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ABSTRACT. -,

This document f6c issues involved, when
changes in school distric staff' ize are planned and 'revises the
1977 document, "Reduction in, Force." Because local Oregon school
-districts have statutory and constitutional authority to reduce force
and lay off staff, they need to develop plans for such, actions, when
Procedures are 'not included in'theit collective bargaining agreements
or,when supplements to those'agreements are needed. when planning for
a necessary change in staff size, districts must still ensure that'
equal educational opportunities are available to all students; that .

equal student activities are offered for males and females, and that
-affirmative action procedures and state standard requirements remain
intact. Additionally, procedural requirements of ,the Oregon Fair
Dismissal Law and local collective bargaining agreements must be
followed. Position descriptions are needed for each type of position
to ease reassignmehts.` In writing a plan, districts should establish
clear procedures fbr determiiing,thatoreduction is lieded.'Specific
programs that'cap be eliminited 40414 be identified aloaq with
alternatives and Considerations for retained personnel. Districts
.must also have policies'intact for fecalling.employees'to work.
Finally,' the board dhoAld officially adopt the plan and disseminate
it. A brief list oftprinted resourtes and ,organizations that can be

' 'contacted for assistance is included..(MMJ)
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Federal law prohibits discrimination-on the basis of race, coloror
national origin fTitle VI of the Civil Rights Act of 1964); sex
(Title IX of the Educatioinal Amendments of 1972 and Title II of the
Vocational Education Amendments of 1976); or handicap (Section 504
o'f the Rehabilitation Act of 1973) in educational programs and
actjvities which receive federal assistance. Oregon laws prohibit-
ing\Ndiscrimination include ORS 659.150 and 659.030. The -State
Boardof Education, furthermore, has adopted Oregon Administrative
Rules regarding equal opportunity and nondiscrimination: OARs
581-21-045 through -049 and OAR 581-22 -205.

It is the) policy of the State Board of Education' and a .priority of
the Oregon Department of Education to ensure equal opportunity in.,
all educational prograMs and activities and in employment. The

Department provides assistance as needed throughout the state's
educational system concerning issuesof equal opportunity, and has
designated the following as responsible for. coordinating the Depart-

.

ment's efforts:'

Title II--V2cational Education Equal Opportunity Specialistmap
Title VI and Title IX- -Equal Education and Legal Specialist

Section 504--Assistant SuOerintendent, Special Education and
Student Services Division , .

i

.

Inquiries may be addressed to the Oregon- Department of Education,.
700 Pringle Parkway SE, .Salem 97310 or to the Regional Office for
Civil Rigs, Region X, 1321 SecondAvenue, Seattle 98101.
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"FOREWORD

,

Education aims to offeC the best programs possible; to do so, personnel
'need clear,guidelines as to what to expect in.the affairs of management.

The-passage of time brings change's to.the eration and management of any
agency. _One of the recent changes involves the procedures to follow when
a district is with a reduction/in force, as well as procedures for
laying off employees and recalltng/employees who have been lyed 'off.

Reduction in 'Force -- Layoff and Recall is one in,a series of publications
on' personnel practices developed by the _Personnel Management Advisory
Committee and -pubrishedby the Oregon Department 'of Education: It is
designed to assist local schdol boards and administrators when planning
fir any, change in staff size.

---
Special thanks to the Personnel Management Advisory Committee0 especially
the subcommittee, chaired by Glenn Harrison, and Department consultant
George Martin who worked on this publication:- For more information,
contact Milt Baum, Associate Superintendent; Office of School District
Services, 378-4772, 'Don Kipp, Director, Legal and Personnel Services,
378-8536, or toll'free in Ortegon-1-800-452-7813.

Verne 'A.- Duncan

Statg Superintendent
of Public Instruction
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INTRODUCTION

This publication- focuses on issues involved Whena district must lay off,
recall, or reduce the number of employees, certificated or classified,
either during or at the end of the school year. It includes suggestions
.for Oanning procedures to follow in.handling each situation.

The need..for reduction in force (RIF) or layoff. and recall could face any
school district in Oregon. A plan should be developed in a honeotional
setting and before any crisis Occurs. Some Oregon school districts have
bargained Vayoff and recall or reduction in force provisions in contract
agreements, and some have developed plans, yet others may not have plans
or provisions for dealing with these issues. New legislation requires
bargaining on recall procedures.*

This publication is a revision of a 1977 PMAC document, Reduction in
Force. Another 1977 PMAC publication, Forced School Closure, deals in
ie17 with closures brought about by inclement* weather or other factors.

AUTHORITY

The local school district has the authority and should Consider providi=ng
for2eduction in force and layoff:

Constiution of the State of Oregon; Article XI, Section 11, provides
for a six percent limitation on increases in approved. taxes without a
vote of the people.

-

's ORS 294.326 - tompllance with Local Budget Law is required prior to
'expenditure or tax levy; exception: "Except as provided . . it is
unlawful for any municipal corporatiOn to expend money or to levy a
tax in any year upon 'property subject to to cation unless the municipal
corporation has complied wikth.the provisions of ORS 294.305 to
294.529." (Local Budget Law\

ORS,332.107 '- "Each district school boal-d may estallijsh r'ules for
the government of the schoOls and pupils consistent with the rules
Of the State Board of Education."

ORS 332.535 - "All .school districts shall maintain written personnel
.policies."

(I .

DEFINITIONS

w.

The following definitions apply tolthis pubJicatiori:

. Administrative Rule (Oregon Administrative RuleOAR-T-1i - an agency
directive, regulation or statement of general applicability that imple-
ments, interprets or prescribes law or policy, or desCrlibes the procedure

,e or practice requirement- i of any agency; adopted by the agency's governing
authority, filed withand published by the Secretary of State.

vl

*NOTE This legislation as House Bill 2467 and is referred to in this
publication by that number. It has been assigned chapter number
569.and will appear as A ORS section when-statute revisions are com-
pleted in 1982.

ea.b.
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Administrator. - any employee, the majority of Whose employed time i

devoted" to service as a superVisor, principal, vice principal or director
of a department or the equivalent, or a superintendent, deputy superin-
tendent, 'or assistant superintendent of any district, whoSv duties and
job descriptions assigned by the district involve the implementation of
policies and the coordination of planning, instOction or support 'ser-
vices of the district, and who holds an Oregon administrative certificate
if required for. the- position. (See "District Administrator. ")'

AffirmativeAction - district policy and implementation procedures
adopted by the Nard to meet the federal and state statutes and regula-
tions regarding 'the employment, promotion and retention of employee's

without regard to/tace, national origin, religion, sex, age, handicap, or

marital status. lk

Board - one of the fpllowing, usually identified in context:

1. --District school M)oard is the board of directors of a local school or

community colleglt -district.

2. Education Se-rvic4 District board is the -board of directors of an

ESD.

3. State Board of Eddcation, or state board, is the body that estab-
lishes state rules (OAR) fgr the administration and_operation of

Oregon's public elementary and secondary schools and community

colleges. .

. '4` Arc

Certificated Employees - .0i,,trict personnel required to hold teaching
cert'ifcates as provided Ur'the position descriptions of the district.'

Classified /mp&Yees - distrjet support personnel not required to hold a
teaching-certifi'c 'ate who are ci,.identified by the district.

Collective Bargaining :- the ter7formance of the legal obligation of a

public employer and the representative of its empl-Oyees to meet at
reasonable times and. confer in ood faith with resOect to employment
relatitms, or the negotiation of,,an agreement, or any question arising
thereunder, and the execution of'a written contract incorporating an
agreement reached if requested by either pa-rty. Howaver, this obligatig
does( not compel either party-to agree fo,a proposal or require making of

a concession..

District - a school or education serVice,district.

District Administrator - the chief administrative- officer of a local

school district, usually a superintendent. Small school districts
without such a certificated employe'e may name one to carry'out the
provisions of the personnel rules and regulations imposed on the dim4rict
through Oregon laws; (See "Administrator.") 10

I
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,Equal Opportunity - policies'and implementation plan's for,the district
adopted -by the school board, through which equal employment (affirmative.
action) and equal educational opportunities are assured all persons
without regardfor' race, national origin, religion, sex, age, handicap,
or marital status./NNt, m

Goal - statem of purpose thths been forMally accepted by a oWaan-
ization to guide action.

F

Grievance - an ct or condition thdught to" be unjust' and groupttis for a
complaint, or as defined An district bargaining agreements.

o

Layoff*, - a proass for the temporary,or indefinite separation from
employment of employees who retain certain Seniority 'atid other contrac-
tual protections.

.

Oregon Revised Statutes (ORS) - laws passed by the Oregon State Legisla-
ture, as amended at. any regular or special session.

4 Permanent Teacher -.teacher employed not Tess than half time who has been
regularly employed_ by a district for a period:of not less than three
.successive years, and who has been reelected after the completion of such
three-year period for the next succeeding school year.- Employment in the
first probationary year shall. be at 'least 135 consecutive days. (See

1981 HB 251213).)
'

Rusonftel Policies - those portion& of local school district 'written,
policiesr which relate to personnel management established by board
action.

.Policy = a planned statement, adopted by the, focal schOol boarkd, through
which it states a position, intent or belief about a mater fol- Which it
has a responsibility., .

Position (Job) Description - a statement by the local'school district.

board; showing essential employee relations,. roles. or functions, major
work.duties _and responsibilities and qualifications, for a particular job'
orclass of jobs., .

Probationary Teacher - any teacher eMployed,by a district, who is pot a
permanent teacher.

jr Recall - the procedure followed.by employees for the return of individ-

ir TTITTho have-been layed off.

Reduction in Forc e-(RIF)* k- a process by which a local district 'adminis-
tration and board pinceed in an orderly manner to reduce the number of
employees;

4

*NOTE Layoff 4nd RIF are frequently used interchangeably. In How
Arbitration Works Frank and _Edna Elkopri state that ": . . the term
"layoff' must be interpreted to include any suspension froM employment
arising -.out of a reduction fn the work force. . I.." Robert's Dic-

ti-onary of Industrial Relations defines a reduction in work force as a

layoff. RIF does not,.)ntend.permanency when initially implemented.



Regulation - processes designed to implement a policy statement of a

governing body, adopted by that 6o y for the direction Of employeesand
other' affect,ed persons or grqups

Rule - processes of the,distrct administration regarding the implementa-
..

riFri of a board policy -or' regulation, which is placed. in writing and
disseminated to all affected and Interested persons.

, .

Teachers-\-, all employees in the public schools' who~ haye direct respoh-K
,. sibiLity for, instruction including administrators, unless otherwise

indicated,. for whom a teaching certificate is required. as a basis for
employment. \ ... - e

,
., .--.

Temporary, Tgacher -
.

a teacher .employed to fill a, position deyi.gnated
,

as
', temporary or experimental or' to fill a va..Carr,cY 'which -occurs after the

opening of school because of utianticipated enrollment .or because of the
. death, disability, retirement, resignatidn or dismiSsal- of a perm nent

or probationary .teacher.
.

Y

REDUCTION IN 'FORCE

. -,f
he 973 Oregon Legislative Assembly amended the Fair Dismissal' law to
provi.- i'rf ORS' 342.865(1)(j) the reasons for- dismissal due to reduction
Th force. The language later .was altered' by HB 2467,'passed during the
1981 session of the legislature.. . , .

.

, -
Section '(.3) of theAct retains and enlarges upon the intent of the 1973' -

legislatiorr, as indicated in -the following pages, of this.ducumeat.. -,* _ 4 V C

Nothing in this section is intended tointerfere with the right of
a district to discharge, remove or fair to renew the contract of a
probationary teacher pursuant to ORS 342.835.

'".

The provisions cif t Fair' Dismissal law allow a reductioQ in force (RIF)
i'dr thel following sons: f

.. ; ,' , ,
,.` .

1. Inability to levy.a fax sufficient' tO provide funds to continue the
districqs educational prograM at its_anticipated level. "

f '2. Elimination ,of -classes due ta decreased student enrollment.r
3. Reductidn, of courses due to an admini strati veotreci si on .

It is important to note that' the first major impaat of this law became
effective in 1976. There are questions as to meaning, cfse and procedure?lick are not yet answered. School boards and administrators are stiong-
y advised to seek legal advice p-Hpr to making Tiny redu.stion in force
decisioo, or giving any notice.

".1.',
.

While this section .of the statutes refers permanent,,teacherS of a
school district, it is strongly suggesteCt a district policy a n d
procedures pr/ ovide for all employeeS, both certificated and classified.

N
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School district boards should seek advice and counsel of legal
advisori and adapt any of the suggestions 'which are found in
this publication to local, conditions and needs before their
formal acceptance. Affected employees should be encouraged to
seek advice as needed.

DEVELOPING A PLAN

When the district does not have reduction in force or layoff.and recall
'articles in its collectivesbargain'ing agreements, or when supplements to
those agreements, are needed, thp district may want to consider'the
following: _ .

1. The development procedure should be'consistent with the manner- in
which other district policies are developed.

A suggested plan should b' presented to'the board on schpule,
deliberated on by, the board at afen meeting, and acted upon at an
early date..

,,,
,

.. ,

3. The plan. should T'rovide for its review, evaluation and revision.

4. The plan, when,adop0d, should be disseminat;t1 widely to_all -sta'ff
members and to the public through the usual media channels of the
district. .

i )
.

0

1

C.

Care should be taken ta avoid conflicts between any dtstrict plan and the
r-- bargairied agreements because the collective bargaping agreements super-

sede any district policy not consistent with-the terms of the agreements.

. FACTORS' FOR CONSIDERATION.
* -*

Equal Educational Opportunity. There are many factors which must be
considered in any plan for a reduction in personnel. Overriding all
other conSiTleratiqns are-needs'.ofchildren and ofthe district program
desMned to best provide for meeting these needs.

Foremost among the factors are'the rules of the State Board of Education
which require the,prOvisidn of equal educational opportunity. This means
that the 'Oogram of the district, 'both the f9rmal .classroom and the
Special actiyjtfes, must proylde equal: opportunities for all students.

1

;

/

or.

5\

12

-t

tt

Or



School district boards should seek advice and counsel of legal
advisors and 9dapt any of the suggestiOns which are found in
this. publication to local conditions and needs before' their
formal acceptance. Affected employees should -be encouraged to
seek advice as needed.

. .

Equal Employment Opportunity (Affirmative Action). A second maj r4
concern is the impact oftequal employment opportunity. The ditrict plan
must be developed to Asure that the staff representative of the
population of the county iii WKich the district is located.. Equal oppor-
tunity must be providedoor employment, advancement and retention without
regard to race, national' origin, religion, sex, age, handicap, or marital
status: These matters must be included in decisions on retention and/or
dismissal whets reduction in personnel:is required.

Student Activities. to tW,,rd factor .that-relates to the needs' of stu-
dents has to do withlhe employment and assignment of "coaches" for the
various spore and other activities. The offerings must be equal for

. male and female_students.a.This matter must be considered when reduction
is in personnelis considered.

,

;State Standards. It will be important to consl r the rawirements of
'sate" standards for public elementary/second&Y* as adopted by
the State Board of Education. Most of the factors Listegbere are found
in these standards; but there are,a3so a number of additional concerns.

.

.0., These include program plannirtg based on needs assessbents and goal
4'16;7' setting. The decisions OVIKe district designed to meet these standards

A.must be considered in e ee changes.

. Position Descriptions. A position description for each type and kind of
. position in the district, for every employee including administrators, is
of great importance whiep making .decisions on quality of individual
performance and the serviCes which must be provided to students.

The position deScription -b to the implementation of the equal
eau) yment opportunity plan, to!the inservice and the staff evaluation

ms. For these reasons, is also a fundamental concern when there
are decisions'required involvin ire uction in personnel.

It is also desirable to develop ands ollow positionjescriptions for the
various kinds dt special activity resOonsibilities.whiCN.May be assigned
staff members, including student athletics, music, artarftl various."clubm
programs.

Fair Dismissal Law. Th.& school diStriet shall make every. reasonable
effort to transfer teaalers of courses' scheduled for discontinuation
to other positions for which they are qualified. (HB 2467 Section 3

t2))

6 is
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School district board& should seek advice and counsel of legal
advisors and adapt dny of thd suggestions which are found in
.this publication to local -conditianPandineeds' efore their
formal acceptance. -Affected.employees Ilzoula be encouraged to

seek adviceas needed.

Collective Bargaining Agreements. As pointed out previously, the terms
of the current agreements with employees may deal with reduction in force'
or layoffand recall and related matters. These terms must be observed
in'any- district plan, regarding reduction in force and/or layoff and

There maybe other considerations for reductions in force ,hich milst be
weighed at-the local district level. The factors listed above repre-
sent the fUndamental considerations for administrators and board members,
after it is determined that a change in staff size is required

,
.

.

DETAILS OF THE PLAN .

.. ).-.

Determination of Need. The,first step in a layoff or r ductio in force
plan is to establish a clear procedure for determi theneed ch, .

action. This may be for one or more of the rea ns given on'page 4. To

determine the need:

,-,.

I. The administration4cAshould be able to document the -conditions whiCh
the board must confider, with facts as to need for reduction, indr.

..

alternativ,e plans for meeting the need.
,

i, , . s

2. The board shouldijighnounce that the ratter, "s to be considered at 'a
regular or special o n meeting. r

3. The board should carefully consider all' the factors and the alterna-,
tives,' and arrive ata decision. -;-.

\ \ <
sr,W

4. The decision may ,,indite the. number of positions which may be

eliminated, and g!ve?-leMer41 instructions to administrators as to
the antiCipate4.-reductiWn funds or program changes;

Decision as to the Position(s) Eliminated. The board then may proceed to
a consideration of the positions and activities which may be removed from
the district 'programs, based on the contents:of the adopted plan.

1. Equal opportunity requirements should receive considergion, as

provide'in HB 2467, Section 3 (3)(a)(A) and (B).

2. Major consideration should be given to the required coursesJor high
school' graduation and othert needed tom- -meet state standards.

( 4

*V*
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School district boards should seeli'advice and counsel of legal
advisors and adapt any of the suggestions whic1 are found in
this publication to local conditions and needs before their
formal acceptance. 1ffected employees shouhd be encouraged to
seek advice as needed.

A

#

3.' The effect on class size should be considered wherthe board deter-
mines that a reduction in staff will occur.

,4. The positions' or activities subject'to elimination should be an-
nounced to the staff and then to the public, along. with the plans
developed as outliqed below.

Procedure for Reducing PersOnnel. The district board should instruct the
administrative staff to proceed to identify specific programs and posi-
tions which may be drop#ed" Procedure would include:

1. Identification of the specific positions which may be dropped by
school, grade, .subjedt or department, and by special activity. The

eventual decision' should be based.on a comparison of staff on a

district-wide basis.

a. The, decisions should consider the programs and services which
must be/ provided for the=school and/or district to be str(dard.

' b. The decisions should consider the unique needs of students in
the distridt and the individual schools.

c. The deciOons should include proper attentionto the needs of
handicapped and avoid the elements of discrimination.'

)

2., Alternatives to layoff or reduction of employees should be identi-
fied so that curr nt employees haye options. Consideration should

. be glven to ident

a.

b.

c.

d.

Those who wi retire and others who may be planning or willing
to take early ement.

Those who may be'planning or will-be able to plan for sabbat-
ical or other leaves during. the coming year, due to layoff.

Those whS actively seek or may be encouraged to seek voluntary
transfer and,mho otherwise may be qualified for positions which
will be retained.

. . .

. .

Those who will be resigning for whatever reason

8
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School district boards should seek advice and counsel of legal
advisors and adapt any of the suggestions which are found ih
this publication to local conditions and needs before their

forma acceptayce. Affected employees should be encouraged to
seek advice as needed.

3. Details of the plan for deciding on those to be' retained should be
established;

a. After the administrative staff has identified the programs and
services and/or positions to be dropped, as well as the persons
who will not return to .district service the next year (for the
reasons outlqned above), the administrative staff should then
study the alternative assignments for the remaining employees.
Consideration should be given to affected staff member's who may
be qualified to work in positions which are retained, as
follows:

1. Determine whether teachers ta be retained hold proper'
certification to fill the remaining positions. .

2. Determine seniority. of teachers to be retained.

3. Determine competence and merit of teachers, if necessary.*

Cschool district may retain a teacher_ with less seniority
than a.teacher being released when the district has deter-
mined that the teacher being retained has more competence
or merit than the teacher with more seniority who is being
released.

G.

Administrators may retain status and seniority as a
permanent teacher and voluntarily may return to teaching
in ,a reduction in staff situation.- However, an'admip-
istrator who was never employed as a teacher in the
district.is not eligible. to become a nonadministrative
tdacher in the district' if the effect is to displace a
nonadministrative permanent teacher.

b. The remaining employees, as determined above, should be listed
by positions, by special assignments, and in such other cate-
gories as necessary for the district, It may be.useful to list
them by categories, with indicators of other factors which may
be considered. (See pas 5 and 6.)

,

,c, Remaining employees must.be_praced in positions for which they
are qualified,.

4

*"Competence" means, the ability to teach a subject or grade level based
on recent teaching experience or educational attainments, or both, but
not based solely on being- certificated to teach a subject. or grade
level. "Merit" means the measurement of one teacher's ability and
effectiveness against the ability and effectiveness of another teacher.

9
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School distr'ict'boards should seek advice and counsel of legal
advisors and adapt any of-the suggestions which are found in
thie publication to local .conditions and needs before their
forma acceptance. Affected employees should be encouraged to
seek advice as needed,,

NotifiCation.

I
Those .riot retained° must be tonsidered as subject to the dis-
tricts\ ldyoff and- recall or RIF procedure, nonrenewal , or

dismissal as provided by law.

b. The requirements of');aw must be folloas employees are
informed of employment status for the coming Year.

c. The district should have a plan that provides for a procedure,
for employee appeals, to include the following (HB 2467(3)(7)):.

"An appeal{ prom a decision'on reduction in staff.or recall
under this section shall be by writ of review to the
circuit court for the county.in which the headquarters of
the school district is located orby a procedure mutually
agreed upon by.the employe representatives and the
employer,. If a procedure by mutual agreemerft chosen,
the results shall be final."

Recall to Employment. There may be occasions when an employee who
has been layed off may be offered the opportunity to returnto emploYment
in the district. This may occur when a resignation, either,prior, to or
after school starts. in the fall, creates a position for which the prsdn
is qualified. It may also occur: (1),when the financial condition of

/ the district improves, perhaps through a late vote on the district
budget; (2) through a renewal of state or federal special project funds;
or (3)for some other,special'reason-that creates a vacancy.

1. The procedures for recall should be developed asprovided in. HB
2467(3)(6):

"a. In consultation with its employees'or, for those employes
in a recognized collective bargining unit, with the
exclusive bargaining.' representative of that unit, each
school district shall establish a procedure for recalling
teachers to employment in,the district who have been

--releaseq&because of a reduction in staff.

b. _The procedure so established-shall define the criteria for
A recall and the teacher shall have the right of recall

thereunder for two years after the last date of release by
the district unless waived as provided in such proce
by rejection of a specific position.

LO
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School district boards should seek advice and counselof legal,
advisors and ddapt any of the suggestions which are found in'
this- publication to local conditions and needs before -their,
;formal acceptance. Affected employees should be encouraged to
seek advice as needed.

c. A permanent teacher who is recalled shall retain, the
permanent status obtained before the release.

d. A probationary teacher who is recalled shall have years
taught for the district counted as if the employment had.:
been continuous for purposes of obtaining permanent status."

N

We provisions of the recall plan may include consideration for the
followtg:

1. Layed off emplzees interested in reinstatement should keep the
>. district informed of their interest and esidence and of .periods of

absence, so that a,speedy respons4 may be made to an offer of re-'
employment.

2. The distriptadMinistration should main ain an up-to-date-list of
the positions and services eliminated, of th persons layed off in
the priority 'order, listed above, their cer ification, and 'of the
readiness of such persons to return.

4

3. 'The district may maintain and use qualified layed off employees on

the district substitute lists.

4. Layed off employees should be .contacte4 and.called back to .employ-
ment according to the, priority lists, by categories which were used
°in determining those to be released, as qualified. .

.41

5. After a designpted.period of time, failure by the person contacted
to respond may be accepted as rejection of the offer, and the next
persoh on the, list may besapproacbed with an offer of reemployMent.

6. If and when conditions improve. so that a substantial number of
employees may be recalled, every effort should be made to contact
all those who were layed off so that t'heir desires may be' determined
'and offers made, for such positions and activities as they may be
qualified to fill.

7. The district may wish to set a time after which the recall procedure
will no,il-onger apply.

18

et.



4

44

School district boards should seek advice and counsel of legal
advisors and adapt any of the suggestions which are fazind in
this publication to local conditions and heeds before their
formal acceptance., Affected employees should be encouraged to
seek advice as needed.

BOARD ADOPTION AND DISSEMINATION OF THE PLAN- /

The district administrative personnel, and others as appropriate, having
conidered all the factors listed above then will be ready to present a
proposed plan to the school board.

1. The board should carefully consider all the factors and the alter-
natives and adopt a plan. If an ad hoc committeee is appointed to
report on such a plan, the report should be presented 'at this
time. .

2. The board should express its decision in (0 policy statement and

r 'ft, and the
e

implementation plan. The plan, should clearly state respon-
sibilities of the board and the district administ
rights and responsibilities of all employees. f

3. The plai and procedures-, as adopted, should be placed in writing and
copies `provided each mplhee of the district and to all interested

.,members of the public. .
,

it
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-RESOURCES

Printed Material

'Personnel Management Advisory Committee Publications.

Employment Procedures (1979)
, Personnel Guidelines and ModelPolicies (Revised, 1978)

Evaluation-Guidelines for Schoo'1 Personnel (1979)
School Employees Retirement (1976)
Suggested Calendar of Yearly school Board Activities, 1979-1980 ,

Contacts
iP

Oregop Department of Eduction - Don Kipp
Oregon School Board Association - Chris Dudley
Oregon Education' Association - Ted Romoser
Fair Dismissal - Appeals Board - Milt ,Baum

Teacher Standards and Practicej Commission - Richard Jones
Employment Relations Board - Ken Brown
Local School DistrictPersonnel Officers
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