PERSONNEL POLICIES
REDUCTION IN PROFESSIONAL STAFF WORK FORCE - POLICY GCPA
(Performance Based Layoff)
The Board, when faced with declining student enrollment, program changes, or fiscal exigency will abolish job positions, reduce the length of the work year and salary of employees, and/or reduce the number of employees.

The primary objective of the Board when reducing the work force will be the maintenance of a fair and balanced education program consistent with the functions and responsibilities of the Carteret County Schools.  Performance will be the primary factor considered in ranking employees affected by a reduction-in-force.  The Board will consider performance, length of service, and other factors that contribute to the successful operation of the system in providing a high quality education for all students.

If any reduction-in-force of employees becomes necessary, the Board desires to retain and employ, consistent with the requirements of all relevant statutes, the most capable and productive of the qualified employees needed to carry out the approved programs of the district's schools.

Administrative regulations will be developed with broad representation and will be amended as necessary to provide a fair and orderly process for implementing this policy consistent with other Board policies and the provisions of relevant laws.

The Board, when faced with declining student enrollment, program changes, or fiscal exigency may eliminate licensed employees, reduce the length of the work year and salary of employees, and/or reduce the number of employees.

The primary objective of the Board when reducing the work force is the continuance of a high quality education program consistent with the mission of the Carteret County Public Schools. The Board will consider performance, length of service, and other factors that contribute to the successful operation of the system in providing a high quality education for all students. 

If any reduction-in-force of employees becomes necessary, the Board desires to retain and employ, consistent with the requirements of all relevant statutes, the most capable and productive of the qualified employees needed to carry out the programs of the district's schools.

Administrative regulations are amended as necessary to provide a fair and orderly process for implementing this policy consistent with other Board policies and the provisions of 115C-325 (e)(2).

It is the Board’s contention that the implementation of this policy and regulation create the least instructional disturbance possible on individual schools and their communities. 


REGULATION  
The primary consideration for reduction in force is the continuance of a high quality educational program that is consistent with the mission of the school system.  In the event that it becomes necessary to release employees because of a justifiable decrease in the number of positions due to district reorganization, decreased enrollment or decreased funding, the following criteria shall be used to determine the order in which employees will be released.  Reductions in force of career employees shall be determined according to the definitions and procedures established in G.S. 115C-325 and by this regulation and is limited to career employees including probationary teachers and contract administrators employed during the terms of their contracts.

Definitions


 “Dismissal” means the cessation of employment of a career employee or other licensed employee before the end of a tenured or probationary appointment for reasons of financial exigency or program change.  The non-reappointment of an employee at the conclusion of a specified term contract is not a dismissal; such employee may not challenge his or her non-reappointment under this procedure.

“Demote” means to reduce the salary of a person who is classified or paid by the State Board of Education as a classroom teacher or as a school administrator. The word “demote” does not include: a suspension without pay pursuant to G.S. 115C-325(f)(1); the elimination or reduction of bonus payments, including merit-based supplements, or a system wide modification in the amount of any applicable local supplement; or any reduction in salary that results from the elimination of a special duty, such as the duty of an athletic coach or choral director. 

"Teacher" means a person who holds at least a current, not expired, Class A license or a regular, not provisional or expired, vocational license issued by the Department of Public Instruction whose major responsibility is to teach or who is 
classified by the State Board 

of Education or is paid as a classroom teacher or instructional support personnel and who is employed to fill a full-time, permanent position.

“Career employee” means:

a) An employee who has obtained career status with the Carteret County Board of Education as a teacher as provided in G.S. 115C-325(c);

b) An employee who has obtained career status with the Carteret County Board of Education in an administrative position `as provided in G.S. 115C-325(d)(2);

c) A probationary teacher during the term of the contract as provided in G.S. 115-C-325 (m); and

d) A school Administrator during the term of a school administrator contract as provided in G.S. 115C-267.1(c).

"Financial exigency" means any significant decline in the Board of Education's financial resources that is brought about by the decline in enrollment or by other action or events that compel a reduction in the school system’s operations budget.

“Program area” means any curricular offering, individual program, extra curricular activity or school operation. (Examples include the grouping of all elementary teachers at an individual school, all social studies teachers at an individual school, or all physical education teachers at an individual school.) 

"Program change" means any elimination, curtailment, or reorganization of a program brought about by financial exigency or declining enrollment or school operation. 
“Performance quality” means the rating achieved by a probationary or career employee on a summative evaluation completed by the principal or supervisor of that school or program. 

“Specialized skill” means a skill or ability, which is specific to that individual such that termination of that individual would create a financial, extra curricular or instructional hardship on the individual school or system. 

Process

1. The superintendent will designate the program area(s) in which specific employee cuts are to be made. 

2. Using the criteria described below, the superintendent will identify those employees who will be recommended for dismissal or demotion due to district reorganization, decreased enrollment, or decreased funding.

3. Before recommending to a board the dismissal or demotion of the career employee pursuant to G.S. 115C-325(e)(1)l., the superintendent shall give written notice to the career employee by certified mail or personal delivery of his intention to make such recommendation and shall set forth as part of his recommendation the grounds upon which he believes such dismissal or demotion is justified.  The notice shall include a statement to the effect that if the career employee within 15 days after receipt of the notice requests a review, he shall be entitled to have the proposed recommendations of the superintendent reviewed by the Board.  Within the 15-day period after receipt of the notice, the career employee may file with the superintendent a written request for a hearing before the Board within 10 days.  If the career employee requests a hearing before the Board, the hearing procedures provided in G.S. 115C-325(j3) shall be followed.  If no request is made within the 15-day period, the superintendent may file his recommendation with the Board.  If, after considering the recommendation of the superintendent and the evidence adduced at the hearing if there is one, the Board concludes that the grounds for the recommendation are true and substantiated by a preponderance of the evidence, the Board, if it sees fit, may by resolution order such dismissal.  Provisions of this section which permit a hearing by a case manager shall not apply to a dismissal or demotion recommended pursuant to G.S. 115C-325(e)(1)l..

4. When a career employee is dismissed pursuant to G.S. 115C-325(e)(1)l. above, his name shall be placed on a list of available career employees to be maintained by the Board.  Career employees whose names are placed on such a list shall have a priority on all positions in which they acquired career status and for which they are qualified which become available in that system for the three consecutive years succeeding their dismissal.  However, if the local school administrative unit offers the dismissed career employee a position for which he is certified and he refuses it, his name shall be removed from the priority list.

5. Probationary employees will continue to be eligible for reemployment but are not placed on a priority list.

Criteria

The criteria used to determine the order of dismissal or demotion for probationary and career employees is: 

1. Any probationary employee in the school system who has received an inadequate performance rating on his/her summative review in any of the eight areas evaluated during this past school year;

2. Any career employee in the school system who has received an inadequate performance rating on his/her summative review in any of the eight areas evaluated during this past school year and has been placed on an action plan and continues to perform at a level of inadequate performance;

3. The most recently hired probationary employee in the designated program area at an individual school based upon that individual’s hire date with the Carteret County Public School System (last in, first out), unless the principal recommends that a probationary employee has a specialized skill which meets a specific school need or performance quality as demonstrated through summative evaluation that would qualify him/her as a specialized or higher performing employee than a more experienced probationary employee at the same school and program area; 

4. The most recently hired probationary employee at any school in the system when necessary to create a position for a career employee with proper license and qualifications who would otherwise be dismissed under this reduction-in-force policy from a different school unless the probationary employee’s principal recommends that the probationary employee has a specialized skill which meets a specific school need or performance quality as demonstrated through summative evaluation that would qualify him/her as a more specialized or higher performing employee than the more experienced career employee; or

The most recently hired career employee in the designated program area at an individual school based upon that individual’s hire date with the Carteret County Public School System (last in, first out), unless the principal recommends that a career employee has a specialized skill which meets a specific school need or performance quality as demonstrated through evaluation that would qualify him/her as a specialized or higher performing employee than a more experienced career employee at the same school and program area.

 

LEGAL REF.:  G.S. 115C-325.
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