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Workforce Reduction Request for Information
July 2007


Workforce Reduction Policies 

 

From Chico, CA
From: Jesse Converse, jconvers@ci.chico.ca.us
Jurisdiction: City of Chico

Message:

Within the Knowledge Center you will find the City of Chico Personnel Reduction Procedure. It includes order of layoffs, seniority, displacement, & reinstatement. Hope this helps! 

Personnel Reduction Procedure

From Richmond, VA 

Section 5.11 of our Personnel Rules

http://www.richmondgov.com/departments/hr/personnelrules.aspx
 From Fauquier County, VA

Here is a link to Fauquier County's Reduction in Force policy: http://www.fauquiercounty.gov/documents/departments/countyAdmin/pdf/policies/sec26.pdf

From Evanston, IL 

From: Julia Carroll, jcarroll@cityofevanston.org
Jurisdiction: City of Evanston

Message:

Tracy: We had similar problems in Evanston last year and may do more downsizing. We laid off 27 people. The severance package was 30 days pay & one month health benefits, but an additional 90 days of both if they signed a waiver and release to not sue the city. The also got all accrued leave paid out, except for sick leave, unless they opted to retire. We also passed an early retirement incentive program which helped ease the pain for some.

The City of Evanston has recently completed a RIF of more than 36 positions, representing 4% of our workforce.  The reductions were a result of a combination of eliminating/reducing services, streamlining operations, and general budget-balancing.  We went through a similar RIF in 1993 after a significant restructruing of City operations.  We have had smaller RIF's in the intervening years, as well.
 
From: Judy Witt

Jurisdiction: City of Evanston

The decisions were made by the City Manager, in consultation with a group of department directors (Finance, Budget, HR); each contributed technical expertise to the process, along with general management and experience.  My role was to analyze potential position eliminations in terms of job descriptions, union contract requirements, federal and state law regarding RIF's of this size and other potential risks (age discrimination, race/sex balance, etc), as well as provide costs/savings data on each of the positions, including fringe benefits.  Once the decisions were made, my role, with HR staff, was to create the process by which the RIF's would be implemented - coordinating information, consulting with department managers, informing applicable union representatives and negotiating certain severance issues, informing employees, providing information, counseling, job search info and the like, issuing severance/release agreements, and generally handling all RIF-related issues.  Our situation is compounded by the timing of such information -- the Manager's proposed budget is issued 12/31, and employees had to be informed prior to the release of the information during the NOvember - December holiday season.  The Council considers the budget in January and February, so no decision was final until the end of February with the passage of the budget.  Most of the RIF's took effect March 1, so the balance of preparing employees for termination while a final decision was still not made was critical.
 

Generally, the City has a severance policy that includes one month of salary and health insurance coverage; an additional 3 months of each are granted upon signing a Release Agreement, protecting the City from post-termination litigation.  The amount of the severance was established in 1993 with the first major RIF.
 

I am now the former HR Director, having retired in May.  I am doing some consulting work for the City at the moment.
 

If you wish additional information, the best way to reach me is at jrwitt1031@sbcglobal.net.  
 

From Montgomery, OH

From: Peter Hames, phames@ci.montgomery.oh.us
Jurisdiction: City of Montgomery

Message:

The place to start is with your existing policies and collective bargaining agreements. Beware of "early retirement incentives."
