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Survey Says.. 
A huge “Thank You” to all of the Lone 
Star College employees who filled out 
AFT’s 2022 Climate Survey. We were 
overwhelmed by the response!  I am 
excited to report to you that over 1100 
employees (that’s roughly 1 in 6) took 
the Ɵme to fill out the survey. This is 
an incredible rate of return for a sur-
vey and eclipses our local’s previous 
high of 1000 responses to our Covid 
Safety Survey in the Fall of 2021. 
 
We are sƟll in the process of reading 
and analyzing the thousands of wriƩen 
comments that you provided for us. 
Every single one of those comments is 
an important reflecƟon on the employ-
ee experience at Lone Star College so 
we are taking our Ɵme to read, sort, 
and think about what you have said. 
 
I would like to share with you a broad 
overview of the survey data in this edi-
Ɵon of The Advocate.  We’ll have a 
more thorough analysis of the wriƩen 
comments when our next ediƟon 
comes out in February.  What we learn 
will set the agenda for issues that AFT 
will address on behalf of Lone Star em-
ployees over the next couple of years. 
 
First, let me say that if charts and 
graphs are not your thing and the next 
couple of pages look too nerdy for 
your taste, please skip down to the last 
four paragraphs beginning with the 
phrase “Even in the early stages . . .” to 
see some of the big picture take-aways 
we’ve seen so far. 
 

So, let’s get started!  This chart shows 
the number of employees who re-
sponded by job category.  The total 
number of respondents was 1148. As 
you can see, all job categories were 
well represented. 

 
Our first quesƟon asked employees 
how comfortable they were with re-
turning to work in person for a full 
work week at this stage of the Covid 
pandemic.  The following chart shows 
the responses by job category. Alt-
hough more than half of all adjunct 
faculty, fullƟme faculty, administrators 
and part Ɵme staff report feeling very 
comfortable returning full Ɵme, the 
percentage among full Ɵme staff is 
lower (40%), and more than 15% of 
employees report being either very 
uncomfortable or somewhat uncom-
fortable – a non-negligible minority. 
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Our next several quesƟons related to respect.  We 
asked employees “How well do you think your super-
visor respects your responsibiliƟes and workload?”  
More than 80% of employees report that they are ei-
ther fairly well or very well respected by their supervi-
sor.  Adjunct faculty and part Ɵme staff report the 
highest level of perceived respect and fullƟme faculty 
and staff report the lowest. 

There was strong consensus across employee groups 
and the consensus was posiƟve to the quesƟon “Do 
you feel that faculty are treated with respect by 
staff?” 

There was also strong consensus to the quesƟon “Do 
you feel that staff are treated with respect by facul-
ty?”  Although a significantly smaller percentage an-
swered “yes, absolutely”, it was sƟll the case that well 
over 80% of employees answered either mostly or ab-
solutely yes. 

The picture is murkier when we look at the quesƟon 
“Do you feel that faculty are treated with respect by 
college and system administrators?” The difference in 
percepƟon being most pronounced between adminis-
trators and full- Ɵme faculty. 

 

The results are also a bit murky when we look at re-
sponses to the quesƟon, “Do you feel that staff are 
treated with respect by college and system adminis-
trators?” Responses from fullƟme faculty and fullƟme 
staff track together preƩy closely with administrators 
more likely to say mostly or absolutely yes. 

More than half of all respondents report that faculty 
and staff are mostly or absolutely treated with respect 
by administrators. That is undeniably good news. 
There is however a percepƟon gap between adminis-
trators and other employees. 
 
Separate from the issue of respect, we also asked 
about understanding.  How well do each of us under-
stand the workload and responsibiliƟes of each other?  
FullƟme faculty were asked how well they feel staff 
understand faculty responsibiliƟes and workload.  
FullƟme and parƫme staff were asked how well facul-
ty understand staff responsibiliƟes and workload. Ad-
junct faculty were asked how well fullƟme faculty un-
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derstand adjunct responsibiliƟes and workload. The 
results here were quite posiƟve as well with the possi-
ble takeaway that there is room for improvement in 
faculty understanding what staff experience. 

The general answers to these quesƟons are just the 
Ɵp of the iceberg. We asked all employees if they’d 
like to elaborate further on the answers to these 
quesƟons and we are looking for themes in those re-
sponses. We also asked all employees whether there 
were any other concerns regarding their work at LSC 
that they think AFT should be aware of. Although 
there are many individual percepƟons, we think that 
common themes will arise there as well.  Over the 
next couple of months we will look at all of those  
answers in more depth. 
 
Even in the early stages, two themes in parƟcular are 
jumping off the page to us: 
 
1. There is widespread interest in flexible work      

opƟons. The fact that staff were required to       
return to in person work well before faculty during 
the pandemic clearly sƟll sƟngs a great deal and 
probably accounts for posiƟve responses from 
staff falling below those from other categories on 
many quesƟons.  But, moving on from what hap-
pened in the past and looking to the future, the 
desire for full or parƟal remote work opƟons going 
forward is clearly noted.  Later in this ediƟon of 
The Advocate we’ll be reporƟng on some inter-
esƟng developments at one of our sister commu-
nity college systems in the area of flexible work 
opƟons. 

2. There is noted frustraƟon caused by a large num-

ber of job vacancies across the system, parƟcularly 
on the staff side, and difficulƟes in filling those 
posiƟons. As a result of those vacancies, quite a 
few employees     report that they are overworked 
and stressed out.    As we will report farther along 
in this issue, now that uncertainty about the col-
lege’s property tax rate has been seƩled and we 
have more confidence in our   income stream, we 
would hope that filling vacancies could move for-
ward more quickly.  InteresƟngly, some comments 
are connecƟng this theme with the first one.  Em-
ployees on hiring commiƩees have reported that 
applicants lose interest when they learn that Lone 
Star offers no remote work opƟons. 

 
Again, more informaƟon will become clear as we 
spend more Ɵme looking at the results. Expect a     
follow up in our February issue. In the meanƟme, 
thank you to the 1100+ employees who graciously 
took the Ɵme to answer our survey.  Your responses 
will help us plan how we as a union can best represent 
your concerns and how you can work with us to      
advance those goals.  Finally, thank you to those of 
you who took the Ɵme to offer feedback about our 
survey itself. We take your comments to heart as well 
because we want these surveys to give us useful data 
to act on. We’re not professional 
pollsters (and we can’t afford to 
hire one) but hopefully we get a 
liƩle beƩer each Ɵme we run one of 
these. 
 
John Burghduff, President 
AFT Lone Star College 
 
 

 

 

 

We Care. 
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We Advocate Together. 
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In the September/October ediƟon of The Advocate 
we reported on an upcoming vote by the LSC Board 
of Trustees on a property tax rate for 2023.  At the 
point we published that arƟcle it was unclear wheth-
er the Board would be able to come to an agreement 
on that rate. The College AdministraƟon was propos-
ing keeping the tax rate unchanged at $0.1078 per 
$100 valuaƟon. This tax rate would ensure that the 
College would be able to fund the Fiscal Year 2023 
budget approved by the Board in August. 
 
Had the Board not approved that rate, the college 
would have been forced to revert to a lower “No-
New-Revenue” rate that would have required an im-
mediate $45 million dollar cut in the operaƟons 
budget.  As soon as we heard that there was a possi-
bility the tax rate would not pass the Board, AFT Lone 
Star College took acƟon by organizing an email 
wriƟng campaign.  I am thrilled to say that 130 Lone 
Star employees and friends wrote a total of over 
1000 emails to the members of the Board of Trustees 
urging them to vote for the tax rate for the good of 
the College. 
 
I am even more excited to say that, on October 20 
the Board voted to approve the tax rate averƟng a 
serious budget crisis.   
 
AFT thanks the 130 email writers for speaking up for 
the needs of our College and our students.  Grass 
roots ciƟzen parƟcipaƟon really does make a differ-
ence!  We also thank AFT member and reƟred LSC – 
Fairbanks Center employee Earl Brewer for speaking 
to the Board on behalf of the union in favor of the tax 
rate at the October 20 meeƟng.  Finally, we thank the 

members of the Board of Trustees for coming togeth-
er for this all-important vote so that the College can 
be fully funded for this coming year. 
 
Reference to Previous EdiƟon of The Advocate: 
LSC Board of Trustees Faces CriƟcal Tax Rate Vote, 
September – October, 2022, page 5 
hƩp://aŌlonestar.tx.aŌ.org/sites/default/files/
arƟcle_pdf_files/2022-10/2022_advocate_sept-
oct_0.pdf  
 

In the April/May ediƟon of The Advocate, I wrote an 
arƟcle enƟtled “The Cubicle and the Kitchen Table – 
Reimagining the Workplace in the Community        
College.”  In that arƟcle, I wrote about the transfor-
maƟon of the workplace across the economy away 
from 8 – 5 in a physical office space towards a more 
flexible model including remote work from home. 
 
To say that the workplace has conƟnued to evolve in 
that direcƟon over these last six to seven months 
would be a gross understatement of the breathtaking 
change in how both employers and employees       
perceive and pracƟce work.  If you keep up with the 
Business Page of the Houston Chronicle you see     
examples of this radical transformaƟon almost every 
week in our hometown.  Numerous companies have 
signed new leases reducing the physical footprint of 
their office space.  As they have discovered that their 
employees can finish many of their work tasks        
remotely, they have realized that they can save     
considerable money by consolidaƟng space. 
 
Exxon Mobil reportedly is saying that they may not 
uƟlize all of the space they have created in their   
massive corporate campus in Spring.  The owners of 
the venerable Esperson Buildings downtown (the 
Niels Esperson Building is the 1927 Italian Renais-
sance Revival Building with the columned circular 
“tempieƩo” at the top) are planning to convert some 
of the space to luxury apartments because considera-
ble office space is no longer in use. 
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LSC Board of Trustees            
Approves Tax Rate 

Dallas College Announces    
FlexWork Model 

By: John Burghduff 
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In “The Cubicle and the Kitchen Table”, I reported that 
some colleges and universiƟes (including San Jacinto 
College in our neighborhood) were beginning to        
explore work from home opƟons in one form or       
another. In the recent AFT survey of Lone Star College 
employees reported elsewhere in this ediƟon of The 
Advocate, we saw a significant number of comments 
from Lone Star employees expressing an interest in 
remote work opƟons and concerns among administra-
tors that the lack of such opƟons was making it harder 
to aƩract talent for open posiƟons. 
 
Although a working group looking at possible work 
from home opƟons at Lone Star was disbanded, inter-
est and acƟon at other community colleges is acceler-
aƟng.  A professor and AAUP member from Dallas Col-
lege (formerly Dallas County Community College Dis-
trict) recently shared with me some informaƟon on an 
ambiƟous “FlexWork” program that their college is 
rolling out for their staff and administrators beginning 
this semester. 
 
I believe it would be of interest to many at Lone Star 
to learn about the Dallas College program. The pur-
pose of this arƟcle is to describe their new program 
and to include some reflecƟons from the ExecuƟve 
Board of AFT Lone Star College about whether a pro-
gram like that would work here. 
 
Dallas College does not refer to their new program as 
a “remote work” or “work from home” policy because 
they are considering opƟons broader than that.  They 
refer to their policy as “FlexWork” and are offering 
staff and administrators four possible opƟons in       
addiƟon to the tradiƟonal 8 – 5 in-the-office opƟon. 
 

Dallas College FlexWork OpƟons: 

 

 Compressed Work Week: Eligible full-Ɵme         
employees have the opƟon to compress a full-Ɵme 
workload into fewer than five days per week to 
complete all job responsibiliƟes. 

 FlexƟme: Eligible full-Ɵme employees work full     
8-hour day with non- tradiƟonal hours. Instead of 
8 a.m.- 5 p.m., they may work from 6 a.m.- 3 p.m.  

 Remote: Eligible full-Ɵme employees perform all 
their job funcƟons off- campus, typically at home. 

 Hybrid: Eligible full-Ɵme employees work some 
days in the office and some days outside the office 
on a weekly, biweekly, or monthly schedule.  

 

Dallas College released a Statement of IntenƟon      
explaining their raƟonale for insƟtuƟng this program: 

 

“Dallas College is commiƩed to creaƟng a diverse 
workforce of the future that embraces employee 
achievement through a flexible work arrangement 
model. Flexible work arrangements benefit employees 
by enhancing morale, creaƟng a beƩer work-life      
balance, and offering alternaƟve work arrangements 
that may lead to increased employee efficiency and 
producƟvity.” 

 

“Although the COVID-19 pandemic required a move to 
a flexible work environment, we now have an oppor-
tunity to integrate FlexWork as a part of our overall 
talent strategy to aƩract, recruit, and retain great    
employees. FlexWork will allow our workforce to     
become more adaptable, accountable, and responsive 
to the needs of our students.” 

 

Dallas College also outlines the benefits they expect to 
experience from adopƟng a FlexWork model: 

 

“According to the Society for Human Resources     
Management, employees perform beƩer and maintain 
higher levels of well-being when work-family-life    
concerns are reflected in policies and pracƟces.       
AddiƟonally, supervisor support for these concerns is 
essenƟal to the contribuƟon of a posiƟve employee 
environment and organizaƟonal outcomes.” 

 

“OrganizaƟons not only report higher levels of         
employee aƩracƟon, retenƟon and engagement but 
may also realize cost savings and beƩer space uƟliza-
Ɵon. Employees experience wellbeing, job saƟsfacƟon, 
and higher producƟvity as they are less likely to be 
absent because of illness or personal demands.       
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Further, students can receive services outside of nor-
mal business hours and obtain support without travel-
ing to campus.” 
 
Dallas College is rolling out FlexWork opƟons depart-
ment by department over the course of the current 
semester and is making these opƟons available to staff 
and administrators.  It is presumed that faculty al-
ready essenƟally have FlexWork opƟons.  So far, I 
don’t know if there are specific limits on the number 
of classes faculty teach online, but it appears that 
many faculty teach a mixture of online and face to 
face classes.  Dallas College does not appear to have a 
policy that faculty have to be on campus a certain 
number of days in the week.  By contrast, Lone Star 
College policy requires all faculty members to be on 
campus at least four days a week. 
 
Here is how Dallas College explains the scope of Flex-
Work for staff and administraƟon: 
 
“FlexWork is a work alternaƟve that is appropriate for 
only some employees and posiƟons and requires ap-
proval and a wriƩen agreement. The policy is being 
finalized and will be available on the Dallas College 
Board Policy Manual.” 
 
Although their statement does not give examples, one 
could imagine, for example, that maintenance workers 
may not be able to do their work from home. On the 
other hand, a FlexƟme opƟon might be useful to both 
the employee and the college. 
 

There are certain eligibility requirements an employee 
must meet in order to have a FlexWork schedule: 

 Employee must be working in a posiƟon for which 
FlexWork has been approved. 

 Employee must be in good standing – not current-
ly subject to disciplinary acƟon 

 Employee must live a “commutable distance” (and 
within Texas) from Dallas to be able to come to 
the college for meeƟngs when needed 

 Employee must discuss their interest with their 
supervisor 

 Approval is not guaranteed 

 Flex Work approval can be rescinded at the Col-
lege’s discreƟon 

 

At Dallas College, FlexWork decisions will be made at 
the department level between an individual employee 
and his or her supervisor.  If the employee holds a job 
posiƟon that has been approved for FlexWork, he or 
she will present a proposal answering the following 
quesƟons: 

 How will the proposed arrangement enhance your 
ability to work effecƟvely? 

 What potenƟal challenges could arise and how will 
you address them? 

 How will you communicate with supervisor, 
coworkers, students, and others? 

 What technology and equipment will you need? 
(college provides laptop, employee is responsible 
for internet connecƟon) 

 
Supervisor and employee meet together to discuss  
the employee’s eligibility based on job posiƟon,       
performance history, and departmental operaƟonal 
needs. The employee is encouraged to be prepared to 
accept a variaƟon on the proposed arrangement 
based on this discussion.  If the supervisor denies the 
request, he or she must document the reason based 
on suitability of the job for FlexWork, the effect on the 
department, the employee’s performance record, or 
the lack of sufficient detail in the proposal.  If the     
supervisor approves, however, the proposal is sent to 
Human Resources for review.  HR may send back 
quesƟons for clarificaƟon but, once that process is 
complete, the employee begins the new work          
arrangement. 
 
In our most recent meeƟng, I shared what I have 
learned about the Dallas College FlexWork program 
with the ExecuƟve Board of AFT Lone Star College.  
We discussed whether a program like this would be 
effecƟve at Lone Star. Overall, we felt that opƟons like 
these would be very exciƟng for our college and would 
make it easier to aƩract and hire new employees to fill 
the many open posiƟons the College is having difficul-
ty filling.  We discussed whether adopƟng a similar 
program might help the college consolidate adminis-
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traƟve space thus freeing up space for instrucƟonal 
purposes and lessening the need for future construc-
Ɵon. 
 
We liked the flexibility and autonomy Dallas is giving 
department level leaders in making FlexWork         
decisions but were concerned that there didn’t ap-
pear to be an appeal process. My colleague at Dallas 
confirmed that this was a piece that was missing.  
We also imagined that Lone Star administraƟon 
would feel more comfortable if there was some sort 
of oversight mechanism at higher levels to assure 
that decisions were being made fairly, consistently, 
and in the best interests of the college. 
 
One aspect of the way Dallas College is rolling out 
this program would probably not be a good fit for 
Lone Star College.  Dallas is taking a “build the plane 
while it’s flying” approach.  They are implemenƟng 
FlexWork before official policy is passed, expecƟng 
to tweak and revise as they go.  Lone Star admin-
istraƟon would almost certainly prefer to think 
through all aspects of the policy first, perhaps try out 
a pilot program, and roll out a comprehensive plan 
more deliberately.  Like people, insƟtuƟons have 
their own personaliƟes and change can only happen 
in ways that take those personaliƟes into account. 
 
AFT will conƟnue to monitor and report on progress 
with Dallas College’s FlexWork program, and any 
other plans for flexible work opportuniƟes at other 
colleges that we hear about.  That the nature of 
work is changing (rather, has already changed) and 
that community colleges will need to adapt is now, 
in our judgment, a given.  We hope Lone Star College 
will engage in the conversaƟon about flexible work 
and look for innovaƟve approaches that will benefit 
our employees and our students. 
 
Reference to a Previous Issue of The Advocate: 
 
The Cubicle and The Kitchen Table – Reimagining the 
Workplace in the Community College, April – May, 
2022, pages 3 -6 
hƩp://aŌlonestar.tx.aŌ.org/sites/default/files/
arƟcle_pdf_files/2022-04/2022_advocate_apr-
may_0.pdf  

SubmiƩed anonymously by a Lone Star College employee 

 
The April-May (2022) ediƟon of The Advocate  
featured an installment of Know Your Rights on the  
issue of outside employment. The issue pointed out 
that Lone Star College policies on outside employ-
ment are stricter than those at other major commu-
nity colleges in Texas. More specifically, LSC policies 
require ex ante approval and, in the case of teaching, 
place limits on the number of classes taught. In  
contrast to Lone Star, other insƟtuƟons require  
employees to merely disclose addiƟonal employ-
ment, without unduly interfering in employees’  
private lives outside of work hours.  
 
The noƟon of the college interfering in our off-the-
clock lives is legally problemaƟc and ethically  
suspect. It also undermines employee well-being,  
as those asking permission are treated as though 
they are trying to get away with something. Yet, the  
ethics of our outside employment policy is not what 
this column will focus on. Instead, I would like to 
take a closer look at the financial implicaƟons of 
Lone Star’s restricƟve and far-reaching policies.  
 
According to the LSC website, the college aims to be 
“externally compeƟƟve in pay opportuniƟes,”  
claiming to rouƟnely assess its compeƟƟveness and  
adjusƟng accordingly. In pracƟce, however, this  
Is not the case when we factor in outside employ-
ment. This is parƟcularly true of addiƟonal teaching.  
 
As many department chairs know, Lone Star rouƟne-
ly hires full-Ɵme teachers from nearby schools and 
professors from local colleges as adjuncts. These  
instructors do not face the same restricƟons as  
Lone Star employees do. Consequently, they have 
the potenƟal to earn significantly more than LSC  
employees. SomeƟmes, this creates significant  
distorƟons. For example, a Lone Star professor  
holding a PhD can make less than his or her counter-

Op ed:  
Outside Employment 
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part with an MA at a local high school, provided that 
this counterpart is teaching a few classes outside of 
their main insƟtuƟon.  
 
In addiƟon to the issue of compeƟƟveness, there are 
other negaƟve consequences of our restricƟve addi-
Ɵonal employment policies. One of them has to do 
with reƟrement.  
 
As many of you know, Texas has a very sƟngy public 
educaƟon reƟrement system. Like most colleges in 
Texas, Lone Star College employees do not pay into 
social security. Their reƟrements are enƟrely  
dependent on either  
the TRS or ORP – the first 
opƟon is not indexed to 
inflaƟon and has not seen 
a COLA in two decades, 
while the second opƟon is 
at the mercy of the  
market. In fact, Texas 
ranks second to last with 
regards to teachers’  
reƟrement benefits.  
 
Given all this, bringing LSC addiƟonal employment 
policies in line with other major community colleges 
in Texas or with the standard Texas AssociaƟon of 
School Boards (TASB) policy would significantly im-
prove reƟrement prospects of LSC employees. Main-
taining the status quo keeps Lone Star Employees at  
disadvantage compared with their counterparts at 
HCC, Dallas College, AusƟn Community College, and 
many others.  
 
While this point may seem theoreƟcal to some, it is 
anything but. Here, running various reƟrement sce-
narios using the TRS calculator is very enlightening. 
For example, an employee who spends an enƟre ca-
reer at Lone Star can increase their TRS benefits by 
several hundred dollars per month by teaching an 
extra class or two during the last few years of their 
career. An employee who is relying on ORP can ex-
pect the same by teaching extra classes early in their 
career. To be more specific, a TRS parƟcipant making 
an average $65,000 per year can expect a reƟrement 
benefit of $3,737 gross per month aŌer 30 years of 
service. Should that employee decide to teach just 

one extra class every semester during the last five 
years of their career, their benefit would increase to 
$4,312 gross per month. For ORP parƟcipants, such 
figures would be market-dependent, but would be 
significant due to the 30-year compounding period. 
Given the limited benefits offered to teachers in Tex-
as, addiƟonal employment may determine reƟring in 
dignity or not.  
 
Thus, for many LSC employees outside employment 
is not a quesƟon of want, but a quesƟon of need. In 
addiƟon to the reƟrement consideraƟons outlined 
above, some employees take care of elderly parents 

or children with  
special needs; to 
them, outside      
employment may be 
a lifeline. In such 
situaƟons, asking for 
approval creates a 
sense of insecurity 
and unease.  
 

Likewise, a large proporƟon of LSC employees have 
had other careers before joining the college. As a 
consequence of Lone Star not paying into Social    
Security, most of these individuals (if they are TRS 
parƟcipants) will be affected by the Windfall Elimina-
Ɵon Provision. This provision will severely reduce 
their Social Security benefits, making them almost 
completely reliant on the TRS. This is a truly unenvia-
ble situaƟon. Here, once again, outside employment 
may determine whether such an employee can reƟre 
in dignity.  
 
Let me be clear, Lone Star College employees are 
professionals, many of whom spent long years  
acquiring advanced degrees from top insƟtuƟons. 
They do not want to work second careers elsewhere 
and are fully commiƩed to Lone Star College. Requir-
ing advanced approval for outside employment,  
regardless how insignificant, feels infanƟlizing and 
demonstrates a lack of trust.  SomeƟmes this creates 
financial insecurity and uncertainty, if other insƟtu-
Ɵons want a commitment before LSC is willing to 
give permission. Leƫng the college know about  
outside employment is a reasonable expectaƟon,  
but seeking approval every few months is overly-

Page 8 The Advocate 

“It is, therefore, worthwhile to start 
the conversaƟon about changing 
Lone Star College policies about 

outside employment.” 
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controlling and infringes on employee freedom and 
privacy, creaƟng an uncomfortable atmosphere of 
distrust.   
 
It is, therefore, worthwhile to start the conversaƟon 
about changing Lone Star College policies about out-
side employment. In addiƟon to the consideraƟons 
discussed above, rising interest rates, raging infla-
Ɵon, and high gas prices could be seen as reasons to 
align our policies with the norm. Let’s be outliers in 
student success, community engagement, and in-
strucƟonal innovaƟon, not in employment re-
stricƟons.  
 
Reference to a Previous EdiƟon of The Advocate 
Know Your Rights – Outside Employment, April – 
May, 2022, pages 8 – 11 
hƩp://aŌlonestar.tx.aŌ.org/sites/default/files/
arƟcle_pdf_files/2022-04/2022_advocate_apr-
may_0.pdf  
 
 

AFT Lone Star College congratulates the newly elect-
ed members of the Lone Star College Board of Trus-
tees: 
 

 District 5: David Vogt 

 District 6: Myriam Saldívar 

 District 7: Rebecca Broussard 
 
Welcome, Ms. Broussard (first term) and welcome 
back Mr. Vogt and Ms. Saldívar (incumbents).  We 
look forward to working with you over the next six 
years. Thank you for your service to Lone Star Col-
lege. 

Know Your Rights – Progressive Discipline 
John Burghduff 
 
Once or twice a semester I’ll get a phone call from a 
worried AFT member who will start the conversaƟon 
with the quesƟon “Thus and such just happened; will 
they fire me for this?”  It is a reasonable and im-
portant quesƟon that I always take seriously.   
 
Looking to the legal system for answers will probably 
not help.  As much as I love my home state, Texas is 
a precarious place to be an employee.  Going all the 
way back to the earliest Anglo colonists in the 1820s 
(see my colleague Steve Davis’s column), Texas has 
prided itself on being “business friendly”, whether 
we’re talking about the plantaƟons and ranches of 
the 19th century, the high tech innovaƟon centers of 
the 21st or, of course, the oil and gas industry that 
dominates everything else.  Sadly, our state seems to 
take as a maƩer of faith that being friendly to busi-
ness means being unfriendly to workers.  Other 
states and other countries have definiƟvely shown 
that the interests of business and the interests of 
workers can complement one another but that is not 
a Texas thing. 
 
It has been rightly said that, under Texas labor law, 
an employee can be fired for any reason or for no 
reason.  There is a story that gets repeated of a 
banker who was fired for wearing a Dallas Cowboy 
Ɵe to work because his boss didn’t like the Cowboys.  
According to the story, the courts upheld the bank’s 
right to do so.  I have never been certain whether 
the story is authenƟc or mythical, but the fact of the 
maƩer is that, under Texas law, employees can legal-
ly be fired for something as trivial as this. 
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The excepƟon to this Wild West aƫtude towards 
workers is that Federal Law prohibits an employee 
from firing someone for belonging to an Equal Em-
ployment Opportunity protected class such as race, 
ethnicity, religion, sex, and so forth. A Texas employ-
er can fire someone for wearing a Cowboys Ɵe but 
not for being an African American woman, for exam-
ple.  The trick there is proving that the reason for the 
dismissal truly was discriminaƟon and not something 
else. 
 
Well, that’s a gloomy picture isn’t it? 
 
The good news is that individual employers in Texas 
can choose to adopt policies and procedures that 
treat employees beƩer than the state requires. In 
those cases, it is the employer’s own policies that 
protect the rights of employees. There are many im-
portant reasons why an employer would choose to 
do this. First and foremost, treaƟng employees in a 
callous and capricious manner is immoral.  However, 
in addiƟon, firing people at the drop of a hat is bad 
for business.  A sudden vacancy means that cowork-
ers have to take on addiƟonal duƟes and service to 
stakeholders suffers.  RecruiƟng, hiring, and 
onboarding a replacement worker is expensive and 
Ɵme consuming, especially in a Ɵght labor market. 
 
The smart thing for an employer to do is to invest 
the Ɵme and effort to hold on to problem employees 
and try to help them to do beƩer if at all possible.  
The Cowboy Ɵe example is silly and peƩy.  The guy in 
that example was likely not a problem employee, 
just an employee with misguided loyalƟes (from the 
point of view of this life-long Houstonian).  There are 
true and valid employee performance issues that are 
harmful to the mission of the organizaƟon that em-
ployers should and must address. The smart thing for 
the employer to do is to try to take measures to as-
sist the employee to overcome those issues.  The 
vast majority of us don’t want to be bad employees 
but that doesn’t mean that we insƟncƟvely always 
know how to be good ones. 
 
This brings me back to the panicked phone calls from 
union members afraid they are going to be fired. I 
am always pleased to be able to tell those employ-
ees that Lone Star College is one of those employers 

that recognizes the value of trying to keep employ-
ees rather than throwing them callously away. 
SomeƟmes employees’ supervisors are simply in the 
wrong. For episodes that fall into the Dallas Cowboy 
Ɵe category when it looks like supervisors are being 
peƩy and capricious, Lone Star College has a griev-
ance process that the union can and does guide em-
ployees through. (I wrote about grievances in previ-
ous installments of this column. Please see the end 
of this arƟcle for specific references.)  If issues ap-
pear to be outright unlawful discriminaƟon, I can 
direct employees to the LSC Office of Governance, 
Accountability, and Compliance which, in my judg-
ment, does a very good job of thoroughly invesƟ-
gaƟng such complaints.  
 
SomeƟmes, however, employees will tell me (or will 
come to realize as we talk) that part or all of the 
problem lies with themselves.  Employees will tell 
me that they know they made mistakes and they 
worry about what will happen next. In those cases, I 
can describe a procedure Lone Star College refers to 
as “progressive discipline”. That may sound a bit om-
inous, but the procedure is actually an excellent one 
that is beneficial to employees and it is important for 
everyone working for Lone Star to understand.  So, I 
am going to describe it in this episode of “Know Your 
Rights”. 
 
In May of 2020, the Lone Star College Office of Hu-
man Resources prepared a training, mandatory for 
all supervisors across the system, on the Lone Star 
College Progressive Discipline Procedure.  The train-
ing was very helpful, and, in the remainder of this 
arƟcle, I will largely be quoƟng from the PowerPoint 
from that training. 
 
The training began with a statement of purpose 
which I quote: 
 
“The Lone Star College (LSC) Progressive Discipline 
procedure is designed to align with LSC Cultural Be-
liefs to promote a high level of employee perfor-
mance by: 
 CorrecƟng performance problems as they arise, 
 Building genuine employee commitment to the 

organizaƟon, and 
 Encouraging and promoƟng the development of 
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effecƟve working relaƟonships between supervi-
sors and their employees.” 

 
What are some of the performance problems that 
this procedure aims to address?  The HR presenta-
Ɵon idenƟfied three broad categories. 
 “AƩendance – coming in late, leaving early, ex-

cessive absenteeism 
 Behavior/Conduct – unprofessional behavior to-

wards staff, co-workers, or students; insubordi-
naƟon, violaƟon of LSC’s civil rights policies. 

 Work performance – failing to meet targets: 
work requiring excessive revision/rework, Ɵme 
wasƟng and poor Ɵme management” 

 
These categories are, indeed, broad and would mean 
different things depending on whether employees 
are faculty, staff, or administraƟon but they do serve 
as a clear and useful categorizaƟon for both employ-
ees and supervisors to assess whether a given be-
havior is a true performance problem. Furthermore, 
these are valid concerns. The College has every right, 
and in fact has a duty, to make sure that concerns 
like these are addressed. 
 
The “progressive” in 
the phrase 
“Progressive Disci-
pline Procedure” 
refers to the fact 
that the procedure 
calls for a series of 
steps beginning at 
an informal level 
and “progressing” to 
more serious and formal levels ONLY when less for-
mal steps have not achieved the necessary results. 
 

STEP 1: INFORMAL COACHING 
 
As the Ɵtle suggests, if a supervisor idenƟfies a spe-
cific area in which an employee needs to improve, 
the first step is an informal conversaƟon in which the 
supervisor idenƟfies the issue, listens to the employ-
ee to understand what that employee may need, 
and outlines clear expectaƟons.  QuoƟng from the 
HR presentaƟon, 

“During informal coaching, the supervisor has an op-
portunity to understand the cause of the employee’s 
performance, discuss possible soluƟons, and estab-
lish an appropriate Ɵme frame for achieving them.” 
 
“Generally, the outcome of a coaching session is not 
documented in a formal memorandum to an em-
ployee; however, supervisors are encouraged to 
make a note of this acƟvity in an employee’s file 
maintained by the supervisor.” 
 
(As an aside, AFT oŌen encourages employees to 
write an email back to the supervisor aŌer a meeƟng 
such as this, not as a protest, but simply to memori-
alize the steps that were agreed to in order to make 
sure that nothing was forgoƩen or misunderstood 
and to affirm the employees’ commitment to the 
changes discussed.) 
 
Note how the focus of the HR language is on finding 
ways to help the employee improve, not on geƫng 
the employee fired. Many issues will be resolved at 
this stage and will need to go no further.   
 

On a personal level, I 
can recall as a very 
young man having a 
meeƟng along these 
lines with a supervisor 
at another employer 
because I had missed a 
deadline.  In that dis-
cussion it became clear 
that I was having trou-
ble prioriƟzing mulƟple 

assignments and the supervisor graciously agreed to 
help me think through that process.  The coaching 
session solved the problem from his point of view 
and has been very helpful to me as I conƟnued 
through my career.   
 

STEP 2: PERFORMANCE IMPROVEMENT 
COUNSELING 
 
If performance problems persist aŌer informal 
coaching, the process progresses to “Performance 
Improvement Counseling”, a series of more serious 
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conversaƟons but sƟll a step taken BEFORE formal 
steps of disciplinary acƟons are taken. To quote from 
the HR presentaƟon 
 
“Generally, the outcome of a performance improve-
ment discussion is to develop a performance im-
provement plan.  The supervisor will provide feed-
back and document the improvements in the em-
ployee’s performance improvement plan maintained 
by the supervisor.” 
 
Lone Star College has a specific form used for Perfor-
mance Improvement Plans that documents specific 
changes expected of the employee, a Ɵmeline for 
monitoring changes, and, importantly, steps that the 
supervisor will commit to do in order to assist the 
employee in compleƟng the plan. This could include, 
for example, authorizing training the employee 
might need, and Ɵme set aside in the employee’s 
workload to parƟcipate in that training. 
 
I have had the privilege of observing a Lone Star 
dean who used a Performance Improvement Plan 
(also known as a PIP) to assist a struggling employee. 
She met with that employee on a regular basis, sug-
gested pracƟcal tools that would help, and author-
ized Ɵme off for important training that the employ-
ee needed. She invested a great deal of Ɵme and 
effort in assisƟng the employee and the end result 
was that the employee was able to make substanƟal 
improvement. 
 
Note: There may be specific severe issues for which 
performance improvement plans are not appropri-
ate.  For example, an employee should not need 
counseling meeƟngs and training to know that one 
shouldn’t beat a student.  Cases like that escalate 
farther down the process quickly out of necessity to 
maintain the safety of students and employees.  Su-
pervisors are encouraged to contact HR for further 
guidance about what issues might not be suited to a 
PIP.  More on excepƟons later. 
 

STEPS 3 AND 4: FIRST AND SECOND WRIT-
TEN WARNING 
 
If informal coaching and performance improvement 

counseling fail to result in important changes in be-
havior, the process moves on to what are finally con-
sidered formal disciplinary acƟons.  At first, these 
take the form of wriƩen warnings.  WriƩen warnings 
should use a specific form approved by Human Re-
sources that clearly states across the top that this is, 
indeed, a wriƩen warning, documents steps that 
have already taken place to resolve the issue, and 
clearly states that failure to address the issues in the 
warning by the employee can ulƟmately result in 
further disciplinary acƟon up to and including termi-
naƟon. 
 
Supervisors are expected to prepare for meeƟng 
with the employee by compleƟng a Pre-MeeƟng 
Checklist form that documents for HR what issues 
exist and what steps have taken place so far as well 
as what the expectaƟons for change are.  The em-
ployee is called to a meeƟng and informed in ad-
vance that the purpose of the meeƟng is to adminis-
ter a wriƩen warning.  The stated purpose of the 
wriƩen warning, according to the HR training is “to 
gain the employee’s commitment to change to an 
acceptable aƩendance, behavior/conduct, and/or 
work performance.”  In other words, even at this 
stage, the goal is to try to salvage the employee, not 
to merely be a box to check to get the employee out 
the door. 
 
There is to be a First WriƩen Warning followed, if 
aŌer a reasonable amount of Ɵme the performance 
issues remain, by a Second WriƩen Warning. 
 
A copy of the First or Second WriƩen Warning will be 
provided to the employee and the employee will be 
asked to sign the supervisor’s copy to confirm that 
the discussion took place. Signing does not neces-
sarily indicate that the employee agrees with the 
content of the warning. An employee can refuse to 
sign. However, refusing to sign does not invalidate 
the warning. 
 
In addiƟon, the employee has the right to file a re-
sponse to the wriƩen warning (whether it is a First 
or Second Warning) and submit it within five working 
days of the receipt of the document.  If an employee 
believes the Warning is invalid, AFT encourages that 
employee to file a response to document that belief. 
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Whether it is a First WriƩen Warning or a Second 
WriƩen Warning, the supervisor files a Post-MeeƟng 
Summary, and copies of the Warning itself and any 
supporƟng documents with the Office of Human Re-
sources. 
 
It is at the step of a First or Second WriƩen Warning 
that the union has noted some irregulariƟes in some 
specific cases. 
 
We have seen supervisors blind side employees by 
not telling them that the purpose of a meeƟng is to 
administer a warning. This puts employees at an un-
fair disadvantage unready to explain their sides of 
the story and should not happen. 
 
We have seen supervisors file wriƩen warnings with-
out going through the informal coaching and perfor-
mance improvement plan steps. As stated before 
and reiterated later in this arƟcle, there are situa-
Ɵons where steps can be skipped but they are ex-
treme and rare.  WriƟng someone up may be easy 
for the manager but Lone Star’s procedure is clear 
that there are efforts that must be made before that 
stage is reached. 
 
We have seen supervisors file a Second WriƩen 
Warning without a First WriƩen Warning. Generally, 
the supervisor refers back to some previous commu-
nicaƟon and claims aŌer the fact that that communi-
caƟon was really a First WriƩen Warning.  That can’t 
be done and violates the leƩer and spirit of the pro-
cess. Employees have a right to know that a docu-
ment they have received has risen to the level of a 
Formal Disciplinary AcƟon and not to be caught off 
guard. 
 
We have also seen supervisors follow up a First 
WriƩen Warning with a Second WriƩen Warning 
within days. The spirit of Progressive Discipline is 
that we want to salvage employees and help them 
improve. Rapid fire serial warnings are contrary to 
that spirit.  Any of these irregulariƟes could provide 
grounds for an appeal or grievance. The union en-
courages members who encounter any of these ir-
regulariƟes to contact us for assistance to help us 
assure that rights to due process are preserved. 
 

STEP 5: THIRD (FINAL) WRITTEN WARNING 
 
If required changes have not taken place aŌer a First 
and Second WriƩen warning, the Third WriƩen 
Warning is considered to be a FINAL wriƩen warning 
and the final formal step before terminaƟon pro-
ceedings could conceivably begin. 
 
Like the first two wriƩen warnings, the supervisor is 
expected to prepare a Pre-MeeƟng Check list outlin-
ing efforts that had already been made to resolve 
the undesired behavior, and to inform the employee 
that they are being called to the meeƟng to be ad-
ministered a warning.  The employee sƟll has the 
right to file a wriƩen response within 5 business days 
of receipt. 
 
Even at this late and final stage, the purpose is sƟll to 
illicit change and salvage the employee. 
 

STEP 6: TERMINATION 
 
As stated in the HR presentaƟon, “A terminaƟon nor-
mally occurs when the steps of discipline outlined in 
the Progressive Discipline Procedure have failed to 
bring about a correcƟon in an employee’s aƩend-
ance, behavior/conduct, and or work performance.” 
 
Also, “It is LSC’s internal pracƟce to require a signed 
TerminaƟon RecommendaƟon AuthorizaƟon Form 
(commonly referred to as the 5-Signature form) be-
fore ending employment.” 
 
In the TerminaƟon RecommendaƟon AuthorizaƟon 
Form, the supervisor makes the case of why the em-
ployee should be terminated.  Five levels of supervi-
sion including the Lone Star College General Counsel 
(Mr. Mario CasƟllo) and Chancellor (Dr. Steve Head) 
must agree with the decision and sign off. The pur-
pose of this form is to ensure that the decision to 
terminate is not a personal whim or vendeƩa on the 
part of a supervisor.  MulƟple levels of administra-
Ɵon have to be convinced that appropriate efforts 
had been made and documented to try to salvage 
the employee and that all of those efforts had failed. 
 
Note: The exact process to terminate an employee is 
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outlined in SecƟon IV.G.3 in the Lone Star College 
Policy manual (www.lonestar.edu/policy) and de-
pends on whether the employee is on contract or 
not. We will go through that process in a future is-
sue. 
 
The boƩom line of this whole discussion is that the 
answer to the quesƟon “Will I be fired?” is “Not 
without following a carefully craŌed process that 
gives you ample opportuniƟes to fix whatever prob-
lems your supervisor idenƟfies.” 
 
In fact, it is possible for supervisors to back up a step 
if they think it will help. For example, if a perfor-
mance improvement plan helps resolve an issue to a 
degree but not completely, supervisors can choose 
to start another PIP instead of proceeding to a for-
mal wriƩen warning. 
 
EXCEPTIONS AND SKIPPING DISCIPLINARY STEPS 
 
There is an important caveat to note. The HR presen-
taƟon clearly states that, should an employee com-
mit a “serious offense”, the employee may be esca-
lated past informal steps to a Formal WriƩen Warn-
ing, even a Final Warning.  Furthermore, it states, 
 
“A terminaƟon is the appropriate acƟon when a dis-
ciplinary problem repeats or when a single offense is 
so severe that any other disciplinary acƟon would 
not be an appropriate remedy.” 
 
The implicaƟon of the first part of this sentence is 
that, if an employee has a performance issue, goes 
all the way through the Progressive Discipline Proce-
dure, and then commits the same performance is-
sue, they may not be afforded the enƟre process the 
second Ɵme around. 
 
The second part of the sentence is a bit vague. If an 
offense is sufficiently severe, steps in the process can 
be skipped and, potenƟally, the employee could be 
terminated without going through all of these steps. 
What consƟtutes “sufficiently severe”? In one way, it 
makes sense not to try to come up with an exhaus-
Ɵve list of offenses that would qualify, or the process 
could end up looking like the book of LeviƟcus or the 
Texas ConsƟtuƟon. However, this statement requires 

a level of trust that the 5-Signature form would root 
out any cases of supervisors trying to circumvent the 
system. 
 
The HR presentaƟon includes a secƟon on Adminis-
traƟve Leave. In this secƟon, the presentaƟon points 
out that the Chancellor can authorize an Administra-
Ɵve Leave (with or without pay) “when an inappro-
priate behavior is so serious that immediate removal 
from the workplace is necessary”.  They list some 
examples of behaviors that could trigger an Adminis-
traƟve Leave and I think it is safe to surmise that the 
kinds of behaviors that would trigger skipping steps 
or immediate terminaƟon in the Progressive Disci-
pline Procedure would be of this magnitude.  To 
quote, 
 
“Though it is not possible to list all forms of behav-
ior, the following are examples of situaƟons where 
an administraƟve leave may be appropriate: 
 TheŌ 
 Threat of violence 
 DestrucƟon of college property 
 ReporƟng to work under the apparent influence 

of alcohol or drugs (or reasonable suspicion of 
the same) 

 InsubordinaƟon 
 Arrest” 
 
It is presumed that any such allegaƟons would be 
thoroughly and fairly invesƟgated before decisions 
are made.  We will have to monitor whether this 
clause is ever used to circumvent what is otherwise a 
fair and thorough process.  So far, we have seen no 
evidence to suggest that. 
 
Besides formal terminaƟons, there may be other 
reasons employees may lose their employment at 
Lone Star.  ParƟcularly, part Ɵme staff and adjunct 
faculty can be affected if enrollment drops and the 
need for their services disappears. There is not much 
anyone can do when that happens, sadly, but it is 
important to note that this scenario is not a termina-
Ɵon.  We would all be hoping that the employee 
could be brought back when situaƟons improve. 
 
Full Ɵme employees could become vicƟms of 
“reducƟons in force” or “layoffs” if shiŌs in enroll-
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ment or other needs threaten to make a job posiƟon 
obsolete. In a future installment I can discuss what 
those policies and procedures are.  This scenario is, 
first of all, extremely, extremely rare, and second of 
all, would not preclude the employee from moving 
to another posiƟon within the College if one were 
available.  
 
What we would 
suggest is that any 
union members 
who find them-
selves at any stage 
in the Progressive 
Discipline Process 
should consult with 
one of the AFT offic-
ers listed on the last page of The Advocate.  If there 
are indeed performance issues you are struggling 
with, we will encourage you to address those issues 
because, ulƟmately, we should all share the goal of 
doing the best job we possibly can of serving our stu-
dents.  However, we will also help to make sure that 
your rights to due process are preserved and that 
you are given a fair opportunity to improve. 
 
References from previous ediƟons of The Advocate: 
 
“Know Your Rights – Informal Dispute ResoluƟon 
MeeƟngs, September – October, 2021, pages 11 – 14 
hƩp://aŌlonestar.tx.aŌ.org/sites/default/files/
arƟcle_pdf_files/2021-
11/2021_the_advocate_september-october.pdf  
 
“Know Your Rights – The Grievance Process, Novem-
ber – December, 2021, pages 9 – 13 
hƩp://aŌlonestar.tx.aŌ.org/sites/default/files/arƟcle
_pdf_files/2021-12/2021_the_advocate_nov-dec.pdf  
 
 
 
 
 
 
 
 
 
 

Every semester I look forward to teaching Texas His-
tory,  I first studied it in 4th grade at David G. Burnet 
Elementary in the shadow of downtown Houston.  
As a boy I loved the bloody subject.  It had violence 
like that in my favorite comic books as one group 
was always fighƟng another for dominance of the 
future Lone Star state.  By the Ɵme we learned about 
Texas in school, my friends and I were all immersed 
in the Walt Disney and John Wayne versions of the 
Alamo baƩle that saturated popular culture in the 
early 1960s.  Rather than cowboys and Indians, we 
oŌen played Alamo in the neighborhood with all of 
us contending to portray the legendary leaders 
CrockeƩ, Bowie, or Travis and no one volunteering 
to be the despised Mexicans.  Given the casual rac-
ism of the era, this was just as true of the Hispanic 
kids as of the Anglo children in our mixed East End 
community.  Texas history was all around.  Our 
school was named aŌer the Republic’s first presi-
dent, major downtown streets were Milam and Fan-
nin aŌer Anglos who died in the Texas RevoluƟon, 
and my high school was named for Stephen F. Aus-
Ɵn, the so-called Father of Texas.  The San Jacinto 
baƩleground where Sam Houston secured Texas in-
dependence was perhaps a half hour’s drive, located 
downstream on the same bayou that passed four 
blocks from my house in the 6600 block of Avenue S.  

    

By the Ɵme I was in college, I thought Texas history 
was a joke, not worthy of serious aƩenƟon.  I knew 
by then that much of what we were taught was uƩer 
mythology and I wanted to get my mind as far away 
from my hopelessly reacƟonary naƟve state as possi-
ble.  I never formally studied the subject aŌer 7th 
grade, where all public-school pupils sƟll must take 
it.  I didn’t dream that I would one day teach it and 
love doing so.  This happened because Marilyn 
Rhinehart, chair of the History Department at North 
Harris, urged me to offer a Texas history class as part 
of our acƟviƟes around the Sesquicentennial of Tex-
as independence in 1986.  I did a crash course of pre-

Dispatches from the Front #4 
Revisiting the Alamo 

Steve Davis, Professor of History, Lone Star College
-Kingwood 
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paring and then dove in.  In Fall 1985, I aƩended an 
Alamo symposium at SMU organized by David We-
ber.  I would learn that he was one of the leading 
scholars in the Texas field, bringing the insights of a 
LaƟn Americanist to his vital publicaƟons.  Paul 
HuƩon, who also wrote extensively on Custer’s Last 
Stand, presented as did the painter Eric Von 
Schmidt, who reported on the massive Alamo canvas 
he was then compleƟng.  I took feverish notes and 
used my sƟll-keen grad school study skills to absorb 
so much informaƟon that couple of days.  That pro-
gram gave me the confidence that with intensive 
reading and other prep, I could teach a credible 
course and at least not make a fool of myself in the 
classroom. 

 

All these years later, comes a book that has changed 
the way I teach the Alamo and the Texas RevoluƟon.  
It has the provocaƟve Ɵtle Forget the Alamo and its 
authors—Bryan Burrough, Chris Tomlinson, and Ja-
son Stanford---bravely call BS on generaƟons of Tex-
an writers and public figures who have propagated 
ridiculous noƟons about the state’s supposed excep-
Ɵonalism.  The main way Texas is excepƟonal is in 
the shameless manner we naƟves brag about the 
place and all its wonderful qualiƟes.  All that has 
done is obscure the degree we fall short of providing 
a decent life for so many of our ciƟzens.  Burrough 
and crew have touched a nerve among right-wing 
poliƟcians like Gregg AbboƩ and Dan Patrick who 
prefer we not think criƟcally about Texas history or 
much else.  Furious about the book’s themes, Lieu-
tenant-Governor Patrick bruƟshly intervened in July 
2021 and forced a late cancellaƟon of a panel at the 
Bullock History Museum in AusƟn where the authors 
were scheduled to discuss their findings.  What is so 
explosive about the contents of Forget the Alamo 
that it would merit such aƩenƟon from guardians of 
tradiƟon?   

 

Most egregious to Patrick and his lot is Burrough and 
fellows insisƟng that slavery was the main cause of 
Texas’s rebellion against Mexico.  It’s worth quoƟng 
the book directly here: “We must recognize that the 
BaƩle of the Alamo was as much about slavery as 
the Civil War was about slavery.”  This claim was a 

departure for me.  I had taught for 35 years plus that 
the so-called Texas RevoluƟon was in reality no revo-
luƟon at all, but was in David Weber’s phrase, “a suc-
cessful separaƟst rebellion” against Santa Anna’s 
Centralist tyranny emanaƟng from Mexico City.  This 
takes at face value the insistence of the Anglo rebels 
(and their Tejano supporters) that the revoluƟon 
was more than anything a fight against the dictator-
ship of Santa Anna, aŌer the laƩer had set aside the 
federalist consƟtuƟon in a Napoleon-style coup in 
1835.  Burrough, et al accept Santa Anna’s acƟon as 
indeed the triggering cause of the revolt.  But the 
underlying reason they argue was the concern of the 
Anglo-American seƩlers over the future status of 
slavery in a Mexican republic that was officially and 
consistently hosƟle to the insƟtuƟon.  As long as in-
dividual Mexican states like Coahuila y Tejas (Texas 
was never a separate state) retained some autono-
my under the liberal ConsƟtuƟon of 1824, then An-
glo seƩlers could exploit various loopholes and take 
advantage of the lack of Mexican military presence 
in Texas to hold on to their slaves.  They had come to 
Texas to profit from coƩon culƟvaƟon and deemed 
African bondage to be inseparable from that enter-
prise.  But once Santa Anna crushed the Federalists 
(the state rights advocates in 19th century Mexico) 
and dissolved the ConsƟtuƟon, slavery’s conƟnued 
life in Texas was in grave peril.  Hence, the determi-
naƟon of the Anglo-Americans to fight.  

 

What’s the evidence that the protecƟon of slavery 
was indeed the main moƟve of the Texas rebels?  
Well, you won’t find it in the Texas DeclaraƟon of 
Independence, adopted on March 2, 1836, four days 
before the Alamo fell.  George Childress hurriedly 
composed the document like a student pulling an all-
nighter to complete a term paper.  His “statement of 
a part of our grievances” contains not a word about 
slavery unless it is cloaked in an iniƟal reference to 
property rights.  There is far more damning evidence 
in the consƟtuƟon wriƩen a few days later by the 
same delegates who signed the DeclaraƟon, a gov-
erning framework which Burrough and crew charac-
terize as “the only one in history to guarantee slav-
ery and actually outlaw any and all emancipaƟon.”  
Unlike the original U.S. ConsƟtuƟon, the Texas docu-
ment is explicit in its references to slavery and open-
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ly racist in its denial of ciƟzenship to Blacks.  I think 
the authors are on the right track.  Recent historians 
have always known that slavery was a major concern 
for Anglos in Texas.  It becomes arguably the major 
concern if we view Santa Anna’s destrucƟon of Mexi-
can states rights the ominous way many of the Texas 
rebels surely did.  Such a conclusion clearly consƟ-
tutes a significant shiŌ of perspecƟve regarding the 
causaƟon of the Texas RevoluƟon. 

 

And such a shiŌ is long overdue given the dramaƟc 
demographic changes our state is experiencing.  I 
don’t need numbers from the analyƟcs department 
to confirm what is right in front of my eyes every 
morning in the classroom.  About half my students 
are Hispanic and there are far more Blacks at King-
wood than in our beginning years.  I suspect these 
trends are evident throughout the LSC System.  I just 
taught Forget the Alamo in five secƟons—two of 
Texas History and three of US History.  There was not 
a shred of objecƟon to the book’s controversial the-
sis and indeed much appreciaƟon voiced from stu-
dents whose immediate roots are in Mexico.  This 
generaƟon of young people is Ɵred of being taught 
fairy-tale versions of American history.  LaƟno stu-
dents in parƟcular are not going to accept for a sec-
ond the racist depicƟons of Mexicans that were com-
monplace when I was a kid.  And Black students will 
rightly reject any approach that ignores the centrali-
ty of slavery through the span of this country’s exist-
ence.  The bulk of students will take to a book like 
this one that is highly readable and jusƟfiably icono-
clasƟc.   

 

Do yourself a favor and read Forget the Alamo over 
the coming holiday break.  Make it a book club selec-
Ɵon and criƟcally discuss with your friends.  Assign it 
in your courses if it fits.  Take a road trip to San Anto-
nio and see the baƩle site with new eyes.  The soon-
er we honestly re-examine our state’s history, the 
beƩer.  It’s much more fun that way as well. 

     

Stephen Davis 

Professor of History, LSC-Kingwood 

November 28, 2022 
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In case you never got to 
read our previous issues of 
The Advocate, (along with 
all of the back issues of the 
newsleƩer going back to 
1979) Please visit us at: 
 

 www.aŌlonestar.org 
 

Select the dropdown menu at “News” 
then select “Archives of The Advocate. 
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Joining AFT-Lone Star is the best thing you can do to ensure 
that you have a voice on work-related issues that matter to you! 

https://bit.ly/AFTLONESTAR-JOIN 
http://www.aftlonestar.org 

Click here to Join 
AFT Lone Star  

TODAY! 
https://bit.ly/AFTLONESTAR-JOIN 
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AFT Local Union # 4518 

GOALS 
 

 To promote academic excellence 

 To protect academic freedom in higher education 

 To preserve and protect the integrity and unique  identity 
of each of the institutions of higher education in Texas 

 To protect the dignity and rights of faculty against       
discrimination 

 To ensure that faculty have an effective voice on all    
matters pertaining to their welfare 

 To secure for all members the rights to which they are 
entitled 

 To raise the standards of the profession by establishing 
professional working conditions 

 To encourage democratization of higher education 

 To promote the welfare of the citizens of Texas by       
providing better educational opportunities for all 

 To initiate and support state legislation which will benefit 
the students and faculty of Texas 

 To promote and assist the formation and growth of Texas 
AFT locals throughout Texas 

BENEFITS 
 

 $8,000,000 Occupational Liability Insurance provides 

 security while teaching 

 protection against litigation 

 malpractice protection 

 $25,000 Accidental Death Insurance 

 Legal Assistance 

 Free consultation and representation on          
grievances and job related problems 

 Services of leading labor attorneys 

 Legal Defense Fund protection 

 Political Power 

 Texas AFT lobbyists in Austin 

 AFT lobbyists in Washington 

 Representation at the Coordinating Board 

 Support for local electoral work 

 Affiliations 

 Affiliated with the Texas AFL-CIO 

 Affiliated with the American Federation of     
Teachers and Texas AFT 

 Staff Services 

 Professional representatives to assist and advise in 
processing grievances 

Membership provides        
professional career  

protecƟon  
and a united voice at work. 

 

22-23 Monthly AFT Dues  

Membership in the American Federation of Teachers (AFT) is 
open to full-time and part-time faculty and staff up through the 
dean level. If you would like to join or find out more infor-
mation about membership, please contact any of the officers 
listed on the back of this newsletter, or check out our online 
information and application at: 

www.aftlonestar.org 

Membership Eligibility 

American Federation of Teachers   
Texas AFT  
AFL-CIO 

www.aft.org www.texasaft.org 

Full-time Faculty     $45.82 

Full-time Professional Staff   $29.52 

Full-time Support Staff    $29.52 

Adjunct Faculty     $18.22 

Part-time Staff     $18.22 
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JOIN  AFT - LONE  STAR  TODAY! 
 

www.texasaft.org/join 
 
 

 

 

 

 

 

 

 

 

 

 

 

Our members enjoy savings on an array of 
goods and services with our  

Union PLUS      
benefits and discounts! 

AFT SHOPPING DISCOUNTS: 

 Computers and retail merchandise 

 Dining, movies and entertainment 

 Electronics 

 Personal vacations, hotel & car rental  

 Save on Southwest Airlines 

 15% off AT&T 

 Plus much more! 

AFT BENEFIT PROGRAMS: 
 Life, auto, home, and pet insurance 

 Credit counseling 

 Home mortgage and home buying 

 Dental, prescription, vision and hearing programs 

 Scholarships for members and their family members 

 Trauma coverage 

 Plus much more! 

Offset your  
membership dues by 

using your  
AFT PLUS BENEFITS  

to save money! 
 

Union membership gives  
you discounts on things 

you need every day. 
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The union encourages employees to 
join because they believe that college 
employees should have a voice in 
their professional lives. We don’t  
encourage employees to join because 
they anticipate conflict or are already 
engaged in a conflict. In fact, if they 
are already embroiled in a situation, 
we are unable to help them. It is all 
too common for someone to approach 
the AFT and say something like, “I’ve 
been an employee for the district for 
several years, and I’ve just recognized 
the importance of joining.” Typically, 
following that comment is, “I’m in 
trouble and need help.” I finally lost 
track of how many times in the last 
year I’ve had to say, “I’m sorry, but 
member benefits don’t cover anything 
that pre-dates membership.” The indi-
viduals to whom I had to give this 
message were invited to join and pro-
vided some advice on how to proceed 
with their situation, but assistance 

ended there. Were they members, a 
host of  benefits would have been 
available. 
  
The AFT provides its members with 
advice and guidance as well as repre-
sentation in conflict resolution and 
grievances. We have our own local 
attorney and can seek legal advice and 
counsel for members. We maintain a 
local legal defense fund. In addition, 
membership dues include, at no extra 
charge, $8 million in professional 
liability insurance for claims arising 
out of professional activities.  
 
Most of our members don’t join    
because they believe that they may 
need the AFT’s help in a conflict.  
They join because they believe in the 
values of the AFT— that employees 
should be treated with dignity and 
respect, that employees should help 
each other, that employees should 

have a voice in their professional 
lives, that employees deserve fair pay 
and good working conditions, and that 
the district needs a system providing 
checks and balances. They join be-
cause they want to support an organi-
zation that helps others in so many 
ways. A nice benefit is that, if they do 
need help, AFT is there for them. 
 
If you believe in these values and are 
not a member, now is the perfect time 
to join.  If you believe in our values, 
take action now and join the AFT.   
 

 

We’re on the Web! 

www.aftlonestar.org 

New mailing address: 

 AFT- Lone Star College 

PO Box  310404 

Houston, Texas 77231 

Join the AFT 

Call John Burghduff 

281-889-1009 

 

Call for Articles 
 

We invite all employees to send us their opinions, news, questions, and   
so forth.  The Advocate is a forum for information and free interchange    
of ideas. Send your ideas. Send your articles to John Burghduff  
via e-mail:  aftlonestar@yahoo.com , or submit to any of the following         
officers. 
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First Name Last Name Officer title Campus 

John Burghduff President Cy-Fair 

Alan  Hall Secretary At-Large 

Donna Kroll Treasurer Houston North 

Leah Kirrell North Harris Faculty Vice President  North Harris 

Britney  Hall North Harris Staff Vice President  North Harris 

Pat Chandler Kingwood Staff Vice President Kingwood 

Cliff Hudder Montgomery Faculty Vice President  Montgomery 

Martha Neely Montgomery Staff Vice President Montgomery 

Adrienne Patton Cyfair Faculty Vice President Cy Fair 

Cindy Hoffart-Watson Cyfair Staff Vice President Cy Fair 

Van Piercy Tomball Faculty Vice President Tomball 

Stephen Washington Houston North Faculty Vice President Houston North 


