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Interim Disciplinary Policy and Procedure for Complaints Directed at   
Instructional Staff (Faculty, including Instructors) 

 
Approved by President López, December 14, 2023 

 
A. General Purpose of Disciplinary Action 

 
The purpose of disciplinary action is to address and take corrective action regarding improper 
conduct of instructional staff that is allegedly inconsistent with New Mexico Tech’s policies or 
procedures, or inconsistent with any federal or state laws, regulations, rules, or policies, as they 
apply to an employment relationship.  This policy and procedure is to address the findings and 
recommendations that arise from the Complaint Resolution Policy and Procedure for Complaints 
Directed at Instructional Staff (Faculty, including Instructors).  
 
The dignity and privacy of the employee is to be respected throughout the investigative process 
and any resultant disciplinary action, if applicable. Each employee scheduled to lose pay, 
including an involuntary termination, shall be given a memo stating they have the right to appeal 
and the opportunity to meet with their supervisor or their designated representative and to state 
why the contemplated action should not go forward. All investigations and disciplinary actions 
should be pursued in a timely fashion. 

 
B. Disciplinary Action for Unsatisfactory Performance or Unacceptable Workplace Behavior 

 
When an employee’s performance does not meet New Mexico Tech standards, progressive 
discipline shall be applied in most cases. This shall not prevent imposition of more serious 
disciplinary action including termination depending on the severity of the action. Note that if the 
alleged behavior that leads to disciplinary action reasonably falls under academic freedom, the 
accused faculty member may invoke “Regulations Governing Academic Freedom and Tenure 
(RGAFT)”, and the appeals processes therein. In the event that the applicability of RGAFT is 
challenged, the matter shall be referred to the Senate Academic Freedom and Tenure Committee 
for a recommendation to the VPAA who, in turn will render a decision on RGAFT applicability. 
If the employee is unsatisfied with the VPAA’s decision, : 
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Human Resources to discuss the personnel issue prior to giving the written reprimand. The 
reprimand includes a formal meeting with the employee and a witness where the 
supervisor: 

 
a. Cites example of unacceptable behavior, including details of the incident. 
b. 
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termination, for certain extreme situations. 
c. In the event an employee is terminated due to actions not covered by the 

RGAFT policy and procedure, the employee will not be entitled to any of the 
provisions of the RGAFT. 

 


