4117(a)
Personnel -- Certified
Disciplinary Action/Suspension/Dismissal
The Superintendent is directed to adhere to the following regulations and procedures for the dismissal, suspension or demotion of any employee for reasons of incompetence, willful neglect of duty, malfeasance, immoral or improper conduct, insubordination, behavior in violation of the policies and regulations of the district, mental and/or physical illness or disability and actions which are, in the opinion of the Board of Education, a hindrance to the district, the staff or the students.  A notice of disciplinary action taken shall contain a statement in ordinary and concise language of the specific charges on which the disciplinary action is based.  The notice shall contain specific action or behavior with which the employee is charged.  Dismissal or demotion will be made only for just and reasonable cause, and only after written charges have been filed.  The Board, acting through its Superintendent, will notify the employee in writing, stating the charges brought against him/her, and if necessary, arrange for a hearing to be held.  Disciplinary sanction up to and including dismissal and referral for prosecution will be imposed on employees who violate the standards of conduct or commit a crime against State or Federal law.

Employees will be given a copy of the standards and the statement of disciplinary sanctions, as well as information about any drug and alcohol counseling and rehabilitation programs that are available to employees.

Definitions:
"Suspension" means temporary removal of an employee from a position with loss of pay, as a disciplinary measure, or removal from a position preliminary to a decision by the Board on charges leading to dismissal or demotion.

"Demotion" means reduction of an employee from a given class or group of similar positions combined under a common title to a class or group having a lower salary rate.

"Dismissal" means separation, discharge or permanent removal of an employee from service in the district for cause, in accordance with the policies and regulations of the district.

Suspension of the Employee Pending Disciplinary Action by the Board
Except where circumstances justify, disciplinary action shall follow this order:  (a) verbal warning, (b) written warning-probation, (c) suspension and (d) demotion and/or dismissal.

In any case where the Superintendent or his/her designee deems it necessary or proper, the employee may be suspended until the Board of Education has determined what disciplinary action to take, if any, against the employee.

This suspension shall be without pay, except that if the Board of Education denies the recommendation of the Superintendent or designee, the employee shall be entitled to full pay for the suspension period.  If the Board modifies the recommendation of the Superintendent, the Board shall determine as part of its action whether the suspension or any part of the suspension shall be without pay.
4117(b)
Personnel -- Certified
Disciplinary Action/Suspension/Dismissal
Just Cause
One or more of the following causes may be sufficient grounds for imposing a disciplinary measure:

1.
Incompetency or inefficiency in the performance of the duties of the assigned position;

2.
Insubordination (including, but not limited to, refusal to do assigned work);

3.
Carelessness or negligence in the performance of duty or in the care or use of district property;

4.
Discourteous or offensive or abusive language or conduct toward other employees, students or the public;

5.
Dishonesty;

6.
Drinking alcoholic beverages on the job, or reporting for work while intoxicated;

7.
The unlawful possession, use, or distribution of illicit drugs or alcohol on school premises or as part of any of its activities;

8.
Personal conduct unbecoming an employee of the district;

9.
Engaging in political activities during assigned hours of employment or otherwise in violation of applicable policies or regulations of the district;

10.
Conviction of any crime involving moral turpitude, including a sex offense;

11.
Repeated and unexcused absences or tardiness;

12.
Abuse of leave privileges;

13.
Falsifying any information supplied to the school district, including but not limited to, information supplied on application forms, employment records or any other school district records;

14.
Persistent violations of, or refusal to obey, safety rules and regulations made applicable to the public schools by the Board of Education, the Superintendent or by any appropriate state or governmental agency;

15.
Offering anything of value or offering any service in exchange for special treatment in connection with the employee's job or to any member of the public;

16.
Abandonment of position.

4117(c)
Personnel -- Certified
Disciplinary Action/Suspension/Dismissal
Consequences for the Use, Sale or Possession of Controlled Substances or Alcohol
Any employee using, possessing, or selling controlled substances on school premises or as part of any of its activities shall automatically be subject to the following actions:

First Violation:
Any employee found to be in violation of the policy for the first time during his/her tenure in the Union Public Schools will be referred by the Superintendent to an appropriate agency licensed to assess and treat drug/alcohol involved individuals.  If the employee does not agree to be assessed and participate or agrees to participate and then fails to complete the program prescribed by the agency he/she will be dismissed.




Any employee convicted of selling or distributing a controlled substance will be dismissed.  In cases of possession, law enforcement officials will be notified.  The violator will also be subject to disciplinary action stipulated in this policy.

Second Violation:
The law enforcement agency will be notified of all second violations involving a controlled substance.  Employees who are convicted of workplace drug abuse will be dismissed.

Legal Reference:
Connecticut General Statutes




10-154 (a) Professional communications between teacher or nurse and student.  Surrender of physical evidence obtained from students.
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4117.3
Personnel ‑‑ Certified
Reduction in Force for Administrators

It is recognized that, under the Connecticut General Statutes, the Board of Education has the sole and exclusive prerogative to eliminate or reduce certified staff positions.  It also has the responsibility to maintain good schools and to implement the educational interest of the state.  The Board of Education recognizes that it may become necessary to eliminate or reduce certified staff positions in certain circumstances.  This procedure provides a fair and orderly process should such reductions become necessary. 

The order of reduction designed to preserve the concept of seniority, shall be as follows: 

1.
Volunteer retirements and terminations 

2.
Non-tenure certified staff 

3.
Tenure certified staff 


a.
Total contractual experience in the system 


b.
Degree status to break ties. 
Legal Reference:
Connecticut General Statutes




10-4a Educational interests of the state identified




10-151 Employment of teachers. Notice and hearing on termination of contract.
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4117.3(a)
Personnel ‑‑ Certified
Reduction in Force (RIF)

The Board of Education may reduce the number of certified personnel employed, because of reduced enrollment within the district, lack of funds, elimination or reduction of a special program, or for other reasons. 

When a reduction force (RIF) plan is not included in negotiated agreements with certified personnel, this policy for selecting staff members to be released, with consideration of seniority, needs of the schools and quality and effectiveness of the individuals, will govern reductions in force. 

Prior to commencing action to terminate teacher contracts upon the need to reduce staff, the Board of Education will abide by procedures currently existing in employee organization agreements, or otherwise will give due consideration to its ability to reduce staff by: 

1.
Voluntary retirements. 

2.
Voluntary resignation. 

3.
Transfer of existing staff members. 

4.
Voluntary leaves of absence. 

If a teacher has attained tenure status, the contract of employment may be terminated if the position is eliminated, but only if there is no other position for which that teacher is certified and qualified available in the school system.  “Position available” shall include any position for which said teacher is qualified and currently held by a teacher who has not completed 30 months of continuous employment in the school district.  This shall include first preference for positions which are held by non-tenured teachers in addition to positions that are open and available. Determination of those to be released shall be in the following order: 

1.
Teachers holding temporary emergency permits. 

2.
Non-tenured teachers holding initial certification. 

3.
Non-tenured teachers holding provisional certification. 

4.
Non-tenured teachers holding professional certification. 

5.
Tenured teachers holding provisional certification. 

6.
Tenured teachers holding professional certification. 

4117.3(b)
Personnel ‑‑ Certified
Reduction in Force (RIF) (continued)

The following criteria will be used to select those employees who are to be considered for termination within the broad tenure and certification categories established above: 

1.
Areas of certification. 

2.
Teaching experience in other positions which may be available. 

3.
Degree status. 

4.
Total years of teaching experience. 

5.
Total years of teaching experience in the school system. 

6.
Qualifications and ability as determined by an objective evaluation of the teacher’s performance. 

When the Board of Education considers termination of the contract of a teacher it shall authorize the Superintendent to notify the teacher in writing that termination of his/her contract is under consideration.  The notification and any subsequent proceedings related to termination will be in accordance with the provisions of C.G.S. 10-151. 

Nothing herein shall compel the promotion of a teacher to a higher rank even though the teacher is qualified for such promotion and the position is open, and the teacher is being considered for termination under Board policy and this regulation. 

Recall Procedure/Reemployment 
If the contract of employment of a teacher is terminated without prejudice because of elimination of a position, the name of that teacher shall be placed on a reappointment list and remain on such list for a period of two years.  If a position becomes open during such period and the teacher has been selected by the Board of Education as the person who is certified and qualified for that position, then the teacher will be notified by certified mail sent to the last known address at least thirty days prior to the anticipated date of reemployment whenever possible.  The teacher must accept or reject the appointment in writing within seven days after receipt of such notification.  If the appointment is accepted the teacher shall receive a written contract within twenty days of receipt of the teacher’s reply to the Board of Education.  If the teacher rejects the appointment offer or does not respond according to this procedure within seven days after receipt of the notification, the name of the teacher will be removed from the recall list. 

4117.3(c)
Personnel ‑‑ Certified
Reduction in Force (RIF) (continued)

Legal Reference:
Connecticut General Statutes 




10-4a Educational interest of the state certified.



10-151 Employment of teachers. Notice and hearing on termination of 



contract. 
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4117.31

Personnel ‑‑ Certified
Return to Work
The following criteria may be used to initiate Return-To-Work procedures.

Employee suffers a catastrophic injury that will prevent that person from performing the essential functions of the position they hold.

Employee has reached maximum medical improvement with restrictions that prevent the employee from performing essential functions of the job.

There is a medical opinion that the employees’ permanent medical restrictions prevent performance of the essential functions of the job, even though maximum medical improvement has not been achieved.

The Superintendent or designee will determine if any of the department’s workers compensation claims meet one or more of the above mentioned criteria. This notice will be sent to the Superintendent or designee. The Superintendent or designee will evaluate, on a case-by-case basis, work accommodations in compliance with the provisions of the American with Disabilities Act (ADA,) and collective bargaining agreements.

After this evaluation, the Superintendent or designee will make a recommendation to either accommodate the employee in their current position or an alternate position, or to initiate the separation of the employees’ service with the Board of Education. This may be accomplished by, but not limited to, service retirement, disability retirement or unvested separation.

The comprehensive Return-To-Work Program has been designed in order to minimize losses and produce better outcomes for both the employee and the Board of Education in case of a work related injury or illness. By fulfilling their roles in the process, participants will insure that the district and its employees realize the goals of reduced costs for work related injuries and illnesses and a more healthy and productive work force.

Regulation approved:

March 24, 2010
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Union, Connecticut

4117.4(a)
Personnel ‑‑ Certified
Non-renewal/Suspension
Non-Renewal
Prior to obtaining tenure, a certified employee’s contract may be non-renewed provided that the employee is notified in writing prior to May 1st by the Superintendent.  A teacher or administrator so notified may request a written statement of the reasons for non-renewal of the contract, and the district will furnish such a statement of the reasons for non-renewal of the contract, and the district will furnish such a statement within seven days of the receipt of the request.  Procedures for a hearing on non-renewal of a contract shall be those provided in C.G.S. 10-151, as modified by P.A. 97-247. 

A non-tenured teacher shall not be entitled to a hearing concerning non-renewal if the reason for such non-renewal is either elimination of position or loss of position to another teacher.  The Board shall rescind a non-renewal decision only if the Board finds such decision to be arbitrary and capricious. 
Suspension 

A certified employee may be suspended by the Board of Education for an alleged or actual violation of any of the reasons for termination in C.G.S. 10-151(c) or 10-151(d) when insufficient cause for dismissal is considered to exist, or may be suspended pending  Board or legal action for dismissal of the employee on charges of violation of one or more of said causes for termination.  The Superintendent may suspend an employee pending Board action when, in the opinion of the Superintendent, continuation of the employee in the position presents a clear danger to the students, staff, property or reputation of the district, or to the employee. 

Legal Counsel 
Prior to recommending non-renewal or suspension of any employee, the Superintendent of Schools shall review the issues involved with the school district attorney. 

Termination of Employment 
In addition to non-renewal of non-tenured employees, the Board of Education may terminate either non-tenured or tenured employees in accordance with provisions of Connecticut General Statute 10-151.  The district will also report any serious misconduct which gives rise to certified employee termination to the appropriate authorities, including, but not limited to, the State Department of Education and local law enforcement authorities as appropriate. 
4117.4(b)
Personnel ‑‑ Certified
Non-renewal/Suspension
Termination of Employment (continued)
Prior to recommending termination of any employee, the Superintendent of Schools shall review 
the issues involved with the Board’s attorney. 

Following legal consultation on permissible statements in a particular case, the Superintendent shall do everything within his or her ability and within the laws of the state and nation to ensure that other known prospective employers are apprised of the actual reasons why former employees resigned their positions pursuant to settlement agreements after having been served with disciplinary charges or told they would be subjected to disciplinary action. 

No school personnel or Board member, with the exception of the Superintendent of Schools and/or his or her designee, will make any statement concerning the reason(s) that an individual has left employment with the district. 
Legal Reference: 
Connecticut General Statutes



  
10‑151(c) Employment of teachers. 




PA 95-58 An Act Concerning Teacher Evaluations, Tenure and Dismissal.




PA 97-247 An Act Concerning Revisions to the Education Statutes.




Shanbrom v. Orange Board of Education, 2 Conn. L. Rpts. 396, 398 (1990)
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4117.6
Personnel - Certified
Exit Interview
In an effort to continually improve the working atmosphere in the Union School District, a voluntary exit interview will be offered to each employee departing the system.
Each employee will be given the opportunity to complete an exit interview questionnaire and to discuss his/her employment experiences with administrator(s).

Unless the departing employee gives written permission to share the questionnaire, the questionnaire and interview notes will be rendered anonymous and will be kept in a confidential file in the Superintendent’s Office.
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4117.6

Form
UNION SCHOOL DISTRICT
EMPLOYEE EXIT INTERVIEW QUESTIONNAIRE

NAME (optional) _______________________________________________________________

POSITION _____________________________________ LENGTH OF SERVICE ___________

REASON FOR LEAVING ________________________________________________________

____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

What advantages does your new position offer?


Salary: (amount of increase appreciated)


Benefits:


Working Conditions:

Location:

Other (please specify)

What did you like most about your Union position?
What did you like the least about your Union position?

Did you receive proper training and orientation at the beginning of your Union employment? If no, please explain.

After beginning employment in Union, have you had adequate support, guidance and freedom in your position?
What do you consider to be the major strengths of the Union School?

What do you consider to be the major weaknesses of the Union School?

Have you had the opportunity for personal and professional growth in Union? Please elaborate.


4117.6

Form

(continued)

How well do you feel the contract between your bargaining unit and the Union School District represented your interests and/or concerns? Please elaborate.

While in Union, were complaints or problems dealt with and/or resolved in a timely and/or satisfactory manner?  Please explain.

How did you feel about the following items as they relate to your decision to leave?

	(please check)
	Excellent
	Good
	Fair
	Poor
	No Opinion

	
	
	
	
	
	

	Rate of Pay
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	Life Insurance
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	Medical Insurance
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 


	Retirement Plan 
	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 

	 FORMCHECKBOX 



What is your feeling regarding the level of communication and collegiality within the Union School? Please elaborate.

What is your feeling regarding the level of community support in Union? Please elaborate.
If you could make three changes to improve Union School, what would they be?

1.

2.

3.

Any other comments?  Please feel free to use additional sheets.
Please sign below if you consent to sharing this information with members of the Union Board of Education.

Signature: ___________________________________________________________
