individual's actual 
or perceived race, color, religion, sex (including pregnancy), national origin, age, sexual 
orientation, gender identity or expression, genetic information, veterans or military status, 
marital status, disability or the presence of any sensory, physical or mental handicap in any of 
its educational programs/activities and employment, or in any program or activity conducted or 
funded by the U.S. Department of Agriculture. The District prohibits discrimination against any 
youth group listed in Title 36, as a patriotic society, (i.e. Boy Scouts of America) from access to 
public school facilities use. 
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Shannon Lee Hammond (Complainant) 

Supplemental Filing to GEMRB Complaint



 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

 

 

 

 

 



WCSD (Respondent) 

Reply in Support of to Motion to Dismiss
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Kevin A. Pick, Esq., Nev. Bar No. 11683
kevin.pick@washoeschools.net
Neil A. Rombardo, Esq., Nev. Bar No. 6800
Sara K. Montalvo, Esq., Nev. Bar No. 11899
Andrea L. Schulewitch, Esq., Nev. Bar No. 15321
WASHOE COUNTY SCHOOL DISTRICT 
P.O. Box 30425
Reno, NV 89520-3425
Telephone:  775-348-0300
Fax:  775-333-6010
Attorneys for Respondent, Washoe County School District

BEFORE THE STATE OF NEVADA

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD

SHANNON LEE HAMMOND,

Complainant,

vs.

WASHOE COUNTY SCHOOL DISTRICT, 

Respondent.
___________________________________/

CASE NO.: 2025-008

REPLY IN SUPPORT OF 
MOTION TO DISMISS

Defendant, Washoe County School District (WCSD), a political subdivision of the 

State of Nevada, by and through counsel, hereby submits its Reply in Support of Motion to 

Dismiss. This Reply is made and based upon the memorandum of points and authorities set 

forth below, any exhibits attached hereto, and all papers and pleadings on file herein.

MEMORANDUM OF POINTS AND AUTHORITIES

Complainant, Ms. Hammond, asks the Nevada Government Employee-Management 

Relations Board (“the Board”) to intervene and overrule her supervisor’s refusal to reclassify her

into a higher paid position at WCSD. See Complaint, at pp. 2-3. Ms. Hammond relies on a self-

created “statutory right” to reclassification, which is conspicuously missing from NRS Chapter 
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288 and any other provision of Nevada law. Id. Ms. Hammond also alleges that she was retaliated 

against (via workplace discipline) for seeking a reclassification. See Complaint, at pp. 4-5. 

However, as a preliminary matter, Ms. Hammond never properly served the Complaint 

in accordance with NAC 288.080(1), but improperly mailed the Complaint (without a summons) 

to WCSD Chief Human Resources Officer, Doug Owen, who is not designated to receive service 

of process for either WCSD or the Board of Trustees. Service of process was also not perfected 

within the 7 days allotted in NAC 288.080(5). Setting aside this ineffective service of process, 

the allegations in the Complaint also have no connection to NRS Chapter 288. Simply requesting 

reclassification is not a protected activity under NRS Chapter 288. Moreover, the Complaint 

seemingly relies on supposed violations of NRS 357.040 and NRS 239.011, which are totally 

and completely outside the jurisdiction of the Board to consider. 

Therefore, on May 14, 2025, WCSD moved to dismiss this case on the following grounds:

(1) The Complaint was never properly served in accordance with NAC 
288.080(1) and NAC 288.080(5);

(2) The Complaint fails to include “[a] clear and concise statement of the facts 
constituting the alleged practice sufficient to raise a justiciable controversy 
under chapter 288 of NRS,” as required by NAC 288.200(1);

(3) The Complaint lacks probable cause under NAC 288.375, because (on its 
face) the Complaint fails to allege a prohibited labor practice under NRS 
288.270;

(4) Because the Complaint fails to allege a prohibited practice under NRS 
Chapter 288, the Board lacks jurisdiction under NRS 288.110(2) and NRS 
288.280; and

(5) The Complaint is spurious and frivolous, having been maintained without 
any legal or factual support.

On May 29, 2025, WCSD received Ms. Hammond’s Opposition to Motion to Dismiss. 

However, the Opposition completely fails to address any of WCSD’s five legal arguments. 
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Nowhere does the Opposition discuss service of process, or Complainant’s non-compliance with 

NAC 288.200(1), or the lack of probable cause under NAC 288.375, or Complainant’s failure to 

allege a prohibited practice under NRS Chapter 288, or the spurious and frivolous nature of the 

Complaint. Therefore, since the Opposition fails to address any of the arguments raised in 

WCSD’s Motion to Dismiss, this constitutes an admission that WCSD’s legal arguments are 

meritorious and as consent to granting WCSD’s Motion. See Christina Gibson v. Clark County, 

et al., EMRB Item No. 666B, Case No. A1-045915 (April, 2008) (Failure to oppose a motion 

may be construed as an admission that the motion is meritorious and as consent to granting the 

motion); see also NAC 288.231(1)(g) (requiring a clear and concise statement of the matters 

relied upon as a basis for the action or relief requested and an appropriate prayer). 

Rather than address WCSD’s legal arguments, the Opposition simply re-alleges that Ms. 

Hammond requested reclassification to a higher paying position, but her supervisor did not 

support reclassification. See Opposition, at 1-2. Then, in response, Ms. Hammond filed a 

complaint of discrimination against her supervisor for discriminating against her “socio-

economic status.” Id. (Exhibit E). The Opposition then re-alleges that Ms. Hammond was 

retaliated against for making a reclassification request and that WCSD did not answer a public 

record request in the manner she desired. Id. at 2. Next, the Opposition alleges that Ms. 

Hammond deserves a higher paying position and that the denial of her reclassification request 

was “not grounded in an objective or current evaluation of job duties.” Id. at 3.

But again, the Opposition underscores all the same arguments made in WCSD’s Motion. 

None of the allegations highlighted in the Opposition have any connection to NRS Chapter 288. 

It is undisputed that the Complaint fails to include “[a] clear and concise statement of the facts 

constituting the alleged practice sufficient to raise a justiciable controversy under chapter 288 of 
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NRS” as required by NAC 288.200(1) and also lacks probable cause under NAC 288.375. What 

is more, the Board clearly lacks jurisdiction under NRS 288.110 and NRS 288.280, because the 

Ms. Hammond cannot even identify a prohibited practice under NRS Chapter 288 – despite 

having two opportunities to do so (once in the Complaint and again in the Opposition). And 

while retaliation under NRS 288.270(1)(d) is mentioned in the Complaint, nowhere does Ms. 

Hammond ever allege that she was retaliated against for participating in a proceeding before this 

Board or for union activities in general. See Eduardo M. Flores v. Clark County, et al., EMRB 

Item No. 737, Case No. A1-045990 (November, 2010) (Dismissing case where complainant 

never alleged he was the victim of retaliation for “his participation before this Board.”)

This Board is not an appellate body of general jurisdiction, with the power to review any 

and all possible workplace dispute that occurs between management and employees. This Board 

exercises limited jurisdiction within the confines of the statutory provisions expressly listed in 

NRS Chapter 288. See NRS 288.110(2); see also NRS 288.280. As a body of limited jurisdiction, 

this Board is prohibited from considering ordinary workplace issues that fall outside NRS 

Chapter 288. Id. Whether Complainant really deserved a higher paying position is outside the 

jurisdiction of this Board to consider. Whether Complainant was retaliated against for requesting 

reclassification (which is not a protected activity under NRS Chapter 288) is outside the 

jurisdiction of this Board to consider (and Ms. Hammond does not even allege facts sufficient to 

establish retaliation). Whether WCSD complied with the Nevada’s Public Records Act is outside 

the jurisdiction of this Board. Whether some party somehow violated NRS 357.040 is outside 

the jurisdiction of this Board. 

Whether or not an appropriate forum exists for the issues raised in the Complaint, it is 

clearly not before the Board. Therefore, based on Complainant’s failure to oppose WCSD’s 
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Motion to Dismiss, and based on the fatal defects that plague this case (i.e., Complainant’s failure 

to serve the Complaint, failure to state a claim, lack of probable cause, lack of jurisdiction, and 

the spurious and frivolous nature of the Complaint), the Complaint must be dismissed as a matter 

of law. As such, WCSD respectfully requests that the Board grant WCSD’s Motion and dismiss 

this matter with prejudice and in its entirety. 

DATED this 9th day of June, 2025.

WASHOE COUNTY SCHOOL DISTRICT
OFFICE OF THE GENERAL COUNSEL

By: /s/Kevin A. Pick, Esq.
KEVIN A. PICK, ESQ.
Nevada Bar No. 11683
General Counsel
P.O. Box 30425
Reno, NV 89520-3425
Attorney for Respondent
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CERTIFICATE OF SERVICE

Pursuant to NAC 288.070, I certify that I am an employee of the WASHOE COUNTY 

SCHOOL DISTRICT OFFICE OF THE GENERAL COUNSEL and that on this date I served a 

true and correct copy of the preceding document addressed to the following:

Shannon Hammond
2331 Melody Lane
Reno, NV 89512
Slh9001@yahoo.com

Marisu Romualdez Abellar
Commissioner
Department of Business & Industry
Employee-Management Relations Board 
mabellar@business.nv.gov

by United States first class mail, postage prepaid and via email.

DATED this 9th day of  June, 2025.

/s/ Kaaren Andersen
Kaaren Andersen



Shannon Lee Hammond (Complainant) 

Motion to Deny Respondent's Motion to Dismiss











































































WCSD (Respondent) 

Motion to Strike, or in the Alternative, Second
Reply in Support of Motion to Dismiss
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Kevin A. Pick, Esq., Nev. Bar No. 11683
kevin.pick@washoeschools.net
Neil A. Rombardo, Esq., Nev. Bar No. 6800
Sara K. Montalvo, Esq., Nev. Bar No. 11899
Andrea L. Schulewitch, Esq., Nev. Bar No. 15321
WASHOE COUNTY SCHOOL DISTRICT 
P.O. Box 30425
Reno, NV 89520-3425
Telephone:  775-348-0300
Fax:  775-333-6010
Attorneys for Respondent, Washoe County School District

BEFORE THE STATE OF NEVADA

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD

SHANNON LEE HAMMOND,

Complainant,

vs.

WASHOE COUNTY SCHOOL DISTRICT, 

Respondent.
___________________________________/

CASE NO.: 2025-008

MOTION TO STRIKE, 
OR IN THE ALTERNATIVE, 

SECOND REPLY IN SUPPORT OF 
MOTION TO DISMISS

Defendant, Washoe County School District (WCSD), a political subdivision of the 

State of Nevada, by and through counsel, hereby moves the Nevada Government Employee-

Management Relations Board (“the Board”) to strike Complainant’s Second Opposition to 

Motion to Dismiss as in violation of NAC 288.240(4) and the Board’s prior case precedent, or 

in the alternative, WCSD hereby submits this Second Reply in Support of Motion to Dismiss.

This Motion, or in the alternative, Second Reply is made and based upon the memorandum of 

points and authorities set forth below, any exhibits attached hereto, and all papers and 

pleadings on file herein.

/ / /
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MEMORANDUM OF POINTS AND AUTHORITIES

In or around April 20, 2025, Complainant, Ms. Hammond, purportedly filed a prohibited 

practice complaint with the Board. WCSD is unsure on the exact filing date, because WCSD was 

not served in accordance with NAC 288.080(1) and NAC 288.080(5). Under NAC 288.080(1), 

Ms. Hammond was required to serve the complaint with a summons (NRCP 4(c)), and Ms. 

Hammond was also required to personally deliver the complaint (under NRCP 4.2(d)(3)) to “the 

presiding officer of the governing body” or an “agent designated . . . to receive service of 

process.” She failed to do so. No summons was ever served on WCSD, and Ms. Hammond

merely mailed (i.e., did not deliver) a copy of the complaint to WCSD’s Chief HR Officer (who 

is not an agent designated by WCSD to receive service of process). The certified mail receipt 

indicates that the Complaint was received by WCSD’s Chief HR Officer on April 24, 2025.

Again, the Complaint was received by WCSD (although not properly served) on April 

24, 2025. NAC 288.220 provides that “respondent may file an answer in the form of a pleading 

and not later than 20 days after the receipt of a complaint.” Therefore, out of an abundance of 

caution, and without waiving the Board’s lack of personal jurisdiction or Ms. Hammond’s failure 

to serve process, WCSD moved to dismiss and then filed a timely Answer on May 14, 2025.

Afterwards, Ms. Hammond filed an Opposition to Motion to Dismiss on May 23, 2025, 

and WCSD filed its Reply in Support of Motion to Dismiss on June 4, 2025. The Motion to 

Dismiss was then fully briefed and submitted to the Board for decision. However, on June 24, 

2025, Ms. Hammond attempted to file a Second Opposition to Motion to Dismiss. 

Counsel for WCSD contacted the Board Commissioner to inquire how a second 

opposition could be filed without prior leave of the Board and when a second opposition is not 

permitted under NAC 288.240(4). On June 26, 2025, the Board Commissioner advised that the 
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Board would allow Ms. Hammond’s Second Opposition, but provided no legal basis for the 

Board’s decision. Still, the Board Commissioner advised that WCSD could file a second reply in 

support of its Motion to Dismiss, but the deadline for the second reply was unclear because 

second oppositions are not contemplated within NAC 288.240(4). WCSD now moves to strike 

the non-compliant Second Opposition, which was filed in violation of NAC 288.240(4) and the 

Board’s past case precedent. Alternatively, WCSD submits this Second Reply to Complainant’s 

Second Opposition to Motion to Dismiss. 

I. THE BOARD MUST STRIKE COMPLAINANT’S SECOND OPPOSITION

Motion practice before the Board is governed by NAC 288.240 and specifically, NAC 

288.240(4) instructs that “[w]ithin 14 days after service of any motion, all parties wishing to 

respond to the points raised in the motion shall file their opposition to the motion” and that

“[w]ithin 14 days after service of the opposition to the motion, the moving party may respond to 

the points raised in the opposition.” Accordingly, NAC 288.240 allows a motion, a response, and 

then a reply in support of the motion. 

But nowhere does NAC 288.240 allow the responding party a second opposition, or 

permit the parties to engage in a never-ending series of written exchanges. Nevertheless, that is 

exactly what Ms. Hammond filed on June 24, 2025, when she submitted her Second Opposition 

to WCSD’s May 14, 2025, Motion to Dismiss. Ms. Hammond did not bother to seek leave of the 

Board before filing her Second Opposition, and NAC 288.240 does not even appear to permit the 

Board discretion to allow a second opposition. Nor did Ms. Hammond bother to provide evidence 

of good cause for why she was unable to make these new arguments in her first opposition. What 

is more, NAC 288.240(4) instructs that an opposition is due 14 days after the motion. However, 

since the Motion to Dismiss was filed on May 14, 2025, Ms. Hammond’s June 23, 2025, Second 
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Opposition was filed 26 days too late – even if it was allowed at all under NAC 288.240.

This Board has inherent authority to manage matters before it, but this Board does not 

have discretion to disregard Nevada law. See NRS 233B.135(3). NAC 288.240(4) clearly does 

not permit Ms. Hammond to submit a second opposition. Furthermore, NAC 288.240(4) uses the

mandatory word “shall” when describing that an opposition must be filed “[w]ithin 14 days after 

service of any motion . . .” Meaning that only one opposition can be filed and it must be filed 14 

days after the motion. Accordingly, Nevada law demands that this non-compliant Second 

Opposition be stricken.

WCSD must also note that the Board previously ruled on this exact issue and struck the 

non-compliant second opposition. In the case of Ronald Taylor vs. Clark County Education 

Association, et al., EMRB Item No. 657, Case No. A1-045904 (May, 2007), respondent (CCEA) 

moved to dismiss Taylor’s complaint on March 23, 2007. Mr. Taylor then filed an opposition on 

March 30, 2007, and CCEA filed a reply on April 16, 2007. However, after already having filed 

one opposition, Mr. Taylor filed a second opposition on April 20, 2007. CCEA then moved to 

strike the fugitive second opposition on May 9, 2007. The Board granted CCEA’s motion to 

strike, because Mr. Taylor’s second opposition was “a fugitive document and is not allowed 

pursuant to this Board's statutes and regulations.” The same result must occur here, because there 

are still no Board statutes and regulations that permit Ms. Hammond’s Second Opposition.

As such, because Ms. Hammond’s Second Opposition was both untimely (i.e. filed more 

than 14-days after the motion) and not permitted under NAC 288.240(4), the Board is required 

to strike the fugitive Second Opposition. To do otherwise would be clear legal error and contrary 

to the Board’s own past precedent. Moreover, if the Board were to allow this Second Opposition, 

then the Board should be prepared for future parties to similarly disregard NAC 288.240(4) and 
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inundate the Board with a never-ending cycle of perpetual filings. Based on the foregoing, WCSD 

moves the Board to strike the Second Opposition. 

II. IN THE ALTERNATIVE, THE BOARD SHOULD STILL GRANT                
WCSD’S MOTION TO DISMISS

If the Board is not inclined to strike the Second Opposition, then (in the alternative) 

WCSD hereby provides this reply to Ms. Hammond’s Second Opposition. 

The Second Opposition first argues that the Motion to Dismiss was untimely, because 

(according to Ms. Hammond) the initial Complaint triggered a “14-day deadline” for responsive 

pleadings that (according to Ms. Hammond) expired on June 6, 2025. See Second Opposition, at 

2. However, a 20-day deadline applies to responsive pleadings and not a 14-day deadline. See

NAC 288.220(1). Furthermore, the responsive pleading deadline was not June 6, 2025. Ms. 

Hammond never properly served the Complaint in accordance with NAC 288.080(1) and NAC 

288.080(5), so there was no responsive pleading deadline until WCSD was properly served

(which has never happened). But even if we use the date that WCSD received the Complaint by 

mail on April 24, 2025, the responsive pleading deadline was May 14, 2025, and WCSD therefore 

complied with NAC 288.220(1). In fact, on page 4 of the Second Opposition, even Ms. Hammond 

agrees that “Respondent filed a timely Motion to Dismiss on May 14, 2025.” (Emphasis added).

She cannot have it both ways. 

Next, the Second Opposition argues that Ms. Hammond properly alleged a prima facie 

case of retaliation under NRS 288.270(1)(f) and (g) for requesting reclassification “based on 

workload and duties beyond her job description.” See Second Opposition, at 3. However, 

violations of NRS 288.270(1)(f) and (g) were never pled in the Complaint and the fact that Ms. 

/ / / 
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Hammond is now resorting to unpled claims and allegations to oppose dismissal merely confirms 

the inadequacy of the Complaint. Furthermore, NRS 288.270(1)(f) is for discrimination based on

race, color, religion, sex, sexual orientation, gender identity or expression, age, physical or visual 

handicap, national origin or because of political or personal reasons or affiliations. However, 

nowhere does the Complaint include allegations of such discrimination or facts to support such 

allegations. Likewise, NRS 288.270(1)(g) is limited to failure to provide the information 

required by NRS 288.180. But NRS 288.180 does not apply to Ms. Hammond, who is not an 

employee organization requesting reasonable information concerning subjects of mandatory 

bargaining. 

But even if we generously viewed the Complaint as a claim for retaliation under NRS 

288.270(1)(a) or (d), the Complaint still does not allege facts to support such a claim. The Second 

Opposition claims (without any facts) that Ms. Hammond was retaliated against for requesting 

reclassification into a higher paid position “based on workload and duties beyond her job 

description.” See Second Opposition, at 3. However, as a matter of law, merely requesting 

reclassification into a higher paid position “based on workload and duties beyond her job 

description” is not a protected activity under NRS Chapter 288. It is axiomatic that a retaliation 

claim cannot exist if there is no protected activity. There is also no evidence (or even allegations) 

that an adverse action was causally connected to a protected activity under NRS Chapter 288. As 

such, the Complaint fails to allege a clear and concise statement of the facts constituting the 

alleged practice sufficient to raise a justiciable controversy; moreover, the Complaint lacks 

probable cause and is therefore insufficient to invoke the jurisdiction of the Board.

/ / /

/ / /
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The Second Opposition also argues that service of process was sufficient, because the 

Complaint was filed “within the 120-day deadline required under applicable law” and because 

WCSD had actual notice of the Complaint. However, no such 120-day deadline exists in NAC 

Chapter 288. Instead, NAC 288.080(5) clearly instructs that a complaint must be served “within 

7 days after the filing,” which clearly did not happen in this case. NAC 288.080(5) uses the 

mandatory word “must,” and NAC 288.080(1) similarly mandates that “[i]ssuance and service 

of process of papers required by this chapter must be in conformity with the Nevada Rules of 

Civil Procedure . . .” (Emphasis added). However, it is clear that Ms. Hammond failed to timely 

serve the Complaint in accordance with NRCP 4(c) and NRCP 4.2(d)(3), and thereby violated 

these mandatory provisions. 

What is more, WCSD submits that the Board lacks personal jurisdiction over WCSD,

because Ms. Hammond never properly served process on WCSD. The Nevada Supreme Court 

strictly construes the time and manner requirements of service of process. See Leven v. Frey, 123 

Nev. 399, 407-8, 168 P.3d 712, 717-18 (2007). A plaintiff must properly serve process even when 

a defendant has actual notice of the pending action; notice is not an effective substitute for service 

of process. See C.H.A. Venture v. G.C. Wallace Consulting Eng'rs, Inc., 106 Nev. 381, 384, 794 

P.2d 70, 7097 (1990) (“notice is not a substitute for service of process. Personal service or a 

legally provided substitute must still occur in order to obtain jurisdiction over a party.”) 

Therefore, only proper service of process vests a court with personal  jurisdiction over a

defendant. See In re Estate of Black, 132 Nev. 73, 75-76, 367 P.3d 416, 417 (2016). Therefore, 

Ms. Hammond’s argument that no prejudice has resulted to WCSD are illusory, because the 

Board lacks jurisdiction to even consider prejudice. Also, it is prejudice enough for the Board to 

exercise jurisdiction over WCSD when there is a lack of personal jurisdiction. Moreover, 
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prejudice has resulted because Ms. Hammond is now arguing that WCSD’s responsive pleading 

was somehow untimely when the Complaint was never properly served in the first place.

Lastly, the Second Opposition attempts to flatly mischaracterize the Complaint and 

alleges (for the first time ever) that Ms. Hammond was retaliated against for “engagement with 

WESP . . .” or for “advocating for workplace fairness.” See Second Opposition, at 5. But this 

new allegation is pled nowhere in the Complaint, and Ms. Hammond cannot amend her 

Complaint via an (already-improper) Second Opposition to Motion to Dismiss. Also, contrary to 

these new arguments, the Complaint repeatedly alleges that Ms. Hammond was retaliated against 

for “requesting a reclassification.” See Complaint, at 1, 3, 4, 5. The Complaint also notably

confirms that WESP did not even support Ms. Hammond in her dispute over reclassifying into a 

higher paid position. Id. at 3 (“Complainant’s inquiries to her union were met with dismissive 

responses . . .”) Moreover, Ms. Hammond cannot turn unprotected activity into statutorily 

protected activity, but nebulously describing her reclassification request as “advocating for 

workplace fairness,” which is also not a protected activity under NRS Chapter 288. Literally any 

workplace disagreement could be arbitrarily characterized as “advocating for workplace 

fairness,” which if deemed a protected activity would render meaningless the Board’s 

jurisdictional limitations under NRS 288.270 and NRS 288.280. See Hobbs v. State, 127 Nev. 

234, 237, 251 P.3d 177, 179 (2011) (Courts must “avoid statutory interpretation 

that renders language meaningless or superfluous . . .”) 

/ / /

/ / /

/ / /

/ / /
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III. CONCLUSION

Based on the foregoing, WCSD moves the Board to strike Ms. Hammond’s improper and 

unauthorized Second Opposition, or in the alternative, grant WCSD’s Motion to Dismiss the 

Complaint with prejudice and in its entirety. 

DATED this 27th day of June, 2025.

WASHOE COUNTY SCHOOL DISTRICT
OFFICE OF THE GENERAL COUNSEL

By: /s/Kevin A. Pick, Esq.
KEVIN A. PICK, ESQ.
Nevada Bar No. 11683
General Counsel
P.O. Box 30425
Reno, NV 89520-3425
Attorney for Respondent
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CERTIFICATE OF SERVICE

Pursuant to NAC 288.070, I certify that I am an employee of the WASHOE COUNTY 

SCHOOL DISTRICT OFFICE OF THE GENERAL COUNSEL and that on this date I served a 

true and correct copy of the preceding document addressed to the following:

Shannon Hammond
2331 Melody Lane
Reno, NV 89512
Slh9001@yahoo.com

Marisu Romualdez Abellar
Commissioner
Department of Business & Industry
Employee-Management Relations Board 
mabellar@business.nv.gov

by United States first class mail, postage prepaid and via email.

DATED this 27th day of  June, 2025.

/s/ Kaaren Andersen
Kaaren Andersen
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Kevin A. Pick, Esq., Nev. Bar No. 11683
kevin.pick@washoeschools.net
Neil A. Rombardo, Esq., Nev. Bar No. 6800
Sara K. Montalvo, Esq., Nev. Bar No. 11899
Andrea L. Schulewitch, Esq., Nev. Bar No. 15321
WASHOE COUNTY SCHOOL DISTRICT 
P.O. Box 30425
Reno, NV 89520-3425
Telephone:  775-348-0300
Fax:  775-333-6010
Attorneys for Respondent, Washoe County School District

BEFORE THE STATE OF NEVADA

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD

SHANNON LEE HAMMOND,

Complainant,

vs.

WASHOE COUNTY SCHOOL DISTRICT, 

Respondent.
___________________________________/

CASE NO.: 2025-008

REPLY IN SUPPORT OF 
MOTION TO STRIKE, 

OR IN THE ALTERNATIVE, 
SECOND REPLY IN SUPPORT OF 

MOTION TO DISMISS

Respondent, Washoe County School District (WCSD), a political subdivision of the State 

of Nevada, by and through counsel, hereby submits this Reply in Support of Respondent’s

Motion to Strike, or in the Alternative, Second Reply in Support of Motion to Dismiss.

On June 24, 2025, Complainant attempted to file a Second Opposition to Respondent’s 

May 14, 2025, Motion to Dismiss. In response to the unauthorized and improper Second 

Opposition, Respondent filed a Motion to Strike, or in the Alternative, Second Reply in Support 

of Motion to Dismiss on June 27, 2025. Complainant then had until July 11, 2025, in which to

///
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oppose Respondent's Motion to Strike; however, no such response was timely filed by 

Complainant. 

Pursuant to NAC 288.240(6), "[i]f a party fails to file and serve a written opposition to a 

motion, that failure to respond may be construed as an admission that the motion is meritorious 

and as consent to granting the motion." As such, Complainant’s failure to oppose Respondent’s

June 27, 2025, Motion to Strike, or in the Alternative, Second Reply in Support of Motion to 

Dismiss is an admission that said motion is meritorious and is deemed as consent to granting the 

motion. Accordingly, on this basis and based upon the grounds outlined in Respondent’s June 

27, 2025, Motion, the unauthorized and improper Second Opposition must be stricken. 

DATED this 14th day of July, 2025.

WASHOE COUNTY SCHOOL DISTRICT
OFFICE OF THE GENERAL COUNSEL

By: /s/Kevin A. Pick, Esq.
KEVIN A. PICK, ESQ.
Nevada Bar No. 11683
General Counsel
P.O. Box 30425
Reno, NV 89520-3425
Attorney for Respondent
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CERTIFICATE OF SERVICE

Pursuant to NAC 288.070, I certify that I am an employee of the WASHOE COUNTY 

SCHOOL DISTRICT OFFICE OF THE GENERAL COUNSEL and that on this date I served a 

true and correct copy of the preceding document addressed to the following:

Shannon Hammond
2331 Melody Lane
Reno, NV 89512
Slh9001@yahoo.com

Marisu Romualdez Abellar
Commissioner
Department of Business & Industry
Employee-Management Relations Board 
mabellar@business.nv.gov

by United States first class mail, postage prepaid and via email.

DATED this 14th day of  July, 2025.

/s/ Kaaren Andersen
Kaaren Andersen



Shannon Lee Hammond (Complainant) 

Motion for Leave to Submit Late Reply Due
to Counsel's Unavailability and Good Faith 
Misunderstanding Regarding Hearing Status
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MOTION FOR LEAVE TO SUBMIT LATE REPLY DUE TO COUNSEL'S 
UNAVAILABILITY AND GOOD FAITH MISUNDERSTANDING REGARDING 
HEARING STATUS - 1 

Code: 

BEFORE THE STATE OF NEVADA   

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD 

COMPLAINTANT, 

Shannon Lee Hammond 

vs. 

RESPONDENT, 

Washoe County School District, et al 

Case No.: 2025-008 

MOTION FOR LEAVE TO SUBMIT LATE 
REPLY DUE TO COUNSEL'S 
UNAVAILABILITY AND GOOD FAITH 
MISUNDERSTANDING REGARDING 
HEARING STATUS 

I. INTRODUCTION

Complainant, Shannon Lee Hammond, respectfully submits this Motion for 

Leave to Submit a Late Reply in response to Respondent’s Reply in Support of Motion to 

Strike, filed on or about June 27, 2025. This motion is submitted in accordance with the 

Nevada Administrative Code and Board practice, and is based on good cause. 

II. GROUNDS FOR RELIEF

Complainant retained Ron Dreher, Esq., as legal counsel to assist in the 

preparation of filings in this matter. Mr. Dreher authored and submitted the Opposition to 

Respondent’s Motion to Dismiss on June 23, 2025, which was served upon EMRB and 

opposing counsel. 

Following submission, Complainant contacted EMRB staff and requested a file-

stamped copy for proof of service. In response, EMRB provided instructions for attending the 

Board’s July 8, 2025, online meeting, which Complainant reasonably interpreted as notice that 

FILED
July 15, 2025 

State of Nevada
E.M.R.B.

Marisu Abellar
Rectangle
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MOTION FOR LEAVE TO SUBMIT LATE REPLY DUE TO COUNSEL'S 
UNAVAILABILITY AND GOOD FAITH MISUNDERSTANDING REGARDING 
HEARING STATUS - 2 

her case would appear on the agenda. Accordingly, Mr. Dreher appeared at the July 8 meeting 

on Complainant’s behalf. 

Only after that date did Complainant discover that her matter had not been 

scheduled for hearing and that Mr. Dreher was departing the country, rendering him 

unavailable to assist with follow-up filings, including a response to Respondent’s Motion to 

Strike, for which a deadline of July 11, 2025 applied. 

III. LEGAL BASIS AND SUPPORTING AUTHORITY 

Under NAC 288.250(2), the Board may extend filing deadlines “upon good 

cause shown.” Additionally, NRCP 6(b)(1)(B) permits late filings “upon a showing of 

excusable neglect.” Courts and administrative boards have interpreted "excusable neglect" 

broadly to include: 

Good-faith reliance on counsel; 

Calendar or communication misunderstandings; 

Minor procedural errors where no prejudice results. 

The EMRB has consistently applied these principles. In SEIU, Local 1107 v. 

Clark County, EMRB Case No. A1-045883, the Board held that a procedural defect in filing 

(i.e., a late proof of service) did not warrant dismissal where the opposing party had actual 

notice and suffered no prejudice. 

Likewise, in NTEU v. Department of Administration, EMRB Case No. 2020-

004, the Board excused a late response due to a party’s reasonable misunderstanding of 

procedural timing during pending negotiations. The Board emphasized a strong preference to 

resolve matters on their merits rather than through procedural technicalities. 
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MOTION FOR LEAVE TO SUBMIT LATE REPLY DUE TO COUNSEL'S 
UNAVAILABILITY AND GOOD FAITH MISUNDERSTANDING REGARDING 
HEARING STATUS - 3 

Here, Complainant submitted her initial opposition on time, her attorney 

appeared at the July 8 meeting, and the opposing party (WCSD) suffered no prejudice from the 

short delay in replying to the June 27 filing. 

Complainant respectfully submits that the Board’s discretion under NAC 

288.250(2), together with the standard of excusable neglect under NRCP 6(b)(1)(B) and 

supporting precedent, support acceptance of her late reply under these circumstances. 

IV. REQUEST FOR RELIEF 

Complainant respectfully requests that the Board: 

Grant leave to file a late reply in response to Respondent’s Reply in Support of 

Motion to Strike; 

Accept the forthcoming reply as timely for consideration, should the Board 

require such a filing to resolve outstanding procedural issues; and 

Schedule the matter for hearing or otherwise notify Complainant of any 

deadlines or steps needed to preserve her right to be heard. 

This motion is made in good faith and not for the purpose of delay. 

Complainant remains committed to resolving the matter on the merits and appreciates the 

Board’s understanding under these circumstances. 

V. CONCLUSION 

WHEREFORE, for the reasons stated above, Complainant respectfully requests 

that the EMRB grant leave to file a late reply and allow this matter to proceed fairly and fully 

on the record. 

Dated this 15 day of July, 2025. 
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Respectfully submitted, 

Shannon L. Hammond 
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Kevin A. Pick, Esq., Nev. Bar No. 11683
kevin.pick@washoeschools.net
Neil A. Rombardo, Esq., Nev. Bar No. 6800
Sara K. Montalvo, Esq., Nev. Bar No. 11899
Andrea L. Schulewitch, Esq., Nev. Bar No. 15321
WASHOE COUNTY SCHOOL DISTRICT 
P.O. Box 30425
Reno, NV 89520-3425
Telephone:  775-348-0300
Fax:  775-333-6010
Attorneys for Respondent, Washoe County School District

BEFORE THE STATE OF NEVADA

GOVERNMENT EMPLOYEE-MANAGEMENT RELATIONS BOARD

SHANNON LEE HAMMOND,

Complainant,

vs.

WASHOE COUNTY SCHOOL DISTRICT, 

Respondent.
___________________________________/

CASE NO.: 2025-008

OPPOSITION TO 
MOTION FOR LEAVE TO SUBMIT 

LATE REPLY

Respondent, Washoe County School District (WCSD), a political subdivision of the State 

of Nevada, by and through counsel, hereby submits this Opposition to Complainant’s July 15, 

2025, Motion for Leave To Submit Late Reply Due To Counsel's Unavailability and Good Faith 

Misunderstanding Regarding Hearing Status. This Opposition is made and based upon the 

memorandum of points and authorities set forth below, any exhibits attached hereto, and all

papers and pleadings on file herein.

/ / /

/ / /
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MEMORANDUM OF POINTS AND AUTHORITIES

On June 24, 2025, Complainant attempted to file an improper and unauthorized Second 

Opposition to Respondent’s May 14, 2025, Motion to Dismiss. In response, Respondent filed a

Motion to Strike, or in the Alternative, Second Reply in Support of Motion to Dismiss on June 

27, 2025. Complainant then had until July 11, 2025, in which to oppose Respondent's Motion to 

Strike; however, no such response was timely filed by Complainant. 

Therefore, on July 14, 2025, Respondent filed a Reply in Support of Motion to Strike and 

noted that, pursuant to NAC 288.240(6), "[i]f a party fails to file and serve a written opposition 

to a motion, that failure to respond may be construed as an admission that the motion is 

meritorious and as consent to granting the motion." Accordingly, based upon Complainant’s 

failure to oppose the Motion to Strike and upon the other grounds outlined in Respondent’s 

Motion to Strike, the Respondent urged the Board to strike the unauthorized and improper Second 

Opposition. 

The next day, on July 15, 2025, Complainant filed a lengthy “Motion for Leave to Submit 

Late Reply Due to Counsel's Unavailability and Good Faith Misunderstanding Regarding 

Hearing Status.” Therein, Complainant invoked NRCP 6 and argued that she should be permitted 

to file a late opposition based on “excusable neglect.” See Motion, at 2-3. To support the 

existence of excusable neglect, Complainant argues that she filed her “initial opposition on time,” 

that her attorney appeared at the July 8, 2025, Board meeting, and that Respondent will suffer no 

prejudice from Complainant filing a late opposition. Id. 

However, the Respondent must initially note that the Motion for Leave to Submit Late 

Reply was never served by Complainant. Rather, the Board served the Motion for Leave To 

Submit Late Reply on July 16, 2025, after it was filed ex parte. But regardless of Complainant’s 
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failure to serve the Motion for Leave to Submit Late Reply, Plaintiff has not demonstrated 

excusable neglect for her failure to submit a timely opposition to Respondent’s Motion to Strike. 

Complainant argues that she filed her “initial opposition on time,” but Complainant’s 

opposition to Respondent’s May 14, 2025, Motion to Dismiss is irrelevant to Complainant’s 

failure to timely oppose Respondent’s June 27, 2025, Motion to Strike. Timely opposing one 

motion does not provide excusable neglect for failing to oppose another motion. If anything, it 

shows that Complainant was aware of the relevant deadline for an opposition but chose to 

disregard it and not timely respond to the Motion to Strike. 

Complainant next argues that her attorney appeared at the July 8, 2025, Board meeting; 

however, this argument fails on two different levels. First, this case was not on the agenda for 

the July 8, 2025, Board meeting. Second, no attorney has made an appearance on behalf of 

Complainant in this case, and Complainant has repeatedly advised that she is representing herself. 

Lastly, as to whether Respondent will suffer prejudice from Complainant filing a late 

opposition, the standard under NRCP 6 is not whether Respondent will be prejudiced but whether 

Complainant can show excusable neglect for her failure to file a timely opposition. Therefore, 

prejudice to Respondent is irrelevant. Moreover, Respondent will be prejudiced by a double 

standard that allows Complainant to casually ignore the rules to her own benefit. 

/ / /

/ / /

/ / /

/ / /

/ / /

/ / /
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Based upon the foregoing, Respondent respectfully urges the Board to deny 

Complainant’s Motion for Leave to Submit Late Reply.

DATED this 22nd day of July, 2025.

WASHOE COUNTY SCHOOL DISTRICT
OFFICE OF THE GENERAL COUNSEL

By: /s/Kevin A. Pick, Esq.
KEVIN A. PICK, ESQ.
Nevada Bar No. 11683
General Counsel
P.O. Box 30425
Reno, NV 89520-3425
Attorney for Respondent
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CERTIFICATE OF SERVICE

Pursuant to NAC 288.070, I certify that I am an employee of the WASHOE COUNTY 

SCHOOL DISTRICT OFFICE OF THE GENERAL COUNSEL and that on this date I served a 

true and correct copy of the preceding document addressed to the following:

Shannon Hammond
2331 Melody Lane
Reno, NV 89512
Slh9001@yahoo.com

Marisu Romualdez Abellar
Commissioner
Department of Business & Industry
Employee-Management Relations Board 
mabellar@business.nv.gov

by United States first class mail, postage prepaid and via email.

DATED this 22nd day of July, 2025.

/s/ Kaaren Andersen
Kaaren Andersen




