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GENERAL POLICY

A reduction in force of school personnel may be initiated by the Board of Regents as a result of decreased enrollment, a decrease of educational programs, insufficient state or federal funds for the performance of contracts, or such other circumstances that the Board believes, in the best interest of the New Mexico School for the Blind & Visually Impaired (NMSBVI), requires such reduction.  If reduction in force (RIF) cannot be accomplished through normal attrition, such shall be accomplished according to the criteria stated in this policy.

DETERMINATION OF NEED.  

The Board of Regents in consultation with the Superintendent and other appropriate administrators shall determine that the need for a RIF exists or will exist, and determine what programs, classes, or duties shall be eliminated or reduced.

REQUIREMENTS OF GOOD FAITH.  

The Board of Regents shall exercise its discretion in good faith in determining that RIF is necessary and its decision shall be based upon bona fide educational considerations.

IMPLEMENTATION.  

Every effort shall be made to accomplish reduction in force through natural attrition related to   retirement, resignation, and non-renewal of contract.  If natural attrition does not accomplish the necessary reduction in force, the point factor system will apply.

1. Certified and Non-Certified Tenured Employees.  The following criteria shall be used to determine points that will be applied to both certified and non-certified tenured employees in the type of positions identified for reduction.  For purposes of this policy a tenured employee is an employee who has completed 3 full consecutive years of service with NMSBVI. The employee with the least number of combined points in the “Performance”, “Education”, and “Service with School” categories will be laid off.  

a. Performance:  A maximum of 15 points may be assigned for each of the five categories under Performance not to exceed a combined total of 75 points.  Job performance within the immediate past 24 months shall be used for evaluation and point assignment.





Performance Evaluations


1 – 15 points





Attendance Record


1 – 15 points





Disciplinary Record


1 – 15 points





Additional Professional Development
1 – 15 points





Out of Class Work with Students

1 – 15 points





Maximum possible points 

= 75.

b.
Education:  

Certified Employees.  Based on Degree(s) and VI certification.

B.A.


2 points

M.A. + 30

10 points


B.A. + 15

4 points

ED-SP/M.A. + 45
12 points


B.A. + 45/M.A.
6 points

EDD/PHD

14 points



M.A. + 15

8 points



One additional point will be given for VI certification.


Maximum possible points = 15.

Non-Certified Tenured Employees.  Will be given 3 points for each certification/licensure held up to 5 certifications/licenses.


Maximum possible points = 15.

c. Service with School:  Certified and non-certified tenured employees shall be awarded one point for each year of service with the school, up to a maximum of 10 years.


Maximum possible points = 10.

2. Certified and Non-Certified Non-tenured Employees.  Non-tenured employees shall be given job priority over other similarly classified non-tenured employees based on the following factors:  




Performance Evaluations




1 – 15 points




Disciplinary record




1 – 15 points




Credentials/Certifications/Licenses



1 – 15 points




Attendance





1 – 10 points




Seniority (total years of service in the field)


1 – 10 points




Flexibility/ability to transfer to other assignment area
1 – 10 points





Maximum possible points = 75


3.
In the event of a RIF, non-tenured employees generally will be subject to the RIF before similarly classified tenured employees.  However, NMSBVI reserves the right to alter the outcomes of the point priority system so that the need for staff realignment is minimized, particularly where such realignment would seriously affect the educational programs of the school.  This includes, but is not limited to, releasing tenured staff before non-tenured staff.

PROCEDURES FOR TERMINATION OR DISCHARGE.  

Each certified instructor or administrator terminated/discharged and each non-certified tenured employee terminated pursuant to this policy shall be entitled to the procedural rights provided under the applicable statutes and regulations of the State Board of Education governing discharge of certified school personnel, or the termination of non-certified tenured employees.  The written decision of the Board, to the extent required by statute and regulation, shall clearly specify that the termination or discharge resulted from a RIF and not from any cause personal to the person released.
NOTIFICATION.

Reduction in force notification must be made by certified mail with a return receipt requested.  Notification of subsequent termination/discharge actions will be handled consistent with NM statutes and regulations.

RECALL OF RELEASE STAFF.  

For a period of one (1) year after the effective date of the discharge or termination of a certified or non-certified tenured employee pursuant to this policy, the Board shall offer reemployment based upon the reverse order of lay off.

REQUIREMENT OF EXPRESSION OF INTENT.  

Every certified or non-certified tenured employee discharged or terminated under this policy who wishes to be considered for recall in the event that an opening develops must file with the Superintendent, within fifteen (15) calendar days after the effective date of the discharge or termination, a written statement indicating this desire to be considered for recall.  Failure to provide the required written statement within the prescribed time shall result in the employee’s name being removed from the recall priority position that he/she would otherwise occupy.  In addition, an employee wishing to be recalled must notify the Human Resources Office of any changes in address within fifteen (15) calendar days after changing residence in order to ensure proper notification in the event of a recall.

NOTIFICATION OF RECALL AND ACCEPTANCE.  

Any person selected for recall hereunder shall receive notification in writing of the recall at the address provided to Human Resources.  Such notification shall be by certified mail.  The recalled person must accept the position offered through recall in writing.  Such acceptance must be received by the Human Resources Office within fifteen (15) calendar days after mailing of the recall notice to the person.  Rejection of the offer, in writing or by failure to timely respond, shall result in forfeiture by the recalled person of any further rights under this policy.  Thereafter, an offer of recall will be made to the next person qualified to be recalled, or if there is none, the position will be filled by another applicant.

RIGHTS OF RECALLED PERSON.  

Any person recalled pursuant to this policy shall have all accrued sick leave restored and be given credit for all years of actual service.
SERVICE ADJUSTMENT.  

If employment is interrupted due to a reduction in force and the individual is recalled within twelve (12) months, the original hire date will be adjusted by the number of days of the interrupted service.

BUMPING RIGHTS.  

Certified and non-certified tenured individuals who are RIF’ed in one field of endorsement may displace individuals of fewer points in another field provided the individual with more points is certified and endorsed in the same field as the individual with fewer points.  In order to exercise seniority “Bump Rights”, an individual subject to reduction in force must notify the Human Resources Office in writing within fifteen (15) calendar days after formal notification.
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