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§18A-2-2. Employment of teachers; contracts; continuing contract status; how terminated;
dismissal for lack of need; released time; failure of teacher to perform contract or violation
thereof; written notice bonus for teachers and professional personnel.

(a) Before entering upon their duties, all teachers shall execute a coniract with
their county boards, which shall state the salary to be paid and shall be in the form prescribed by
the state superintendent. Each contract shall be signed by the teacher and by the president and
secretary of the county board and shall be filed, together with the certificate of the teacher, by the
secretary of the office of the county board: Provided, That when necessary to facilitate the
employment of employable professional personnel and prospective and recent graduates of
teacher education programs who have not yet attained certification, the contract may be signed
upon the condition that the certificate is issued to the employee prior to the beginning of the
employment term in which the employee enters upon his or her duties,

(b) Each teacher's contract, under this section, shall be designated as a
probationary or continuing contract. A probationary teacher's contract shall be for a term of not
less than one nor more than three years, one of which shall be for completion of a beginning
teacher internship pursuant te the provisions of section two-b, article three of this chapter, if
applicable. If, after three years of such employment, the teacher who holds a professional
certificate, based on at least a bachelor's degree, has met the qualifications for a bachelor's degree
and the county board enter into a new contract of employment, it shall be a continuing contract,
subject to the following;:

(1) Any teacher holding a valid certificate with less than a bachelor's degree who
is employed in a county beyond the three-year probationary period shall upon qualifying for the
professional certificate based upon a bachelor's degree, if reemployed, be granted continuing
contract status; and

(2) A teacher holding continuing contract status with one county shall be granted
continuing contract status with any other county upon completion of one year of acceptable
employment if the employment is during the next succeeding school year or immediately
following an approved leave of absence extending no more than one year.

(c) The continuing contract of any teacher shall remain in full force and effect
except as modified by mutunal consent of the school board and the teacher, unless and until

terminated, subject to the following:

(1) A continuing confract may not be terminated except:
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(A) By a majority vote of the full membership of the county board on or before
March 1 of the then current year, after written notice, served upon the teacher, return receipt
requested, stating cause or causes and an opportunity to be heard at a meeting of the board prior
to the board's action on the termination issue; or

(B) By written resignation of the teacher on or before March 1 to initiate
termination of a continuing contract;

(2) The termination shall take effect at the close of the school year in which the
contract is terminated,;

(3) The contract may be terminated at any time by mutual consent of the school
board and the teacher;

(4) This section does not atfect the powers of the school board to suspend or
dismiss a principal or teacher pursuant to section eight of this article;

(5) A continuing contract for any teacher holding a certificate valid for more than
one year and in full force and effect during the school year 1984-1983 shall remain in full force
and effect;

(6) A continuing contract does not operate to prevent a teacher's dismissal based
upon the lack of need for the teacher's services pursuant to the provisions of law relating to the
allocation to teachers and pupil-teacher ratios. The written notification of teachers being
considered for dismissal for lack of need shall be limited to only those teachers whose
consideration for dismissal is based upon known or expected circumstances which will require
dismissal for lack of need. An employee who was not provided notice and an opportunity for a
hearing pursuant to this subsection may not be included on the list. In case of dismissal for lack
of need, a dismissed teacher shall be placed upon a preferred list in the order of their length of
service with that board. No teacher may be employed by the board until each qualified teacher
upon the preferred list, in order, has been offered the opportunity for reemployment in a position
for which he or she is qualified, not including a teacher who has accepted a teaching position
elsewhere. The reemployment shall be upon a teacher's preexisting continuing contract and has
the same effect as though the contract had been suspended during the time the teacher was not
employed.

(d) In the assignment of position or duties of a teacher under a continuing
contract, the board may provide for released time of a teacher for any special professional or
governmental assignment without jeopardizing the contractual rights of the teacher or any other
rights, privileges or benefits under the provisions of this chapter. Released time shall be provided
for any professional educator while serving as a member of the Legislature during any duly
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constituted session of that body and its interim and statutory committees and commissions
without jeopardizing his or her contractual rights or any other rights, privileges, benefits or
accrual of experience for placement on the state minimum salary schedule in the following
school year under the provisions of this chapter, board policy and law,

(e) Any teacher who fails to fulfill his or her contract with the board, unless
prevented from doing so by personal illness or other just cause or unless released from his or her
contract by the board, or who violates any lawful provision of the contract, is disqualified to
teach in any other public school in the state for a period of the next ensuing school year and the
State Department of Education or board may hold all papers and credentials of the teacher on file
for a period of one year for the violation: Provided, That martiage of a teacher is not considered
a failure to fulfill, or violation of, the contract,

(f} Any classroom teacher, as defined in section one, article one of this chapter,
who desires to resign employment with a county board or request a leave of absence, the
resignation or leave of absence to become effective on or before July 15 of the same year and
after completion of the employment term, may do so at any time during the school year by
written notification of the resignation or leave of absence and any notification received by a
county board shall automatically extend the teacher's public employee insurance coverage until
August 31 of the same year,

(g) (1) A classroom teacher who gives written notice to the county board on or
before January 15 of the school year of his or her retirement from employment with the board at
the conclusion of the school year shall be paid $500 from the Early Notification of Retirement
line item established for the Department of Education for this purpose, subject to appropriation
by the Legislature. If the appropriations to the Department of Education for this purpose are
insufficient to compensate all applicable teachers, the Department of Education shall request a
supplemental appropriation in an amount sufficient to compensate all such teachers,
Additionally, if funds are still insufficient to compensate all applicable teachers, the priority of
payment is for teachers who give written notice the earliest. This payment shall not be counted as
part of the final average salary for the purpose of calculating retirement.

(2) The position of a classroom teacher providing written notice of retirement
pursuant to this subsection may be considered vacant and the county board may immediately
post the position as an opening to be filled at the conclusion of the school year. If a teacher has
been hired to fill the position of a retiring classroom teacher prior to the start of the next school
year, the retiring classroom teacher is disqualified from continuing his or her employment in that
position, However, the retiring classroom teacher may be permitted to continue his or her
employment in that position and forfeit the early retirement notification payment if, after giving
notice of retirement in accordance with this subsection, he or she becomes subject to a significant
unforeseen financial hardship, including a hardship caused by the death or illness of an
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financial hardships shall be determined by the county superintendent on a case-by-case basis.
This subsection does not prohibit a county school board from eliminating the position of a
retiring classroom teacher.
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§ 18A-2-6. Continuing contract status for service personnel; termination.

After three years of acceptable employment, each service personnel employee
who enters into a new contract of employment with the board shall be granted continuing
confract status: Provided, That a service personnel employee holding continuing contract stafus
with one county shall be granted continuing contract status with any other county upon
completion of one year of acceptable employment if such employment is during the next
succeeding school year or immediately following an approved leave of absence extending no
more than one year. The continuing contract of any such employee shall remain in full force and
effect except as modified by mutual consent of the school board and the employee, unless and
until terminated with written notice, stating cause or causes, to the employee, by a majority vote
of the full membership of the board before March 1 of the then current year, or by written
resignation of the employee on or before that date. The affected employee has the right of a
hearing before the board, if requested, before final action is taken by the board upon the
termination of such employment.

Those employees who have completed three years of acceptable employment as
of the effective date of this legislation shall be granted continuing contract status.
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§18A-2-7. Assignment, transfer, promotion, demotion, suspension and recommendation of
dismissal of school personnel by superintendent; preliminary notice of transfer; hearing on
the transfer; proof required.

(a) The superintendent, subject only to approval of the board, may assign,
transfer, promote, demote or suspend school personnel and recommend their dismissal pursuant
to provisions of this chapter. However, an employee shall be notified in writing by the
superintendent on or before March 1 if he or she is being considered for transfer or to be
transferred. Only those employees whose consideration for transfer or intended transfer is based
upon known or expected circumstances which will require the transfer of employees shall be
considered for transfer or intended for transfer and the notification shall be limited to only those
employees. Any teacher or employee who desires to protest the proposed transfer may request in
writing a statement of the reasons for the proposed transfer. The statement of reasons shall be
delivered to the teacher or employee within ten days of the receipt of the request, Within ten
days of the receipt of the statement of the reasons, the teacher or employee may make written
demand upon the superiniendent for a hearing on the proposed transfer before the county board.
The hearing on the proposed transfer shall be held on or before April 1S, At the hearing, the
reasons for the proposed transfer must be shown,

(b) The superintendent at a meeting of the board on or before April 15 shall
furnish in writing to the board a list of teachers and other employees to be considered for transfer
and subsequent assignment for the next ensuing school year. An employee who was not
provided notice and an opportunity for a hearing pursuant to subsection (a) of this section may
not be included on the list. All other teachers and employees not so listed shall be considered as
reassigned to the positions or jobs held at the time of this meeting. The list of those
recommended for transfer shall be included in the minute record of the meeting and all those so
listed shall be notified in writing, which notice shall be delivered in writing, by certified mail,
return receipt requested, to the persons’ last known addresses within ten days following the
board meeting, of their having been so recommended for transfer and subsequent assignment and
the reasons therefor.

(¢} The superintendent’s authority to suspend school personnel shall be temporary
only pending a hearing upon charges filed by the superintendent with the county board and the
period of suspension may not exceed thirty days unless extended by order of the board.

(d) The provisions of this section respecting hearing upon notice of transfer is not
applicable in emergency situations where the school building becomes damaged or destroyed
through an unforeseeable act and which act necessitates a transfer of the school personnel
because of the aforementioned condition of the building,

(e) Notwithstanding this section or any provision of this code, when actual student
enrollment in a grade level or program, unforeseen before March 1 of the preceding school year,
permits the assignment of fewer teachers or service personnel to or within a school under any
pupil-teacher ratio, class size or caseload standard established in section eighteen-a, article five,

6



40
41
42
43

44
45
46
47

48
49
30
3

52
53
54

35
36
57

38
39

ATTORNEYS AT LAW

chapter eighteen of this code or any policy of the state board, the superintendent, with board
approval, may reassign the surplus personnel to another school or to another grade level or
program within the school if needed there to comply with any such pupil-teacher ratio, class size
or caseload standard.

(1) Before any reassignment may occur pursuant to this subsection, notice shall be
provided to the employee and the employee shall be provided an opportunity to appear before the
county board to state the reasons for his or her objections, if any, prior to the board voting on the
reassignment.

(2) Except as otherwise provided in subdivision (1) of this subsection, the
reassighment may be made without following the notice and hearing provisions of this section,
and at any time during the school year when the conditions of this subsection are met: Provided,
That the reassignment may not occur after the last day of the second school month.,

(3) A professional employee reassigned under this subsection shall be the least
senior of the surplus professional personnel who holds certification or licensure to perform the
duties at the other school or at the grade level or program within the school.

(4) A service employee reassigned under this subsection shall be the least senior
of the surplus personnel who holds the same classification or multiclassification needed to
perform the duties at the other school or at the grade level or program within the same school.

(5) No school employee’s annual contract term, compensation or benefits shall be changed as a
result of a reassignment under this subsection.
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§18A-2-8a. Notice to probationary personnel of rehiring or nonrehiring; hearing,

The superintendent at a meeting of the board on or before April 15 of each year
shall provide in writing to the board a list of all probationary teachers that he or she recommends
to be rehired for the next ensuing school year. The board shall act upon the superintendent's
recommendations at that meeting in accordance with section one of this article, The board at this
same meeting shall also act upon the retention of other probationary employees as provided in
sections two and five of this article, Any such probationary teacher or other probationary
employee who is not rehired by the board at that meeting shall be notified in writing, by certified
mail, return receipt requested, to such persons' last known addresses within ten days following
said board meeting, of their not having been rehired or not having been recommended for
rehiring.

Any probationary teacher who receives notice that he or she has not been
recommended for rehiring or other probationary employee who has not been reemployed may
within ten days after receiving the written notice request a statement of the reasons for not
having been rehired and may request a hearing before the board. The hearing shall be held at the
next regularly scheduled board of education meeting or a special meeting of the board called
within thirty days of the request for hearing. At the hearing, the reasons for the nonrehiring must
be shown,
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§18A-4-7a, Employment, promotion and transfer of professional personnel; seniority.

(a}) A county board of education shall make decisions affecting the filling of
vacancies in professional positions of employment on the basis of the applicant with the highest
qualifications: Provided, That the county superintendent shall be hired under separate criteria
pursuant to section two, article four, chapter eighteen of this code,

(b} In judging qualifications for the filling of vacancies of professional positions
of employment, consideration shall be given to each of the following:

(1) Appropriate certification, licensure or both;

(2) Amount of experience relevant to the position or, in the case of a classroom
teaching position, the amount of teaching experience in the required certification area;

(3) The amount of course work, degree level or both in the relevant field and
degree level generally;

(4) Academic achievement;

(5) In the case of a classroom teaching position or the position of principal,
certification by the National Board for Professional Teaching Standards;

(6) Specialized training relevant to the performance of the duties of the job;

(7) Past performance evaluations conducted pursuant to section twelve, article
two of this chapter and section two, article three-c of this chapter or, in the case of a classroom
teacher, past evaluations of the applicant’s performance in the teaching profession;

(8) Seniority;

(9) Other measures or indicators upon which the relative qualifications of the
applicant may fairly be judged;

(10) In the case of a classroom teaching position, the recommendation of the
principal of the school at which the applicant will be performing a majority of his or her duties;
and

(11) In the case of a classroom teaching position, the recommendation, if any,
resulting from the process established pursuant to the provisions of section five, article five-a,
chapter eighteen of this code by the faculty senate of the school at which the employee will be
performing a majority of his or her duties.

(¢) In considering the filling of a vacancy pursuant to this section, a county board
is entitled to determine the appropriate weight to apply to each of the criterion when assessing an

9
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applicant’s qualifications: Provided, That if one or more permanently employed instructional
personnel apply for a classroom teaching position and meet the standards set forth in the job
posting, each criterion under subsection (b) of this section shall be given equal weight except that
the criterion in subdivisions (10) and (11) shall each be double weighted.

(d) For a classroom teaching position, if the recommendations resulting from the
operations of subdivisions (10) and (11), subsection (b) of this section are for the same applicant,
and the superintendent concurs with that recommendation, then the other provisions of
subsections (b) and (c) of this section do not apply and the county board shall appoint that
applicant notwithstanding any other provision of this code to the contrary.

(e) The state board shall promulgate a rule, including an emergency rule if
necessary, in accordance with the provisions of article three-b, chapter twenty-nine-a of this code
to implement and interpret the provisions of this section, including provisions that may provide
for the compensation based on the appropriate daily rate of a classroom teacher who directly
participates in making recommendations pursuant to this section for periods beyond his or her
individual contract.

(f) Recommendations made pursuant to subdivisions (10) and (11), subsection (b)
of this section shall be made based on a determination as to which of the applicants is the highest
qualified for the position: Provided, That nothing in this subsection shall require principals or
faculty senates to assign any amount of weight to any factor in making a recommendation,

(g) With the exception of guidance counselors, the seniority of classroom
teachers, as defined in section one, article one of this chapter, shall be determined on the basis of
the length of time the employec has been employed as a regular full-time certified and/or
licensed professional educator by the county board of education and shall be granted in all areas
that the employee is certified, licensed or both,

(h) Upon completion of one hundred thirty-three days of employment in any one
school year, substitute teachers, except retired teachers and other retired professional educators
employed as substitutes, shall accrue seniority exclusively for the purpose of applying for
employment as a permanent, full-time professional employee. One hundred thirty-three days or
more of said employment shall be prorated and shall vest as a fraction of the school year worked
by the permanent, full-time teacher.

(1} Guidance counselors and all other professional employees, as defined in
section one, article one of this chapter, except classroom teachers, shall gain seniority in their
nonteaching area of professional employment on the basis of the length of time the employee has
been employed by the county board of education in that area: Provided, That if an employee is
certified as a classroom teacher, the employee accrues classroom teaching seniority for the time
that that employee is employed in another professional area. For the purposes of accruing

10
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sentority under this paragraph, employment as principal, supervisor or central office
administrator, as defined in section one, article one of this chapter, shall be considered one area
of employment.

() Employment for a full employment term shall equal one year of seniority, but
no employee may accrue more than one year of seniority during any given fiscal year.
Employment for less than the full employment term shall be prorated. A random selection
system established by the employees and approved by the board shall be used to determine the
priority if two or more employees accumulate identical seniority: Provided, That when two or
more principals have accumulated identical seniority, decisions on reductions in force shall be
based on qualifications.

(k) Whenever a county board is required to reduce the number of professional
personnel in its employment, the employee with the least amount of seniority shall be properly
notified and released from employment pursuant to the provisions of section two, article two of
this chapter. The provisions of this subsection are subject to the following:

(1) All persons employed in a certification area to be reduced who are employed
under a temporary permit shall be properly notified and released before a fully certified
employee in such a position is subject to release;

(2) Notwithstanding any provision of this code to the contrary, all employees
subject to release shall be considered applicants for any vacancy in an established, existing or
newly created position that, on or before February 15, is known to exist for the ensuing school
year, and for which they are qualified, and, upon recommendation of the superintendent, the
board shall appoint the successful applicant from among them before posting such vacancies for
application by other persons;

(3} An employee subject to release shall be employed in any other professional
position where the employee is certified and was previously employed or to any lateral area for
which the employee is certified, licensed or both, if the employee’s seniority is greater than the
seniority of any other employee in that area of certification, licensure or both;

(4) If an employee subject to release holds certification, licensure or both in more
than one lateral area and if the employee’s seniority is greater than the seniority of any other
employee in one or more of those areas of certification, licensure or both, the employee subject
to release shall be employed in the professional position held by the employee with the least
seniority in any of those areas of certification, licensure or both; and

(5) If, prior to August 1 of the year a reduction in force is approved, the reason for
any particular reduction in force no longer exists as determined by the county board in its sole
and exclusive judgment, the board shall rescind the reduction in force or transfer and shall notify

11
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the released employee in writing of his or her right to be restored to his or her position of
employment. Within five days of being so notified, the released employee shall notify the board,
in writing, of his or her intent to resume his or her position of employment or the right to be
restored shall terminate. Notwithstanding any other provision of this subdivision, if there is
another employee on the preferred recall list with proper certification and higher seniority, that
person shall be placed in the position restored as a result of the reduction in force being
rescinded.

() For the purpose of this article, all positions which meet the definition of
“classroom teacher” as defined in section one, article one of this chapter shall be lateral
positions. For all other professional positions, the county board of education shall adopt a policy
by October 31, 1993, and may modify the policy thereafter as necessary, which defines which
positions shall be lateral positions. The board shall submit a copy of its policy to the state board
within thirty days of adoption or any modification, and the state board shall compile a report and
submit the report to the Legislative Oversight Commission on Education Accountability by
December 31, 1993, and by that date in any succeeding year in which any county board submits
a modification of its policy relating to lateral positions. In adopting the policy, the board shall
give consideration to the rank of each position in terms of title; nature of responsibilities; salary
level; certification, licensure or both; and days in the period of employment,

(m) After the twentieth day prior to the beginning of the instructional term, no
person employed and assigned to a professional position may transfer to another professional
position in the county during that instructional term unless the person holding that position does
not have valid certification. The provisions of this subsection are subject to the following:

(1) The person may apply for any posted, vacant positions with the successful
applicant assuming the position at the beginning of the next instructional term;

(2) Professional personnel who have been on an approved leave of absence may
fill these vacancies upon their return from the approved leave of absence;

(3) The county board, upon recommendation of the superintendent may fili a
position before the next instructional term when it is determined to be in the best interest of the
students. The county superintendent shall notify the state board of each transfer of a person
employed in a professional position to another professional position after the twentieth day prior
to the beginning of the instructional term;

(4) The provisions of this subsection do not apply to the filling of a position

vacated because of resignation or retirement that became effective on or before the twentieth day
prior to the beginning of the instructional term, but not posted until after that date; and
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(5) The Legislature finds that it is not in the best interest of the students
particularly in the elementary grades to have multiple teachers for any one grade level or course
during the instructional term. It is the intent of the Legislature that the filling of positions through
transfers of personnel from one professional position to another after the twentieth day prior to
the beginning of the instructional term should be kept to a minimum.

(n) All professional personnel whose seniority with the county board is
insufficient to allow their retention by the county board during a reduction in work force shall be
placed upon a preferred recall list. As to any professional position opening within the area where
they had previously been employed or to any lateral area for which they have certification,
licensure or both, the employee shall be recalled on the basis of seniority if no regular, full-time
professional personnel, or those refurning from leaves of absence with greater seniority, are
qualified, apply for and accept the position.

(0) Before position openings that are known or expected to extend for twenty
consecutive employment days or longer for professional personnel may be filled by the board,
the board shall be required to notify all qualified professional personnel on the preferred list and
give them an opportunity to apply, but failure to apply shall not cause the employee to forfeit any
right to recall. The notice shall be sent by certified mail to the last known address of the
employee, and it shall be the duty of each professional personnel to notify the board of continued
availability annually, of any change in address or of any change in certification, licensure or
both.

(p) Openings in established, existing or newly created positions shall be processed
as follows:

(1) Boards shall be required to post and date notices of each opening at least once.
At their discretion, boards may post an opening for a position other than classroom teacher more
than once in order to attract more qualified applicants. At their discretion, boards may post an
opening for a classroom teacher one additional time after the first posting in order to attract more
qualified applicants only if fewer than three individuals apply during the first posting subject to
the following:

(A) Each notice shall be posted in conspicuous working places for all professional
personnel to observe for at least five working days;

(B) At least one notice shall be posted within twenty working days of the position
openings and shall include the job description;

(C) Any special criteria or skills that are required by the position shall be
specifically stated in the job description and directly related to the performance of the job;
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(D) Postings for vacancies made pursuant to this section shall be written so as to
ensure that the largest possible pool of qualified applicants may apply; and

(E) Job postings may not require criteria which are not necessary for the
successful performance of the job and may not be written with the intent to favor a specific
applicant;

(2) No vacancy shall be filled until after the five-day minimum posting period of
the most recent posted notice of the vacancy;

(3) If one or more applicants under all the postings for a vacancy meets the
qualifications listed in the job posting, the successful applicant to fill the vacancy shall be
selected by the board within thirty working days of the end of the first posting period;

(4) A position held by a teacher who is certified, licensed or both, who has been
issued a permit for full-time employment and is working toward certification in the permit area
shall not be subject to posting if the certificate is awarded within five years; and

(5) Nothing provided herein shall prevent the county board of education from
eliminating a position due to lack of need.

(q) Notwithstanding any other provision of the code to the contrary, where the
total number of classroom teaching positions in an elementary school does not increase from one
school year to the next, but there exists in that school a need to realign the number of teachers in
one or more grade levels, kindergarten through six, teachers at the school may be reassigned to
grade levels for which they are certified without that position being posted: Provided. That the
employee and the county board mutually agree to the reassignment,

(r) Reductions in classroom teaching positions in elementary schools shall be
processed as follows:

(1) When the total number of classroom teaching positions in an elementary
school needs to be reduced, the reduction shall be made on the basis of seniority with the least
senior classroom teacher being recommended for transfer; and

(2) When a specified grade level needs to be reduced and the least senior
employee in the school is not in that grade level, the least senior classroom teacher in the grade
level that needs to be reduced shall be reassigned to the position made vacant by the transfer of
the least senior classroom teacher in the school without that position being posted: Provided,
That the employee is certified, licensed or both and agrees to the reassignment.

14



203
204
205
206
207
208
209

210
211
212

213
214
215
216

217
218
2i9

ATTORNEYS AT 1 AW

(s) Any board failing to comply with the provisions of this article may be
compelled to do so by mandamus and shall be liable to any party prevailing against the board for
court costs and reasonable attorney fees as determined and established by the court. Further,
employees denied promotion or employment in violation of this section shall be awarded the job,
pay and any applicable benefits retroactive to the date of the violation and payable entirely from
local funds. Further, the board shall be liable to any party prevailing against the board for any
court reporter costs including copies of transcripts.

(t) The county board shall compile, update annually on July 1 and make available
by electronic or other means to all employees a list of all professional personnel employed by the
county, their areas of certification and their seniority,

(u) Notwithstanding any other provision of this code to the contrary, upon
recommendation of the principal and approval by the classroom teacher and county board, a
classroom teacher assigned to the school may at any time be assigned to a new or existing
classroom teacher position at the school without the position being posted.

(v) The amendments to this section during the 2013 regular session of the Legislature shall be

effective for school years beginning on or after July 1, 2013, and the provisions of this section
immediately prior to those amendments remain in effect until July 1, 2013,
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§ 18A-4-7b. Calculation of seniority for professional personnel.

Notwithstanding any other provision of this code to the contrary, seniority for
professional personnel as defined in section one, article one, chapter eighteen-a of this code shall
be calculated pursuant to the provisions of section seven-a of this article as well as the following:
Provided, That any recalculation of seniority of a professional personnel employee that may be
required in order to remain consistent with the provisions contained herein shall be calculated
retroactively, but shall not be utilized for the purposes of reversing any decision that has been
made or grievance that has been filed prior to the effective date of this section:

(a) A professional employee shall begin to accrue seniority upon commencement
of the employee’s duties,

{b) An employee shall receive seniority credit for each day the employee is
professionally employed regardless of whether the employee receives pay for that day: Provided,
That no employee shall receive seniority credit for any day the employee is suspended without
pay pursuant fo section eight, article two of this chapter: Provided, however, That an employee
who is on an approved leave of absence shall accrue seniority during the period of time that the
employee is on the approved leave of absence.,

{c) Any professional employee whose employment with a county board of
education is terminated either voluntarily or through a reduction-in-force shall, upon
reemployment with the same board of education in a regular full-time position, receive credit for
all seniority previously accumulated with the board of education at the date the employee’s
employment was terminated.

(d) Any professional employee whose employment has been terminated through
reduction in force and whose name is on the preferred recall list shall retain all accumulated
seniority for the purpose of seeking reemployment with the county from which he or she was
terminated and nothing in this section may be construed to the contrary,

(e) Any professional employee employed for a full employment term but in a
part-time position shall receive seniority credit for each day of employment prorated to the
proportion of a full employment day the employee is required to work: Provided, That nothing
herein allows a regular full-time employee to be credited with less than a full day of seniority
credit for each day the employee is employed by the board: Provided, however, That this
calculation of seniority for part-time professional personnel is prospective and does not reduce
any seniority credit accumulated by any employee prior to the effective date of this section:
Provided further, That for the purposes of this section a part-time employee shall be defined as
an employee who is employed less than three and one-half hours per day.
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§ 18A-4-8b. Seniority rights for school service personnel.

(a) A county board shall make decisions affecting promotions and the filling of
any service personnel positions of employment or jobs occurring throughout the school year that
are to be performed by service personnel as provided in section eight of this article, on the basis
of seniority, qualifications and evaluation of past service.

(b) Qualifications means the applicant holds a classification title in his or her
category of employment as provided in this section and is given first opportunity for promotion
and filling vacancies, Other employees then shall be considered and shall qualify by meeting the
definition of the job title that relates to the promotion or vacancy, as defined in section eight of
this article. If requested by the employee, the county board shall show valid cause why a service
person with the most seniority is not promoted or employed in the position for which he or she
applies. Qualified applicants shall be considered in the following order:

(1) Regularly employed service personnel who hold a classification title within
the classification category of the vacancy;

(2) Service personnel who have held a classification title within the classification
category of the vacancy whose employment has been discontinued in accordance with this
section;

(3) Regularly employed service personnel who do not hold a classification title
within the classification category of vacancy;

(4) Service personnel who have not held a classification title within the
classification category of the vacancy and whose employment has been discontinued in
accordance with this section;

(5) Substitute service personnel who hold a classification title within the
classification category of the vacancy;

(6) Substitute service personnel who do not hold a classification title within the
classification category of the vacancy; and

(7) New service personnel,

(¢} The county board may not prohibit a service person from retaining or
continuing his or her employment in any positions or jobs held prior to the effective date of this
section and thereafter.

(d) A promotion means any change in employment that the service person

congsiders to improve his or her working circumstance within the classification category of
employment.
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(1) A promotion includes a transfer to another classification category or place of
employment if the position is not filled by an employee who holds a title within that
classification category of employment,

(2) Each class title listed in section eight of this article is considered a separate
classification category of employment for service personnel, except for those class titles having
Roman numeral designations, which are considered a single classification of employment:

(A) The cafeteria manager class title is included in the same classification
category as cooks;

(B) The executive secretary class title is included in the same classification
category as secretaries;

(C) Paraprofessional, autism mentor and braille or sign language specialist class
titles are included in the same classification category as aides; and

(D} The mechanic assistant and chief mechanic class titles are included in the
same classification category as mechanics.

(3) The assignment of an aide to a particular position within a school is based on
seniority within the aide classification category if the aide is qualified for the position.

(4) Assignment of a custodian to work shifts in a school or work site is based on
seniority within the custodian classification category.

(e} For purposes of determining seniority under this section a service person’s
seniority begins on the date that he or she enters into the assigned duties.

(f) Extra-duty assignments. --

(1) For the purpose of this section, “extra-duty assignment” means an irregular
job that occurs periodically or occasionally such as, but not limited to, field trips, athletic events,
proms, banquets and band festival trips.

(2) Notwithstanding any other provisions of this chapter to the contrary, decisions
affecting service personnel with respect to extra-duty assignments are made in the following

manner:

(A) A service person with the greatest length of service time in a particular
category of employment is given priority in accepting extra duty assignments, followed by other
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fellow employees on a rotating basis according to the length of their service time until all
employees have had an opportunity to perform similar assignments. The cycle then is repeated.

(B) An alternative procedure for making extra-duty assignments within a
particular classification category of employment may be used if the alternative procedure is
approved both by the county board and by an affirmative vote of two-thirds of the employees
within that classification category of employment,

(g) County boards shall post and date notices of all job vacancies of existing or
newly created positions in conspicuous places for all school service personnel to observe for at
least five working days,

(1) Posting locations include any website maintained by or available for the use of
the county board.

{(2) Notice of a job vacancy shall include the job description, the period of
employment, the work site, the starting and ending time of the daily shift, the amount of pay and
any benefits and other information that is helpful to prospective applicants to understand the
particulars of the job. The notice of a job vacancy in the aide classification categories shall
include the program or primary assignment of the position. Job postings for vacancies made
pursuant to this section shall be written to ensure that the largest possible pool of qualified
applicants may apply. Job postings may not require criteria which are not necessary for the
successful performance of the job and may not be written with the intent to favor a specific
applicant.

(3) After the five-day minimum posting period, all vacancies shall be filled within
twenty working days from the posting date notice of any job vacancies of existing or newly
created positions,

(4) The county board shall notify any person who has applied for a job posted
pursuant to this section of the status of his or her application as soon as possible after the county
board makes a hiring decision regarding the posted position.

(h) All decisions by county boards concerning reduction in work force of service
personnel shall be made on the basis of seniority, as provided in this section,

(i) The seniority of a service person is determined on the basis of the length of
time the employee has been employed by the county board within a particular job classification.
For the purpose of establishing seniority for a preferred recall list as provided in this section, a
service person who has been employed in one or more classifications retains the seniority
accrued in each previous classification,
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(j) If a county board is required to reduce the number of service personnel within
a particular job classification, the following conditions apply:

(1) The employee with the least amount of seniority within that classification or
grades of classification is properly released and employed in a different grade of that
classification if there is a job vacancy;

(2) If there is no job vacancy for employment within that classification or grades
of classification, the service person is employed in any other job classification which he or she
previously held with the county board if there is a vacancy and retains any seniority accrued in
the job classification or grade of classification,

(k) After a reduction in force or transfer is approved, but prior to August 1, a
county board In its sole and exclusive judgment may determine that the reason for any particular
reduction in force or transfer no longer exists.

(1) If the board makes this determination, it shall rescind the reduction in force or
transfer and notify the affected employee in writing of the right to be restored to his or her
former position of employment,

(2) The affected employee shall notify the county board of his or her intent to
return to the former position of employment within five days of being notified or lose the right to
be restored to the former position.

(3) The county board may not rescind the reduction in force of an employee until
all service personnel with more seniority in the classification category on the preferred recall list
have been offered the opportunity for recall to regular employment as provided in this section,

(4) If there are insufficient vacant positions to permit reemployment of all more
senior employees on the preferred recall list within the ¢lassification category of the service
person who was subject to reduction in force, the position of the released service person shall be
posted and filled in accordance with this section.

(1) If two or more service persons accumulate identical seniority, the priority is
determined by a random selection system established by the employees and approved by the
county board.

(m) All service personnel whose seniority with the county board is insufficient to
allow their retention by the county board during a reduction in work force are placed upon a
preferred recall list and shall be recalled to employment by the county board on the basis of
seniority.
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(n} A service person placed upon the preferred recall list shall be recalled to any
position openings by the county board within the classification(s) where he or she had previously
been employed, to any lateral position for which the service person is qualified or to a lateral
area for which a service person has certification and/or licensure.

(0) A service person on the preferred recall list does not forfeit the right to recall
by the county board if compelling reasons require him or her to refuse an offer of reemployment
by the county board.

(p) The county board shall notify all service personnel on the preferred recall list
of all position openings that exist from time to time. The notice shall be sent by certified mail to
the last known address of the service person. Each service person shall notify the county board of
any change of address.

(q) No position openings may be filled by the county board, whether temporary or
permanent, until all service personnel on the preferred recall list have been properly notified of
existing vacancies and have been given an opportunity to accept reemployment.

(r) A service person released from employment for lack of need as provided in
sections six and eight-a, article two of this chapter is accorded preferred recall status on July 1 of
the succeeding school year if he or she has not been reemployed as a regular employee.

(s) A county board failing to comply with the provisions of this article may be
compelled to do so by mandamus and is liable to any party prevailing against the board for court
costs and the prevailing parfy’s reasonable aitorney fee, as determined and established by the
court,

(1) A service person denied promotion or employment in violation of this section
shall be awarded the job, pay and any applicable benefits retroactively to the date of the violation
and shall be paid entirely from local funds.

(2) The county board is liable to any party prevailing against the board for any
court reporter costs including copies of transcripts.
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§ 18A-4-8f. Seniority rights, school consolidation,

(a) Notwithstanding any provision of this article to the contrary, when a majority
of the classroom teachers or school service personnel, who vote to do so, in accordance with
procedures established in this section, and who are employed by a county board, the board shall
give priority to classroom teachers or school service personnel in any school or schools to be
closed as a result of a consolidation or merger when filling positions in the new school created
by consolidation or newly created positions in existing schools as a result of the merger.

(b) Each year a consolidation or merger is proposed, prior to the implementation
of that plan, the superintendent shall cause to be prepared and distributed to all faculty senates
and to all schools or other work sites a ballot on which teachers and service personnel may
indicate whether or not they desire those affected by school closings to be given priority status in
filling new positions. A secret ballot election shall be conducted:

(1) In each faculty senate for classroom teachers. The faculty senate chair shall
convey the results of the election to the superintendent; and

(2) At each school or work site for school service personnel, The service
personnel supervisor at each school or work site shall convey the results of the election to the
superintendent,

(c) The superintendent shall tabulate and post all results prior to the notice
requirements for reduction in force and transfer as outlined in sections two and seven, article two
of this chapter. The total number of votes shall be tabulated separately for classroom teachers
and for service personnel. The provisions of this section also shall be implemented separately as
follows:

(1) For classroom teachers only if a majority of the total number of teachers who
cast a ballot vote to do so; and

(2) For school service personnel only if a majority of the total number of service
personnel who cast a ballot vote to do so.

(d) If a majority approves, the teachers or school service personnel in the school
or schools to be closed have priority in filling new positions in the new or merged schools for
which the teachers are certified or for which the school service personnel are qualified and meet
the standards set forth in the job posting on the basis of seniority within the county. A teacher or
school service person may receive priority for filling a position at a school affected by a merger
or consolidation only for the position being created by the influx of students from a consolidated
or merged school into the school receiving students from their closed school or grade level,

(1) The most senior teacher from the closed school or schools shall be placed first,
the second most senior shall be placed next and so on until all the newly created positions are
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created positions are placed.

(2) The most senior service person from the closed school or schools has priority
in filling any position within his or her classification category. The second most senior service
person from the closed school or schools then has priority in filling remaining vacancies and so
on until all available positions are filled.

(3) If there are fewer new positions in the newly created school or merged school
than there are classroom teachers or school service personnel from the school or schools to be
closed, the teachers or school service personnel who were not placed in the new positions retain
the same rights as all other teachers or service personnel with regard to seniority, transfer and
reduction in force,

(4) This section does not grant any employee additional rights or protections with
regard to reduction in force.

(e) For the purposes of this section only:

(1) A consolidation means that one or more schools are closed, or one or more
grade levels are removed from one or more schools, and the students who previously attended
the closed schools or grade levels are assigned to a new school.

(2) A merger means that one or more schools are closed or one or more grade
levels are removed from one or more schools and the studenis who previously attended the
closed schools or grade levels are assigned to another existing school.

(f) The provisions of this section do not apply to positions that are filled by a

county board prior to the effective date of this section, as reenacted during the regular session of
the Legislature, two thousand seven.,
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§ 18A-4-8g. Determination of seniority for service personnel,
(a) Seniority accumulation for a regular school service person:

(1) Begins on the date the employee enters upon regular employment duties
pursuant to a contract as provided in section five, article two of this chapter;

(2) Continues until the service person's employment as a regular employee is
severed with the county board; and

(3) Does not cease to accumulate when the county board has authorized an
absence whether without pay or due to illness or other reason over which the employee has no
control.

(b) Seniority accumulation for a substitute service person:

(1) Begins on the date the employee enters upon the duties of a substitute as
provided in section fifteen -of this article, after executing with the county board a contract of
employment as provided in section five, article two of this chapter; and

(2) Continues until the employee enters into the duties of a regular employment
contract as provided in section five, article two of this chapter; or employment as a substitute
service person with the county board is severed.

(c) Seniority of a regular or substitute service person does not continue to
accumulate under the following conditions:

(1) When a service person is willfully absent from employment duties because of
a concerted work stoppage or strike; or

(2) When a service person is suspended without pay.

(d) For all purposes including the filling of vacancies and reduction in force,
seniority shall be accumulated within particular classification categories of employment as those
classification categories are referred to in section eight-e of this article.

(e) When implementing a reduction in force, the service person with the least
senjority within a particular classification category shall be properly released and placed on the
preferred recall list. The particular classification title held by a service person within the
classification category may not be considered when implementing a reduction in force.

(f) On or before the first day of September and the fifteenth day of January of
each school year, county boards shall post at each county school or working station the current
senjority list or lists of each service personnel classification, Each list shall contain the name of
each regularly employed school service person employed in each classification and the date that
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each employee began performing his or her assigned duties in each classification. Current
sentority lists of substifute school service personnel shall be available to employees upon request
at the county board office,

(g) The seniority of a service person who transfers out of a class title or
classification category of employment and subsequently returns to that class title or classification
category of employment is calculated as follows:

(1) The county board shall establish the number of calendar days between the date
the service person left the class title or categery of employment in question and the date of return
to the class title or classification category of employment.

(2) This number of days shall be added to the service person's initial seniority date
to establish a new beginning seniority date within the class title or classification category.

(3) The service person then shall be considered as having held uninterrupted
service within the class title or classification category from the newly established seniority date.
The seniority of an employee who has had a break in the accumulation of seniority as a result of
being willfully absent from employment duties because of a concerted work stoppage or strike
shall be calculated in the same manner.

(h) Beginning on the first day of July, two thousand seven, a substitute school
service person shall acquire regular employment status, but not regular employee job bidding
rights or regular seniority, if the employee receives a position pursuant to the leave of absence or
suspenston provisions of subdivisions (2) and (), subsection (a), section fifteen of this article.

(1) A substitute service person shall accumulate substitute employee seniority
while holding a posttion acquired pursuant to subsections (2) and (5).

(2) Upon termination of the regular service person's leave of absence or
suspension, the substitute service person shall return to the status previously held.

(3) County boards are not prohibited from providing any benefits of regular
employment for substitute service personnel, but the benefits may not include regular service
personnel employee status or seniority,

(1) If two or more service personnel accumulate identical seniority, the priority
shall be determined by a random selection system established by the service personnel and
approved by the county board.

(1) A board shall conduct the random selection within thirty days of the time the
service persennel establish an identical seniority date. All service personne! with an identical
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seniority date within the same class title or classification category shall participate in the random
selection.

(2) As long as the affected employees hold identical seniority within the same
classification category, the initial random selection conducted by the board shall be permanent
for the duration of the employment within the same classification category of the employees by
the board. This random selection priority applies to the filling of vacancies and to the reduction
in force of school service personnel.

(3) If any other service person subsequently acquires seniority identical to the
employees involved in the original random selection, a second random selection shall be held
within thirty days to determine the seniority ranking of the new employee within the group.

(A) The priority between the employees who participated in the original random
selection remains the same,

(B) The second random selection is performed by placing numbered pieces of
paper equal to the number of employees with identical seniority in a container. Any service
person who was not involved in the original random selection shall draw a number from the
container which will determine his or her seniority within the group as a whole,

(C) This process will be repeated if any additional service person subsequently
acquires identical seniority.

(D) The same process shall be used if any additional service person is
subsequently discovered to have the same seniority as the original group of employees but who
did not participate in the original random selection due to oversight or mistake,

() Service personnel who are employed in a classification category of
employment at the time when a vacancy is posted in the same classification category of
employment shall be given first opportunity to fill the vacancy,

(k) Seniority acquired as a substitute service person and as a regular service
person shall be calculated separately and may not be combined for any purpose. Seniority
acquired within different classification categories shall be calculated separately. If a school
service employee applies for a position outside of the classification category he or she currently
holds, and if the vacancy is not filled by an applicant within the classification category of the
vacancy, the applicant shall combine all regular employment seniority acquired for the purpose
of bidding on the position.

(1) A school service person who holds a multiclassification title accrues seniority
in each classification category of employment that the employee holds and is considered an
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employee of each classification category contained within his or her multiclassification title. A
multiclassified service person is subject to reduction in force in any category of employment
contained within his or her multiclassification title, based upon the seniority accumulated within
that category of employment. If a multiclassified service person is subject to a reduction in force
in one classification category, the service person retains employment in any of the other
classification categories that he or she holds within his or her multiclassification title. In that
case, the county board shall delete the appropriate classification title or classification category
from the contract of the multiclassified employee.

(m) When applying to fill a vacancy outside the classification categories held by a
multiclassified service person, seniority acquired simultaneously in different classification
categories is calculated as if accrued in one classification category only.

(n) The seniority conferred in this section applies retroactively to all affected

school service personnel, but the rights incidental to the seniority commence as of the effective
date of this section,
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§ 18A-4-16. Extracurricular assignments,

(1) The assignment of teachers and service personnel to extracurricular
assignments shall be made only by mutual agreement of the employee and the superintendent, or
designated representative, subject to board approval. Extracurricular duties shall mean, but not
be limited to, any activities that occur at times other than regularly scheduled working hours,
which include the instructing, coaching, chaperoning, escorting, providing support services or
caring for the needs of students, and which occur on a regularly scheduled basis: Provided, That
all school service personnel assignments shall be considered extracurricular assignments, except
such assignments as are considered either regular positions, as provided by section eight of this
article, or extra-duty assignments, as provided by section eight-b of this article,

(2) The employee and the superintendent, or a designated representative, subject
to board approval, shall mutually agree upon the maximum number of hours of extracurricular
assignment in each school year for each extracurricular assignment,

(3) The terms and conditions of the agreement between the employee and the
board shall be in writing and signed by both parties.

(4) An employee’s contract of employment shall be separate from the
extracurricular assignment agreement provided for in this section and shall not be conditioned
upon the employee’s acceptance or continuance of any extracurricular assignment proposed by
the superintendent, a designated representative, or the board.

(5) The board shall fill extracurricular school service personnel assignments and
vacancies in accordance with section eight-b of this article: Provided, That an alternative
procedure for making extracurricular school service personnel assignments within a particular
classification category of employment may be utilized if the alternative procedure is approved
both by the county board and by an affirmative vote of two thirds of the employees within that
classification category of employment,

(6) An employee who was employed in any service personnel extracurricular
assignment during the previous school year shall have the option of retaining the assignment if it
continues fo exist in any succeeding school year. A county board of education may terminate
any school service personnel extracurricular assignment for lack of need pursuant to section
seven, article two of this chapter. If an extracurricular contract has been terminated and is
reestablished in any succeeding school year, it shall be offered to the employee who held the
assignment at the time of ifs termination. If the employee declines the assignment, the
extracurricular assignment shall be posted and filled pursuant to section eight-b, article four of
this chapter,
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§ 18A-4-19. Alteration of contract.

(a) Notwithstanding the provisions of section seven-a of this article relating to
professional personnel or any other section of this code to the contrary, any alteraiion of an
employment contract of a professional educator who is employed for more than two hundred
days, which alteration changes the number of days in the employment term, shall not be deemed
a creation of a new position, nor shall such alteration require the posting of the position.

Notwithstanding the provisions of section seven-a of this article relating to
professional personnel or any other section of this code to the contrary, any alteration of an
employment contract of a professional educator which reduces or eliminates the local salary
supplement or the benefits provided to such employee due to a defeat of a special levy, or a loss
in assessed values or events over which it has no control and for which the county board has
received approval from the state board prior to making such reduction or elimination in
accordance with section five-a of this article, shall not require termination of said employment
contract as set forth in sections two and eight-a, article two of this chapter, nor shall it be deemed
a creation of a new position, nor shall such alteration require the posting of the position,

(b) Notwithstanding the provisions of section eight-b of this article relating to
school service personnel or any other section of this code to the contrary, any alteration of an
employment contract of a service personnel employee who is employed for more than two
hundred days, which alteration changes the number of days in the employment term, shall not be
deemed a creation of a new position, nor shall such alteration require the posting of the position.

Notwithstanding the provisions of section eight-b of this article relating to school
service personnel or any other section of this code to the contrary, any alteration of an
employment contract of a service personnel employee which reduces or eliminates the local
salary supplement or the benefits provided to such employee due to a defeat of a special levy, or
a loss in assessed values or events over which it has no control and for which the county board
has received approval from the state board prior to making such reduction or elimination in
accordance with section five-b of this article, shall not require termination of said employment
coniract as set forth in sections six and eight-a, article two of this chapter, nor shall it be deemed
a creation of a new position, nor shall such alteration require the posting of the position.
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IN THE SUPREME COURT OF APPEALS OF WEST VIRGINIA

January 1994 Term

No. 21957

DORRIS BERRY,
Plaintiff Below, Appellant

v,
KANAWHA COUNTY BOARD OF EDUCATION,

Defendant Below, Appellee

Appeal from the Circuit Court of Kanawha County
Honorable Tod J. Kaufman, Judge
Civil Action No. 92-AA-51

REVERSED AND REMANDED

Submitted: May 4, 1994
Filed: June 16, 1994

John Everett Roush
Charleston, West Virginia
Attorney for the Appellant

Gregory Bailey

Charleston, West Virginia

Attorney for the Appellee

JUSTICE MILLER delivered the Opinion of the Court,

JUSTICE McHUGH, deeming himself disqualified, did not participate in the consideration or
decision of this case.
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SYLLABUS BY THE COURT
If a board of education decides to reduce the number of jobs for service personnel,

the board must follow the reduction in force procedures of W. Va, Code, 18A-4-8b (1990).

Miller, Justice:

The appellant and plaintiff below, Dorris Berry, appeals an order of the Circuit
Court of Kanawha County, which affirmed the decision of the West Virginia Education and State
Employees Grievance Board (Grievance Board) to uphold her termination and subsequent
transfer. Ms. Berry confends that the Kanawha County Board of Education (Board) violated
W. Va. Code, 18A-4-8b (1990), when it terminated her contract and retained a less senior
employee within the same classification. We agree, and we reverse the judgment of the circuit

court.

L.

Dorris Berry was employed as a Clerk II in the Permanent Records Department of
the Board during the 1989-90 and 1990-91 school years. She had a continuing service employee
contract and twelve years of seniority. Prior to working in the Permanent Records Department,
Ms. Berry worked in the Psychological Services Department for ten years. Both the Permanent
Records Departiment and the Psychological Services Department are located at the Board's

central office.

Due to a budget deficit and declining enrollment, the Board decided to reduce the
number of service personnel to be employed during the 1991-92 school year. Consequently, the
least senior clerks employed in the county were terminated from employment so that sufficient

clerical positions would be available to accommodate more senior clerks, including Ms, Berry. In
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addition to the termination of the least senior clerks, the Board's Assistant Superintendent for the
Department of Special Services was directed to identify two school service positions within his
department that could be eliminated. He recommended that the plaintiff's position, along with

another Clerk II position in a different part of the department, be eliminated,

In a letter dated February 27, 1991, Ms. Berry was notified that the
Superintendent intended to recommend that her continwing contract of employment be
terminated. On March 18, 1991, the Board voted to terminate her contract of employment after a

hearing on the matter,

The Board later notified Ms, Berry that she would be recommended for transfer
and subsequent assignment. She bid on and was awarded another Clerk II position outside the
central office with a 225-day contract, The new contract resulted in a loss of thirty-six days of
salary and, since county policy extends paid vacation only to employees with a 261-day

employment term, the loss of paid vacation.

A grievance was filed with the Grievance Board, pursuant to W. Va. Code, 18-29-
[, et seq., contending that the Board unlawfully reduced Ms, Berry's contract term in violation of

W. Va. Code, 18A-2-6 (1989),' and 18A-4-8 (1990).2 Ms. Berry further asserted that reducing

' W.Va, Code, 18A-2-6, provides, in part;

"The continuing contract of any such employee shall remain in full
force and effect except as modified by mutual consent of the school board and
the employee, unless and until terminated with written notice, stating cause or
causes, to the employee, by a majority vote of the full membership of the board
before the first day of April[.]"

> W. Va. Code, 18A-4-8, provides, in part;

'"No service employee, without his written consent, may be reclassified
by class title, nor may a service employee, without his written consent, be
relegated to any condition of employment which would result in a reduction of
his salary, rate of pay, compensation or benefits earned during the current fiscal
year or which would result in a reduction of his salary, rate of pay,
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her employment term while allowing a less senior Clerk II to maintain a 261-day employment

term® violated W, Va. Code, 18A-4-8b.*

A Level IV grievance hearing was conducted on September 4, 1991. Ms. Berry's
grievance was denied by a decision rendered on January 17, 1992, She appealed to the Circuit
Court of Kaﬁawha County, pursuant to W.Va. Code, 18-29-7 (1985). Ms. Berry sought
reinstatement of her 261-day contract term with back pay, plus interest, costs, and attorney's fees.
On April 20, i993, the circuit court affirmed the decision of the Grievance Board, This appeal

ensued,

II,

Ms. Berry contends that the Board violated W, Va. Code, 18A-4-8, when it
relegated her to a position of employment resulting in a loss of benefits and a reduction in salary
without her written consent.’ This particular portion of W. Va, Code, 18A- 4-8, is often referred

io as the non-relegation clause, which we briefly discussed in Lucion v. McDowell County

compensation or benefits for which he would qualify by continuing in the same
Job position and classification held during said fiscal year and subsequent
years."

This section was amended in 1993, The 1993 version is substantiaily similar to that in 1990,

* Tt is not disputed that Rosemary Light is employed by the Board as a Clerk II in the Psychological Testing
Department at the Board's central office. As of the 1990-91 school year, Ms. Light had approximately two years of
seniority as a Clerk II and held a 261-day contract of employment. Though Ms. Light had ten years less seniority
than Ms. Berry, her employment confract was not terminated,

* The relevant portion of W. Va. Code, 18A-4-8b, states:

“Should a county board of education be required to reduce the number
of employees within a particular job classification, the employee with the least
amount of seniority within that classification or grades of classification shall be
properly released and employed in a different grade of that ¢lassification if there
is a job vacancy: Provided, That if there is no job vacancy for employment
within such classification or grades of classification, he shall be employed in
any other job classification which he previously held with the county board if
there is a vacancy and shall retain any seniority accrued in such job
classification or grade of classification,"

* For the relevant text of W. Va. Code, 18A-4-8, see note 2, supra.
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Board of Education, W.Va. __ ,  SE2d ___ (No. 21897 2/17/94), In Lucion, some

fifty-seven service employees were terminated by the Board, but were then reinstated. They were
given the same employment contract, except that the number of days in the employment term
was reduced. We approved this procedure as not violating the non- relegation clause, because
there had been a termination of their service contracts under W, Va. Code, 18A-2-6. In Lucion,

we relied on the Syllabus of Board of Education of Fayette County v. Hunley, 169 W, Va. 489,

288 S.E.2d 524 (1982).°

The Board relies on Hunley to assert that Ms. Berry was subject to termination
under W, Va, Code, 18A-2-6. We agree that this proceeding initially was invoked by the Board,

However, we do not believe that either Lucion or Hunley is controlling in this ¢case.

The crucial distinction is that Ms. Berry's position was eliminated. The Board
argues that her termination was not a reduction in force, because her job was eliminated. We do
not agree because a reduction in force obviously can occur when job positions are eliminated.

We recognized this point in Lucion where we said:

If a board of education decides to reduce the number of jobs for

service personnel, the board must follow the reduction in force

procedures of W. Va, Code, 18A-4-8b [1990]." W.Va. at

___S.E2dat___. (Slip op. at 6).

The reduction in force procedures are set out in W. Va. Code, 18A-4-8b.”
Basically, the procedures require that where the number of employees within a particular job

classification is reduced the employee with the least amount of seniority within that classification

is to be released. Classifications are defined in W, Va. Code, 18A-4-8b, which utilizes the class

S The Syllabus of Hunley states; “When a county school board seeks to reduce the working hours of a
service employee by one half, the board must comply with the procedures set out in W. Va. Code, 18A-2-6 [1973]."

7 ¥or the relevant portion of W, Va. Code, 18A-4-8b, see note 4, supra,
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titles contained in W. Va. Code, 18A-4-8. There is one major exception -- "class titles having
Roman numeral designations . . . shall be considered a single classification of employment."®
When we turn to W. Va, Code, 18A-4-8, the clerical job classification is divided into Clerk I and
Clerk 11.° Therefore, these positions form one classification under W Va. Code, 18A-4-8b,

because they are designated by Roman numerals.

We are not informed as to the seniority of the entire clerical job classification of
the Board. It is apparent that Ms. Berry had more seniority than Ms, Light who, as we stated in
note 3, supra, was not released. Under the reduction in force provisions of W, Va. Code, 18A-4-
8b, the least senior clerk should have been released. Clearly, Ms. Berry was not the least senior
clerk, Thus, when her position was eliminated the Board etred in releasing her, The circuit court

by adopting the Board's view made the same error,

For the foregoing reasons, we reverse the judgment of the Circuit Court of

Kanawha County, and remand this case for further proceedings consistent with this opinion.

Reversed and remanded.

¥ The applicable language of W, Va. Code, 18A-4-8b, states: "Each class title listed in section eight, article
four of this chapter shall be considered a separate classification category of employment for service personnel,
except for those class titles having Roman numeral designations, which shall be considered a single classification of
employment."

* W. Va. Code, 18A-4-8, states, in part;
"Clerk I' means personnel employed to perform cletical tasks.

“Clerk II' means personnel employed to perform general clerical tasks,
prepare reports and tabulations and operate office machines."
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IN THE WEST VIRGINIA EDUCATION AND STATE EMPLOYEES
GRIEVANCE BOARD

HOLLY TAYLOR,
Grievant,

V. Docket No. 05-38-213

POCAHONTAS COUNTY BOARD OF EDUCATION,

Respondent.

DECISION

Holly Taylor (“Grievant”) initiated this proceeding on April 22, 2005,
alleging she should not have been reduced in force (“RIF'd") at the conclusion of the
2004-2005 school year. The record does not reflect what proceedings occurred at level
one. A level two hearing was held on June 9, 2005, but the record does not contain a
level two decision. Level three consideration was bypassed, and Grievant appealed to
level four on June 23, 2005. A hearing was held in Elkins, West Virginia, on September
9, 2005. Grievant was represented by counsel, John E. Roush, and Respondent was
represented by counsel, Gregory W. Bailey. This matter became mature for

consideration upon receipt of the parties’ fact/law proposals on October 3, 2005.

The following material facts have been proven by a preponderance of the

evidence of record.

FINDINGS OF FACT

1. Grievant has been employed by Respondent as a regular aide since

December 10, 2003.
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2. During the 2004-2005 school year, Grievant was a half-time aide at

Marlinton Elementary Preschool.

3. When Grievant began her employment, she and two other aides shared
the same seniority date. Pursuant to a random drawing procedure, Grievant became the
most senior, Nichole Dilley was the next most senior, and Susan Carr was the least

senior of the three.

4. In August of 2004, due to her experience and training with autistic
students, Ms. Carr became multiclassified as an aide/autism mentor. She was assigned

to a specific autistic student for the entire 2004-2005 school year.

5. In the spring of 2005, Respondent determined that it would be

necessary to impose a RIF in the aide classification for the upcoming school year.

6, Because Grievant was working only as an aide, and Ms. Carr was
needed to continue working with the autistic student, Grievant was RIF'd from her

position.®

7. As of the end of the 2004-2005 school year, Grievant had received

autism mentor training, but she had never worked in that classification.

Discussion

" The parties did not make issue of Ms. Dilléy's position with regard to this RIF, so it is assumed
that it did not come into play with regard to the issues in this grievance.

37



As this grievance does not involve a disciplinary matter, Grievant has the
burden of proving her grievance by a preponderance of the evidence. Procedural Rules
of the W. Va. Educ. & State Employees Grievance Bd. 166 C.S.R. 1 § 4.21 (2004},

Holly v. Logan County Bd. of Educ., Docket No. 96-23-174 (Apr. 30, 1997); Hanshaw v.

McDowell County Bd. of Educ., Docket No. 33-88-130 (Aug. 19, 1988). See W. Va.

Code § 18-29-6. Grievant's basic argument is that “an aide is an aide,” so Ms. Carr
should have been RIF'd instead of her, due to Ms. Carr's lesser seniority in the aide
classification. Grievant bases her contention, in part, upon the following portions of

W. Va. Code § 18A-4-8b:

{d) Paraprofessional, autism mentor and braille or sign
language specialist class titles shall be included in the same
classification category as aides.

(j) If a county board is required to reduce the number of
employees within a particular job classification, the
employee with the least amount of seniority within that
classification or grades of classification shall be properly
released and employed in a different grade of that
classification if there is a job vacancy; Provided, That if there
is no job vacancy for employment within the classification or
grades of classification, he or she shall be employed in any
other job classification which he or she previously held with
the county board if there is a vacancy and shall retain any
seniority accrued in the job classification or grade of
classification,

Also of importance to the outcome of this grievance is the following portion of W, Va.

Code § 18A-4-8:

(14) 'Autism mentor' means personnel who work with autistic
students and who meet standards and experience to be
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determined by the state board: Provided, That if any

employee has held or holds an aide title and becomes

employed as an autism mentor, the employee shall hold a

multiclassification status that includes ajde and autism

mentor titles, in accordance with section eight-b of this

article.

As pointed out by Respondent, it appears that, by enacting this provision,
the legislature intended for any aide who becomes employed as an autism mentor to
maintain a multiclassified title, regardless of his or her job duties. An additional statutory
provision applicable to this situation is W. Va. Code § 18A-4-8¢(i), which provides, in
part, that multiclassified employees accrue seniority in each classification they hold and
can be subject to RIF in any category of their multiclassification. Importantly, that
provision also states that, when such a RIF occurs, the employee retains employment in
any other category of employment they hold, and the RIF'd classification is deleted from
the employee's contract. Therefore, the question is whether or not the legislature
intended to exclude autism mentors from this provision, thus requiring that these

employees always maintain their multiclassified status and prohibiting deletion of the

“aide” classification from their tities during a RIF,

The West Virginia Supreme Court of Appeals has attempted to clarify the
seniority rights of these employees by holding, "[m]ulticléssified school service
personnel: (1) do not belong to a separate classification category, but are employees of
each category contained within their multiclassification titles; (2) are subject to a
reduction in force in any individual job category, based on seniority accumulation within

that category; and (3) in the event of a reduction in force, remain in the employ of the
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county board of education with any categofies that are subject to the reduction in force

deleted from their multiclassification titles." Cornell v. Putnam County Bd. of Educ.,

Docket No. 03-40-111 (June 26, 2003}, citing Taylor-Hurley v. Mingo County Bd. of

Educ., 209 W. Va. 780, 551 S.E.2d 702 (2001).

As applied to the situation presented in the instant case, the inescapable
conclusion is that a multiclassified aide/autism mentor is not exempt from this rule and
may be RIF'd in either category of employment, because there is no specific statutory
exemption for them. Clearly, the legislature's intent in automatically making new autism

mentors multiclassified was to offer them some job security during the RIF process.

As applied to Ms. Carr and the instant situation, it is obvious that, as the
least senior aide, she would have been subject to a RIF in the aide classification before
Grievant, and would have been eligible for continued employment in any job vacancy in
the autism mentor classification, However, as argued by Respondent, it is Ms. Carr's
right to continue employment as an autism mentor that presents the problem here: the
reduction in personnel was necessary in the aide classification, and Ms. Carr's autistic
student continued to need services from an autism mentor, thus the need for her
particular position would remain unchanged. Thus, RIFing Ms. Carr would not achieve

the desired objective of reducing the number of aides employed by Respondent.

In order to make the appropriate decision in this case, Respondent sought

an opinion from the State Superintendent of Schools. in his initial opinion, along with an
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updated opinion based upon additional information, the Superintendent opined that
employees classified as aide/autism mentor must be exempt from the requirement that
multiclassified employees are subject to reduction in each of their classifications. While
the basis for the Superintendent's opinion is clearly contrary to the undersigned's
conclusion that there is no such exemption, and it cannot be implied from reading of the
statutes, the undersigned does share the Superintendent's concern that it would seem
inappropriate to release the employee who is currently working as an autism mentor,

thus interrupting the continuity of services so important to these special children.

As noted in Riffle v. Webster County Board of Education, Docket No. 04-

51-122 (July 30, 2004), while “an autism menior is an aide, an aide is not necessarily an
autism mentor.” In that case, it was held that it was appropriate for a board of education
to award an aide/autism mentor position to an applicant who had more seniority as an
autism mentor, even though the grievant had far more regular seniority in the aide
classification. It was noted that the particular situation, as with the situation presented
here, was not specifically addressed by statute, requiring that it be reviewed pursuant to

the arbitrary and capricious standard. Cornell, supra; Wellman v. Mercer County Bd. of

Educ., Docket No. 95-27-327 (Nov, 30, 1995). Generally, a board of education's action
is arbitrary and capricious if it did not rely on factors that were intended to be
considered, entirely ignored important aspects of the problem, explained its decision in

a manner contrary to the evidence before it, or reached a decision that is so implausible
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that it cannot be ascribed to a difference of view. Bedford County Memorial Hosp. v.

Health and Human Serv., 769 F.2d 1017 (4th Cir. 1985).

Pursuant to this standard, the undersigned finds that it was not arbitrary
and capricious for Respondent o RIF the least senior aide, instead of the least senior
aidefautism mentor, when it was the aide classification which needed reduction.
Because aides who take autism mentor positions automatically become multiclassified,
while still being included within the aide classification category, they are uniquely
situated in a RIF situation. Moreover, as noted in Riffle, supra, while not all aides are
autism mentors, all autism mentors are automatically aides. Accordingly, when the
objective of a RIF is to reduce the overall number of aides, it would be inappropriate to
include aides working as autism mentors when evaluating the relative seniority of the
employees at issue, Conversely, it there is a reduced need for autism mentors, then it
would be appropriate for a board of education to RIF the aide/autism mentor with the

lowest seniority.

In accordance with this Decision, the following conclusions of law are

made.

CONCLUSIONS OF LAW

1. In a non-disciplinary matter, Grievant has the burden of proving her
grievance by a preponderance of the evidence. Procedural Rules of the W. Va, Educ. &

State Employees Grievance Bd. 156 C.S.R. 1 § 4.21 (2004); Holly v. Logan County Bd.
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of Educ., Docket No. 96-23-174 {(Apr. 30, 1997); Hanshaw v. McDowell County Bd, of

Educ., Docket No. 33-88-130 (Aug. 19, 1988). See W, Va. Code § 18-29-6.

2. "Multiclassified school service personnel: (1) do not belong to a
separate classification category, but are employees of each category contained within
their multiclassification titles; (2) are subject to a reduction in force in any individual job
category, based on seniority accumulation within that category; and (3) in the event of a
reduction in force, remain in the employ of the county board of education with any
categories that are subject to the reduction in force deleted from their multiclassification

titles." Cornell v. Putnam County Bd. of Educ., Docket No. 03-40-111 (June 286, 2003),

citing Taylor-Hurley v. Mingo Gounty Bd. of Educ., 209 W. Va, 780, 551 S.E.2d 702

(2001).

3. Paraprofessional, autism mentor and braille or sign language specialist
class titles shall be included in the same classification category as aides. W. Va. Code

§ 18A-4- 8b.

4. Any aide who becomes employed as an autism mentor becomes

multiclassified as an aide/autism mentor, pursuant to the provisions of W. Va. Code

§ 18A-4-8.

5. When it becomes necessary for a board of education to reduce the

number of aides in its employ, it should not include multiclassified aide/autism mentors
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who are currently employed in autism mentor positions, in the reduction in force. See

Riffle v. Webster County Board of Education, Docket No. 04-51-122 (July 30, 2004).

6. It was not arbitrary and capricious for Respondent io subject Grievant to
a reduction in force when it sought to reduce the number of aides in its employ, rather
than reducing the position of an aide/autism mentor who was assigned to an autistic

student.

Accordingly, this grievance is DENIED.

Any party may appeal this decision to the Circuit Court of Kanawha
County, or to the Circuit Court of Pocahontas County. Any such appeal must be filed

within thirty (30} days of receipt of this decision. W. Va, Code § 18-29-7. Neither the

West Virginia Education and State Employees Grievance Board nor any of its
Administrative Law Judges is a party to such appeal, and should not be so named.,
However, the appealing party is required by W. Va, Code § 29A-5-4(b) to serve a copy
of the appeal petition upon the Grievance Board. The appealing party must also provide
the Board with the civil action number so that the record can be prepared and properly

transmitted to the appropriate circuit court.

Date: October 14, 2005
DENISE M. SPATAFORE
Administrative Law Judge
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WEST VIRGINIA PUBLIC EMPLOYEES
GRIEVANCE BOARD

SIDNEE FARR
Grievant,

'8 Docket No. 2008-143%9-WooED

WOOD COUNTY BOARD OF EDUCATION,
Respondent.

DECISION

Grievant, Sidnee Fanr, filed this grievance on April 8, 2008, against Respondent,
Wood County Board of Education ("WCBOE"), alleging violation of W.VA. Cone §§18A-~4-
8h and 18A-4-8g on behalf of the Respondent. Grievant, a teacher’s aide, contends that
Respondent, to her detriment, improperly gave preference to classroom aides with
paraprofessional certification during a recent reduction in force action. Grigvant requested
as relief that the action taken by Respondent in selecting her for a reduction in force be
rescinded, and that she be placed back into her current position.

The parties mutually agreed to waive the lower levels of the grievance procedure
and proceed directly to level three. A level three hearing was held before the undersigned
Administrative Law Judge on July 8, 2008, in the Grievance Board’s Charleston office. The
Grievantwas represented by Bruce W, Boston, WVEA, and Rosemary Jenking, AFT-W est
Virginla/AFL-CIO, Respondent was represented by Dean Furner, Esquire. On July 8,
2008, John Everett Roush, Esquire, of the West Virginia School Service Personnel
Association, filed a Motion for Leave to File Amicus Curiae Brief in this matter, The motion
was granted with no objection from the parties. The mailing deadline for the submission

of memorandums, proposed findings of fact and conclusions of law documents submitted
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by the parties was August 8, 2008, This case became mature for decision on January 8,
2009, the date that the complete record of the case was received by this Board.,
Synopsis

With regard to the 2008-2009 school year of Wood County Schools, Respondent
conducted a reduction in force (“RIF”) in the “aide” classification of service personnel, In
determining what positions would be RIFed, a conscious effort was made (preference
given) to retain individuals with paraprofessional certification, over those who merely had
aide certification. As a result of Respondent’s actions, Grievant was RIFed, even though
she had more seniority than a significant number of paraprofessional aides.

WEesT VIRGINIA CoDE clearly provides that the paraprofessional classification title
does not stand alone as a classification category. The paraprofessional classification title
is one of the class titles that comprise the aide classification category. Applicable W, Va,
CoDE provides that seniority is the basis for determining which employees are terminated
and which are retained in a reduction in force action. When a RIF action is conducted,
generally, the least senior employees within the classification category are the employees
who are terminated and placed on the preferred recall list.

Unless the aide positions under review require the additional qualifications/skills of
a paraprofassional for the successful performance of the job, it Is improper to give retention
preference to classroom aides with paraprofessional certification during a RIF of the aide
classification. Generally, the particular classification title held by an employee within a
classification category is not a factor during a reduction in force. Accordingly, this

grievance is granted.,
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After a detalled review of the enfire record, the undersigned Administrative L.aw
Judge makes the following Findings of Fact,

Findings of Fact

1. Grievant, Sidnee Farr, was employed by Wood County Board of Education
during the 2007-2008 school year as a Teacher's Aide at Parkersburg High School,’

2. Grievant is not currently certified as a paraprofessional but has taken courses
toward achieving that certification. Grievant is a service personnel employee of
Respondent (behavior disorder aide), |

3. Pursuant to WEesT VircINia CoDE, each year, each county receives
preliminary computations of public school support programs service personnel data which
indicates how many service personnel will be paid for by the State. Any employees hired
or retained over the State allotment must be funded by some other means.

4. The State Aid formula and the number of employees were reflected in the
Board of Education minutes dated January 22, 2008, where the staffing goals for 2008-09
were approved by Respondent. By unanimous vote, Respondent approved the staffing
goals for service personnel to be 590,192,

5, For the 2008-09 school year, Wood County was over the number of service
employees paid for by the State, Wood County Schools had an overage of 16.8 School
Service Personnel according to the preliminary computations for the 2008-2009 school

year,

' Grievant has held several positions in Wood Co'unty including two years as a
Behavior Disorder Aide, and three years as a one-on-one aide serving a student in a
wheelchair. Prior to her employment as a teacher's alde, Grievant was employsd as a
cook.
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6. On January 22, 2008, Respondent directed its administration to bring the
professional and service personnel staffin line with the number of positions funded through
the State Aid formula.

7. Respondent's primary task, at that point in time, was to determine which jobs
could be eliminated in order to comply with the State Aid formula (16.6 service personnal
employees). In order to determine the positions to eliminate, Respondent obtained
information and data from the various schools in the county, attempting to determine those
employees who could be reduced in force while still providing quality education to the
students in Wood County.

8. Respondent's administration determined that it would need fewer aides for
2008-2009 than were under contract in the 2007-2008 school year.

9. The administration initiated a reduction in force in the teacher’s aide
classification category for the 2008-2009 school year,?

10. Msetings were held with service personnel on February 4 and February 25,
2008, to discuss who would be effected by the proposed reduction in force and transfers,

11.  In determining what positions would be RIFed, the administration
implemented a preference for keeping Individuals with a paraprofessional certification,
over those who merely had an alde certification,

12.  The requisite training and educational requirements to obtain a

paraprofessional certificate is greater than the training needed to obtain aide certlfication,

2 A reduction in force is a process effected and governed by numerous rules,
regulations and various applicable WEST VIRGINIA CoDE, See W. VA, ConE §§ 18A-2-8a,
18A-2-6, 18A-4-8b and 18A-4-89.
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The paraprofessional certificate requires 36 semaster hours of college credit. The classes
that are set forth under West Virginia law in order to obtain paraprofessional certification
are specifically tailored to give the person; who assists the preschool or kindergarten
teacher, essential skills which will help children of the appropriate age group be more apt
to master many of the skills that they will need when they begin first grade.

13.  Granting preference to “Paraprofessional aides” is not part of Wood County
Schools Policies.” Wood County Board of Education Policy 4119.1-Reductionin Force and
Recall Policy — Service Personnel,

14.  Aspartof the reduction in force action, Grievant and a number of other aides
were notified that they would be recommended for termination, Grievant and four other
teachers' aides requested a hearing before the board of education.

15.  Respondentscheduled and conducted reduction in force/termination hearings
on March 13, 2008,

16. Respondent approved the termination of Grievant as part of the reduction in
force.

17.  Respondent retained several employees for the 2008-2009 school year who

held the multiclassification title of Paraprofessional/Aide who were less senior in the aide

¥ In conjunction with applicable WEesT VIReINIA Cobg, Wood County Board of
Education Policy 4119.1-Reductlon in Force and Recall Policy — Setvice Personnel outlines
the procedure for the reduction In force of service personnel in Wood County. (Resp, Ex.
9). Said policy does NOT address a preference of paraprofessional aides during a
reduction in force. Reportedly, Respondent began the practice approximately eight years
ago, 2001,
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classification category than Grievant. The parties do not agree on the specific number,

howsever, the number was somewhere between three and forty-nine employees.’

Discussion

In that this is not a disciplinary matter, Grievant has the burden of proving her
grievance by a preponderance of the evidence. Procedural Rules of the W. Va, Public
Employees Grievance Bd. 156 C.8.R. 1 § 3 (2008); Holly v. Logan County Bd. of Educ.,
Docket No. 96-23-174 (Apr, 30, 1997); Hanshaw v. .McDoweﬂ County Bd. of Educ., Docket
No, 33-88-130 (Aug. 19, 1988), "A preponderance of the evidence is evidence of greater
waight or more convincing than the evidence which is offered in opposition to it; that is,
evidence which as a whole shows that the fact sought to be proved is more probable than
not." Pelry v. Kanawha County Bd, of Educ., Docket No. 96-20-380 (Mar. 18, 1997). “The
preponderance standard generally requires proof that a reésonable person would accept
as sufficient that a contested fact is more likely true than not.” Lelchliter v. W. Va. Dep*
of Health & Human Res., Dbcket No, 92-HHR-486 (May 17, 1993). Where the evidence
equally supports both sides, the employee has not met her burden. /d.

Respondent conducted a reduction in force in the aide classification for the 2008-
2009 school year of Wood County, In determining what positions would be reduced in
force, there was a conscious effort (preference given) to retain service personnel

employees with a paraprofessional certification, over those who merely had an aide

“The exact number of paraprofessional aides retained (not placed on the RIF list),
with less seniority than Grievant, is not established with reliable specificity by the record.
However, it Is clear that the circumstance occurred,
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certification.?  Grievant maintains Respondent's actions were in violation of applicable
rules, regulations and statutes which govern a reduction in force actions.

Relevant to this discussion, it may be helpful to note that; "Aide I" means those
personnel selected and trained for teacher-alde classifications such as monitor aide,
clerical alde, classroom aide or general aides. W. Va. Cope § 18A-4-8(i)(8). Aides I, Il
and IV are all essentially identical to the Aide 1, but require more education, tralning or
experience,’

"Paraprofessional” means a person certified pursuant to [ W. VA, Cobk §
18A-3-2a] to perform duties in a support capacity including, but not limited
to, fagilitating in the instruction and direct or indirect supervision of pupils
under the direction of a principal, a teacher or another designated
professional educator .

W. VA, Cobk § 18A-4-8(i}(66)

A paraprofessional certificate may be issued to a person who has completed
thirty-six semester hours of post-secondary education or its equivalent in
subjects directly related to performance of the job, as approved by the state
board, and can demonstrate the proficiencies to perform dufies as required
of a paraprofessional as defined in [ W, Va, Cope § 18A-4-8 1.

W.Va. Cope § 18A-3-2a(B)3)

5 Respondent maintains one of the basic foundations for giving paraprofessionals
preference in hiring and reductions in force is to put a more highly trained individual in the
classroom to assist the teacher. Respondent, in defense of its actions, acknowledges that
an aide without a paraprofessional certificate makes valuable contributions to the
classroom; however contends seniority does not, in and of itself, make an aide better than
a paraprofessional. The undersigned notes it was not established that the aide positions
relevant to this grigvance required the additional qualifications/skills of paraprofessionals
exclusively for the successful performance of the positions' duties.

% Generally speaking, an Aide 1 works with children. If the employee has a GED or
high school diploma, the employee is classified as an Aide Il and receives a higher rate of
pay. If the employee also has six hours of college credit, he/she s classified as an Aide
Il and recelves an even higher pay grade. If the employee has sixteen hours of college
credit, he/she is classified as an Aide IV wlith an even higher pay grade. Finally, if the
employes acquires thirty-six hours of college credit, he/she is a Paraprofessional and again
receives a still higher pay grade. The differences between Aide |, Aide 11, Aide 1lI, Aide IV
and Paraprofessional are differances in degree,
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" The other class fitlas are Aide |, Aide I, Alde IlI, Aide IV, Autism Mentor, and
Braille or Sign Language Specialist.

® There are new federal guidelines such as the No Child Left Behind Act, and state
guidslines, which require students to achieve at a higher level than expected of ¢hildren
in the past. Respondent strongly infers that having a person with these additional
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paraprofessional qualifications Is a benefit to the classroom teacher and to the students
in the classroom when it comes to developing the skills they need to achieve these tasks,
many of which were not formerly expected of students. This inference did not establish
that the aide positions relevant to this grievance exclusively required paraprofessionals for
the successful performance of the positions’ duties.

% See Flint v. Board of Education, 207 W, Va, 251, 531 S.E.2d 76 {1999).
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While Respondent maintains it acted with rational purpose and with the goal of
increasing the educational quality and skills of the employee servicing county's students,
its actions must be reviewed in the context of applicable controlling statute, The
undersigned finds the circumstance which would compel and/or justify preferential retention
of paraprofessional aides has not been established in the facts of this case.
Paraprofessionals and Grievant are in the aide classification category, Grievant and the
paraprofessionals have, by their service in their particular classification titles, earned the
same kind of seniority, i.e., aide seniority. A reduction in force in the aide classification
category, based on seniority, must include all aides including paraprofessionals. Grievant
has more seniority than a significant number of paraprofessionals. Consequently, a
reduction in force in the aide classification categery cannot legally result in Grievant's
termination while still retaining all paraprofessional aides.

During the course of the instant grievance, two specific cases were cited in
opposition to the analysis given above. These cases are distinguishable from the case at
hand. First, McDonald v. Wood County Board of Education, Docket No, 03-54-285 (Jan.
13, 2005), though it dealt with the paraprofessional classification title, it primarily involved
the filling of a job rather than a reduction in force (selection as opposed to termination).
In that case, this Grievance Board held that a Board of Education could give preference
to paraprofessionals over aides In the hiring process under certain circumstances. The
process for filling a job Involves three criteria, i.e., seniority, evaluation and qualification.
The process of a reduction in force, by contrast, involves a single criterion, l.e., seniority.
Consequently, one may simply disregard McDonald as inapplicable to the current case, as

it relates to a different process with different rules,
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" An autism mentor has specialized training for dealing specifically with autistic
chiidren, It does not simply require additional college courses. The autism mentor deals
with children with a different type of need. To become an autism mentor one also needs
two years of experience working with autistic children. There is no similar experience
requirementwhen going from aide IV to paraprofessional. Further, the legislature has also
placed restrictions on the mobility of autlsm mentors that it does not place on

paraprofessionals or employees holding the aide ), il, lIl, or IV classification. Ses W, Va,
CoDpE § 18A-5-8(g).

" Transfers and the preferred recall list, coupled with the passage of time, affect the
precise number. The exact number is not readily established to any degree of certainty.
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aides. Nor was It established that these aide positions uniquely required the additional
qualifications/skills of a paraprofessional for the successful performance of the po.sitions’
duties. The language of W. Va. Cobe § 18A-4-8b(d)2)(C) clearly provides that the
paraprofessional classification title does not stand alone as a classification category. The
inescapable truth is that the paraprofessional/multiclassified classification Is not exempt
from review during a reduction in force action, and the rules outlined by WEST VIRGINIA
Cope must be followed.

The undersigned finds that unless the aide job in discussion requires the additional
qualifications/skills of a paraprofessional for the successful performance of the job, it is
improperto intentionally give retention preference to classroomaides with paraprofessional
certification during a reduction in force of the aide classification. Accordingly, when the
objective is to reduce the overall number of aldes, it would be appropriate to include aldes
working as paraprofessionals when evaluating the s.eniority of the employees at issue.
Therefore, Grievant would be entitled to keep her aide position over a less senior
paraprofessional.,

Conclusions of Law

1. In & non-disciplinary matter, Grievant has the burden of proving her grievance
by a preponderance of the evidence. Procedural Rules of the W. Va. Public Employees
Grievance Bd. 156 C.8.R. 1 § 3 (2008); Holly v. Logan County Bd. of Educ., Docket No,

96-23-174 (Apr, 30, 1997), Hanshaw v. McDowelf County Bd. of Educ., Docket No, 33-88-

Nevertheless, paraprofessional aides, with less seniority than Grievant, were not identified
for reduction in force. Testimony of various withesses and position statements of the
parties quantify three to forty-nine paraprofessionals,
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130 (Aug. 19, 1988). “The preponderance standard generally requires proof.that a
reasonable person would accept as sufficient that a contested fact is more likely true than
not." Leichiiter v. W. Va. Dep't of Health & Human Res., Docket No. 92-HHR-486 (May 17,
1993), Where the evidence equally supports both sides, the employee has not met her
burden. /d.

2, The Paraprofessional classification title is a. part of the aide c¢lassification
category. W, Va.CcDE § 18A-4-8b(d)(2)(C). Paraprofessional, autism mentor and Braille
or slgn language specialist class titles shall be included in the same classification category
as aides. W.Va. Cope § 18A-4-8b,

3. Any aide who becomes employed as a paraprofessional shall hold &
multiclassification status that includes both aide and paraprofessional titles. W.Va. Cobe
§ 18A-4-8(i)(66)(B).

4, Multiclassified school service personnel (1) do not belong to a separate
classification category, but are employees of each category contained within their
multiclassificationtities; (2) are subject to a reduction in force in any individual job category,
based on senijority accumuiation within that category; and (3) in the event of a reduction
in force, remain in the employ of the county board of education with any categories that are
subject to the reduction in force delsted from their multiclassification titles." Cornelf v.
Putnam Counly Bd. of Educ. Docket No. 03-40-111 (June 26, 2003) citing Taylor-Huriey
v. Mingo County Bd. of Educ., 209 W. Va. 780, 551 S,E.2d 702 (2001).

5. Reductions in force are based solely upon seniority within the classification
category with the least senior employees within the classification category being released

and the more senior retained. W. Va, Cope § 18A-4-8b(h) & (j). All decisions by county
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boards concerning reduction of service personnel shall be made on the basis of seniority,
W.Va. Conk § 18A-4-8b(h),

Accordingly, this grievance Is GRANTED, When the objective is to reduce the
overall numbher of aides, in determining which aides will be reduced in force, it is
appropriate to include alides workirg as paraprofessionals when evaluating the seniority
of the employees at issue. Grievant is entitled to be evaluated for the reduction in force
action based upon her seniority within the classification. Unless the aide position in
discussion requires a paraprofessional (explicitly for the successful performance of the
job), Grievantis entitled to keep her aide position over least senior paraprofessional aides.

Any party may appeal this Decision to the Circuit Court of Kanawha County. Any
such appeal must be filed within thirty (30) days of recelpt of this Decision. See W, Va.
CopEe § 6C-2-5. Neither the West Virginia Public Employees Grievance Board nor any of
its Administrative Law Judges is a party to such appeal and should not be so named.
However, the appealing party is required by WEST VIRaINIA CODE § 29A-5-4(b) o serve a
copy of the appeal petition upon the Grievance Board. The Civil Action number should be
included so that the certified record can be properly filed with the circuit court. See also
156 C.8.R. 1 § 6.20 (2008).

Date: June 18, 2009

Landon R, Brown
Administrative Law Judge
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THE WEST VIRGINIA PUBLIC EMPLOYEES GRIEVANCE BOARD

PHOEBE ECHOLS MCGUIRE,
Grlevant,

v, Docket No. 2011-1154-MnrED

MONROE COUNTY BOARD
OF EDUCATION,
Respondent.

DECISION

Grievant, Phoebe Echols McGuire, filed a grievance against Respondent on
February 9, 2011, The statement of grievance reads,

On January 28, 2011, | was nofified by letter of the superintendent of Monroe

County Schools dated January 27, 2011, of the decision of the Menroe

County Board of Education on January 25, 2011[] to terminate my

employment contract at the end of the 2010-2011 school year, This action

violates WV Code 6C-1 et seq., whistle-blower law and WV Code 18A-4-7a,

For relief, Grievant seeks to be "retained in my current employment or in a position
held by a less senior employee.” By letter dated March 2, 2011, Grievant elected to
proceed directly to a level three hearing as authorized by W. Va. Cope § 6C-2-4(a)(4). A
level three hearing was held on May 6, 2011, before Administrative Law Judge Carrie

LeFsvre in Beckley, West Virginia.,! Appearing for Grievant were R.M. James, Jr.,

representative, and Kathy H. Martin and Ben Barkey, West Virginia Education Association,

'For administrative purposes, the case was reassigned to the.underslgned on
October 7, 2011.
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Respondent was represented by Gregory W, Bailey, Esq., Bowles Rice McDavid Graff &
Love LLP. This matter became mature for decision upon final receipt of the parties’
proposed findings of fact and conclusions of law on June 7, 2091.2
Synopsls

Grievant asserts that Respondent's termination of her employment contract
puréuant to a reduction-in-force (RIF} was contrary to RIF provisions in WEST VIRGINIA
Cope § 18A-4-7a. Specifically, Grievant contends that Respondent was required to allow
her to laterally “bump” a less senior employee in a professional position that only required
a teaching certificate. Grievant contends that the curriculum of parenting education is
required to be taught in West Virginia public schools, therefore her position of Family and
Consumer Science teacher should not have been terminated. Also, Grievant argues that
Respondent’s decision to terminate her employment contract was in retaliation for her
having engaged in protected activities. Respondent asserts a RIF was undertaken due to
budget deficits and that the decision o terminate Grievant's employment contract was not
motivated by reprisal. Respondent argues that it did not rescind its decision to eliminate
the SAT Specialist position until after Grievant filed this grievance and that Grievant did not

prove that she met the gualifications for the position.

Respondent filed a Motion to Dismiss, received by this Board on July 5, 2011,
Respondent asserts that because Grievant has accepted employment with Greenbrier
County Schools for the 2011-2012 school year, the grievance is moot. Respondent asserts
that Grievant has lost her standing to pursue a grievance against it because she is no
longer an employee. Grievant filed a Response to the Motion to Dismiss, received by this
Board on July 18, 2011. Grievant asserts that she did not voluntarily end her employment
with Respondent. Grievant asserts that seeking some form of income while pursuing this
grievance does not render the grievance moot. The undersigned is in agreement with
Grievant's position that this matter is not moot. The Motion to Dismiss is denied.
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Grievant met her burden of proof and established that Respondent violated WesT
VirGINIA CODE § 18A-~4-7a when it did not place her into the restored professional position
of SAT Specialist. Grievant failed to establish that Respondent’s decision to eliminate her
position of Family and Consumer Science teacher was retaliation and that the policy
required parenting education curriculum is not being taught at JMHS, Accordingly, this
grievance is GRANTED, in part, and DENIED, in part.

Findings of Fact

1. At the time of filing this grievance, Grievant was employed as a vocatlonal
educator for Respondent. Grievant taught Family and Consumer Science at James
Monroe High School (JMHS).

2. Grievanttaught parenting education, a curriculum that is required to be taught
in West Virginia public schools by West Virginia Department of Education Policy 2530.02.

3. Grievant has twelve years seniority in Monroe County.?

4, Sherry Baker, SAT Specialist, has ten years senlority in Monroe County.*

5. OnMay 7, 2010, Grievant emailed Donna Wilkes with the West Virginia State
Board of Education to express concern that Carl Perkins funding was being improperly
used at JIMHS ®

6. In October 2010, Grlevant filed a grievance asserting that the Director of

Monroe County Technical Center was not ensuring that vocational teachers were

*See Grievant’s Exhibit No. 8, Professional Seniority List.

‘I,

8See Grievant's Exhibit No. 9, Email dated May 7, 2010, and level three testimony
of Grievant.
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performing their assigned bus duty,

7. On Qctober 19, 2010, Grievant emailed Kevin Siers, Superintendent for
Monroe County Schools, to request that he look into the Carl Perkins funding for vocational
teachers at JMHS.®

8. At a public meeting on March 11, 2010, Grievant expressed her opinion In
a presentation that a trimester schedule at JMHS would be disadvantageous to students,

9. Respondent has experienced budget deficits. As a resulf, a reduction-in-
force (RIF) was undertaken in an effort to reduce the number of positions above the
amount funded under the State Aid Funding formula.” Any positions over the humber
funded under the formula are pald for by the county’s board of education.

10, Superintendent Siers requested that each principal, including then principal
at JMHS, Paul Lovett, identify positions to be considered for elimination, The teaching
position heild by Grievant was among the positions Principal Lovett identified to be
considered for elimination. Prior to Superintendent Siers’ recommendation to the county
board of education of which positions to eliminate, Principal Lovett resigned from his
employment with Respondent.

11.  Afterrecelving Principal Lovett’s recommendations for positions to eliminate,
Superintendent Siers conducted his own review of the facts and circumstances

surrounding the proposed eliminations as well as consulted with Lisa Mustain, now

*See Grievant's Exhibit No. 10, Email dated October 19, 2010, and level three
testimony of Grisvant,

"Testimony of Kevin Siers, Supetintendent for Monroe County Schools.
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principal at JMHS?

12, Grievantwas notified by letter® dated December 22, 2010, of Superintendent
Siers’ intent to recommend that the position being taught by Grievant be terminated at the
close of the 2010-2011 school year. The letter provided the following reason for the
recommended termination: “Declining enroliment has led to a loss of funding for Monroe
County Schools which has necessitated the elimination of positions such as yours.” In
compliance with W.Va. Cope § 18A-2-2, Grievant was extended the opportunity for a
hearing with Respondent regarding the recommendation. Grievant's hearing was held on
Januaty 22, 2011,

13.  Superintendent Siers presented personnel recommendations, including the
slimination of the teaching posltion held by Grievant, to Respondent at a special meeting
held on January 25, 2011."" The position of SAT Specialist was also included on the list
of recommended professional terminations. The entire list of 30 recommended
professional terminations was approved by unanimous vote.

14.  Also at the January 25, 2011, special meeting, Superintendent Siers

presented eight professional transfer recommendations, including Ms. Baker. All eight

8d,

Grievant’s Exhibit No. 3.

“Due to a recording device's mechanical malfunction, a transcript could not be
produced from Grigvant's termination hearing on January 22,2011, See Grievant's Exhibit
No. 8, Letter to Grievant from Superintendent Siers dated February 14, 2011,

Seo Grievant's Exhibit No. 14, Monroe County Board of Education Speciél Meeting
minutes.
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transfer recommendations were approved by unanimous vote.'

15.  The decision to terminate the SAT Specialist position was later rescinded by
Respondent. Ms. Baker was retained In the SAT Specialist position.

16.  The position of SAT Speclalist is a professional position that has no specific
subject area license or certification requirement. Applicants simply must have a teaching
certificate.

Discussion

This grievance does not challenge a disciplinary action, so Grievant bears the
burden of proof. Grievant's allegations must be proven by a preponderance of the
evidence. See, W. Va,. CopE § 18-29-8, 166 C.3.R. 1 § 3. "The preponderance standard
generally requires proof that a reasonable person would accept as sufflcient that a
contested fact is more likely true than not." Leichliterv. W. Va. Dep't of Health and Hurnan
Res., Docket No. 92-HHR-486 (May 17, 1993). Where the evidence equally supports both
sides, the party bearing the burden has not met its burden. /d.

Grievant asseris that Respondent’s termination of her employment contract
pursuant to. a reduction-in-force (RIF) was contrary to RIF provisions in WEST VIRGINIA
Cobe § 18A-4-7a. Specifically, Grievant contends that Respondent was required to allow
her to laterally “oump” a less senlor employee in a professicnal position that only required
a teaching certificate. Grievant contends that the cumriculum of parenting education is
required to be taught in West Virginia public schools, therefore her position of Family and

Consumer Science teacher should not have been terminated, Also, Grievant argues that

.
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Respondent’s decision to terminate her employment conftract was In retaliation for her
having engaged in protected activities, Respdndent asserts a RIF was undertaken due to
budget deficits and that the decision to terminate Grievant's employment contract was not
moftivated by reprisal. Respondent argues that it did not rescind its decision to sliminate
the SAT Speclalist position until after Grlevant filed this grievance and that Grievant did not
prove that she met the qualifications for the position.

WEesT VIRGINIA CoDE § 18A-4-7a provides, in pertinent part:

{f) Mreseriolydidesmuomieetasshelbedaamhadontebassdtebrghdimeteenhyestesteenenphyed
as a regular full-time certified and/or licensed professional educator by the county board
of education and shall be granted in all areas that the employee is certified, licensed or
both,

() Whenever a county board is required fo reduce the number of
professional personnelinits employment, the employee with the least
seniority shall be properly notified and released from smployment
pursuant to the provisions of....[18A-2-2] of this chapter...

{2)  An employee subject to release shall be employed in any other
professional position where the employee is certified and was
previously employed or to any lateral area for which the employee is
certified, licensed or both, if the employee’s seniority is greater than
the seniority of any other employee in that area of ceitification,
licensure or both; '

(3)  Ifanemployee subject to release holds certification, licensure or both
inmore than one lateral area and if the employee’s seniority is greater
than the seniority of any other employee in one or more of those
areas of certification, licensure or both, the employee subject to
release shall be employed in the professional position held by the
employee with the least seniority in any of those areas of certification,
licensure or both; and

(4) If, prior to the first day of August of the year a reduction in force is
approved, the reason for any particular reduction in force no longer
exists as determined by the county board in its sole and exclusive
judgment, the board shall rescind the reduction in force or transfer
and shall notify the released emploves in writing of his or her right to
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be restored to his or her position of employment... if there is another
employee on the preferred recall list with proper certification and
higher seniority, that person shall be placed in the position restored
as a result of the reduction In force being rescinded.

Grievant asserts that as a RIF'd employee she should have bumped a less senior
professional employee for the position of SAT Specialist.'”® The professional position of
SAT Specialist requires a teaching cettificate. No specific area of licensure or certification
Is required. Grievant possesses a teaching certificate and has greater seniority in the
county than the employee currently holding the SAT Specialist position. In Angus v. Cabslf
County Board of Education, Civil Action No. 01-AA-9 (August 2, 2002), the Kanawha
County Circuit Court reversed a Grievande Board decision and held that a teacher with
greater seniority has the right to bump another teacher for a professional position when
there is no special area of certification required. The Court found this result “is consistent
with the provislons of West Virginia Code section 18A-4-7a and the underlying purposes
of seniority. Further, it is consistent with the policy of placing the best qualified, most
experienced feachers in our classrooms.” fd.

Respondent argues that it did not decide to rescind the termination of the SAT

Specialist position untll after Grievant filed this grievance, therefore Grievant may not seek

to be placed into that position as relief. |If after a RIF action is approved, the RIF is no

BUnder WEST VIRGINIA CoDE § 18A-4-7a(j)(2), the position in question must have
bean previously held by the RIF'd employee or be a lateral position, Grievant has not
previously held the position of SAT Specialist, Grievant's Exhibit No, 15, the vacancy
posting for SAT Specialist from June 18, 2008, states in parenthesis under the position fitle
that itis “not a teaching position.” The undersignad finds upon review of the definitions for
professional personnel contained within WesT VirGIniA Copk § 18A-1-1, that because the
position requires a teaching certification and does not involve supervisory or management
responsibilities, the SAT Specialist position is a lateral position to that of classroom
teacher.
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longer required for a position, the board of education may rescind the RIF and fill that
position according to proper statutory provisions, See Harshbarger v. Lincoln Gounty
Board of Education, Docket No, 96-22-528 (Dec. 31, 1997). WESTVIRGINIACODE § 18A-4-
7a(j)(4) states that “the board shall rescind the reduction in force or transfer and shall notify
the released employee in writing of his or her right to be restorad to his or her position of
employment... if there is another employee on the preferred recall list with proper
certification and higher éeniority, that person shall be placed in the position restored as a
result of the reduction in force being rescinded.” Upon rescinding the RIF of the SAT
Specialist position, Respondent should have placed Grievant into the restored position
because she holds the required teaching certification and has greater seniority than Ms.
Baker.

Respondent argues that Grievant did not offer any evidence that she meets the
qualifications of the SAT Specialist position. WesT VIRG!INIA CODE § 18A-4-7a allows a
RIF'd professional employee, such as Grievant, to bump another professional employee
with less senlority in any of the RIF'd employee’s areas of licensures, certificates, or both,
Grievant holds the required teaching certificate for the SAT Specialist position. Grievant
has proven that Respondent violated WEsTVIRGINIACODE § 18A-4-7a and that she should
be placed into the restored position of SAT Specialist,

Grlevant argues that because parenting education is a curriculum that is required
to be taught in West Virginia public school by West Virginia Department of Education
Policy 2530.02, her position as Family and Consumer Sclence teacher should not have
been terminated. Grievant did not demonstrate that Respondent was not assigning the

required parenting education curriculum to another teaching position. Simply because
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Grievantis nho longer employed as a Family and Consumer Science teacher at JMHS, does
not necessarily mean that the parenting education curriculum is not being taught at the
school. Grievant has failed to prove that Respondent committed any violation by
terminating the position of Family and Consumer Science teacher,

Grievantargues that Respondent’s decision to terminate her positiorn was based on
reprisal for her participating in protected activities. WEesT VIRaIna Cope § 8C-2-2(0)
defines reprisal as “the retaliation of an employer toward a grievant, witness, representative
or any other participant in the grievance procedure either for an alleged injury itself or any
lawful attempt to redress it.” To demonstrate a prima facie case of reprisal, Grievant must
establish by a preponderance of the evidence the following elements:

(1) That he engaged in protected activity (i.e., filing a grievance);

(2) That he was subsequently treated In an adverse manner by the employer

or an agent;

(3) That the employer’s official or agent had actual or constructive knowledge

that the employee engaged in the protected activity; and

(4) That there was a causal connection (consisting of an inference of a

retaliatory motlve) hetween the protected activity and the adverse treatment,
Cook v. Div. of Natural Res., Docket No. 2009-0875-DOC (Jan. 22, 2010); Vance v.
Jefferson County Bd. of Educ. Docket No. 02-19-272 (Oct, 31, 2002); Conner v. Barbour
County Bd. of Educ., Docket Nos. 93-01-543/544 (Jan, 31, 1995), See also Frank’s Shoe
Store v. W. Va. Human Rights Comm’n, 179 W. Va. 53, 365 S.E.2d 251 (1986).

Grievant asserts that the previous Principal at JMHS, Paul Lovelt, included her

positidn on the list of recommended positions to eliminate, as retaliation for Grievant filing
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agrievance assetting that other vocational teachers were not participating in bus duty,
speaking at a public meeting against a trimester schedule change, and expressing
concerns that Carl Perkins funding was not being appropriately spent. Grievant attributes
differences she had with Mr. Lovett as the reason he identified her position for elimination.
Prior to the Superintendent’s recommendation to Respondent that Grievant's position be
eliminated, Mr. Lovett resigned from his employment with Respondent. Superintendent
Siers conducted his own review of the facts and circumstances surrounding the proposed
elimination of Grievant’s position, Superintendent Siers, not Mr, Lovett, recommended to
Respondent that 30 professional positions, including Grievant's, be terminated.
Respondent unanimously voted to terminate all 30 positions. Grievant did not assert that
Superintendent Siers or the members of the board of education held improper motives for
the elimination of her position. Grievant has failed to establish by a preponderance of the
evidence thai there was a causal connection between her protected activity and the
elimination of her position,

Conclusions of Law

1. This grievance does not challenge a disciplinary action, so Grievantbears the
burden of proof. Grievant's allegations must be proven by a preponderance of the
evldence. See, W, VA, Conek § 18-29-8, 156 C.S.R. 1 § 3. "The preponderance standard
generally requires proof that a reasonable person would accept as sufficient that a
contested fact is more likely true than not." Leichiiter v. W, Va. Dep't of Health and Human
Res., Docket No. 92-HHR-486 (May 17, 1993). Where the evidence equally supports both

sides, the party bearing the burden has not met its burden. /d.
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2. In Angus v. Cabell County Board of Education, Civil Action No. 01-AA-9
(August 2, 2002}, the Kanawha County Circuit Court reversed a Grievance Board decision
and held that a teacher with greater seniority has the right to bump another teacher for a
professional positio.n when there Is no special area of certfification required. The Court
found this result “is consistent with the provisions of West Virginia Code section 18A-4-Ta
ana the underlying purposes of seniority. Further, it is consistent with the policy of placing
the best qualified, most experienced teachers in our classrooms.” /d.

3. If after a RIF action Is approved, the RIF is no longer required for a position,
the board of education may rescind the RIF and fill that position according to proper
statutory provisions. See Harshbarger v. Lincoin County Board of Education, Docket No.
96-22-528 (Dec. 31, 1997),

4, Grievant holds the required teaching certificate for the SAT Specialist
position. Grievant has greater seniority in the county than Ms. Baker. Grievant proved that
Respondent violated WEST VIRGINIA CoDE § 18A-4-7a and that she should be placed into
the restored position of SAT Specialist.

5. Grievant falled to prove that Respondent committed any violation by
terminating the position of Family and Consumer Science teacher,

6. To demonstrate a prima facle case of reprisal, Grievant must establish by a
preponderance of the evidence the following elements:

(1) That he engaged in protected activity (i.e., filing a grievance);
(2) That he was subsequently treated In an adverse manner by the employer
or an agent;

(3) That the employer’s official or agent had actual or constructive knowledge

70



that the employee engaged in the protected activity; and
(4) That there was a causal connection (conslsting of an inference of a
retaliatory motive) between the protected activity and the adverse treatment.
Cook v, Div, of Natural Res,, Docket No. 2009-0875-DOC (Jan. 22, 2010); Vance v.
Jefferson County Bd. of Educ., Docket No. 02-19-272 (Oct. 31, 2002); Conner v. Barbour
County Bd. of Educ., Docket Nos. 23-01-543/544 (Jan. 31, 1995). See also Frank’s Shoe
Store v. W. Va. Human Rights Commission, 179 W, Va, 53, 365 S.E.2d 251 (19886).
7. Grievant falled to establish by a preponderance of the evidence that there
was a causal connection between her protected activity and the elimination of her position,
Accordingly, this grievance is GRANTED, In part, and DENIED, in part. Respondent
is directed to place Grievant in the lateral professional position of SAT Specialist, with any

applicable backpay and benefits,

Any party may appeal this Decision to the Circuit Court of Kanawha County. Any
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such appeal must be filed within thirty (30) days of receipt of this Decision. See W, VA.
CopE § 6C-2-5, Neither the West Virginia Public Employees Grievance Board nor any of
its Administrative Law Judges is a party to such appeal and should not be so named.
However, the appealing party is required by W. Va, Cope § 29A-5-4(b} to serve a copy of
the appeal petition upon the Grievance Board. The Civil Action number should be included
8o that the certified record can be properly filed with the circuit court. See also 156 C.S.R.

1§ 6.20 (2008).

DATE: November 7, 2011

Jennifer Lea Stollings-Parr
Administrative Law Judge
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THE WEST VIRGINIA PUBLIC: EMPLOYEES
GRIEVANOE BOARD '

RITANOTT, st al,
Grievants, ‘
v. BT | o DOCKET NO. 2012-0140-CONS -
MASON COUNTY BOARD OF EDUCATION, |
Respondent. N
-DECISION
Rita Nott filed the followmg grlevance a Level One of the grievance procedure on
July 6, 2011, against her employer, the Masqn County Board of Education
.( Respondent”):
Grievant contendé that respondent extended Grievant's daily schedule for °
the 2011-2012 school year and future school years without the consent of -
the grievant and without due process, /e, nofice and an opportunity for
hearing. Grievant alleges a violation of W. Va, Code 18A-2-5, 18A-2-6,
18A~2-8a, 18A-2-12a & 18A-4-8(m).
As relief, Grieyént sought “restoration of Grievant's daily schedule to the 2010-2011
: humber of hours worked and compensation for all tirﬁe worked over and above the
- 2010-2011 required'num!aer of hours worked per day with interest.” This grievance was

) assigned Docket No, 2012»0037~Mas'ED. fn early July 2011, another 50 school service

_person‘neﬂ employed by Respondent filed nearly identical grievances. On August 8,

’ 1Shiflr:ty Livingston, Denise Bonecutter, Dalg L. Dalton, Marketle: Grum, .Shelia Lanz, Sheila D, Ball, Mala

" Dawn Endlcott, Lisa-Ann Gardner, Grace Ann Connelly, Dorethy G. Cook, Lisa Albright, Sandra K. Buttriek,

" Deborah K. Hopson, Madora May McCaity, Lana J. Rayburn, Doris €, Cromiey, Darla #. Jackson, Wanda-
G, Watferson, L. Sue Smithson, Teresa L. Pyatf, Bonnie Sua Corfee, Cathrine W. Kirby, Janet Sue
. Reynoids, Dlana Lynn Roach, Debra Sayre, Mirlie Sus Castro, Okey W. Livingston, Jennifer Sue Cundlff,
. -Donna Fay Greens, Marcela |.. Keofer, Wilma Jane MoClurs, Summer D. Mitchell, Brigitia Rhodss, Christi .
Regina Roush, Venis G. Roush, Lawhana Sue 8mithson, Kimberly Kay Wison Kristen Nichole Wray,
" Shirley Jean Billings, Cheryl L. E1Iis Angeta Michelle Lloyd, Linda C. Nibert, Brenda Lee Kesfer, Jean A
‘VWaugh, Manuyela Connis Hail, Kathryn Elaine Farr. Nancy'M. Warner, Cheryl Suzanrie Hull, Lisa Gall HIII
. and Tammy L. Watterson .
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201 1  all of these -'grievanbes were cén*soﬂﬁated by -the Maéon -County School
Superintendent and assigned Dooket No. 2012- 0140 CONS.

Following a Level One hearing on AUQust 10, 2011, the chlef administrator's
desugnee Jack Cullen, denied the gnevance in a writteh decision issued” on
Sep-tember 14, 2011, This matter proceeded through mediahon at Level Two and
Grievants appealed to Level Three on January 12. 2012, A Level Three hearing was
conducted in Point Pleasant, West Virginia, on June 85, 2012, by Administrative Law
Judge Landon R. Brown. All Grievants except Shirley Livingston were represented by -
John Roush, f—.squire, with the West Virginia School Setvice Personnel Association.
Grievant Livingston was represented by Jeremy B. -Rad_aba-ugh with the West Virginia
Education Association, Respondent was represented .by Gregory Bailey, Esquire, with
Bowles Rice.

This métter became mature for decision on July 3, 2012, upon receipt of the last of
the parties' post-hearing proposals. Thereafter, for administrative reasons, this
grievance was reassigned to the undersigned Administrative Law Judge for adjudication,
The undersigned Administrative Law Judge has reviewed the Level One record, the
recording of the Level Three hearing, all exhibits, and the parties’ post-hearing
arguments, prior to rendering this decision.

| Synopsis
~ Respondent Mason C’quhty Board of Education began implementing a new
“overtime’ policy-at the beginning of 'the'-2-0'1'1‘—12; school year w-h'fc.}r.w'req-uiré-d certain .

'school service personnel working as cooks, aldes and school secretarles (which category
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included all named Grievants in this matter) to work anlleight-‘ho'ur work day. Previously,

by approved written policy, Griavants’ standard work schedule Involved a seven-hour -

work day, Pursuant to an unwritten policy or practice which was never formally approved

by the Mason County Board of Education, Grievants were pald at thelr regular rate of pay .

for each hourworked over 35 per week up to 40 per week. In caleulating “hours worked"
for purposes of applying this unwritten policy, a one-half hour duty-free Junch pérlod and
two 15-minute duty free breaks were included as work time, Once Grievants’ work hours
wers increased to éig'h”! per day and a 40-hour week, Respondent only paid overtime to
Grievants as mandated by the federal Fair Labor Standards Act, although Resplondent
continued to count the one-half hour duty-free tunch period and two 15-minute duty-free
breakslas hours worked toward the 40-hour week threshold.

Reépondent presented evidence that it was facing a budget deficit in excess of $1
million, and It was mandated by law to provide aldes for certain students more than seven

haours per day. Howaver, this Increase in Grievants’ work hours violated the limitations in

the "non-relegation clause” of WVa. Code § 18A-4-8(m), and Respondent failed to .

demonstrate any legal basls for supersedlng‘ that Code provision, Accordingly, this
Grievance must be GRANTED.
The following Findings of Fact are made based upon the record developed at

“Levei One and contlnumg through the Level Three hearmg

_ Findlnqs of Fact
1. Grievants, Rita Nott, Shiley Livingston; Dénise Boneclitter, Dale L. Dalton,

"'Marketta Crum, Shelia Lanz, Sheila D, Ball, Maia Dawn Endicott, Lisa Ann-Gardner,
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Graoé. Ann’ Connollly, -Dorothy G, C.ook, Lisa Albright', Sandra K. But-trlck,l 'Debc;rah K.
Hopson, Madora May McCarty, Lana J. Rayburn, Doris IE._C“romle-y, Darla M. Jackson,
Wanda G, Watterson, L. Sus Smithson, Teresa L. F’ya’ft* Bonnie' Su'e Corfée, Cathrilne M,
'Klrb'y, Janet Sue Reynoids[ Diana Lynn Roach, Debra Séy‘re_. Mirlie Sl;e Castro, Okéy W
Livingston, Jennifer Sus Cundiff, ‘anna Fay Greene, Maicela L, Keefer, Wilma Jane
McClure, Summér D. Mitchéll, Brigitte Rhodes, Christi Reglina Roush,' Venis G, Roush,
Lawhana Sue Smithson, Kimbefiy‘ Kay Wilson, Kristen Nichole Wray, Shiriey Jean
Billings, Chery! L. Ellis, Angela Michslle Lio;}d, Linda C. Nibert, Brenda Lee Keefer, Jean
A Waugh, Manugla Connie Hall, Kathryn Elaine Fary, Nancy M, Warper, Cheryl Suzanne
Hull, lisa Gail Hill, and Tammy L. Waiterson, are employed by Respondeht Mason
County Board of Education (“MCBOE") in various job classifications as school service
personnel, | |

2. Prior to the 2011-12 school year, ‘certain Mason County school service
" personnel worked a seven-hour day, whﬁe others worked an eight-hour day. Grievants
B were WIthln_the group of employees who, based upon {heir classifications, worked &
seven-hour day. - | - |

3. Under MCBOE Po!iby 4251, the normal wbrk day for cooks, aides and
school secretaries émployed by the Mason County Board of Education was seven hours -
-ber day. R Ex 4 During the 2010-2011 schooi year, school service personnel employed
) as,.sdhoo[ secretaries, cooks and aides worked this seven-hour' day, which was
ahtﬁoﬂféd’fb i_n"é'lud.e; a-oneshalf tiour dL-nyﬂ‘re'e Iffﬁ'éh'fperéod and two 15wminute'l'd uty-free

,' _ breaks,
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4, During the 2010-11 school year, these duty-free Iuﬁch periods Iand two
| 18-minute breaks (five hours 'per week) were counted toward an employee's hours
worked for ﬁurpoSes of calculating overtime at time. and one-half the eﬁployée’s régular_
rate of pay, for any titne Workéd over 40 hours. This practice of iﬁcluding these five hours
on the clock was not included in any written policy nor had this prac;tice ever been
approved or adoptad by the Mason County Board of Education,

~6.  During t'hg,20’|0—'11 school year, school service personnel enﬁployed as
school secretarles, cooks and aides received additional pay when they wbrked more than
35 hours in éweak, after oodnting the duty-free lunch hour and two daily breaks as hours
worked for purposes t.)f reaching this 35-hour threshold. Such employees were then paid
at their regular rate of pay for their first five hours (from 35 hours to 40 hours) and time
‘and one-half for each hour after exceeding the 46~h0ur limit.

6. On July 13, 2910, th,eJ Mason County Board of Education adolpted MCBOE
Policy 8700 governing overtime. R Ex 1. Policy 6700 required cooks, aides and schoo!
secre’cérieé to work an eighﬁhour day, including a one-half hour duty-free: lunch period
anci two 156-minute breaks. There was nb_evidenoe presented that this policy ehange was
actually imptemented until the 201112 school year.

7. On August 17, 2010, the Masgon County Board of Education rescind'e;i its
previously adopted by-taws and policies and adopted an online policy manual referred to
- by its acronym as “NEOLA.”® R Ex 8, |
e -8'. O Jine 1&';5, 2017, thé’;—'l\':)léisgn.Céu'n"by'B‘oa-fd of Edﬁc&ti@n‘ re’s-g.['ndéc-l:-'%licy

(4251, In order to make it clear that school secretarles, cooks and aides would work

* None of the witnesses wers able to explain what these Istlers stand for.
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gight-hour days rather th‘an seven-hour days, and that the ;egular work week would
consist of 40 hours rather than 35.° | |

9. - Grievents' salaries wefe not increased In response to this change to an
eight-hour week. For example, a school secretary whose énnual salary was $265,000
continued to recelve the same $25,000 annual salary after her hours were increased.

10.  Respondent Mason County Board of Education made a good faith effort to
notify all parsons in the service personnel classifications represented by Grievants that
Policy 8700 would be implemented durihg the 2011-12 school year th-rough
correspondence addressed to individual émployees mailled on or about Juﬁe 9, 2011,
See RExs 7a, 7h & 7c, |

51. Respondent Mason County Bqard of Education made no effort {o Invoke
" W, Va. Code § 18A-2-6, 18A-2-7 or 18A-2-8a, and provide Grievants with timely notice of
a proposed change to their employment statu; and a due process hearing, |

12, As of June 30, 2010, Mason County Board of Education was facing a
budget deficit of $1,369,304, R Ex . |

Digcussion

As this grievance does not involve & dlisciplinary matter, Grievants have the burden
of prlo-ving each slement of their grievance by a preponderance of the evidence.
" Procedurai Rule of the W. Va. Public Employees Grievance Bd., 158 C.S.R, 1§ 3
~ (2008). See Holly v. Logan C_qunty Bo of Edue., Dpck@t No, 96-23-174 (Apr. 30, 1997).

A preporlderei'nce’of';the"e\ﬂc'i'ence i’ svidencs of greaterwelght or more convincing than - -

* This policy was purportedly rescinded In the "NEOLA” process, Howsver, glven some confusion over
which policies were aciually Included In this process, the Board later rescinded Pollcy 4261 as a separate
agenda ltem, : '
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the evid'ence which is offered in oppesi-'tlon fo it; that s, evidence which as a whole shows
that the fact sought {0 be proved islmere probable than not"’ Pefn/ V., Kanev?ha County
Bd, of Eduic., Docket No. 96-20-380 (Mar. 18, 1997).
There are multiple statutory provisions governing the empleyment of school
 gervice personnel, and school employees in genefe{, Including the -Code tanguage
quoted in the fo!lowing paragraphs, h
W. Va, Code § 18A-2-6 provldes, in pertinent part:

The continuing contract of any such employae shall remain in full force and
effect except as modified by mutual consent of the school board and the
employee, unless and until terminated with written notice, stating cause or
causes, {0 the employes, by a majority vote of the full membership-of the
board before March 1 of the then current school year, or by written
resignation of the employee on or before that date. The affected employee
has g right of & hearing before the board, if requested, before final action is
taken by the board upon the termination of such employment

W, Va. Code § 18A-2-7 provides, In pertinent par, as follows:

{a) The superintendent, subject only to approval of the board, may assign,
transfer, promote, demote or suspend school personnel and recommend
their dismissal pursuant to provisions of this chapter. However, an
employee shall be netifled In writing by the superintendent on or hefors
March 1 if he or she is being considered for transfer or to be transferred,
Onty those employees whose consideration for transfer or intended transfer
is based upen known or expected circumstances which will require the
transfer of employees shall be considered for transfer or intended for
transfer and the notification shall be fimited to only those employees. Any
~ teacher or employee who desires to protest the proposed transfer may
request in writing a statement of the reasons for the proposed transfer. The
statement of reasons shall be delivered to the teacher or employee within
10 days of the receipt of the request. Within ten days of the recsipt of the
. statement of the reasons, the teacher or employee. may make written
-demand: upon the superintendent for a hearing on the proposed transfer .
before the County boatd of education, " The heafihg on the propoded .
transfer shall be held on or before April 15, At the hearing, the reasons for'
the proposed transfer must be shown.
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(b} The superintendent at a meeting of the board on or before April 15 shali -
furnish in writing to the board a list of teachers and other employees.to be
considered for transfer and subsequent assignment for the next ensuing
school year, An employes who was not provided notice and an opportunity
for hearing pursuant to subsection (a) of thls section may not be included
on the list. All other teachers and employees not so listed shall be
considered as reassigned o the positions or jobs held at the time of this
meeting the list of those recommended for transfer shall be included In the
minute record of the meeting and all those so listed shall be notified in
wrtiting, which notice shall be delivered in writing, by certified mail, return
receipt requested, to the persons' last known addresses within ten days
following the board mesting, or they're having been so recommended for
transfer and subsequent assignment and the reasons therefor,

W. Va. Code § 18A-2-12a(b)(6) provides the following guidance: “All school
personnel are entitled {o due process in matters affecting their employment, transfer,
demotion or promotion ., . " |

W, Va, Code § 18A-4-8(m) provides:

Without his or her written consent, a service person may not be:

(1) Reclassified by class title: or |

(2) Relegated to any condition of employment which would resuit in
a reduction of his or her salary, rate of pay, compensation or
benefits earned during the current fiscal year; or for which he or
she would qualify by continuing in the same job position and
classification held during that fiscal year and subsequent years.

W. Va, Code § 18A-4-14(1) provides:

Notwithstanding the provisions of section seven, article two of this chapter,
every teacher who is empioyed for a period of time more than one-half the
class periods of the regular school day and every service personhel whose
employment is for a period of more than three and one-half hours per day
. and whose pay Is at least the amount In the “state minimum pay scale” as
set forth in. section eight-a of this article shall be provided a daily lunch.
recess.- of not less than-thirty consecutive’ miriltes, -and ‘such empldyses
shall not be assigned any responsibliities during this recess, Such recess
shall be Included in the number of hours worked, and no county shail
increase the number of hours to be worked by an employee as a resuit of
such.employee being granted a recess under the provisions of this section.
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W. Va. Code § 18A~4-Bb provides, lnl pertinent part;

These county schedules shall be uniform throughout the county with regard
to any training classification, experience, years of employment,
responsibllity, duties, puplt participation, pupil enroliment, size of buildings,
operation of equlpment or other requirements, Further uniformity shall
apply to all salaries, rates of pay, benefits, increments or compensation for
alt persons regutarly employed and performing like assignments and d utles
within the county: Provided, That in establishing $uch local salary
- schedules, no county shall reduce local funds allocated for salaries in effect -
on the first day of January, one thousand nine hundred ninety, and used In
supplementing the state minimum salartes as provided for In this article,
unless forced to do so by defeat of a special levy, or a loss in assessed
values or events over which it has no controt and for-which the county board
has recelved approval from the state board prior fo making such reduction,

There is also a significant body of law in West Virginia guiding the application of
these stetutee to school service personnel arrd other county board of edueetion
employess, Thus, any analysis must begin by recognizing that “[clounty boards of
education have sulbstantial discretion in matters relating to the hiring, assignment,
transfer, and promotion of school personnel, Nevertheless, this discretion must be
gxercised reasonably, in the best mterests of the schoels and in @ manner which is not
arbitrary and capricious." Syl. P1. 3, Drﬂon v. Bd. of Educ., 177 W. Va, 145, 351 S,E.2d 58
(1988). Further, “lwjhen a board of educetien seeks to reduce employment costs, the
board may decide thei the schools' best interests require either the etimination of some

service personnel jobs or the retentlon of all service personnel jobs but with reduced

. empleyme—nt terms.” Lucion v, MceDowsll County Bd. of Fduc., 191 W. Va. 399, -402 448

8 F.2d 487 490 (1994) Moreover "[d]etermlnatlene of the number ef sefvice personnel

and the Iength of their employment terms are pr|merlly management demetons Wlthout
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a clear stafutory réquirenient. such determinations sh_ould‘ r_emainlwith a board -of
aducation.” Id, o | |
Howeﬁer. “[s}chool personﬁe! regulations énd laws are to be construed sirictly in
favor of the employee.” Syl. Pt. 1-. Morgan v. Pizzino, 163 W, Va, 454, 256 §.E.2d 592
(1‘979). See Trimboli v. Bd. of Educ., 163 W. Va, 1, 254 S.E.2d 561 (1979). Likewise,
“laln administrative body must abide by the remedles and procedures it properly
estab-l‘ishes to condyct its affairs.” Syl Pt 1, Powell v. Brown. 160 W, Va, 723, 238
S.E.2d 220 (1977). |
Undet W. Va. Code § 18A-4-14(1), all school service p_ersonnei who are employed
for morelthaﬁ three and one-half hdurs per day must be provided a duty-free lunch
‘recess” of not less than thirty minutes daily and this “recess shall be included in thé
number of hours worked,” Based upon the clear language of this statute, it does not
matter whether or not the Mason County Board of Education ever adopted a potic;f which
in¢luded the duty-free lunch period as part of an employee's hours worked, because that
was already mandated by law. _
| However, the Mason County Board of Education went on and paid employses who
worked seven-hour workrdays at their regular rafe of pay for each hour they worked over
- 35 per week, up to 40 hours per week. In 2011, Resr‘mndent sought to halt that practice,
which was never put in writing, ostensibly to conform to the federal Fair Labor Standards
Act, |
" This Brievance Board has recognized that a douinty boatd of educafion iy séek

to conform to the requlfaments of the Fair Labor Standards Act with regard to the
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calculation and récordlng of time, Witﬁout violalting ‘the'non~relegation clause In W. Va,
Code § 18A-4-8(m). Zirkle v. Hancock Cou,;?ty Bd, of Educ., Docket No, 07-15-124
(Mar. 6, 2008); Goins v. Ra-;;éigh Codm‘y Bd. of Educ., Docket No. 06-41-453 (Mar, 23, ‘
2007y, See Diflon v. Mingo Counly Bd. of Educ., Docket No, 05-28-413 I(Apr. 28, 2008),
The Fair Labor Standards Act (“FLSA*’) does not mandate that non-exempt employees
(inctuding Grievlahts)l be paid overtime for each hour worked over 35 perweek. However,
Respondent was not paying Grievants FLSA overtime In this clrcumstance, Respondent
simply compensatéd Grievants at their regular rate of pay for each hour worked as a |
result of the fact that théir ‘regular” work‘day was seven hours or 35 hours per week, and
when Grievants were required to work between 35 and 40 hours per week, it was
| reasonable to combens_ata them in some manner, Otherwise, having a seven;hour work
day as stated in Policy 4281 would have no consequence, if employées were reqguired to
work_additional hours each week without compensation.

This becomes something of a “chicken and egg" argument as to which happened
first. Of course, the school board is free to conform Its policies to follow the Fair Labor
Standards Act. | Goins, éupra, However, when the Grievant's dally work schedule is

| extended from a seven-hour day to an eight-hour day, conformity is no longer necessary
because there Js no longer any basis to compensate Grievants for any work they perform
between 35 aﬁd 40 hours weeki_y, as those hours have now become part of the

o established workweek. At the end of the day, this is.the crux of what took place here —

- Grigvarits’ normal working hours were extended from a severi-hour day and 35-hour

week to an eight-hour day and a 40-hour wesk. Once that change was made,
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Respondent decided to include the one-half hour duty-free lunch recess as part of the
eighl'wt hours worked, as It was already'required to do under W. Va.-Code § 1 8A-4-14(1), as
well as the two 15-minute_break perlods, which It is arguably requlréd to count by
Departrhent of Education policy which treats such breaks as “hours worked.”

The factual scenario presented here is substantially similar fo the facts in
‘Lambertv. Mercer County Bd. of Educ., Docket No, 91-27-520 (May 27, 1992), where
this Grievance Bc.aard fouhd a violation of the "non~relegation Ic!ause” included in W, Va,
Code § 18A-4-8 when a service employee's work hours were incraased by one-half hour
each day, without har consent or an Increase in her salary, Accord, Piefrantozziv. Mércer
County Bd. of Educ., Docket No. 94-27-130 (Dec. 29, 1994),

Respondent explains that because the Mason County Board of Education was
experiencing a budget deficit in excess of $1 mition as a result of an unforeseen rise in
construction costs, and this Was a matter beyond the Board's control which had been.duly
reported to the West Virginia Department of Education, and a deficit reduction plan had
- been approved by the State Boai‘dl. ReSpondeht was authorized by the language in
W, Va. Code § 18A-4-5b to implement t;hese ochanges, notwithstanding the requirements
in the non-relégation clause in W. Va, Code § 18A-4-8(m), |

Respondent cited no authority to support this expanéive application of W, Va,
Code § 18A-4-5b, The primary object in construing & statute is to "ascertain and give
effect to the intent of the Legislature.” ‘Syl. pt. 1, Sm.{th v. State Workmen's Comp:.
Comm, 169 W. Va. 108, 219 SE2d 361 (1975); In this same regad, where fhe -

language of a statute Is free from ambiguity, its plain meaning Is to be applied without

84



resort to interpretation. Syl. Pt. 2, Crockeft v. Andrews, 153 W, Va. 714, 172 S.E.2d 384
(1970). Moreover, statutes which relate to the same subject matter should be read and.
apphied together so that the Legislature’s intention can'be ascertained from the whole-of
the enactments. Poling v. Bd. of Educ,, 215 W. Va. 231, 234, 599 S.E.2d 654, 657
((2004). -See W. Va. Dep't of Health & Human Res. v. Hess, 189 W. Va, 357, 432 S E.2d
27 (1983).

The pertinent portion of W, Va, Code § 18A-4-5h reads as follows:

These cotnty schedules shall Be uniform throughout the county with regard

“to any ftraining classification, experience, years of employment,

responsibility, duties, pupit participation, pupil enroliment, size of bufldings,

operation of equipment of other requirements. Further, uniformity shall

apply to all salaries, rates of pay, benefits, Increments or compensation for

all persons regularly employed and performing ke assignments and duties

within the county; Provided, That in establishing such local salary

schedules, no county shall reduce local funds allocated for salarles in effect

on the first day of January, one thousand nine hundred ninsty, and usad in

supplementing’the state minimum salarias as provided for in this articls,

unless forced to do so by defeat of a special levy, or a loss in assessed

values or events over which it has no control and for which the county board

has received approval from the state board prior to making such reduction.
This Code provision makes specific reference to “local salary schedules” and “local funds
allocated for salaries” which are "used in supplementing the state minimum salaries”
provided for in the Code, It is these Jocal salary supplements to the state minimurﬁ
salaries which may be adjusted, provided certain specific conditions relating to a budget
deficlt are met, Respdndent was changing employee work schedules a_hd policies, not
salaries, or anything that could legitimately be consldered as an across-the-board salary
supplement, Therefors, the language in“W. Va. Code § 18A4-5b cited by Respondert”

has no bearing on this grisvance.,
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Respondent also produced svidsdca that it was mandated under the kindsrgarteh
alde/pupll ratio set forth in W, Va, Code § 18-5-18a, and West Virginia Board of
Education Policy 2419, to provlds aides io studénts for more than seven hours each day
s0 as to maintain comphancs with these requirements, However, there was no viable
explanation why the only way to meet these requirements was to assign more time at
work for the same pay to aides. This same argument as to why school secretaries
needed to be present during the entirs sshool day was likewise unpersuasive. (It also
raised the question of how a school secretary would ever receive a 30-minute duty-free
lunch recess and two 15-minute duty-free breaks, If someone nseds to be present to
* provide support throughout the school day.)?

The following Conclusions of Law support the Decision reached.

Conclusions of Law

1. In & non-disciplinary matter, Grievants have the burden of proving sach
element of their grievance by a preponderance of the evidence, Procedural Rule of the
W. Va. Public Employees Grievance Bd,, 156 C.8.R. 1§ 3 (2008). See Holly v, Logan
County Bd. of Educ., Docket No. 98-23-174 (Apr, 30, 1997): F?unyah v. Mingo County Bd.
of Educ., Docket No. 93-20-481 (Apt. 4, 1993),

2, | Grievants established by a preponderance of the evidence: fhatl
Respondent violated the “non-relegation clause” in W, Va, Code § 18A-4-8(m) b

' |ncreaslng their regdlarworking ho_urs from a sevsnuhour day to an.eight-hour day without

"4 As an-alternative course of action, Respondant could have followed W, Va, Code § 18A-2-6 by terminating
Grlsvanis' employment contracts and then filling new jobs with reduced employment terms, Sae Lucion v,
MeDowell County Bd. of Educ., 191'W. Va, 399, 446'S.E,24 A87 {1994) (per ourlam). However, Respondent
apparently elected not to take such action o address its deficit issues,
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any change in salary,. a'nci-concomltantly discontinued‘paying each of them their regular '
rate of pay for eaclh hour worked over 35 hours per week up to and Including 40 hours per
week. See Pistrantozziv, Mercer County Bd. of Educ., Docket No, 984-27-130 (Dec. 29,
19904y, Lambert v. Mercer County Bd. of Eduo,; Docket No. 91-27-520 (Méy 27, 1992).
See also Crock v. Harrison County Bd. of Educ., 211 W, Va, 40, 560 S.E.2d 51? (2002);
Hill, et al., v. Barbour County Bd, of Educ,, Docket No, 2009-1 503-CONS (Mar. 10, 2010).

3. Respondent failed to establish tlhlat any provision in W. Va. Code
§ 18A-4-Bb, 18-5-18a, or any other statute, regulation or legal precedent, provided
superseding authbrity for Respondent to disregard_ the requirements of W, Va, Code
§ 18A-4-8(m),

Therefore, this grievance is hereby GRANTED. Further, it'is hereby ORDERED
that Grlevants he retumed to a seven-hour per day work schedule, and that each
Grie\;aﬁt be oon:lpensated‘ at thelr regular hourly rate of pay, as back pay with statutory
interest, less any appropriate deductions but including all benefits derived therefrom, for
each hour greater than 35 hours per week, up to and including 40 hours per week, which
any Grievant worked during the 2011-12 or 2012-13 school years, and forward from the
. date of this Decision unfil the prior work schedule is restored. it is further ORbERED'that
any Grievant who-worked moré than 40 hours per week during the 2011-12 or 2012-13
school years, and who dic{ not receive FL.SA 6ve’rtime for such hours, be paid at ohe and
-one-half times their regular rate of pay, as back ;_Say; with étatutory interest, Iésé any
| '--a'iapfo;::rr.'iate deductions, and é‘»l:llch payments s.ﬁ'é;'ﬁ-'c;)ntirllué forward fr"f‘qr'n tﬁe' date of this

Decision until the prior work schedule is restored. In calculating any such 35-hour or
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g'reater wofkl;veel(, Respondent wili ;Include thé 30-minute duiy-free lunch hour and two
 15-minute dutyifree breaks each workday, unless a Grievant previoulsly waived suoh
benefits in writing, - ' |

Any pér’cy may appeal this Decision tolthe Cirouit Court of Kanawha Couhty. Any
such appesal must be filed within thirty (30) déys’ of recéaibt of this Dec_isloh. See W. Va,
Code § 6C-2-5, Neither the West Virginia Public Employeés Grievance Board nor ény of
its Administrative La\_y Judges Is a party to such appeal and should not be so name.
However, the appealing party is required by W. Va, Code § 29A-5-4(b) to serve a copy of
the appeal petition upon the Grievance Board. The appealing party must also provide the
Board with the civil action number so that the certified record can be preparéd and
properly transmitted to the Circuit Court of Kanawha County, Slee afso 156 C.S.R, 1
§ 6.20 (2008),

LoD B

LEWIS G. BREWER
Administrative Law Judge

Date: January 17, 2013
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BASIC PLANNING -~ TOOLS OF THE TRADE

1. First Step - Ascertaining The Status Quo

Regardless of the nature of student population changes, it is necessary to
accurately ascertain the number of professional and service positions that are being funded
through the state aid formula as a first step in the process. It is then necessary to ascertain the
number of professional and service personnel who are actually employed. From the group of
professional employees who are currently employed it is necessary to determine the number of
certified administrators that are employed and the number of administrators who are not eligible

for state aid formula reimbursement.

2. Determining Projected Resources

Armed with information on the status quo, a school district must then undertake to
accurately project, based upon the second month report, the number of professional (including
administrators) and service employees that will be funded in the upcoming school year. Tt is
critical that appropriately certified professional personnel be employed and deployed in a manner
to satisfy state requirements, especially in the area of special education, to maximize state aid
formula funding. A school district with a room full of special education studénts will not be in a
position to receive full funding for such students if a properly certified teacher is not in place to

provide instruction to such students.

A school district that knows where it is in terms of funded position and where it

wants or needs to be in the next school year is in a position to begin making informed personnel
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decisions. The amount of local funding that may be available to fund positions above the state

aid formula provides an additional variable to the equation in many school districts.

3. Absolute Personnel Requirements

Although the personnel allocation decision process varies from county to county,

most counties start with an inventory of positions that will be absolutely required by state and

federal law. Such positions include:

a.

Full-time principals for each school with a net enrollment that equals or

exceeds 170 students. W. Va. Code §18A-2-9,

At least one full-time school counselor. W. Va. Code §18-5-18b,

A full-time school nurse for each 1500 (or major fraction thereof) K-7
grade students, with a minimum of 1 full-time school nurse, W. Va. Code
§18-5-22. Counties may coniract for equivalent services with a public

health depariment.

A full-time Attendance Director in counties with a student population of
more than 4000 students. A half-time Attendance Director in counties

with a student population of 4000 or less. W. Va. Code §18-8-3.

A School Nuirition Program Director. A full-time director is “strongly

recommended.” West Virginia Board of Education Policy 4321,1.
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A sufficient number of classroom teachers necessary to meet the minimum
student-teacher ratios for grades K-6, contained in W, Va. Code §18-5-
18a. A sufficient number of classroom teachers and aides to comply with
the Pre-KX program requirements. West Virginia Board of Education

Policy 2525.

A sufficient number of professional and service personnel to meet existing

IEP and West Virginia Board of Education Policy 2419 requirements,

Although no precise student/teacher ratios exists for secondary programs,
a sufficient number of properly certified classroom teachers must be
available to permit students to attain the credit requirements set forth in
State Board Policy 2510. See Donna McCoy v. Tucker County Board of

Education, Docket No. 92-47-154 (November 30, 1992),

No minimum requirements exist with Irespect to any service personne]
classification, except in the areas of kindergarten aide and special
education aide. However, the scope of the service activity undertaken, e.g.
transportation, food service (other than the designation of a School
Nutrition Program Director), custodial, clerical, etc., dictates certain

minimums necessary to perform the required service,
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4, Discretion

After identification of the number of employees that must be maintained to meet
state and federal requirements, it is then possible to determine the number and type of positions
that the school system is able and willing to fund through any remaining state aid and any
available local funds. The discretion to be exercised in this area is entirely dependent upon the
existence of such funds. Positions over and above those funded through the state aid formula are
evaluated under criteria generally related to the goals and objectives of the school system.
Required positions and discretionary positions are typically combined into a “staffing formula”

that is followed in allocating professional and service staff to each school,

5. Methodology

Discretion in determining which positions to retain, eliminate or add may take
various forms. Staffing priorities may be set forth in county board policy, administrative
regulation, or ad hoc written communications, Most policies vest the principal with some
measure of authority relative to recommendations that require an analysis of the curricular
offerings. W. Va. Code § 18A-2-9 identifies principals as the instructional supervising authority.
See Burris v. Mason County Board of Education, Docket No. 92-26-217, (November 10, 1992),
principal’s role in decision making cited in upholding exercise of discretion in decision to

eliminate German from the currictlum,

Consistent adherence to established priorities, regardless of the form in which

they are expressed, serves to demonstrate an appropriate exercise of discretion. Deviation from
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past practices, unless accompanied with a rational explanation, is susceptible to charges of

favoritism or arbitrary and capricious decision making.

It is not always possible to predict the circumstances that may require a particular
transfer. In such cases, an ad hoc written communication should articulate the precise reasons
for the proposed transfer and should be prefaced by an acknowledgment that existing policy or
regulation did not anticipate the circumstances requiring the transfer, In all cases the reasons for
transfer should be grounded in sound educational reasoning, Policies should also include a
statement to the effect that they are not all encompassing and that individual circumstances may

require a recommendation that is not covered by the policy.

6. Board Awareness

It is very important that the county board of education understand and be in
agreement with the criteria that are observed in making transfer decisions. The middle of a
transfer hearing is not the place to discover that the majority of the board has a different notion
of priorities than was followed in making transfer recommendations. This subject should be

openly discussed well before the commencement of each personnel season,

7. Employee Awareness

If employees understand the process and are confident that it is applied in an
evenhanded and fair manner, the number of nasty hearings will be significantly reduced. A
hearing or grievance avoided translates into a reduction of the risk of adverse budgetary
consequences. Consideration should be given to a newsletter style communication to employees

that provides basic information on the need to make adjustments and a description of the
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decision making process. It is also recommended that personnel staff be available to answer
questions, Employee organization representatives should be afforded full access to all of the
information that is used to formulate personnel recommendations. If such representatives are
convinced that personnel recommendations have been accurately formulated and are fair, they
sometimes counsel employees to accept propesed personnel actions. A side benefit to an open
process is an additional opportunity to discover mistakes in time to make adjustments in

personnel recommendations,

The sometimes painful process that we have described provides the starting point
for transfer decisions. The budgetary limits for funding positions, shifting student demographics
and changes in educational programming translate into a need to realign staff. However, it is
necessary to determine where you need to be, from a staffing perspective, before reasoned

decisions may be made about how to get there.

8. Compliance With New W, Va, Code §18A-4-7a RIF Procedure

(2) Notwithstanding any provision of this code to the contrary, all
employees subject to release shall be considered applicants for any
vacancy in an established, existing or newly created position that,
on or before February 15, is known to exist for the ensuing school
year, and for which they are qualified, and, upon recommendation
of the superintendent, the board shall appoint the successful
applicant from among them before posting such vacancies for
application by other persons.

Step 1 — create a list of all vacancies in established, existing or newly created position
that will be available for the next ensuing school year. (cutoff date - on or before February 15).

Step 2 — following the procedure outlined below, create a list of employees subject to
release as part of a reduction-in-force.
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Step 3 — for each available vacancy, create a list of “applicants” (from the list of
employees subject to release) who meet the minimum qualifications,

Step 4 — applying the 9 factor test (with equal weight given to each factor), select the
most qualified candidate for each available vacancy. Note: application of the 9 factor test is
unnecessary if there is only I applicant who meets the minimum qualifications for a position.

Step 5 — if an applicant is determined to be the most qualified candidate for muliiple
vacancies, the candidate must elect one position (recommend starting with the most senior
applicant who is qualified for multiple positions).

Step 6 — re-determine the most qualified applicant for vacancies for which the applicant,
initially determined to be the most qualified, elected another position. Note: application of the 9
Sfactor test is unnecessary if there is only 1 applicant who meets the minimum qualifications for a
position remains.

Step 7 —repeat Step 5

Step 8 — continue process until all possible vacancies are filled.

9. The Lists - Professional lmployees

The first list. The first list that must be compiled is that of employees who,
through application of the staffing formula, no longer have a position. This is affectionately
known in most circles as the transfer list. The identification of the right employees to be placed
on the transfer list will be covered in more detail. However, for the time being, we recommend

that this list be created starting with the most senior employees,

The second list. The second list is creafted by the identification of all existing
vacancies pertaining to positions that will continue to exist at the start of the next school year and
the identification of all vacancies that will exist at the start of the new school year as a result of

newly created positions. We will call this list the vacancy list,
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The third list. The list of employees who, by their seniority, are entitled to a
position, may be called the transfer into a specific assignment list. Employees on this list are
transferred into specific assignments that are vacated by less senior employees as part of a

reduction-in-force,

The fourth list. Employees who are placed on transfer through the application of
the staffing formula or who are placed on transfer as a result of displacement by a more senior
employee, who lack the seniority to displace another employee are placed on the reduction in
force list. This is the list of employees who are entitled to be considered for vacancies in
established, existing or newly created position that will be available for the next ensuing school

year.

The fifth list. A master list of professional employees is necessary to ensure the
previous lists are accurate. The list must accurately reflect seniority, certification(s), and
subjects currently being taught. It is also important to determine if teachers are appropriately

certified to teach the courses they are teaching. Refer to the WVEIS Course Codes For

Scheduling.

The sixth list. Regardless of how well an administration performs in terms of
technical compliance with all pertinent policies and statutes in proposing recommendations to a
county board of education, such boards may be persuaded to consider an exception to what has
been recommended. In such cases it is important that the board be provided with a price tag for

making the exception. A seventh list should reflect the dollar amount that would be required if
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one or more employees were restored to their positions based upon the rejection of a
superintendent’s recommendation, The board is then in a position to consider the relative value
of the status quo in relation to required cuts in other areas of the budget. As always,

consideration should be given to fairness to other employees for which no exception is made,

10.  Lists - Service Employees

All service employees who are on the transfer list make the transfer for
subsequent assignment list, However, one exception to this rule exists. Employee who hold
contracts in excess of 200 days are entitled to bump into a position held by the least senior
employee within classification at the same level in terms of contract days, If there are no less
senior employees within classification at the same contract day level and one or more contract
days levels in excess of 200 exist, the employee is entitled to bump into a position held by a less
senior employee within classification at the next greatest level of contract days in excess of 200,
This procedure is referred to as a “Berry bump” in honor of Doris Berry, an employee of
Kanawha County Schools who prevailed on her argument, made to the West Virginia Supreme
Court of Appeals, to be awarded a position taking into account her contract days in excess of

.

200,
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CENTRAL OFFICE REORGANIZATION

While the school laws are not clear regarding reassignments and reorganizations,
there is authority for the proposition that the county superintendent may unilaterally decide not to
fill particular assistant superintendent and director positions which fall vacant by “atirition,” and
to reassign the duties of those positions to incumbent assistant superintendents and directors,

Helpful, but not determinative, statutes include W. Va. Code § 18-5-32, which
authorizes the employment by a county board of education, upon the recommendation of the
county superintendent, of assistant superintendents and “such general and special supervisors or
directors of instruction and of such other education activities as may be deemed necessary,”

Another statute, W. Va. Code § 18A-2-1, provides, in pertinent part:

Professional personnel employed as deputy, associate or assistant
superintendents by the board in offices, departments or divisions at
locations other than a school and who are directly answerable to
the superintendent shall serve at the will and pleasure of the
superintendent and may be removed by the superintendent upon
approval by the board.

It appears that the following general rules apply.

First, so long as changes in the duties of a superintendent’s subordinates do not
violate the terms of any employment contract, the superintendent may, without board approval,
“reasonably” increase or decrease the various duties of an employee, at least if “whatever is
added is within the employee’s areas of responsibilities” and if “whatever is subiracted is not
something which earlier had been specifically approved by the board for the employee upon a
superintendent’s recommendation.”

Second, the State Superintendent takes the position that the re-shuffling of duties
cannot result in a salary reduction, and it must involve persons who are certified or qualified for .
their changed duties.

Third, rearrangement of such duties cannot result in the creation of new
administrative positions unless the board approves, the position is posted, and all other
requirements for filling the new vacancy are met.

Fourth, it is the State Superintendent’s recommendation that a county
superintendent who intends to reorganize the staff should first present a new organizational chart
to the board for approval,

In some counties there are county policies which have a bearing upon the manner
in which the central office may be reorganized. Some counties also have policies which specify
an otganizational chart. Any such policies must be considered and cannot be ignored (unless
they are contrary to State law).
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Some Deadlines For County Board Personnel Actions
(Always consult appropriate statutes for details)

On July 1, 2014, the board must make available to all employees, by electronic or other means, a list of all professional
personnel employed, showing their certifications and seniority. West Virginia Code § 184-4-7a(t).

If, before August 1, 2014, the reason for an employee’s reduction in force or transfer previously approved in 2014 no
longer exists as determined by the board, the board must, with certain exceptions, rescind the action under the rules of
West Virginia Code §3 18A4-4-7a(k)(5) or 184-4-8b(k).

On or before September 2, 2014, the board must post at each school or working station current seniority lists of each
service employee classification. West Virginia Code § 184-4-8g()).

On or before September 30, 2014, if actual student enrcllment in a grade level or program, unforeseen before March 1,
2014, allows the assignment of fewer professional or service employees to or within a school under certain pupil-teacher
ratio, class size or caseload standards, the board may reassign the least senior certified or classified surplus personnel to
another grade level or program in the same school, or to another school, if needed to there comply with any such standard,
W. Va. Code § 184-2-7(e). (This is arguably a conservative version of the deadline, See the statute and Section 9 of State
Board Policy 5000 for notice and hearing requirements that precede the vote and other details.)

On or before January 15, 2015, a classroom teacher may give written notice of retirement, to take effect at the end of the
school year, so as to be paid $500 for early notification of retirement. West Virginia Code § 184-2-2(g).

On or before January 15, 2015, the board must post at each school or working station current seniority lists of each
service employee classification. Wesr Virginia Code § 184-4-8g()).

On or before March 2, 2015, a teacher or service employee may initiate termination of a continuing contract by written
resignation, to take effect at the close of the school year. West Virginia Code §§ 184-2-2(c)(1)(B) or 184-2-6,

Before March 2, 2015, a service employee’s continuing contract may be terminated by a majority vote of the full
membership of the board, to take effect at the close of the school year (as in a reduction-in-force). West Virginia Code
§ 184-2-6. (See the statute for notice and hearing requirements that precede the vote.) Note: The corresponding
deadline for teachers is “on or hefore” March 2, See below,

On or before March 2, 2015, a teacher’s continuing contract may be terminated by a majority vote of the full
membership of the board, to take effect at the close of the school year (as in a reduction-in-force). West Virginia Code
§ 184-2-2(c)(1)(4). (See the statute for notice and hearing requirements that precede the vote.) Note: The corresponding
deadline for service employees is “before” March 2, See above,

On or before March 2, 2015, the superintendent must provide written notice to professional and service employees who
are being considered for transfer. West Virginia Code § 184-2-7(a). (See the statute for time within which any statements
of reasons must then be given and any hearing requests must then be made.)

On or before April 15, 2015, the board must conduct a hearing for any employee who has requested one regarding his or
her proposed transfer, and the superintendent must furnish the board with a writien list of teachers and other employees to
be considered for transfer for the ensuing school year. West Virginia Code § 184-2-7{(a).(b). (See the statute for
requirement of subsequent notice to such employees.) '

On or before April 15, 2015, the superintendent, at a board meeting, must provide the board with a written list of all
probationary teachers and service personnel that the superintendent recommends to be rehired for the ensuing school year.
The board must act upon the superintendent’s recommendations at the same meeting. West Virginia Code § 164-2-8a.
(See the statute for requirement of subsequent notice to probationary employees not listed, and for provisions regarding
subsequent hearings.)

On or before June 30, 2015, a new or existing classroom teacher position for the 2015-2016 school year
cannot be filled under W. Va. Code § 18A-4-7a(u) (i.e., without posting, and by agreement of the board, the
teacher and the school’s principal). Section 10 of State Board Policy 5000.
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BowlesT

ATTORNEYS AT LAW

SUMMARY OF TRANSFER PROCEDURE
{See West Virginia Code § 18A-2-7 for Further Detail)

1. On or before March 1, the superintendent must provide written notice to
professional and service employees who are being considered for transfer or to be transferred.

2. Any employee who desires to protest such proposed transfer may request
in writing a statement of the reasons for the proposed transfer, in which case;

a. The statement of reasons shall be delivered to the
employee within ten calendar days of the receipt of the request.

b. Within ten days of the receipt of the statement of
reasons, the employee may make written demand upon the
superintendent for a hearing on the proposed transfer before the
county board of education.

C. The requested hearing on the proposed transfer shall
be held on or before April 15, At the hearing, the reasons for the
proposed transfer must be shown,

3. At a meeting of the board on or before April 15, the superintendent shall
furnish in writing to the board a list of teachers and other employees to be considered for transfer
and subsequent assignment for the next ensuing school year. All employees not so listed shall be
considered as reassigned to the positions or jobs held at the time of this meeting. The list of
those recommended for transfer shall be included in the minute record of such meeting.

4. Each employee so listed shall be notified in writing by certified mail,
return receipt requested, to such person’s last known address within ten days following the board
meeting. The notice shall advise the employee that he/she has been recommended for transfer
and subsequent assignment and the reasons therefor.

5. Only upon recommendation of the superintendent and by action of the

board may an employee whose name is on the list of persons to be considered for transfer and
subsequent assignment actually be transferred and assigned to a new position.
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Bowles Rice

ATTORNEYS AT LAW

SUGGESTED FORMS FOR TRANSFERRING EMPLOYEES

1.

LETTER TO BE SENT TO ALL PROFESSIONAL AND
SERVICE EMPLOYEES WHO ARE  BEING
CONSIDERED FOR TRANSFER ACTION DURING
“PERSONNEL SEASON” PURSUANT TO W. VA,
CODE § 18A-2-7(a); NOTICE OF PROPOSED
TRANSFER ACTION

LETTER TO BE SENT TO EACH SUCH EMPLOYEE
WHO REQUESTS REASONS: STATEMENT OF
REASONS FOR THE PROPOSED TRANSFER

LETTER TO BE SENT TO EACH SUCH EMPLOYEE
WHO REQUESTS A HEARING: CONFIRMING DATE
OF HEARING UPON PROPOSED TRANSFER

LETTER TO BE SENT TO EACH SUCH EMPLOYEE
WHOSE NAME IS ON THE FINAL TRANSFER LIST:
NOTICE THAT THE LIST WAS PRESENTED TO
THE BOARD
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1 LETTER TO BE SENT TO ALL PROFESSIONAL AND
SERVICE — EMPLOYEES  WHO  ARE  BEING
CONSIDERED FOR TRANSFER ACTION DURING
“PERSONNEL SEASON” PURSUANT TO W. VA. CODE
§ 184-2-7(a): NOTICE OF PROPOSED TRANSFER
ACTION

[ COUNTY BOARD OF EDUCATION
LETTERHEAD)]

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name]: -
Pursuant to Chapter 18A, Article 2, Section 7 of the Code of West
Virginia, as amended, you are hereby notified that [ am considering you for transfer or to

be transferred for the 20 - 20 school year.

Sincerely,

, Superintendent
County Schools

Enclosure: § 18A-2-7
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818A-2-7, Assignment, transfer, promotion, demotion, suspension and
recommendation of dismissal of school personnel by superintendent; preliminary
netice of transfer; hearing on the transfer; proof required.

{a) The superintendent, subject only to approval of the board, may assign,
transfer, promote, demote or suspend school personnel and recommend their dismissal
pursuant to provisions of this chapter, However, an employee shall be notified in writing .
by the superintendent on or before March 1 if he or she is being considered for transfer or
to be transferred. Only those employees whose consideration for transfer or intended
transfer is based upon known or expected circumstances which will require the transfer of
employees shall be considered for transfer or intended for transfer and the notification
shall be limited to only those employees. Any teacher or employee who desires to protest
the proposed transfer may request in writing a statement of the reasons for the proposed
transfer, The statement of reasons shall be delivered to the teacher or employee within
ten days of the receipt of the request. Within ten days of the receipt of the statement of
the reasons, the teacher or employee may make written demand upon the superintendent
for a hearing on the proposed transfer before the county board. The hearing on the
proposed transfer shall be held on or before April 15. At the hearing, the reasons for the
proposed fransfer must be shown,

{b) The superintendent at a meeting of the board on or before April 15
shall furnish in writing to the board a list of teachers and other employees to be
considered for transfer and subsequent assignment for the next ensuing scheool year, An
employee who was not provided notice and an opportunity for a hearing pursuant to
subsection (a) of this section may not be included on the list. All other teachers and
employees not so listed shall be considered as reassigned to the positions or jobs held at
the time of this meeting., The list of those recommended for transfer shall be included in
the minute record of the meeting and all those so listed shall be notified in writing, which
notice shall be delivered in writing, by certified mail, return receipt requested, to the
persons’ last known addresses within ten days following the board meeting, of their
having been so recommended for transfer and subsequent assignment and the reasons
therefor,

(¢} The superintendent’s authority to suspend school personnel shall be
temporary only pending a hearing upon charges filed by the superintendent with the
county board and the period of suspension may not exceed thirty days unless extended by
order of the board.

(d} The provisions of this section respecting hearing upon notice of
transfer is not applicable in emergency situations where the school building becomes
damaged or destroyed through an unforeseeable act and which act necessitates a transfer
of the school personnel because of the aforementioned condition of the building,

(e) Notwithstanding this section or any provision of this code, when actual
student enrollment in a grade level or program, unforeseen before March 1 of the
preceding school year, permits the assignment of fewer teachers or service personnel to
or within a school under any pupil-teacher ratio, class size or caseload standard
established in section eighteen-a, article five, chapter eighteen of this code or any policy
of the state board, the superintendent, with board approval, may reassign the surplus
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personnel to another school or to another grade level or program within the school if
needed there to comply with any such pupil-teacher ratio, class size or caseload standard.

(1) Before any reassignment may occur pursuant to this subsection, notice
shall be provided to the employee and the employee shall be provided an opportunity to
appear before the county board to state the reasons for his or her objections, if any, prior
to the board voting on the reassignment.

(2) Except as otherwise provided in subdivision (1) of this subsection, the
reassignment may be made without following the notice and hearing provisions of ihis
section, and at any time during the school year when the conditions of this subsection are
met: Provided, That the reassignment may not occur after the last day of the second
school month.

(3) A professional employee reassigned under this subsection shall be the
least senior of the surplus professional personnel who holds certification or licensure to
perform the duties at the other school or at the grade level or program within the school.

(4) A service employee reassigned under this subsection shall be the least
senior of the surplus personnel who holds the same classification or multiclassification
needed to perform the duties at the other school or at the grade level or program within
the same school.

(5) No school employee’s annual contract term, compensation or benefits
shall be changed as a result of a reassignment under this subsection,

104



2. LETTER TO BE SENT TO EACH SUCH EMPLOYEE WHO
REQUESTS REASONS: STATEMENT OF REASONS FOR
THE PROPOSED TRANSFER

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

L, 20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
matling address]

Dear [insert name]:

I am responding to your request for a statement of the reasons why you are being
considered for transfer for the 20 - 20 school year.

You are being considered for transfer because:
[Insert reasons]

West Virginia law provides that within ten days of the receipt of this statement of
reasons, you may make written demand for a hearing on the proposed transfer before the Board
of Education. The hearing will be held on or before _ .20 . At the
hearing, the reasons for the proposed transfer will be shown.

If you desire such a hearing, the Board of Education will conduct one, but only if
you deliver a written request for a hearing to my office within ten days after the day on which
you receive this notice. :

Sincerely,

, Superintendent
County Schools
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3. LETTER TO BE SENT TO FACH SUCH EMPLOYEE WHO
REQUESTS A HEARING: CONFIRMING DATE OF
HEARING UPON PROPOSED TRANSFER

COUNTY BOARD OF EDUCATION LETTERHEAD]

20

———

CERTIFIED MAIL - RETURN RECEIPT REQUESTED
AND HAND DELIVERY

[Insert employee name and
mailing address]

Dear [insert name]:

I have received your request for a hearing regarding the placement of your name
upon the list of persons to be considered for transfer for the 20 - 20 school year.

Please be advised that your hearing will be held at a meeting of the Board of
Education to be held on _, 20, beginning at __:_ _.m,, at the Board
Office at [Street Address], [City], West Virginia,

Sincerely,

, Superintendent
County Schools
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4. LETTER TO BE SENT TO EACH SUCH EMPLOYEE WHOSE
NAME IS ON THE FINAL TRANSFER LIST: NOTICE THAT
THE LIST WAS PRESENTED TO THE BOARD

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

, 20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name]:

Pursuant to Chapter 18A, Article 2, Section 7 of the Code of West Virginia, as

amended, you are hereby notified that at a meeting of the Board of Education of the County of
held on _, 20, your name was presented to the

Board by the Superintendent and you were recommended by the Superintendent to be considered
for transfer and subsequent assignment for the 20 - 20 school year for the following reasons:

[Insert reasons])

When the final recommendation for your assignment for the 20 - 20 school
year is made by the Superintendent and approved by the Board, you will be notified.

Sincerely,

, Superintendent
County Schools
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Bowle

ATTORNEYS AT LAW

SUMMARY OF “LACK OF NEED” DISMISSAL PROCEDURE
{See West Virginia Code §§ 18A-2-2 and 18A-2-6 for Details)

1. Well before the first day of March, each affected employee shall first
receive written notice by certified mail, return receipt requested, advising the employee that the
superintendent intends to ask the board of education, before the first day of March, to terminate
the employee’s contract at the close of the school year. The notice must state the reasons for the
superintendent’s proposal and extend to the employee an opportunity to be heard at a meeting of
the board prior to the board’s action on the recommendation.

2. Before March 1, the board of education must conduct a dismissal hearing
for each service employee who takes advantage of the opportunity to be heard.

3 On or before March 1, the board of education must conduct a dismissal
hearing for each professional employee who takes advantage of the opportunity to be heard,

4, A service employee’s contract may thereafter be terminated under this
procedure only by a majority vote of the full membership of the board before March 1.

5. A professional employee’s contract may thereafter be terminated under
this procedure only by a majority vote of the full membership of the board on or before March 1.
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1A.

1B.

ATTORNEYS AT LAW

SUGGESTED FORMS FOR
TERMINATING EMPLOYMENT CONTRACTS
(OTHER THAN FOR CAUSE)

LETTER TO BE SENT TO EACH CONTINUING
CONTRACT PROFESSIONAL EMPLOYEE WHO IS
SUBJECT TO TERMINATION: NOTICE OF
PROPOSED TERMINATION OF CONTRACT (THIS
LETTER MAY ADVISEDLY ALSO BE SENT TO EACH
PROBATIONARY PROFESSIONAL EMPLOYEE WHOSE
RELFASE WILL BE RECOMMENDED DUE TO A
REDUCTION IN FORCE, BUT EACH SUCH EMPLOYEE
SHOULD ALSO BE PROCESSED AGAIN LATER UNDER
THE  PROCEDURE FOR  NON-RENEWAL  OF
PROBATIONARY CONTRACT)

LETTER TO BE SENT TO EACH CONTINUING
CONTRACT SERVICE EMPLOYEE WHO IS SUBJECT
TO TERMINATION: NOTICE OF PROPOSED
TERMINATION OF CONTRACT (THIS LETTER MAY
ADVISEDLY ALSO BE SENT TO EACH PROBATIONARY
SERVICE EMPLOYEE WHOSE RELEASE WILL BE
RECOMMENDED DUE TO A REDUCTION IN FORCE,
BUT EACH SUCH EMPLOYEE SHOULD ALSO BE
PROCESSED AGAIN LATER UNDER THE PROCEDURE
FOR NON-RENEWAL OF PROBATIONARY CONTRACT)

LETTER TO BE SENT TO EACH EMPLOYEE WHO
REQUESTS A  PRE-TERMINATION HEARING:
CONFIRMING DATE OF HEARING UPON
PROPOSED RELEASE

LETTER TO BE SENT TO EACH TERMINATED

EMPLOYEE: CONFIRMING THAT CONTRACT
HAS BEEN TERMINATED
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14, LETTER TO BE SENT TO EACH CONTINUING CONTRACT
PROFESSIONAL, EMPLOYEE WHO IS SUBJECT TO
TERMINATION: NOTICE OF PROPOSED TERMINATION
OF CONTRACT

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

20

—_—

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name]:

Pursuant to Chapter 18A, Article 2, Section 2 of the Code of West Virginia, as
amended, you are hereby notified that at a meeting of the Board of Education of the County of
to be held at the Board Office at [Street Address], [City], West
Virginia, at _ : _.m. on _»20__, I will recommend to the Board that your
contract of employment be terminated at the close of the 20 - 20 school year, for the
following reasons:

[Insert reasons]

Chapter 18A, Article 2, Section 2 of the Code of West Virginia, as amended,
provides that you shall be extended the opportunity to be heard at a meeting of the Board prior to
the Board’s acticn on my recommendation. If you wish to be heard by the Board, please deliver
a written request for a hearing to my office no laterthan __ :  .m. on _,20
in which case a hearing will be scheduled for

Sincerely,

, Superintendent
County Schools

Enclosure: § 18A-2-2
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§ 18A-2-2. Employment of teachers; contracts; continuing contract status; how terminated;
dismissal for lack of need; released time; failure of teacher to perform contract or violation
thereof; written notice bonus for teachers and professional personnel.

(a) Before entering upon their duties, all teachers shall execute a contract with
their county boards, which shall state the salary to be paid and shall be in the form prescribed by
the state superintendent. Each contract shall be signed by the teacher and by the president and
secretary of the county board and shall be filed, together with the certificate of the teacher, by the
secretary of the office of the county board: Provided That when necessary to facilitate the
employment of employable professional personnel and prospective and recent graduates of
teacher education programs who have not yet attained certification, the contract may be signed
upon the condition that the certificate is issued to the employee prior to the beginning of the
employment term in which the employee enters upon his or her duties,

(b) Each teacher's contract, under this section, shall be designated as a
probationary or continuing contract. A probationary teacher’s contract shall be for a term of not
less than one nor more than three years, one of which shall be for completion of a beginning
teacher internship pursuant to the provistons of section two-b, article three of this chapter, if
applicable. If, after three years of such employment, the teacher who holds a professional
certificate, based on af least a bachelor's degree, has met the qualifications for a bachelor’s
degree and the county board enter into a new contract of employment, it shall be a continuing
contract, subject to the following:

(1) Any teacher holding a valid certificate with less than a bachelor's degree who
is employed in a county beyond the three-year probationary period shall upon qualifying for the
professional certificate based upon a bachelor's degree, if reemployed, be granted continuing
contract status; and

(2) A teacher holding continuing contract status with one county shall be granted
continuing contract status with any other county upon completion of one year of acceptable
employment if the employment is during the next succeeding school year or immediately
following an approved leave of absence extending no more than one year.

{c) The continuing contract of any teacher shall remain in full force and effect
except as modified by mutual consent of the school boarcl and the teacher, unless and until
terminated, subject to the following:

(1) A continuing contract may not be terminated except:

(A) By a majority vote of the full membership of the county board on or before
March 1 of the then current year, after written notice, served upon the teacher, return receipt
requested, stating cause or causes and an opportunity to be heard at a meeting of the board prior
to the board's action on the termination issue; or

(B) By written resignation of the teacher on or before March 1 to initiate
termination of a continuing contract;
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(2) The termination shall take effect at the close of the school year in which the
contract is terminated;

(3) The contract may be terminated at any time by mutual consent of the school
board and the teacher;

(4) This section does not affect the powers of the school board to suspend or
dismiss a principal or teacher pursuant to section eight of this article;

(5) A continuing contract for any teacher holding a certificate valid for more than
one year and in full force and effect during the school year 1984-1985 shall remain in full force
and effect;

(6) A continuing contract does not operate to prevent a teacher's dismissal based
upon the lack of need for the teacher’s services pursuant to the provisions of law relating 1o the
allocation to teachers and pupil-teacher ratios. The written notification of teachers being
considered for dismissal for lack of need shall be limited to only those teachers whose
consideration for dismissal is based upon known or expected circumstances which will require
dismissal for lack of need. An employee who was not provided notice and an opportunity for a
hearing pursuant to this subsection may not be included on the list. In case of dismissal for lack
of need, a dismissed teacher shall be placed upon a preferred list in the order of their length of
service with that board. No teacher may be employed by the board until each qualified teacher
upon the preferred list, in order, has been offered the opportunity for reemployment in a position
for which he or she is qualified, not including a teacher who has accepted a teaching position
elsewhere. The reemployment shall be upon a teacher's preexisting continuing contract and has
the same effect as though the contract had been suspended during the time the teacher was not
employed,

(d) In the assignment of position or duties of a teacher under a continuing
contract, the board may provide for released time of a teacher for any special professional or
governmental assignment without jeopardizing the contractual rights of the teacher or any other
rights, privileges or benefits under the provisions of this chapter, Released time shall be provided
for any professional educator while serving as a member of the Legislature during any duly
constituted session of that body and its interim and statutory committees and commissions
without jeopardizing his or her contractual rights or any other rights, privileges, benefits or
accrual of experience for placement on the state minimum salary schedule in the following
school year under the provisions of this chapter, board policy and law.

(e) Any teacher who fails to fulfill his or her contract with the board, unless
prevented from doing so by personal illness or other just cause or unless released from his or her
contract by the board, or who violates any lawful provision of the contract, is disqualified to
teach in any other public school in the state for a period of the next ensuing school year and the
State Department of Education or board may hold all papers and credentials of the teacher on file
for a period of one year for the violation: Provided, That marriage of a teacher is not considered
a failure to fulfill, or violation of, the contract,

(f) Any classroom teacher, as defined in section one, article one of this chapter,
who desires to resign employment with a county board or request a leave of absence, the
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resignation or leave of absence to become effective on or before July 15 of the same year and
after completion of the employment term, may do so at any time during the school year by
written notification of the resignation or leave of absence and any notification received by a
county board shall automatically extend the teachet's public employee insurance coverage until
August 31 of the same year.

(g) (1) A classroom teacher who gives written notice to the county board on or
before January 15 of the school year of his or her retirement from employment with the board at
the conclusion of the school year shall be paid $500 from the Early Notification of Retirement
line item established for the Department of Education for this purpose, subject to appropriation
by the Legislature. If the appropriations to the Department of Education for this purpose are
insufficient to compensate all applicable teachers, the Department of Education shall request a
supplemental appropriation in an amount sufficient to compensate all such teachers.
Additionally, if funds are still insufficient to compensate all applicable teachers, the priority of
payment is for teachers who give written notice the earliest. This payment shall not be counted as
part of the final average salary for the purpose of calculating retirement,

(2) The position of a classroom teacher providing written notice of retirement
pursuant to this subsection may be considered vacant and the county board may immediately
post the position as an opening to be filled at the conclusion of the school year, If a teacher has
been hired to fill the position of a retiring classroom teacher prior to the start of the next school
year, the retiring classroom teacher is disqualified from continuing his or her employment in that
position. However, the retiring classroom teacher may be permitted to continue his or her
employment in that position and forfeit the early retirement notification payment if, after giving
notice of retirement in accordance with this subsection, he or she becomes subject to a significant
unforeseen financial hardship, including a hardship caused by the death or illness of an
immediate family member or loss of employment of a spouse. Other significant unforeseen
financial hardships shall be determined by the county superintendent on a case-by-case basis.
This subsection does not prohibit a county school board from eliminating the position of a
retiring classroom teacher,
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iB. LETTER TO BE SENT TO EACH CONTINUING CONTRACT SERVICE
EMPLOYEE WHO IS SUBJECT TO TERMINATION: NOTICE OF PROPOSED
TERMINATION OF CONTRACT

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

20

-t J—

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name]:

Pursuant to Chapter 18A, Article 2, Section 6 of the Code of West Virginia, as
amended, you are hereby notified that at a meeting of the Board of Education of the County of
to be held at the Board Office at [Street Address], [City], West Virginia,
at _: .m, on _,20__, I will recommend to the Board that your
contract of employment be terminated at the close of the 20__ - 20__ school year, and that your
name be placed upon a preferred recall list, for the following reasons:

[Insert reasons]

Chapter 18A, Article 2, Section 6 of the Code of West Virginia, as amended,
provides that you shall be extended the opportunity to be heard at a meeting of the Board prior to
the Board’s action on my recommendation. If you wish to be heard by the Board, please deliver
a written request for a hearing to my office no later than _: . m. on
_ ,20__, in which case a hearing will be scheduled for

Sincerely,

, Superintendent
County Schools

Enclosure: § 18A-2-6

114



§ 18A-2-6, Continuing contract status for service personnel; termination.

After three years of acceptable employment, each service personnel employee
who enters into a new contract of employment with the board shall be granted continuing
contract status: Provided, That a service personnel employee holding continuing contract status
with one county shall be granted continuing contract status with any other county upon
completion of one year of acceptable employment if such employment is during the next
succeeding school year or immediately following an approved leave of absence extending no
more than one year, The continuing contract of any such employee shall remain in full force and
effect except as modified by mutual consent of the school board and the employee, unless and
until terminated with written notice, stating cause or causes, to the employee, by a majority vote
of the full membership of the board before March 1 of the then current year, or by writien
resignation of the employee on or before that date. The affected employee has the right of a
hearing before the board, if requested, before final action is taken by the board upon the
termination of such employment.

Those employees who have completed three years of acceptable employment as
of the effective date of this legislation shall be granted continuing contract status,
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2. LETTER TO BE SENT TO EACH SUCH EMPLOYEE WHQ REQUESTS A PRE-
TERMINATION HEARING: CONFIRMING DATE OF HEARING UPON PROPOSED
RELEASE

[ COUNTY BOARD OF EDUCATION LETTERHEAD]
20

3

CERTIFIED MAIL - RETURN RECEIPT REQUESTED
AND HAND DELIVERY

[Insert employee name and
mailing address]

Dear [insert name):

I have received your request for a hearing regarding the recommendation that
your contract of employment be terminated at the end of the 20 - 20 school year,

Please be advised that your hearing will be held at a meeting of the Board of
Education to be held on _» 20 , beginning at _:  .m.,, at the Board
Office at [Street Address], [City], West Virginia,

Sincerely,

, Superintendent
County Schools
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3. LETTER TO BE SENT TO EACH TERMINATED EMPLOYEE:
CONFIRMING THAT CONTRACT  HAS BEEN
TERMINATED

[ COUNTY BOARD OF EDUCATION LETTERHEAD)]

, 20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name]:

Please be advised that the Board of Education of the County of
, meeting on , 20__, voted to terminate your
employment contract at the end of the 20___ - 20__ school year.

Your name will be placed on a preferred recall list in accordance with West
Virginia law.

Sincerely,

, Superintendent
County Schools
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ATTORNEYS AT LAW

SUMMARY OF PROCEDURE FOR THE
NON-REHIRING OF PROBATIONARY PERSONNEL
(See West Virginia Code § 18A-2-8a)

1. At a meeting of the board on or before April 15, the superintendent shall
provide in writing to the board a list of all probationary employees that he recommends to be
rehired for the next ensuing school year. The board shall act upon the superintendent’s
recommendations at that meeting,.

2. Any probationary employee who is not rehired by the board at that meeting
shall be notified in writing, by certified mail, return receipt requested, to such person’s last
known address within ten days following the board meeting, of their not having been rehired or
not having been rehired or not having been recommended for rehiring.

3. Within ten calendar days after receiving the written notice, any probationary
employee may request a statement of the reasons for not having been rehired and may request a
hearing before the board of education. Any such hearing shall be held at the next regularly
scheduled board of education meeting or al a special meeting of the board called within 30
calendar days of the request for the hearing. At the hearing, the reasons for the non-rehiring
must be shown,
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ATTORNEYS AT AW

SUGGESTED FORMS FOR
NON-RENEWING PROBATIONARY CONTRACTS

LETTER TO BE SENT TO EACH PROBATIONARY
EMPLOYEE WHO IS TO BE NON-RENEWED:
NOTICE OF NON-RENEWAL RECOMMENDATION

LETTER TO BE SENT TO EACH EMPLOYEE WHO
REQUESTS REASONS FOR NON-RENEWAL:
STATEMENT OF REASONS FOR NON-RENEWAL

LETTER TO BE SENT TO EACH EMPLOYEE WHO
REQUESTS A NON-RENEWAL HEARING:
CONFIRMING DATE OF HEARING UPON NON-
RENEWAL OF PROBATIONARY CONTRACT

POST-HEARING LETTER TO BE SENT TO
PROBATIONARY EMPLOYEES WHO REQUEST AND
RECEIVE A HEARING; BOARD VOTE TO RENEW
OR NOT TO RENEW CONTRACT
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I LETTER TO BE SENT TO EACH PROBATIONARY EMPLOYEE
WHO IS TO BE NON-RENEWED: NOTICE OF NON-
RENEWAL RECOMMENDATION

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

.20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name]:

Please be advised that, at a meeting of the Board of Education of the County of
held on _ 5, 20__, I provided in writing to the
Board a list of all probationary employees that I recommend to be rehired for the 20 - 20
school year. Your name was not on the list.

This notice is being sent to you as required by Chapter 18A, Article 2, Section 8a
of the Code of West Virginia, as amended.

Sincerely,

, Superintendent
County Schools

Enclosure: § 18A-2-8a
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B
Bowles Rice

ATTORNEYS AT LAW
§ 18A-2-8a. Notice to probationary personnel of rehiring or nonrehiring; hearing,

The superintendent at a meeting of the board on or before April 15 of each year
shall provide in writing to the board a list of all probationary teachers that he or she recommends
to be rehired for the next ensuing school year. The board shall act upon the superintendent's
recommendations at that meeting in accordance with section one of this article, The board at this
same meeting shall also act upon the retention of other probationary employees as provided in
sections two and five of this article. Any such probationary teacher or other probationary
employee who is not rehired by the board at that meeting shall be notified in writing, by certified
mail, return receipt requested, to such persons' last known addresses within ten days following
said board meeting, of their not having been rehired or not having been recommended for
rehiring.

Any probationary teacher who receives notice that he or she has not been
recommended for rehiring or other probationary employee who has not been reemployed may
within ten days after receiving the written notice request a statement of the reasons for not
having been rehired and may request a hearing before the board, The hearing shall be held at the
next regularly scheduled board of education meeting or a special meeting of the board called
within thirty days of the request for hearing. At the hearing, the reasons for the nonrehiring must
be shown.
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ATTORNEYS AT LAW

2, LETTER TO BE SENT TO EACH EMPLOYEE WHO REQUESTS REASONS FOR
NON-RENEWAL: STATEMENT OF REASONS FOR NON-RENEWAL

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

, 20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address]

Dear [insert name];

I am responding to your request for a statement of the reasons why you are not
being rehired for the school year 20 -20 .

You are not being rehired for the school year 20___- 20__ because:
[Insert reasons]

West Virginia law provides that you may request a hearing before the Board and
that the hearing shall be held at the next regularly scheduled board of education meeting or a
special meeting of the Board called within thirty days of the request for a hearing., If you desire
such a hearing, the Board of Education will conduct one, but only if you deliver a written request
for a hearing to my office in sufficient time for the Board to accommodate the request.

Sincerely,

, Superintendent
County Schools
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Bowles

ATTORNEYS AT LAW

3. LETTER TO BE SENT TO EACH EMPLOYEE WHO REQUESTS
A NON-RENEWAL HEARING: CONFIRMING DATE OF
HEARING UPON NON-RENEWAL OF PROBATIONARY
CONTRACT

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

.20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED
AND HAND DELIVERY

[Insert employee name and
mailing address]

Dear [insert name]:

I have received your request for a hearing regarding the non-renewal of your
probationary contract of employment for the 20 - 20 school year.

Please be advised that your hearing will be held at a meeting of the Board of
Education to be held on _ 20, beginningat :  .m.,, at the Board
Office at [Street Address], [City], West Virginia,

Sincerely,

, Superintendent
County Schools
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ATTORNEYS AT LAW

4. POST-HEARING LETTER TO BE SENT TO PROBATIONARY
EMPLOYEES WHO REQUEST AND RECEIVE A HEARING:
BOARD VOTE TO RENEW OR NOT TO RENEW CONTRACT

[ COUNTY BOARD OF EDUCATION LETTERHEAD]

, 20

CERTIFIED MAIL - RETURN RECEIPT REQUESTED

[Insert employee name and
mailing address)

Dear [insert name]:

Please be advised that following your hearing on
__» 20__, the Board of Education of the County of
(choose one) [voted to renew] [voted not to renew] your
probationary contract for the 20 - 20__ school year,

Sincerely,

, Superintendent
County Schools
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ATTORNEYS AT LAW

BASIC QUTLINE OF A PERSONNEL HEARING

Chairperson calls meeting to order and tests recording equipment.

A decision is made on whether the hearing will be in open or closed session,

Chairperson summarizes procedure to be followed., The board resolves any procedural
problems and any objections to proceeding with the hearing. Upon request, witnesses
{other than the parties) may be sequestered.

The administration’s representative is given an opportunity to make an opening
statement.

The employee’s representative is given an opportunity to make an opening statement.

The administration puts on its evidence,

1.
2.

10.

11,

The administration’s first witness is sworn,

The administration’s representative questions the witness. The administration
may introduce documents into evidence through the witness.

The employee’s representative cross-examines the witness.
The administration’s representative conducts redirect examination of the witness.

The employee’s representative is given an opportunity to recross-examine the
witness,

Board members are given an opportunity to ask questions,

The administration’s representative is given an opportunity to ask any additional
questions of the witness occasioned by board member questions.

The employee’s representative is given an opportunity to ask any additional
questions of the wiiness occasioned by board member questions.

The witness is excused.
The administration’s next witness is called and the process repeats.

The administration’s representative rests its case,
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ATTORNEYS AT LAW

G. The employee’s representative puts on his or her evidence.

1.

The employee’s first witness is sworn.

2. The employee’s representative questions the witness. The employee may
infreduce documents into evidence through the witness.
3. The administration’s representative cross-examines the witness.
4. The employee’s representative conducts redirect examination of the witness.
3. The administration’s representative is given an opportunity to recross-examine the
witness.
6. Board members are given an opportunity to ask questions.
7. The employee’s representative is given an opportunity to ask any additional
questions of the witness occasioned by board member questions.
8. The administration’s representative is given an opportunity to ask any additional
questions of the witness occasioned by board member questions,
9, The witness is excused.
10,  The employee’s next witness is called and the process repeats.
11, The employee’s representative rests his or her case.
H. The administration’s representative is given an opportunity to put on rebuttal evidence.
L. The employee’s representative is given the opportunity to put on any evidence in

response to the administration’s rebuttal evidence,

bl

The administration’s representative is given the opportunity to make a closing statement.

The employee’s representative is given the opportunity to make a closing statement.

K
L. The board withdraws to deliberate privately.
M

The board comes back into open session. It either then or later makes a decision
(depending upon the nature of the hearing and pertinent statutory deadlines).

NOTE:In grievance hearings, the order of presentations is reversed, with the employee going
first and the administration last. The board must also issue written findings of fact and
conclusions of law in support of its decision on a grievance.

126



Bowles

ATTORNEYS AT LAW

PROCEDURE TO BE FOLLOWED BY A COUNTY BOARD OF EDUCATION
TO PROPERLY CONVENE AN EXECUTIVE SESSION
TO CONDUCT A PERSONNEL HEARING

BOARD MEMBER #1: “I move that we go into executive session to conduct a
(termination/transfer/nonrenewal) hearing requested by an employee,”

BOARD MEMBER #2: “I second the motion,”

BOARD PRESIDENT: “It has been moved and seconded that we go into executive session to
conduct a (termination/transfer/nonrenewal) hearing requested by an employee. Is there any
discussion?”

BOARD PRESIDENT (following any discussion): “Are you ready for the question?” [Pause.]
“The question is on the motion that we go into executive session to conduct a
(termination/transfer/nonrenewal) hearing requested by an employee. All in favor, say yes. All
opposed, say no.”

(If the motion is adopted by a majority affirmative vote of the members present) BOARD
PRESIDENT (in a voice audible to all in attendance at the meeting): “The motion is adopted.
We will now go into executive session to conduct a (termination/transfer/nonrenewal) hearing
requested by an employee.”

(If the motion is not adopted by a majority affirmative vote of the members presenty BOARD
PRESIDENT: “The motion fails.” '
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TITLE 126
LEGISLATIVE RULE
BOARD OF EDUCATION

SERIES 126
Procedures for Designated Hiring and Transfer of School Personnel (5000)

§126-126-1. General,

1.1. Scope. - This legislative rule sets forth general hiring criteria for classroom teachers, establishes
processes that a faculty senate may adopt when making hiring recommendations for classroom teachers,
clarifies certain transfer procedures, and outlines the roles of the principal, county superintendent, and
county board of educatton in the limited hiring and transfer procedures set forth herein.

1.2. Authority. - W. Va. Constitution, Article XII, §2 and W. Va. Code §§18-2-5, 18-5A-5,
18A-2-1, 18A-2-7, and 18A-4-7a.

1.3. Filing Date, - August 16, 2013,
1.4, Effective Date. - September 16, 2013,

1.5. Repeal of Former Rule, - This legislative rule amends W, Va, 126CSR126, West Virginia
Board of Education Policy 5000, Procedures for Designated Hiring and Transfer of School Personnel,
filed July 17, 2013, and effective July 17, 2013,

§126-126-2, Purpose.

2.1 The purpose of this rule is to set forth general hiring criteria for classroom teachers, establish
processes that a faculty senate may adopt when making hiring recommendations for classroom teachers,
clarify certain transfer procedures, and outline the roles of the principal, county superintendent, and
county board of education in the limited hiring and transfer procedures set forth herein, Utilization of
these processes and procedures will provide teachers and principals with the ability to have a significant
voice in determining the makeup of their school communities and will provide counties with flexibility in
staffing schools to meet changing needs and enrollment.

§126-126-3. Application.

3.1. These regulations apply to the filling of vacancies for classroom teachers and the transfers of
employees by county boards of education in the limited instances set forth herein and is not a
comprehensive hiring manval for all public school employees.

§126-126-4. Definitions.
4.1, County board of education - Pursuant to W. Va. Code §18-5-1, the body charged with the
supervision and conirol of a county board school district, which is composed of five members, nominated

and elected by the voters of the respective county.

4.2. Classroom teacher - A professional educator who has a direct instructional or counseling
relationship with students and who spends the majority of his or her time in this capacity.

4.3, Classroom teaching position - A position posted pursuant to W, Va. Code §18A-4-7a to fill a
vacancy for a professional educator who has a direct instructional or counseling relationship with students
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and who spends the majority of his or her time in this capacity.

4.4. Faculty senate - As provided by W. Va. Code §18-5A-5, a facuity senate consists of all
permanent, full-time professional educators employed at the school,

4.5. Permanently employed instructional personnel - Professional educators who are employed by a
county board of education under either a probationary or continuing contract of employment and who, as
part of their employment, have instructional duties,

4.6. Principal - A professional educator employed pursuant to W, Va. Code §18A-2-9 who has
administrative and instructional supervisory responsibility for the planning, management, operation and
evaluation of the total educational program of the school or schools to which he or she is assigned.

4,7.  Service employee - Service person, service personnel, or service employee means any
nonteaching school employee who is not included in the meaning of teacher as defined W, Va. Code §18-
I-1 and who serves the school or schools as a whole in a nonprofessional capacity including such areas as
secretarial, custodial, maintenance, transportation, school lunch and aides.

§126-126-5. Roles and Responsibilities.

5.1. Among the other roles and responsibilities assigned to the following individuals and entities by
operation of statute or West Virginia Board of Education [WVBE] policy, for purposes of this policy, the
following individuals and entities shall exercise the roles and responsibilities set forth below,

5.1.a. West Virginia Department of Education [WVDE] - The WVDE shall designate or approve
an interview training tool(s) which shall be completed by a faculty senate member and principal prior to
his or her participation in an interview. The targeted duration of the training is one hour.

5.1.b. County Board of Education - The county board of education shall make decisions affecting
the filling of vacancies in professional positions of employment other than the county superintendent on
the basis of the applicant with the highest qualifications as set forth in statute and in this policy.

5.1.c. Superintendent - The superintendent shall receive hiring recommendations for classroom
teaching positions from principals and faculty senates and shall nominate and recommend applicants to
the county board of education. The superintendent may, at his or her discretion, conduct interviews of
applicants for vacancies in addition to any interview conducted by the principal and faculty senate hiring
committee, single designee, or faculty senate chair,

5.1.d. Principal - The principal shall submit recommendations to the superintendent regarding the
appointment, assignment, promotion, transfer and dismissal of all personnel assigned to the school or
schools under said principal's control. Such recommendation shall be submitted in writing as prescribed
by the superintendent. Additionally, the principal shall receive hiring recommendations from the faculty
senate at his or her school as provided in this policy and shall submit those recommendations in writing as
prescribed by the superintendent. In the event that a principal is unable to submit hiring recommendations
or receive hiring recommendations from the faculty senate as set forth in this policy due to illness or
absence, the assistant principal shall submit hiring recommendations, If there is no assistant principal,
the superintendent shall assign a designee to carry out the role of the principal, In the event that a
principal is unable to submit hiring recommendations or receive hiring recommendations from the faculty
senate due to a conflict as set forth in W, Va, Code §18A-2-1(a)(2), the superintendent shall assign a
designee from the central office to carry out the role of the principal. Whenever possible, the designee
from the central office shall be a coordinator in the same programmatic level as the position to be filled. If
it is not possible or practical to designate a coordinator from the same programmatic level, the
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recommendation of the designee shall not be invalidated or be the basis for objection by any prospective
employee or any other person, If a principal or his or her designated replacement does not participate in
the hiring process as set forth in this policy for a particular vacancy, the right of the principal to submit
recommendations regarding employment is forfeited for that vacancy, However, if a principal or his or
her designated replacement does not participate in the hiring process as set forth in this policy, the
principal or his or her designee must still receive any hiring recommendation made by the faculty senate
and transmit that recommendation to the superintendent. A forfeiture of the principal’s right fo submit a
hiring recommendation shall not be the basis for objection by any prospective employee or any other
personn.

5.1.e. Faculty Senates - Faculty senates may choose one of the options set forth in this policy as a
mechanism by which to make hiring recommendations to the school principal. If a faculty senate does not
participate in the hiring process as set forth in this policy for a particular vacancy, the right of the faculty
senate to submit recommendations regarding employment is forfeited for that vacancy. A forfeiture of the
faculty senate’s right to submit a hiring recommendation shall not be the basis for objection by any
prospective employee or any other person.

§126-126-6. Criteria for Hiring Classroom Teachers,

6.1. A county board of education shall make decisions affecting the filling of vacancies for classroom
teachers on the basis of the applicant with the highest qualifications.

6.2. In judging qualifications for the filling of vacancies for classroom teachers, consideration shall
be given to each of the following;

6.2.a. Appropriate certification, licensure or both;

6.2.b, Amount of experience relevant to the position or, in the case of a classroom teaching
position, the amount of teaching experience in the required certification area;

6.2.c. The amount of course work, degree level or both in the relevant field and degree level
generally;

6.2.d. Academic achievement;

6.2.e, In the case of a classroom teaching position or the position of principal, certification by the
National Board for Professional Teaching Standards;

6.2.f. Specialized training relevant to the performance of the duties of the job;

6.2.g. Past performance evaluations conducted pursuant to W. Va, Code §§18A-2-12 and 18A-
3C-2 or, in the case of a classroom teacher, past evaluations of the applicant’s performance in the
teaching profession as a certified educator;

6.2.h. Seniority;

6.2.i. Other measures or indicators upon which the relative qualifications of the applicant may
fairty be judged;

6.2,j. The recommendation, if any, of the principal of the school at which the applicant will be
performing a majority of his or her duties; and
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6.2.k. The recommendation, if any, resulting from the process established by the faculty senate of
the school at which the employee will be performing a majority of his or her duties,

6.3. If one or more permanently employed instructional personnel apply for a classroom teaching
position and meet the standards set forth in the job posting, each criterion under section 6.2 shall be given
equal weight except that the criterion in subdivisions 6.2,j and 6.2,k shall each be double weighted, This
shall apply when the faculty senate and the principal do not agree on a recommendation, when either the
faculty senate or principal forfeit or cannot make a recommendation, or when the superintendent does not
concur with the recommendation of the principal and the faculty senate,

6.4. For a classroom teaching position, if the recommendations resulting from the operations of
sections 6.2,) and 6.2.k are for the same applicant, and the superintendent concurs with that
recommendation, then the other provisions of sections 6.2 and 6.3 do not apply and the county board shall
appoint that applicant notwithstanding any other provision of this policy to the contrary,

6.5. Recommendations made pursuant to sections 6.2,j and 6.2k shall be made based on a
determination as to which of the applicants is the highest qualified for the position. When making
recommendations, principals and faculty senates shall consider each criterion listed in sections 6.2.a,
through 6.2.i. Neither principals nor faculty senates are required to assign any amount of weight to any
factor. Principals and faculty senate chairs or single designees shall complete the applicable hiring
recommendation forms (See Appendices A and B) and shall submit a completed form as documentation
of the recommendation, Other than the recommendation form, no other matrix or documentation of the
selection shall be required,

6.6. Any professional educator who is employed within the public school system of this state shall
hold a valid teaching certificate licensing him or her to teach in the specializations and grade levels shown
on the certificate for the period of his or her employment.

6.7. As provided in W. Va. Code §18-5A-5(b)}(2), the processes and procedures set forth in this policy
are designed to be effective and consistent among schools and counties and are designed io avoid
litigation or grievance, To that end, this policy is designed to allow teachers to be meaningfully involved
in the hiring recommendation process in an open and honest manner without fear of reprisal, retaliation or
coercion and to minimize lost instructional time and classroom disruption.

6.8. These criteria shall be utilized in making hiring decisions for any classroom teacher hired on or
after July 1, 2013.

§126-126-7. Faculty Senate Recommendation Process.

7.1. A faculty senate may establish a process for members to interview or otherwise obtain
information regarding applicants for classroom teaching vacancies that will enable the faculty senate to
submit recommendations regarding employment to the principal. A faculty senate wishing to submit
hiring recommendations to the principal shall utilize one of theé processes set forth below, These processes
and procedures are designed to be effective and consistent among schools and counties and are designed
to avoid litigation or grievance, At the conclusion of each school semester a faculty senate may vote to
change its adopted process for the next ensuing semester. Additionally, if a faculty senate desires to make
hiring recommendations over the summer break, it may use the process then in place, if any, ot it may
vote to adopt a different process to be used only during the summer break. Nothing herein shall be
construed to require a faculty senate to participate in the recommendation process, however, failure to
participate as provided below will cause the right of the faculty senate to make employment
recommendations to be forfeited.
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7.1.a. Hiring Committee

7.1.a.1. The majority of the faculty senate may elect a committee, including a committee
chair, which will be responsible for making hiring recommendations regarding classroom teachers.
Committees and chairs shall be elected by the faculty senate according to one of the following models:

7.1.a.1.A, Three individuals, which shall include a chair, elected by the majority of the
members of the faculty senate; or

7.1.a.1.B. Not less than seven nor more than eleven individuals, which shall inctude a
chair, elected by a majority of the faculty senate,

7.1.a.1.B.1. When electing the committee members the faculty senate should give
consideration to selecting individuals who represent the spectrum of curriculum and content areas taught
at the school, provided that the failure of the faculty senate to select individuals who represent the
spectrum of cutriculum and content areas at the school shall not invalidate their election or any
subsequent recommendation they render.

7.1.a.1. B2, When utilizing this option, the committee chair shall select three
members from the larger committee to form a panel which will make a recommendation for each
classroom teacher to be hired. The selection of the three members shall be based, as far as is practical, on
the subject matter to be taught by the teacher to be hired as determined on a case by case basis. The
failure of the committee chair to select three members based on the subject matter to be taught by the new
teacher will not invalidate the faculty senate’s selection or be the basis for objection by any prospective
employee or any other person. The committee chair shall be responsible for ensuring that the hiring
recommendation made by the three person panel is delivered to the principal in a timely manner.

7.1.b. Single Designee

7.1.b.1.  The majority of the faculty senate may elect a single designee who will be
responsible for making hiring recommendations regarding classroom teachers. In choosing the single
designee model, the faculty senate shall select one of the following options:

7.1.b.1.A. The single designee shall have the discretion to ask up to two other faculty
senate members to assist him or her in reviewing relevant application materials or interviewing applicants
at his or her discretion. The selection of assistants by the single designee shall be based, as far as is
practical, on the subject matter to be taught by the teacher to be hired as determined on a case by case
basis. The additional faculty senate members must have completed the WVDE designated or approved
interview training prior to assisting the single designee. Failure of the single designee to select additional
faculty senate members to assist him or her in rendering a recommendation will not invalidate the
designee’s recommendation or be the basis for objection by any prospective employee or any other
person, The single designee shall be responsible for ensuring that the recommendation is delivered to the
principal in a timely manner,

7.1.b.1.B. The single designee shall ask up to two other faculty senate members to assist
in reviewing relevant application materials or interviewing applicants at the designee’s discretion, The
selection of assistants by the single designee shall be based, as far as is practical, on the subject matter to
be taught by the teacher to be hired as determined on a case by case basis. The additional faculty senate
tmembers must have completed the WVDE designated or approved interview training prior to assisting the
single designee. Failure of the single designee to select additional faculty senate members to assist him or
her in rendering a recommendation shall invalidate the designee’s recommendation. The single designee
shall be responsible for ensuring that the recommendation is delivered to the principal in a timely manner.
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7.2, For purposes of considering and making hiring recommendations, the following rules shall apply
to faculty senates:

7.2.a. The principal will notify the chair of the hiring committee or the single designee in writing
when the list of candidates meeting the minimum qualifications listed in the job posting for a classroom
teaching position is final and will provide the chair of the hiring commiitee or the single designee with a
list of the candidates and relevant application materials. A faculty senate may, but is not required, to
adopt a policy permitting the superintendent or his or her designee to narrow the pool of qualified
applicants to no fewer than three qualified applicants, unless fewer than three qualified individuals apply,
who appear to be the most qualified based on an examination of the factors set forth in W. Va. Code
§18A-4-7a(b)(1) through (9). Within twenty-four hours of such notice, the hiring committee chair or
single designee will notify the principal in writing if an interview of candidates is requested. For
purposes of this section, electronic mail communications shall satisfy the requirement of providing
written notification. Further, for purposes of this section and this policy, interviews shall be permitted to
occur in-person or via telephone, teleconference or other virtual means.

7.2b. A faculty senate hiring committee or single designee may consider and make
recommendations after reviewing the application materials provided without participation in an interview,
All application materials shall be maintained confidentially by all parties and shall not be disclosed or
discussed in any manner with individuals who are not part of the hiring/recommendation process for an
individual teacher. All application materials shall be returned to the principal by the hiring committee
chair or single designee at the time the recommendation is delivered to the principal.

7.2.c. If a request for an interview is made, then a faculty senate hiring committee or single
designee may consider and make recommendations after participating in interviews of candidates for
classroom teaching positions, subject to the following:

7.2.c.1. Prior to participating in interviews ot otherwise participating in the recommendation
process, a faculty senate member must complete interview training as designated or approved by the West
Virginia Department of Education. Once a faculty senate member has completed the designated
interview training, additional training shall not be required unless the WVDE or superintendent
determines that additional training shall occur.

7.2.¢.2. The principal will notity the hiring committee members or single designee in writing
of the time and place that the interview will be conducted. For purposes of this section, electronic mail
communications shall satisfy the requirement of providing written notification. In determining when and
where interviews will occur, consideration shall be given to accommodating the time and travel needs of
the applicants and the faculty senate members. Interviews shall be scheduled in such a way that faculty
senate members can participate while also minimizing classroom disruption to the greatest extent
possible. Whenever possible, interviews shall be conducted at the school where the applicant will spend
the majority of his or her instructional time. However, the superintendent or his or her designee shall
have the autherity to conduct interviews at alternate locations if necessary.

7.2.¢.3. Interviews of applicants will be conducted jointly with the principal, however, hiring
committee members or single designees shall have the authority to deliberate and make their hiring
selections separate and apart from the principal.

7.2.c.4, In asking questions during an interview, each applicant shall be asked an identical set
of initial questions, The questions to be asked may be determined jointly by the principal and the hiring
committee or single designee or, in the alternative, the principal and the hiring committee or single
designee may prepare questions independently of one another. Provided, that nothing herein shall
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prohibit the asking of unique follow-up questions to each applicant based on his or her responses to the
uniform set of initial questions. The asking of unique follow-up questions to each applicant based on his
or her responses to the uniform set of initial questions will not invalidate the recommendation or selection-
of the applicant by either the superintendent, principal, hiring committee, single designee, or faculty
senate chair and shall not be the basis for objection by any prospective employee or any other person so
leng as those questions do not violate federal or state employment laws.

7.2.d. A hiring committee chair or a single designee must submit a recommendation to the
principal within the following timelines:

7.2.d.1, Where no interview is requested by the hiring committee or single designee, three
days after receipt of application materials.

7.2.d.2. Where an interview is requested and conducted, within two days of the completion
of interviews for a position,

7.2.d.3, The timelines set forth above may be shortened by the superintendent if necessary to
comply with the timelines for filling positions set forth in W. Va, Code §18A-4-7a. The timelines may
also be shortened to meet other hiring needs of the county school system with the approval of the hiring
committee chair or single designee,

7.2.e. Nothing in this policy or in statute requires that any applicant be interviewed prior to being
recommended or selected to fill a vacancy and nothing requires that every applicant meeting the
minimum qualifications of a posting be interviewed prior to being recommended or selected to fill a
vacancy. However, the superintendent, principal, hiring committee, or single designee, as applicable,
shall each have the authority to interview qualified job applicants at their discretion. A faculty senate
may, but is not required, to adopt a policy permitting the superintendent or his or her designee to narrow
the pool of qualified applicants to no fewer than three qualified applicants, unless fewer than three
qualified individuals apply, who appear to be the most qualified based on an examination of the factors
set forth in W, Va. Code §18A-4-7a(b)(1) through (9). '

7.3. Classroom teachers who directly participate in making recommendations for filling classroom
teaching positions pursuant to the options set forth in this policy for periods beyond his or her individual
contract shall be compensated based on his or her daily rate of pay, prorated to an hourly rate, The
principal shall require that the participating teachers keep time sheets documenting the actual time spent
on the recommendation process and shall verify that the time sheets are accurate before submitting them
for payment. In no event shall a teacher be entitled to payment for more than two hours per position.
However, if there are more than four qualified applicants for a single classroom teacher position who are
selected for an interview by the hiring committee chair or single designee, the faculty senate members
participating in the interviews may be compensated for an additional hour for actual time spent on the
interview process for that position.

7.4. For purposes of this policy, an itinerant teacher shall be considered to be assigned to the school
where he or she spends the majority of his or her instructional time. If an itinerant teacher does not spend
the majority of his or her instructional time in any one school the itinerant teacher shall be considered to
be assigned to a school as designated by the county superintendent.

7.5. The West Virginia Ethics Act prohibits public school employees from participating in any hiring
decisions involving relatives or cohabitating sexual partners, "Relatives" are defined as individuals who
are related to the employee as father, mother, son, daughter, brother, sister, spouse, grandmother,
grandfather, grandchild, mother-in-law, father-in-law, sister-in law, brother-in-law, son-in-law or
daughter-in-law. If a faculty senate representative must recuse himself or herself for this reason, an
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alternate member may be appointed by the committee chair or the single designee.
§126-126-8. Training for Faculty Senates and Principals,

8.1, Prior to participating in an interview or otherwise making any hiring recommendations pursuant
to this policy, faculty senate hiring committees, single designees, any other faculty senate participants,
and principals must complete interview training as designated or approved by the WVDE. Once a faculty
senate membet or principal has completed the designated interview training, additional training shall not
be required unless the WVDE or superintendent determines that additional training shall occur.

82. Compensation for participation in training shall be based on the daily rate of pay for the
participating classroom teacher who directly participated in the training for periods beyond his or her
individual contract. Compensation for training shall not exceed one hour.

8.3. For the 2013-2014 school year only, principals have unti! September 1 to complete the interview
training designated or approved by the WVDE,

§126-126-9. Reassignment of Surplus Personnel Without Posting Based on Pupil-Teacher Ratio
and Class Size Rules,

9.1. When actual student enrollment in a grade level or program, unforeseen before March | of the
preceding school year, permits the assignment of fewer teachers or service personnel to or within a school
under any pupil-teacher ratio, class size or caseload standard established in W, Va. Code §18-5-18a or
any policy of the WVBE, the county superintendent, with board approval, may reassign the surplus
personnel to another school or to another grade level or program within the school if needed there to
comply with any such pupil-teacher ratio, class size or caseload standard.

9.1.a. Before any reassignment may occur pursuant to this subsection, written notice shall be
provided to the employee via certified mail or hand delivery at least 10 days prior and the employee shall
be provided an opportunity to appear before the county board to state the reasons for his or her objections,
if any, prior to the board voting on the reassignment. The opportunity to be heard shall not be a hearing
with the right to present witnesses, rather, it is an opportunity for the employee to concisely state his or
her objections to the board. The reassignment may be made without following the notice and hearing
provisions of W, Va. Code §18A-2-7(a) and (b) and may occur at any time during the school year when
the conditions in section 9.1 are met. However, reassignments may not occur after the last day of the
second school month.

9.1.b. A professional employee reassigned under this subsection shall be the least senior of the
surplus professional personnel who holds certification or licensure to perform the duties at the other
school or at the grade level or program within the school.

9.1.c. A service employee reassigned under this subsection shall be the [east senjor of the surplus
personnel who holds the same classification or multiclassification needed to perform the duties at the
other school or at the grade level or program within the same school. In considering whether an aide is a
surplus employee, the county shall consider each classification and/or multiclassification held by him or
her and shall not be limited only to the current program or assignment held by the surplus aide,

9.1.d. No school employee’s annual contract term, compensation or benefits shall be changed as
a result of a reassignment under this subsection.
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§126-126-10. Reassigning Classroom Teachers Within a School Without Posting.

10.1. Notwithstanding any other provision of W. Va. Code to the contrary, upon recommendation of
the principal and approval by the classroom teacher, county superintendent, and county board, a
classroom teacher assigned to the school may at any time during the school year be assigned to a new or
existing classroom teacher position at the school during that school year without the position being
posted. This provision shall not apply to vacancies that will occur in the ensuing year or other future
years,

10.2. Transfers made under these provisions are not subject to the limitation on transfers found in
W. Va, Code §18A-4-7a(m),

10.3. For purposes of this section, an itinerant teacher shall be considered to be assigned to the school
where he or she spends the majority of his or her instructional time, If an itinerant teacher does not spend
the majority of his or her instructional time in any one school the itinerant teacher shall be considered to
be assigned to a school as designated by the county superintendent.

§126-126-11. Reposting of Professional Vacancies.

11.1. Boards shall be required to post and date notices of each opening at least once, At their
discretion, boards may post an opening for a position other than classroom teacher more than once in
order to attract more qualified applicants. At their discretion, boards may post an opening for a classroom
teacher one additional time after the first posting in order to attract more qualified applicants only if fewer
than three qualified individuals apply during the first posting.

11.2. If no applicant meets the qualifications set forth in the job posting, a board may continue to
post or repost as set forth in section 11.1 without timitation,

11.3. The county superintendent of schools shall have the authority to determine whether a
professional position will be reposted.

11.4. These provisions shall apply to both professional positions and extra-curricular positions.
§126-126-12. Reserving Vacancies for Individuals Subject to Release.

12,1.  All employees subject to release shall be considered applicants for any vacancy in an
established, existing or newly created position that, on or before February 15, is known to exist for the
next ensuing school year, and for which they are qualified, and, upon recommendation of the
superintendent, the board shall appoint the successful applicant from among them before posting such
vacancies for application by other persons, This provision shall not preclude a county board of education
from posting and filling vacancies that exist in the current school year nor shall it supersede or alter the
operation of W, Va. Code §18A-4-8f or W. Va. Code §18A-4-8i.

12.2. An employee shall be considered subject to release if the superintendent would recommend the
individual to the board for release but for the availability of the known position.

12.3. A vacancy for a position that will exist on the first day of the next ensuing school year will be
known to exist when the person holding the position has submitted his or her resignation or retirement to
the board, in writing, and the resignation or retirement has been accepted by the board,

12,4, Newly created positions will not be considered to be known to exist until the county board has
voted to approve their creation,
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12.5. For purposes of this section, an individual will be considered to be qualified for a known
vacancy if he or she fully meets the qualifications for the vacancy.

12.6. If more than one individual subject to release is qualified for a known vacancy, the successful
candidate shall be selected based on application of the factors set forth in W. Va. Code §18A-4-7a(b)(1)
through (9), weighted equalty.

12.7. This provision shall apply to vacancies and newly created positions known to exist on or before
February 15, 2014, and in subsequent school years,

§126-126-13, Severability.

13.1. If any provision of this rule or the application thereof to any person or circumstance is held
invalid, such invalidity shall not affect other provisions or applications of this rule.
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Appendix A

The following form shall be completed by the principal and shall be submitted as set forth in section
6.6. of WVBE Policy 5000 and according to timelines as determined by the county superintendent.

Principal Recommendation:
In accordance with section 6.2 of WVBE Policy 5000, the undersigned certifies that the qualifications of

the selected applicants meeting the minimum qualifications/requirements set forth in the job posting for
the position of have been reviewed.

In determining which of the applicants is the highest qualified for the position, the following factors set
forth in sections 6.2.a. through 6.2.i. of WVYBE Policy 5000 have been considered:

a. Appropriate certification, licensure or both;

b. Amount of experience relevant to the position or, in the case of a classroom teaching position,
the amount of teaching experience in the required certification area;

¢. The amount of course work, degree level or both in the relevant field and degree level
generally;

d. Academic achievement;

e. In the case of a classroom teaching position or the position of principal, certification by the
National Board for Professional Teaching Standards;

f. Specialized training relevant to the performance of the duties of the job;

g. Past performance evaluations conducted pursuant to W, Va, Code §§18A-2-12 and 18A-3C-2
or, in the case of a classroom teacher, past evaluations of the applicant’s performance in the
teaching profession as a certified educator;

h. Seniority;

i. Other measures or indicators upon which the relative qualifications of the applicant may fairly
be judged;

I recognize that no amount of weight is required to be assigned to any factor in making a recommendation
and further recognize that a factor may be assigned no weight at all.,

Other than this recommendation form, no other matrix or documentation of my recommendation shall be
required.

Pursuant to this review as principal or designated representative of the principal of the school at which the
applicant will be performing a majority of his or her duties, 1 hereby recommend
for the above-referenced position,

Date:

Principal / Designee
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Appendix B

The following form shall be completed by the faculty senate hiring committee chair or single
designee and shall be submitted as set forth in sections 6,6, and 7.2.d. of WVBE Policy 5000.

Faculty Senate Recommendation:
In accordance with section 6.2 of WVBE Policy 5000, the undersigned certify that the qualifications of

the selected applicants meeting the minimum qualifications/requirements set forth in the job posting for
the position of have been reviewed,

In determining which of the applicants is the highest qualified for the position, the following factors set
forth in sections 6.2.a. through 6.2.i. of WVBE Policy 5000 have been considered:

a. Appropriafe certification, licensure or both;

b. Amount of experience relevant to the position or, in the case of a classroom teaching position,
the amount of teaching experience in the required certification area;

¢. The amount of course work, degree level or both in the relevant field and degree level
generally;

d. Academic achievement;

e. In the case of a classroom teaching position or the position of principal, certification by the
National Board for Professional Teaching Standards;

f. Specialized training relevant to the performance of the duties of the job;

g. Past performance evaluations conducted pursuant to W, Va, Code §§18A-2-12 and 18A-3C-2
of, in the case of a classroom teacher, past evaluations of the applicant’s performance in the
teaching profession as a certified educator;

h. Seniority;

i. Other measures or indicators upon which the relative qualifications of the applicant may fairly
be judged;

I/we recognize that no amount of weight is required to be assigned to any factor in making a
recommendation and further recognize that a factor may be assigned no weight at all,

Other than this recommendation form, ne other matrix or documentation of this recommendation shall be
required.

Pursuant to this review, the faculty senate of the school at which the applicant will be performing a
majority of his or her duties has recommended for the above-
referenced position. This recommendation is based on the majority vote of those members participating
in the recommendation process or on the recommendation of the single designee.

Date:

Faculty Senate Hiring Committee Chair or Single Designee

Faculty Senate Representative (if applicable)

Faculty Senate Representative (if applicable)
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5
Bowles Rice

ATTORNEYS AT LAW

These materials are general in nature and are presented with the understanding that the
information provided is not legal advice. Due fo the rapidly changing nature of the law,
information contained in these materials may become outdated. For example, siatutes and
policies may be amended or repealed, in whole or in part, and summaries may, with the passage
of time, become unreliable representations of current legal requirements. Anyone using
information contained in these materials should always reseavch original sources of authority
and update this information to ensure accuracy when dealing with a specific matter. No person
should act or rely upon the information contained in these materials without seeking the advice
of an attorney.
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