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2200.1     Resignation.  To leave District service in good standing, an employee must file a written notice of resignation with the General Manager at least two weeks before the effective date.  The General Manager may, however, grant good standing with less notice if he/she determines the circumstances warrant.  Resignations may not be withdrawn without the General Manager's approval.

2200.2    Layoffs.  Whenever, in the judgment of the District Board of Directors, it becomes necessary, due to the lack of work, lack of funds, or other economic reason, or because the necessity for a position no longer exists, the Board of Directors may abolish any position of employment, and the employee holding such position may be laid off or offered the option of moving to another position within the District, if a position is available and if the employee is qualified.


2200.2.1
Employees to be laid off shall be given notice at least 14 calendar days in advance of the layoff date.


2200.2.2
An employee affected by layoff may have retreat rights to displace an employee who has less seniority in a lower position that the employee has previously occu​pied or supervised.  For the purpose of this document, seniority includes all periods of full-time service at or above the retreat position being considered.


2200.2.3
In order to retreat to a former or lower position, an employee must request displacement action in writing to the General Manager within five working days of receipt of the layoff notice.



2200.2.3.1
Employees retreating to a lower position shall be placed at the salary step representing the least loss of pay.  In no case shall the salary be increased above that received in the position from which the employee was laid off.


2200.2.4
If two positions have the same job description, then employees shall be laid off according to employment status in the following order:  temporary, provisional, probationary, and regular.  Temporary, provisional, and probationary employees shall be laid off according to the needs of the service as determined by the General Manager.  In cases where there are two or more regular positions with the same job description from which the layoff is to be made, such employees shall be laid off on the basis of the last evaluation rating in the position, providing such rating has been filled at least 60 days prior to layoff as follows:



2200.2.4.1
First, all employees having ratings of "Unsatisfactory;"



2200.2.4.2
Second, all employees having ratings of "Marginal;"



2200.2.4.3
Third, all employees having ratings of "Less Than Satisfac​tory;"



2200.2.4.4
Fourth, all employees having ratings of "Satisfactory;"



2200.2.4.5
Fifth, all employees having ratings of "Commendable;"



2200.2.4.6
Sixth, all employees having ratings of "Superior;" and,



2200.2.4.7
Seventh, all employees having ratings of "Exceptional."



2200.2.4.8
Employees within each of the rating categories shall be laid off in order of least seniority first.


2200.2.5
The names of persons laid off or demoted in accordance with this policy shall be entered upon a re-employment list.  The re-employment list shall be used by the General Manager when a vacancy arises in the same or lower position before certification is made from an eligibility list.


2200.2.6
Names of persons laid off shall be carried on the re-employment list for one year, except that persons appointed to tenured positions of the same level as that from which they were laid off, shall upon such appointment, be removed from the list.  Persons who refuse re-employment shall be removed from the list.  Persons re-employed in a lower position in the same classification, or on a temporary basis, shall be continued on the list for the higher position for one year.  At the discretion of the General Manager, the list may be extended for an additional year.

2200.3
Dismissal of Regular Employees.  A regular employee may be dismissed at any time by the General Manager for cause, and after consulting with District Legal Counsel.


2200.3.1
The following shall constitute sufficient cause for dismissal:



2200.3.1.1
Conviction of a felony;



2200.3.1.2
Fraud in securing employment;

2250.3.1.3 Misappropriation of District funds or property;



2200.3.1.4
Intentional or gross misconduct; and,



2200.3.1.5
Failure to respond or improve regarding an item specified in ¶2260.2, "Grounds for Discipline”, of Policy No.2260, "Disciplinary Action”, after an evalua​tion or corrective action plan has failed to produce an improvement to performance.



2200.3.1.6
Incapacity due to mental or permanent physical disability rendering the employee unable to perform job duties.



2200.3.1.7
Severe physical or mental disability.


2200.3.2
A probationary employee may be terminated at any time during a probation​ary period without right of appeal or hearing.  In case of such termination, the General Manager shall notify the probationary employee in writing that he/she is being separat​ed from District service.


2200.3.3
Dismissal of the General Manager shall be as outlined in the employment agreement between the General Manager and the District.

2200.4
Notice of Dismissal.  All regular employees shall be provided with a notice of dismissal.  This notice shall be prepared by the General Manager after consultation with District Counsel and shall contain the following:


2200.4.1
A description of the proposed action and its effective date or dates, and in the case of a tenured employee, the ordinance, regulation or rule violated;


2200.4.2
A statement of the acts or omissions upon which the action is based;


2200.4.3
A statement that a copy of the materials upon which the action is based are attached or available for inspection upon request; and,


2200.4.4
In the case of a regular employee, a statement advising the employ​ee of the right to file an appeal as provided in ¶2200.5 of this policy.

2200.5      Procedures for Disciplinary Action and Dismissal of Regular Employ​ees.


2200.5.1
A regular employee may, upon receipt of a notice of dismissal or disciplin​ary action, appeal in writing to the General Manager within five working days of the date of the notification.  The General Manager shall then schedule an informal hearing at which the employee may answer the charges against him/her, present any mitigating evidence, or otherwise respond to the notice of dismissal.  The hearing guidelines and format shall be available upon request.  The General Manager shall issue his/her opinion and decision within ten working days of the hearing and may, if the General Manager finds that the dismissal was not justified, he/she may order a less severe disciplinary action, or may order the employee reinstated with full back pay and benefits.
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