
Dear MTA Board of Directors:

The members of MTASO and FSO have asked the leaders of our unions to write to you out of
deep concern about our workplace and our ability to best meet the needs of MTA members.

MTA staff prides itself in supporting the educators in Massachusetts’ public schools, colleges
and universities as they improve the lives of students and families across the state. MTA has
built collective power to influence local, state and national policy and is a model for what a
public sector union is capable of achieving for the public good.

Yet, the ideals upon which we build campaigns – respect, dignity, justice, equality, competency –
are not the ideals instilled and fostered in our workplace.

MTA staff members are urging you to examine the role that Executive Director-Treasurer (EDT)
Lisa Gallatin is playing in creating a hostile work environment in which labor grievances are
piling up, worker morale is plunging, and the lack of respect thus far shown for these concerns
is dismaying.

We are asking for the MTA Board of Directors to take very specific actions to address our
concerns. This may be unprecedented, but we have also reached an unprecedented crisis. We
have divided the concerns into four main areas, providing details of the problems and remedies
that the board can provide.

We ask that you immediately work with the staff unions presidents to create a task force of MTA
board members that can follow up with the staff unions, develop recommendations for
improvements, and in a timely manner generate a report to be shared with MTA staff,
management and leadership.  While this is coming to the MTA Board officially for the first time
now, we have worked under these adverse conditions for more than a year and have
determined that EDT Gallatin is unwilling to work with us in resolving the problems. In fact, the
problems have grown worse, and we implore you to step in and help with developing solutions.

The major concerns affecting all three staff unions are the mismanagement of the Training and
Professional Learning division; the persistent difficulties with Human Resources functions; the
dysfunction of the Hostile Work Environment JLMC; and the ineffective efforts to make the MTA
an anti-racist workplace and to engage MTA members in the work of anti-racism.

Training and Professional Learning Division

In April 2021, MTASO and FSO went to the EDT for support related to the problems in the
Training and Professional Learning (TPL) division, and Gallatin’s responses did not remedy the
situation. We have shown clear evidence of the mismanagement of the division and of the
manager’s disrespectful and abusive behavior toward employees and their unions. Yet, the EDT
has responded with half measures and excuses, has denied the problems exist, and has shifted
the blame to staff.



When the current manager was hired, there were seven employees in the TPL division; five of
those employees have since left the division, and one hired later has also left. Four of those
departures have been in the past six months. The employees who have left, in order of
departure, include:

1. Jessica Parlon
2. Courtney Derwinski
3. Brea Bremser
4. Jessica Hiemenz
5. Allison Santana
6. Inez Williams-Gaye

Because of the toxicity, hostility, and disarray within the division, we have lost dedicated,
talented individuals with long and robust institutional knowledge at a great loss to MTA. Now
TPL is so understaffed that employees from other divisions are being asked to do the work of
TPL.  The smooth running of events, even on a greatly reduced schedule, is in peril despite the
hard work of the remaining TPL staff.

For months, TPL staff members have shared with the EDT their stories about their manager’s
harmful practices. Staff members have told the EDT how their manager’s actions have created
an unhealthy, stressful workplace, damaging the division’s work and deteriorating the morale,
mental health and physical health of staff. In communications directly with the EDT, they
identified the following problematic behaviors:

● Authoritarian management practices that have eroded and destroyed a previously open,
communicative, trusting, respectful, and productive workplace that boasted excellent
teamwork.

● Disparaging employees and their work, not only in individual meetings but also in group
settings. The criticisms are often unwarranted and inappropriately conveyed, leaving
staff  demoralized.  This has also created a working environment where staff do not feel
safe discussing issues or problems in groups –  or even helping one another as the
manager has reprimanded staff for being “unnecessarily helpful” with each other.

● Talking about and disparaging staff to other TPL staff and MTA employees.
● Displaying anti-union animus by retaliating against employees who file grievances and

disparaging employees who exercise their union rights. The TPL manager has gone so
far as to refer to FSO leadership as “fuckers.” These actions rise to the level of unfair
labor practices.

● Demonstrating an unwillingness to fully learn and support the needs and work of the
division, coupled with a management style that seeks to control every aspect of the
work, including questioning and overriding the professional judgment of highly
experienced event and training staff, leading to disarray.

● Engaging in contract violations that involve a blatant disregard for just cause, overtime
violations, employee classifications – all while the preambles of our contracts call for
MTA to provide good staff personnel procedures and desirable work conditions.
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In response, the EDT said she would talk to the manager, but that did not work. The EDT then
proposed a Restorative Justice process. The staff and unions accepted that offer with the
understanding that the manager was prepared to acknowledge the harm caused and begin to
make amends. Instead, the manager used the process to air her grievances and blame staff for
problems in the division. She then violated the process by meeting individually with staff
members to complain about what they said in what was understood to be a protected, private
setting.

After again outlining our grievances in an email to the EDT, and copied to MTA President Merrie
Najimy and MTA Vice President Max Page, Gallatin proposed that she would get more directly
involved. The staff and unions agreed to this approach. Two months later, the EDT claims things
are better in TPL, yet our members say that the exact opposite is true. When concerns are
raised, the EDT dismisses them and insists that our members should look at things from the
manager’s viewpoint. Most infuriating, the EDT’s claims of improvement came immediately after
we lost another TPL staff member to a medical leave related, in part, to the stressful working
environment in the division.

To add insult to injury, after all of these problems were brought to the EDT’s attention, she
appointed the TPL manager to be the co-chair of the Super JLMC - validating and empowering
her management practices by making her  management’s lead on labor-management issues.
Very early in the process of organizing the Super JLMC for this year, the unions privately
expressed our feelings to Gallatin and described why the appointment created a major issue,
and yet the EDT disregarded this and has more recently reaffirmed her support of this
appointment. This has led to the unions withdrawing our participation in the Super JLMC.

We ask the MTA Board to immediately direct the EDT to remove the TPL manager from the
division and all leadership positions and further investigate these claims. We believe that you
will find all of our allegations are credible and that the proper courses of action are to:

➢ Further investigate exactly what actions the EDT took to rectify the problems in TPL, why
she did not effectively address staff concerns over this time frame, and why she gave
undue deference to the manager.

➢ Institute an assessment of skills and knowledge of the MTA’s entire management team
and develop a scope and sequence of training for all current and new managers to
quickly complete.

Human Resources Functions

A vast number of human resource functions have been repeatedly problematic. These issues
come from both the Human Resources (HR) Office and from the office of the EDT. The biggest
excuse we hear for these problems is that the HR division is short-staffed, but consultants have
been hired to make up for the deficit. Even so, after more than a year, staff shortages and
turnover cannot be used as an excuse and must be seen as more of a symptom than a cause of
issues. The problems are much deeper than staffing and lie with MTA management’s priorities
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and attitude toward the workforce that relies on a functioning HR division. The following is a
brief outline of the issues the staff unions have brought forward:

● Staff inquiries go either unanswered or answered after much delay. This results in great
frustration, missed deadlines, wasted time, and a greatly diminished reputation of the
division and MTA.

● Staff union inquiries go unanswered or answered after much delay. The same as above,
but now with the union representatives of the staff. MTA’s refusal to supply information
has led to at least two recent sets of unfair labor practice charges levied against MTA,
only to be settled because MTA finally gave the requested information or the underlying
issue was resolved. We should not have to go to the NLRB to get information that is
needed to represent our members.

● Incorrect information is provided. Our members have been provided erroneous
information necessary for paid leaves and other programs. Blunders are corrected only
after  members check with their respective unions to confirm. Most of the errors are
avoidable with more care and/or more training.

● Lack of responsiveness. In various venues (such as the individual union’s JLMCs and
the Super JLMC), action items, with agreed-upon due dates, go unaddressed meeting
after meeting.

● Problems with benefits of those retiring. We’re not sure any recent retirement process in
the last two years has happened as it should. With a combination of delayed responses,
no responses and incorrect responses, our members have another full time job trying to
retire. The list of problematic retirement processes include those for: Camille Visconte,
Laura Barrett, Steve Day, Jean Conley, Beth Kaake, Dave Danning and Beverly Miyares.
The process was so flawed that the last one on the list needed to delay their retirement.
At least three of these retirees informed the EDT, but the problems persist.

● A hiring process that is flawed and that takes much too long. These issues include
○ Repeated mistakes and mischaracterizations on job postings, including the

postings with:  the incorrect offices where openings exist; partial salary ranges;
and incorrect job descriptions.

○ The lack of engaging staff in the screening committee process in a timely manner
resulting in loss of input and/or the need to replace members on the screening
committee in the middle of the process.

○ Contacting a job applicant’s former employer despite being asked to give the
candidate time to first inform the current employer of the contact. This resulted in
one job applicant being reprimanded and could have had more serious
consequences had that person not been hired by MTA.

○ Delays and miscommunication which resulted in candidates pulling out of the
process and thus MTA losing prime candidates.

○ The lack of proper onboarding, and orientation, and training, leaving new
employees to find crucial information on their own. This results in a lack of
support and respect, as well as wasted time and effort.

○ This lack of onboarding, orientation, and training also reinforces the dominant
white-male culture within MTA and results in employees (and managers) of color
effectively being set up for failure.
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● Staff are reluctant to provide confidential medical, insurance or personal information to
HR. There remains a certainty among staff that their personal information will become
common knowledge. MTA staff members have  refused to use short- term disability
benefits and use sick time to avoid providing health info to MTA.

We ask the MTA Board to investigate these claims. We believe you will find that all our
allegations are credible and that the proper courses of action are to:

➢ Provide greater oversight of the Human Resources Division to stop the refusals, delays,
mistakes, and excuses.

➢ Institute strong policies and procedures that include more training.
➢ Prioritize the hiring of HR staff with experience and evidence of prior success.

Hostile Work Environment JLMC

This JLMC is the final one left from the recent round of negotiations with the three staff unions.
The other JLMCs created in negotiations did not go as smoothly as we had hoped, but this one
has been the most problematic. This JLMC has ceased meeting and its work effectively halted.

The first meeting of this JLMC was problematic, and it got worse from there. The EDT was not
present at the first meeting. Conflicts immediately emerged between labor and management
representatives, with no agreements reached on the basic goals, purpose and norms of the
JLMC.

At the second meeting, a full adversarial tone was set when the EDT arrived and challenged the
right of the unions’ goal of creating ratifiable contract language.

At the third meeting, when the unions shared the results of a member survey in an attempt to
identify the problems that need to be addressed, the EDT simply challenged the validity of the
results and accused the unions of being divisive. The EDT canceled the next meeting, stepped
down from the JLMC, and suggested we meet after the summer. The committee has not met
since May.

We ask the MTA Board to:

➢ Direct the EDT and management team to reconvene the Hostile Work Environment
JLMC, accept the results of the unions’ survey, and negotiate in good faith.

➢ Assign two members of the Board to this JLMC in order to provide oversight, assure
there is progress, and keep the rest of the MTA Board informed.

Anti-Racism Work
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The staff unions have repeatedly tried to get the EDT to move the MTA to be an anti-racist
workplace. Given that almost everyone in the organization has this goal, we find it stunning that
MTA has only started to self-assess how race factors into the workplace. A series of disjointed
efforts to move the MTA in the right direction does not constitute a strategy nor a serious
commitment to change. We are a strong union with stated anti-racist goals, yet MTA’s efforts to
become an anti-racist organization are similar to what we see throughout corporate America.
We check boxes prescribed by tone-deaf consultants; we have sporadic trainings; we do not
engage the staff unions; and we do only shallow work. This approach demonstrates upper
management’s lack of leadership in this subject and an inability to project a vision of what it
means to be  an anti-racist organization. There is a stubborn top-down attitude when
appraoching anti-racist work, which is unsurprisingly consistent with how management chooses
to deal with labor in all other areas. As a progressive organization, MTA has an opportunity to
transform itself into a leader in this field. This will not be accomplished without courageous
leadership that is able to see its own role in perpetuating a racist legacy.

MTA must commit to the idea that racism is not a human resources problem, it is a human
problem. We ask the MTA Board to take the following steps:

➢ Creation of an independent Equal Opportunity Officer role at the executive level which
will report directly to the MTA Executive Board and the staff unions. MTA members of the
EOC  support a role with far more autonomy than what MTA is recruiting for today.

➢ Initiate an independent scientific audit of the MTA’s current practices in regards to race
relations, institutional practices that support white supremacy, turnover among persons
of color, and hiring policy.

➢ Prioritize an outreach program that encourages persons of color  to apply for open
positions.

➢ Establish  a policy driven program for new managers of color aimed to facilitate their
success and retention.

➢ Make a serious investment of resources to train and support staff in anti-racist work as
part of a larger anti-racist strategy with clear goals and benchmarks. MTA needs to stop
imposing the “hidden tax” on our members of color to shoulder what work is happening.

➢ An authentic inclusive process facilitated by an expert that does not subscribe to the
employer’s agenda. The current effort under the “thought partners” group does not have
the kind of autonomy that would actually inform the dismantlement of white supremacy
practices in the MTA.

➢ Respect the role of bargaining units in existing institutional bodies such as the EOC
which are meant to oversee and advise the EDT regarding Equal Employment and
Affirmative Action Policy.

In summary

We have outlined here only four issues that are common sources of frustration and outrage for
the staff unions. Each union has its own list of grievances resulting from the mismanagement of
the MTA. We ask that you take our concerns seriously and take these actions:
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➢ Immediately remove the TPL manager from TPL and all leadership positions
➢ Task a committee to follow-up with staff unions and make recommendations for

improved workplace environments, respect, and justice.
➢ Work with the EDT and management team to identify the weakness and address those

problems.
➢ Institute an organizational-wide assessment of skills and knowledge of the management

team and develop as scope and sequence for all current and new managers to quickly
complete.

➢ Provide greater oversight of the Human Resources Division, including to institute strong
policies and procedures that include more training.

➢ Prioritize the hiring of HR staff with experience and evidence of prior success.
➢ Reinstitute the Hostile Work Environment JLMC with your direct involvement, and direct

MTA management team to accept the results of the unions’ survey and negotiate in good
faith.

➢ Create the independent Equal Opportunity Officer role at the executive level.
➢ Hire an auditor of the race relations within MTA.
➢ Create an outreach program that encourages POC to apply for open positions.
➢ Invest in resources to train and support staff in anti-racist work.
➢ Create an authentic, independent, and inclusive process to dismantle white supremacy

practices in the MTA, including respect of staff unions in existing institutional bodies.
The MTA is a leader in the labor movement and responsible for a tremendous amount of good in
our schools and communities. Thus, we know that the ability resides within the MTA to rectify
the very serious problems that we have raised in our workplace, and we look forward to working
with you on these issues.

Sincerely,

Karen Horner, President, Massachusetts Teachers Association Staff Organization (MTASO)
Melissa Rebello, President, Field Service Organization (FSO)

Based on the combined 98% vote of our general memberships
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