3.29-LICENSED PERSONNEL SCHOOL CALENDAR

The superintendent shall present to the personnel policies committee (PPC) aschool calendar which
the Board has adopted as a proposal. The superintendent, in developing the calendar, shall accept and
consider recommendations from any staff member or group wishing to make calendar proposals. The
PPCshallhavethetimeprescribed bylaw and/or policy inwhichtomakeanysuggested changes
before the Board may vote to adopt the calendar.

TheDistrictshallnotestablishaschool calendarthatinterferes withanyscheduled statewide
assessment that might jeopardize or limit the valid assessment and comparison of student learning
gains.

The School District shall operate by the following school calendar.

Legal References: AC.A.§ 6-15-2907(%)
AC.A§6-17-201
ADE Rules Governing the Arkansas Educational Supportand
Accountability Act

Date Adopted: July 8, 2004
Last Revised: April 15, 2019



3.30--PARENT-TEACHER COMMUNICATION

Thedistrictrecognizes theimportance of communication betweenteachers and parents/legal
guardians. To help promote positive communication, parent/teacher conferences shall be held once
eachsemester. Parent-teacherconferences are encouraged and mayberequested by parentsor
guardians when they feel they need to discuss their child's progress with his/her teacher.

Teachers are required to communicate during the school year with the parent(s), legal guardian(s), or
care-giving adult or adults in a student's home to discuss the student's academic progress unless the
studenthasbeen placed inthe custody ofthe Department of Human Services and the school has
received acourtorder prohibiting parent or legal guardian participation in parent/teacher conferences.
More frequent communication is required with the parent(s) or legal guardian(s) of students who are
performing below grade level.

Allparent/teacherconferences shallbescheduled atatimeandplacetobestaccommodate those
participating inthe conference. Each teacher shall document the participation or non-participationof
parent(s)/legal guardian(s) for each scheduled conference.

Ifastudentisto beretained atany grade level or denied course credit, notice of, and the reasons for
retention shall be communicated promptly in a personal conference.

Legal References: Standards For Accreditation 5-Al
AC.A § 6-15-1702(b)(3)(B)(ii)

Date Adopted: July 8, 2004
Last Revised: April 15,2019



3.31-DRUG FREE WORKPLACE - LICENSED PERSONNEL

The conduct of district staff plays a vital role in the social and behavioral development of our
students. Itis equally important that the staffhave a safe, healthful, and professional environment in
whichtowork. To help promote bothinterests, the district shall have adrug free workplace. Itis,
therefore, the district's policy that district employees are prohibited from the unlawful manufacture,
distribution, dispensation, possession, oruseof controlled substances, illegal drugs, inhalants, alcohol,
as well as inappropriate or illegal use of prescription drugs. Such actions are prohibited both while at
work or in the performance of official duties while off district property; violations of this policy will
subject the employee to discipline, up to and including termination.

To help promote a drug free workplace, the district shall establish a drug-free awareness program to
inform employees about the dangers of drug abuse in the workplace, the district's policy of
maintaining a drug-free workplace, any available drug counseling, rehabilitation, and employee
assistance abuse programs, and the penalties that may be imposed upon employees for drug abuse
violations. Such services are available through New Directions, KANNACT, or by contacting the
school counselor.

Shouldanyemployeebe foundtohavebeenundertheinfluenceof,orinillegal possessionof,any
illegal drug or controlled substance, whether ornotengaged inany school or school-related activity,
and the behavior of the employee, if under the influence, is such that it is inappropriate for aschool
employee in the opinion of the superintendent, the employee may be subject to discipline, up to and
including termination. This policy also applies to those employees who are under the influence of
alcohol while on campus orat school-sponsored functions, including athletic events.

An employee living on campus or on school owned property is permitted to possess alcohol in his/her
residence. The employee is bound by the restrictions stated in this policy while at work or performing
his/her official duties.

Possession, use or distribution of drug paraphernalia by any employee, whether or notengaged in
school or school-related activities, may subject the employee to discipline, up to and including
termination. Possessioninone's vehicle orinanareasubjecttotheemployee's control will be
considered to be possession as though the substance were on the employee's person.

It shall notbe necessary for an employee to test at alevel demonstrating intoxication by any substance
inorder to be subject to the terms ofthis policy. Anyphysical manifestation ofbeingunderthe
influence of a substance may subject an employee to the terms of this policy. Those physical
manifestationsinclude, butarenotlimited to: unsteadiness; slurred speech; dilated orconstricted
pupils;incoherentand/orirrational speech;orthepresence ofanodorassociated withaprohibited
substance on one's breath or clothing.

Should an employee desire to provide the District with the results of ablood, breath or urine analysis,
suchresults will betakenintoaccount by the Districtonlyifthe sampleisprovided withinatime
range that could provide meaningful results and only by atesting agency chosen or approved by the
District. The District shall notrequest that the employee be tested, and the expense for such voluntary
testing shall be borne by the employee.



Any incident at work resulting in injury to the employee requiring medical attention shall require the
employee to submit to adrug test, which shall be paid at the District's worker's compensation
carrier's expense. Failure for the employee to submit to the drug test or a confirmed positive drug test
indicating the use ofillegal substances or the misuse of prescription medications shall be grounds for
the denial of worker's compensation benefits in accordance with policy 3.44-LICENSED
PERSONNEL WORKPLACE INJURIES AND WORKERS' COMPENSATION.

Any employee who is charged with a violation of any state or federal law relating to the possession,
use or distribution of illegal drugs, other controlled substances or alcohol, or of drug paraphernalia,
must notify his/her immediate supervisor within five (5) week days (i.e., Monday through Friday,
inclusive, excluding holidays) of being so charged. The supervisor who is notified of such acharge
shall notify the Superintendent immediately.

Ifthe supervisor is notavailable to the employee, the employee shall notify the Superintendent within
the five (5) day period.

Anyemployeesochargedissubjecttodiscipline, uptoandincludingtermination. However, the
failure of an employee to notify his or her supervisor or the Superintendent of having been so charged
shall resultinthat employee being recommended for termination by the Superintendent.

Any employee convicted of any criminal drug statute violation for an offense that occurred while at
workorintheperformance ofofficial duties while offdistrictpropertyshallreporttheconviction
within 5 calendar days to the superintendent. Within 10 days of receiving such notification, whether
from the employee or any other source, the district shall notify federal granting agencies from which
it receives funds of the conviction. Compliance with these requirements and prohibitions is
mandatory and is a condition of employment.

Any employee convicted of any state or federal law relating to the possession, use or distribution of
illegal drugs, other controlled substances, orofdrugparaphernalia,shall berecommended for
termination.

Any employee who must take prescription medication at the direction of the employee's physician,
and who is impaired by the prescription medication such that he/she cannot properly perform his/her
duties shall not report for duty. Any employee who reports for duty and is so impaired, as determined
by his/hersupervisor, will be senthome. The employee shall be given sick leave,ifowed any. The
District or employee will provide transportation for the employee, and the employee may not leave
campus while operating any vehicle. Itistheresponsibilityofthe employee to contact his/her
physician in order to adjust the medication, if possible, so that the employee may return to his/her job
unimpaired. Should the employee attempt to return to work while impaired by prescription
medications, for which the employee has a prescription, he/she will, again, be sent home and given
sick leave, if owed any. Should the employee attempt to return to work while impaired by
prescription medication a third time the employee may be subject to discipline, upto and including a
recommendation oftermination.



Any employee who possesses, uses, distributes or is under the influence of a prescription medication
obtained by a means other than his/her own current prescription shall be treated as though he was in
possession, possession with intent to deliver, or under the influence, etc. of anillegal substance. An

illegal drugorothersubstanceisonewhichis(a)notlegally obtainable; or(b)onewhichislegally
obtainable, but which has been obtained illegally. The District may require an employee to provide

prooffromhis/herphysicianand/orpharmacistthattheemployeeislawfullyabletoreceivesuch

medication. Failuretoprovidesuchproof, tothesatisfactionofthe Superintendent, mayresultin

discipline, up to and including a recommendation of termination.

A report to the appropriate licensing agency shall be filed within seven (7) days of:

1) A final disciplinary action taken against anemployee resulting from the diversion, misuse, or
abuse of'illicit drugs or controlled substances; or
2) The voluntary resignation of anemployee who is facing a pending disciplinary action

resulting from the diversion, misuse, or abuse of illicit drugs or controlled substances.
The report filed with the licensing authority shall include, but not be limited to:
. The name, address, and telephone number ofthe person who is the subject of the report; and
. A description of the facts giving rise to the issuance of the report.

When the employee is nota healthcare professional, law enforcement will be contacted regarding any
final disciplinary action taken against an employee for the diversion of controlled substances to one
(1) or more third parties.

Notes: This policy is similar to Policy 8.28. If you change this policy, review 8.28 at the same time to ensure
consistency between the two.

! This is where you should insert the drug counseling services, rehabilitation, and employee assistance
abuse programs available within your district. For example, “Such services are available from the following
sources...”

This policy addresses the requirement for Safe and Drug Free Schools which is required for your district to
be eligible to receive any federal grants. It is required that all employees receive a copy of the policy and
be advised of the contents and requirements of the policy. In addition to publishing a policy statement, the
statutes require employers to establish a drug-free awareness program to educate employees about the
dangers of drug abuse as well as about the specifics of their policy. The statute does not specify a particular
format for the awareness program, although it does state that the education effort must be ongoing and not
just a one-time event. For assistance in constructing a drug awareness program the Department of Labor
has the following website: https://www.dol.gov/agencies/eta/RR W-hub/Getting-started/Preventing-
substance-use.

2 Requiring employees who need medical treatment for injuries at work to be drug tested is optional but is
recommended. A.C.A. § 11-9-102 states that an injury resulting while the employee is under the influence
of alcohol or illegal drugs is not a compensable injury. Requiring all employees to be drug tested for work
injuries resulting in medical treatment will allow the district to abide by the prohibition against paying
worker's’ comp for a drug-related injury.

Legal References: 41 U.S.C. §8101,8103, and 8104
A.CA. §5-71-231

AC.A § 11-9-102
AC.A §17-80-117


https://www.dol.gov/agencies/eta/RRW-hub/Getting-started/Preventing-substance-use
https://www.dol.gov/agencies/eta/RRW-hub/Getting-started/Preventing-substance-use

Date Adopted: November 16, 2009
Last Revised: April 15, 2019
July 24, 2025



3.31F-DRUG FREE WORKPLACE POLICY ACKNOWLEDGEMENT
CERTIFICATION

I, hereby certify that [ have been presented with a copy of the Ozark Mountain School District's drug-
freeworkplacepolicy, thatlhaveread the statement, and thatIwill abide byitstermsasacondition
of my employment with District.



3.32-LICENSED PERSONNEL FAMILY MEDICAL LEAVE

The Family and Medical Leave Act (FMLA) offers job protection for leave that might otherwise be considered
excessiveabsences. Employees needto carefully comply withthispolicytoensuretheydonotlose FMLA
protection due to inaction or failure to provide the District with needed information. The FMLA provides up to
twelve (12)work weeks (or, insome cases, twenty-six (26)weeks) of job-protected leave to eligible employees
withabsences that qualify underthe FMLA. Whileanemployee canrequest FMLA leave and hasadutyto
inform the District, as provided in this policy, of foreseeable absences that may qualify for FMLA leave, itis the
District'sultimateresponsibilitytoidentify qualifying absencesas FMLA ornon-FMLA.FMLA leaveis
unpaid, excepttotheextentthatpaidleave applies toany givenabsence as governed by the FMLA and this
policy.

SECTION ONE- FMLA LEAVE GENERALLY

Definitions
"Eligible Employee"isanemployee whohas:
1. Been employed by the District for at least twelve (12) months, which are not required to be
consecutive; and
2. Performed atleast 1250 hours of service during the twelve (12) month period immediately preceding

the commencement of the leave.
"FMLA" is the Family and Medical Leave Act

"Health Care Provider" means:

a. Adoctorofmedicine orosteopathy whoisauthorized topracticemedicine orsurgery (asappropriate)
by the State in which the doctor practices;
b. Podiatrists, dentists, clinical psychologists, optometrists, and chiropractors (limited to treatment

consisting of manual manipulation ofthe spine to correct asubluxation as demonstrated by X-ray to
exist) authorized to practice in the State and performing within the scope of their practice as defined
under State law;

c. Nursepractitioners,nurse-midwives,clinical social workersandphysicianassistants whoare
authorized to practice under State law and who are performing within the scope of their practice as
defined under State law;

d. Christian Science Practitioners listed with the First Church of Christ, Scientist in Boston,
Massachusetts. Where an employee or family member isreceiving treatment from a Christian Science
practitioner, an employee may not object to any requirement from an employer that the employee or
family member submit to examination (though not treatment) to obtain a second or third certification
from ahealth care provider other than a Christian Science practitioner except as otherwise provided
under applicable State or local law or collective bargaining agreement; or

e. Any other person determined by the U.S. Secretary of Labor to be capable of providing health care
services.

"Instructional Employee" is an employee whose principal function is to teach and instruct students in a class, a
small group, or an individual setting and includes athletic coaches, driving instructors, preschool teachers, and
special education assistants such as signers for the hearing impaired. The term does not include, and the special
rulesrelatedtothetakingofleaveneartheend ofasemester donotapplyto:teacherassistants oraideswhodo
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nothaveastheir principal jobactual teaching orinstructing, administrators, counselors, librarians,
psychologists, and curriculum specialists.

"Intermittent leave" is FMLA leave taken inseparate blocks oftime due to asingle qualifying reason. A
reduced leavescheduleisaleave schedulethatreduces anemployee's usual number of working hours per
workweek, or hours per workday. A reduced leave schedule isa change inthe employee's schedule for aperiod
of time, normally from full-time to pait-time.

"Next of Kin", used in respect to an individual, means the nearest blood relative of that individual.

"Parent" is the biological parent of an employee or anindividual who stood in loco parentis to an employee
when the employee was ason or adaughter. This term does not include parents "in-law."

"Serious Health Condition" is an injury, illness, impairment, or physical or mental condition that involves
inpatient care in a hospital, hospice, or residential medical facility or continuing treatment by a health care
provider.

"Sonordaughter", fornumbers 1,2, or3 below: isabiological, adopted, or foster child, astepchild, alegal
ward, orachild ofapersonstandinginloco parentis, whoiseitherunderageeighteen (18), orage eighteen
(18)or older and "incapable of self-care because of amental or physical disability" atthe time that FMLA leave
is tocommence.

"Year" the twelve (12) month period of eligibility shall begin on July fast of each school-year.

Policy
The provisions of this policy are intended to be in line with the provisions ofthe FMLA. Ifany conflict(s) exist,
the Farnily and Medical Leave Act of 1993, as amended, shall govern.

Leave Eligibility
TheDistrictwill grantuptotwelve (12) weeksofleaveinayearinaccordance withthe FMLA,asamended, to
its eligible employees for one or more of the following reasons:

1. Because ofthe birth ofason ordaughter ofthe employee and in order to care for such son or daughter;

2. Because ofthe placement of ason or daughter with the employee for adoption or foster care;

3. To care for the spouse, son, daughter, or parent, of the employee, if such spouse, son, daughter, or
parent has a serious health condition;

4. Because of aserious health condition that makes the employee unable to perform the functions of the
position of such employee; and

5. Because of any qualifying exigency arising out of the fact that the spouse, son, daughter, or parent of

the employee is on covered active duty (or has been notified of an impending call or order to covered
active duty) in the Armed Forces. (See Section Two)

6. Tocareforaspouse, child, parentornextofkinwhoisacoveredservicememberwithaseriousillness
or injury. (See SectionTwo)

The entitlement to leave for reasons 1 and 2 listed above shall expire at the end of the twelve (12) month period
beginning on the date of such birth or placement.
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Alegally married couple who are both eligible employees employed by the District may not take more than a
combined total oftwelve (12)weeks of FMLA leave forreasons 1,2, ortocare foraparentundernumber 3.

Provisions Applicable to both Sections One and Two

District Notice to Employees
The District shall post, in conspicuous places in each school within the District where notices to employees and
applicants for employment are customarily posted, anotice explaining the FMLA's provisions and providing
information about the procedure for filing complaints with the Department of Labor.

Designation Notice to Employee
When anemployeerequests FMLA leave orthe District determines thatanemployee's absence may be
covered underthe FMLA, the Districtshall provide written notice within five (5) business days (absent
extenuatingcircumstances)totheemployeeofthe District'sdeterminationothis/hereligibilityfor FMLA
leave. If the employee is eligible, the District may request additional information from the employee and/or
certification from ahealth care provider to help make the applicability determination. After receiving sufficient
information asrequested, the Districtshall provide awritten notice within five (5) business days (absent
extenuating circumstances)totheemployee of whethertheleave qualifiesas FMLA leaveand will beso
designated.

If the circumstances for the leave don't change, the District is only required to notify the employee once of the
determinationregardingthedesignationof FMLA leave withinanyapplicable twelve (12)monthperiod.

Employees who receive notification that the leave request does not qualify under the FMLA are expected to
return to work; further absences thatare not otherwise excused could lead to discipline for excessive absences,
or termination for job abandonment.

Concurrent Leave Under the FMLA
AllFMLA leave is unpaid unless substituted by applicable accrued leave. The District requires employees to
substitute any applicable accrued leave (in the order of sick, personal, or vacation leave as may be applicable)
for any period ofFMLA leave.

Anemployee whodoesnothaveenoughaccruedleavetocoverthenumberofdaysof FMLA leavetakenshall
nothave his/her number of contract days altered because some of the FMLA leave taken was unpaid.

Working atanother Job while Taking FMLA for Personal or Family Serious Medical Condition
No employee on FMLA leave for their own serious medical condition may perform work atanother, non-
districtjobwhileonFMLA leave. Exceptasprovidedinpolicy3.44,employees whodoperform work at
another, non-districtjobwhileonFMLA leavefortheirownseriousmedical condition will besubjectto
discipline, which could include termination or nonrenewal of their contract of employment.

Noemployee on FMLA leave forthe serious medical condition ofafamily member mayperform work at
another, non-district job while on FMLA leave. Employees who do perform work at another, non-district job
while on FMLA leave for the serious medical condition of a family member will be subject to discipline, which
could include termination or nonrenewal of their contract of employment.
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Health Insurance Coverage
The District shall maintain coverage under any group health plan for the duration of FMLA leave the employee
takesatthe level and under the conditions coverage would have been provided ifthe employee had continued in
activeemployment with the District. Additionally, ifthe District makes a change to its health insurance benefits
or plans that apply to other employees, the employee on FMLA leave must be afforded the opportunity to
access additional benefits and/or the same responsibility for changes to premiums. Any changes made to a
group health plan that apply to other District employees, must also apply to the employee on FMLA leave. The
District will notify the employee on FMLA leave of any opportunities to change plans or benefits. The
employee remains responsible for any portion of premium payments customarily paid by the employee. When
on unpaid FMLA leave, it is the employee's responsibility to submit his/her portion of the cost of the group
health plan coverage to the district's business office on or before it would be made by payroll deduction.

The District has the right to pay an employee's unpaid insurance premiums during the employee's unpaid
FMLA leave to maintain the employee's coverage during his/her leave. The District may recover the
employee's share of any premium payments missed by the employee for any FMLA leave period that the
District maintains health coverage forthe employee by paying his/her share. Such recovery shall be made by
offsetting the employee's debt through payroll deductions or by other means against any monies owed the
employee by the District.

Anemployee who chooses to not continue group health plan coverage while on FMLA leave is entitled to be
reinstated on the same terms as prior to taking the leave, including family or dependent coverages, without any
qualifying period, physical examination, exclusion of pre-existing conditions, etc.

If anemployee gives unequivocal notice of an intent not to return to work, or ifthe employment relationship
would have terminated ifthe employee had nottaken FMLA leave, the District's obligation to maintain health
benefits ceases.

If the employee fails to return from leave after the period ofleave the employee was entitled has expired, the
District may recover the premiums it paid to maintain health care coverage unless:

a. The employee fails to return to work due to the continuation, reoccurrence, or onset ofa serious health
condition that entitles the employee to leave under reasons 3 or 4 listed above; and/or
b. Other circumstances exist beyond the employee's control.

Circumstances under"a" listed above shall be certified by alicensed, practicing health care provider verifying
the employee's inability to return to work.

Reporting Requirements During Leave
Unless circumstances existbeyond the employee's control, the employee shall inform the districtevery two (2)
weeks!? during FMLA leave of his/her current status and intent to return to work.

Return to Previous Position
Anemployee returning from FMLA leave is entitled to be returned to the same position the employee held
when leave commenced, or to an equivalent position with equivalent benefits, pay, and other terms and
conditions ofemployment. Anequivalent position must involve the same or substantially similar duties and
responsibilities, which must entail substantially equivalent skill, effort, and authority. Specifically, upon
returning from FMLA leave, a teacher may be assigned to another position thatisnot necessarily the same as
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the teacher's former job assignment. The employee may not be restored to a position requiring additional
licensure or certification.

The employee's right to return to work and/or to the same or an equivalent position does not supersede any
actions taken by the District, such as conducting a RIF, that the employee would have been subject to had the
employee not been on FMLA leave at the time of the District's actions.

Leave Acquired Through Fraud
If itisdiscovered thatanemployee engaged in fraud or otherwise provided the District with documentation that
includes a material misrepresentation of fact in order to receive FMLA leave, the District may discipline the
employee up to and including termination.

Provisions Applicable to Section One
Employee Notice to District

Foreseeable Leave
When the need for leave is foreseeable for reasons 1 through 4 listed above, the employee shall provide the
District with atleast thirty (30)days' notice, before the date the leave is to begin, of the employee's intention to
take leave for the specified reason. An eligible employee who has no reasonable excuse for his/her failure to
provide the District with timely advance notice ofthe need for FMLA leave may have his/her FMLA coverage
of'such leave delayed until thirty (30)days after the date the employee provides notice.

If there is a lack of knowledge of approximately when the leave will be required to begin, a change in
circumstances, or an emergency, notice must be given as soon as practicable. Assoon as practicable means as
soon as both possible and practical, taking into account all ofthe facts and circumstances in the individual case.

When the need for leave is for reasons 3 or 4 listed above, the eligible employee shall make a reasonable effort
to schedule the treatment so as not to disrupt unduly the operations of the District subject to the approval ofthe
health care provider of the spouse, son, daughter, or parent of the employee.

If the need for FMLA leave is foreseeable less than thirty (30)days in advance, the employee shall notify the
District as soon as practicable. If the employee fails to notify as soon as practicable, the District may delay
granting FMLA leave for the number of days equal to the difference between the number of days in advance
that the employee should have provided notice and when the employee actually gave notice.

Unforeseeable Leave
When the approximate timing ofthe need for leave is not foreseeable, an employee shall provide the District
notice of the need for leave as soon as practicable given the facts and circumstances ofthe particular case.

Ordinarily, the employee shall notify the District within two (2) working days oflearning of the need for leave,
exceptinextraordinary circumstances where such notice isnot feasible. Notice may be provided inperson, by
telephone, fax, email, or other electronic means. If the eligible employee fails to notify the District asrequired,
unless the failure to comply is justified by unusual circumstances, the FMLA leave may be delayed or denied.
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Medical Certification
Second and Third Opinions: In any case where the District has reason to doubt the validity of the initial
certification provided, the District may require, atits expense, the employee to obtain the opinion ofasecond
health care provider designated or approved by the employer. If the second opinion differs from the first, the
District may require, atits expense, the employee to obtain athird opinion from a health care provider agreed
upon by both the Districtand the employee. The opinion ofthe third health care provider shall be considered
final and be binding upon both the District and the employee.

Recertification: The District may request, either orally or in writing, the employee obtain a recertificationin

connection with theemployee's absence, atthe employee's expense, no more often than every thirty (30) days

unless one or more of the following circumstances apply:

. The original certification is fora period greater than thirty (30) days. In this situation, the District may
require a recertificationafter the time ofthe original certification expires, butinany case, the District
may require a recertification every six (6) months.

. The employee requests an extensionofleave;
. Circumstances described by the previous certification have changed significantly; and/or
. The district receives information that casts doubt upon the continuing validity of the certification.

The employee must provide the recertification within fifteen (15) calendar days after the District's request.
No second or third opinion on a recertification may be required.
The District may deny FMLA leave if an eligible employee fails to provide a requested certification.

Substitution of Paid Leave
When anemployee's leave has been designated as FMLA leave for reasons 1 (as applicable), 2,3, or4 above,
the District requires employees to substitute accrued sick, vacation, or personal leave for the period of FMLA
leave.

To the extent the employee has accrued paid vacation or personal leave, any leave taken that qualifies for
FMLA leave forreasons 1 or 2 above shall be paid leave and charged against the employee's accrued leave.

Workers Compensation: FMLA leave may run concurrently with a workers' compensation absence when the
injury is one that meets the criteria for a serious health condition. To the extent that workers compensation
benefits and FMLA leave run concurrently, the employee will be charged for any paid leave accrued by the
employee at the rate necessary to bring the total amount of combined income up to 100% ofusual contracted
dailyrate ofpay. If the health care provider treating the employee for the workers compensation injury certifies
the employee is able to return to a "light duty job," but is unable to return to the employee's same or equivalent
job, the employee may decline the District's offer of a "light duty job." As a result, the employee may lose
his/her workers' compensation payments, but for the duration ofthe employee's FMLA leave, the employee
will be paid for the leave to the extent that the employee has accrued applicable leave.

Return to Work
Ifthe District's written designation determination that the eligible employee's leave qualified as FMLA leave
under reason 4 above stated that the employee would have to provide a "fitness-for-duty" certification froma
health care provider for the employee to resume work, the employee must provide such certification priorto
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returning to work. The employee's failure to do so voids the District's obligation to reinstate the employee
under the FMLA and the employee shall be terminated.

If the District's written designation determination thatthe eligible employee's leave qualified as FMLA leave
under reason 4 above stated that the employee would have to provide a "fitness-for-duty" certification froma
health care provider for the employee to resume work and the designation determination listed the employee's
essential job functions, the employee must provide certification that the employee is able to perform those
functions prior to returning to work. The employee's failure to do so or his/her inability to perform his/her job's
essential functions voids the District's obligation to reinstate the employee under the FMLA and the employee
shall be terminated.

Failure to Return to Work
In the event that an employee is unable or fails to return to work within FMLA's leave timelines, the
superintendent will make a determination atthattime regarding the documented need for a severance ofthe
employee's contract due to the inability of the employee to fulfill the responsibilities and requirements of
his/her contract.

Intermittent or Reduced Schedule Leave
Totheextentpracticable, employees requesting intennittent orreduced schedule leave shall provide the District
with not less than thirty (30) days' notice, before the date the leave is to begin, of the employee's intention to
take leave.

Eligible employees may only take intennittent or reduced schedule leave for reasons 1 and 2 listed above ifthe
District agrees to pennit such leave upon the request of the employee. If the District agrees to pennit an
employee to take intennittent or reduced schedule leave for such reasons, the agreement shall be consistent with
this policy's requirements governing intennittent or reduced schedule leave. The employee may be transferred
temporarily during the period of scheduled intennittent or reduced leave to an alternative position that the
employee is qualified for and that better accommodates recurring periods of leave than does the employee's
regular position. The alternative position shall have equivalent pay and benefits but does not have to have
equivalent duties.

Eligible employees may take intennittent or reduced schedule FMLA leave due to reasons 3 or 4 listed above
when the medical need is best accommodated by such a schedule. The eligible employee shall make a
reasonable effort to schedule the treatment so as not to disrupt unduly the operations ofthe employer, subject to
the approval of the health care provider.

When granting leave on an intennittent or reduced schedule for reasons 3 or 4 above that is foreseeable based
onplanned medical treatment, the District may temporarily transfer non-instructional, eligible employees for
the period of scheduled intennittent or reduced leave to an alternative position that the employee is qualified for
and that better accommodates recurring periods ofleave than does the employee's regular position. The
alternative position shall have equivalent pay and benefits but does not have to have equivalent duties. When
the employee is able to return to full-time work, the employee shall be placed in the same or equivalent job as
he/she had when the leave began. The employee will not be required to take more FMLA leave than necessary
to address the circumstances requiring the need for the leave.
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If aneligible employee who meets the definition of an instructional employee requests intermittent or reduced
schedule leave forreasons 3 or4 above thatis foreseeable based on planned medical treatment and the
employee would be on leave for greater than twenty percent (20%)of'the total number of working days in the
period during which the leave would extendthe district may require the employee to elect either to:

a. Take medical leave for periods of a particular duration, not to exceed the duration of the planned
medical treatment; or
b. Transfer temporarily to anavailable alternative position offered by the employer that the employee is

qualified for, has equivalent pay and benefits, and better accommodates recurring periods ofleave than
the regular employment position of the employee.

If the employee chooses to transfer to an alternative position, the alternative position shall have equivalent pay
and benefits but does not have to have equivalent duties. When the employee is able to return to full-time work,
theemployeeshallbeplacedinthesameorequivalentjobashe/shehad whentheleavebegan. Theemployee
will not be required to take more FMLA leave than necessary to address the circumstances requiring the need
for theleave.

Aneligible instructional employee who needs intermittent leave or leave on areduced leave schedule for
reasons 3 or4above maynotbetransferred to analternative positionduringthe period oftheemployee's
intermittent or reduced leave schedule if, based on the foreseeable planned medical treatment, the employee
wouldbeonleave fortwenty percent(20%)or less ofthetotalnumberofworkingdays overtheperiod the
leave would extend.

Instructional employees are notrequired to request intermittent leave when the instructional employee's FMLA
leave spans a period when school is closed, such as for winter, spring, or summer breaks; in additionthe time
the school is closed is not counted when calculating the amount of FMLA leave the instructional employee has
used.

Leave taken by eligible instructional employees near the end of the semester
In any of the following scenarios, if the District chooses to require the eligible, instructional employee to stay on
leaveuntil theend ofthe semester, onlythe portionoftheleave untiltheemployeeisreadyandabletoreturnto
work shall be charged against the employee's FMLA leave entitlement. The required non-FMLA leave will not
be considered excessive absenteeism.

Leave more than five (S)weeks prior to end of the semester
If theeligible, instructional employeebegins leave, duetoreasons 1 through4listed above, morethan five
(5)weeks prior to the end of the academic term, the District may require the employee to continue taking leave
until the end of the semeste,rif:
L. The leave is of at least three (3)weeks duration; and
2. Thereturntoemployment would occur during thethree (3) week period before the end of the semeste.r

Leave less than five (S)weeks prior to end of the semester
If the eligible, instructional employee begins leave, due toreasons 1, 2, or 3 listed above, during the period that
commences five (5)weeks priortothe end oftheacademic term, the District may require theemployee to
continue taking leave until the end of the semester, if:
a. The leave is of greater than two (2)weeks duration; and
b. Thereturntoemployment would occur during thetwo (2) week period beforethe end of the semester.
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Leave less than three (3)weeks prior to end of the semester
Iftheeligible, instructional employee begins leave, dueto 1,2, or 3 listed above, during the period that
commences three (} )weeks prior to the end of the semester and the duration of the leave is greater than five (5)
workingdays, the District mayrequire theemployee to continue totakeleaveuntil theend ofthe semester.

SECTIONTWO-FMLA LEAVE CONNECTED TOMILITARY SERVICE

Leave Eligibility
The FMLA provision of military associated leave is in two categories. Each one has some of its own definitions
and stipulations. Therefore, they are dealt with separately in this Section ofthe policy. Definitions different than
thoseinSection Oneareincluded undertherespective reason for leave. Definitions thatarethesameasin
Section One are NOT repeated in this Section.

QUALIFYING EXIGENCY
Aneligible employee may take FMLA leave for any qualifying exigency arising out of the fact that the spouse,
son,daughter, orparentoftheemployeeisoncoveredactiveduty (orhasbeennotified ofanimpendingcallor
orderto covered active duty) inthe Armed Forces. Examples includeissues involved with short-notice
deployment, military events and related activities, childcare and school activities, the need for financial and
legal arrangements, counseling, restand recuperation, post-deploymentactivities, and other activities asdefined
by federal regulations.'

Definitions
"Covered active duty" means:
. inthecaseofamemberofaregular componentofthe Armed Forces, dutyduringdeployment ofthe
member with the armed forces to a foreign country; and
. inthecaseofamemberofareserve componentofthe Armed Forces, duty duringdeployment ofthe

member with the armed forces to a foreign country under a call to order to active duty under a provision
oflawreferred to insection 101(a)(13)(B) oftitle 10, United States Code.

"Son or daughter on active duty or call to active duty status" means the employee's biological, adopted, or foster
child, stepchild, legal ward, orachild for whom the employee stood inloco parentis, who is onactive duty or
call to active duty status, and who is of any age.

Certification'*
TheDistrictmayrequiretheeligibleemployeetoobtaincertificationtohelpthedistrictdetermineifthe
requested leave qualifies for FMLA leave for the purposes of aqualifying exigency. The District may deny
FMLA leave ifan eligible employee fails to provide the requested certification.

Employee Notice to District
Foreseeable Leave
Whenthenecessity forleave foranyqualifyingexigencyis foreseeable, whetherbecause the spouse, son,

daughter, or parent ofthe employee is on covered active duty, or because of notification of an impending call or
orderto covered active duty, the employee shall provide such notice to the Districtas isreasonable and
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practicable regardless of how far in advance the leave is foreseeable. Assoon as practicable means as soon as
both possible and practical, taking into account all ofthe facts and circumstances in the individual case.

Unforeseeable Leave
When the approximate timing ofthe need for leave isnot foreseeable, an employee shall provide the District
notice of the need for leave as soon as practicable given the facts and circumstances ofthe particular case.
Ordinarily, the employee shall notify the District within two (2) working days oflearning ofthe need for leave,
except inextraordinary circumstances where such notice is not feasible. Notice may be provided in person, by
telephone, fax, email, or other electronic means. If the eligible employee fails to notify the District as required
unless the failure to comply is justified by unusual circumstances, the FMLA leave may be delayed or denied.

Substitution of Paid Leave
Whenanemployee's leave has been designated as FMLA leave for any qualifying exigency, the District
requires employees to substitute accmed vacation, or personal leave for the period of FMLA leave.

Intermittent or Reduced Schedule Leave
Eligible employees may take intermittent or reduced schedule leave for any qualifying exigency The employee
shall provide the district with as much notice as is practicable.

Leave taken by an eligible instructional employee more than five (S)weeks prior to end of the semester

If aneligible, instructional employee begins leave dueto any qualifying exigency more than five (5)weeks prior
to the end of the semeste,rthe District may require the employee to continue taking leave until the end of the
semester, if:

1. The leave is of at least three (3) weeks duration; and

2. The return to employment would occur during the three (3) week period before the end of the semester.

If the District chooses to require the eligible, instructional employee to stay on leave until the end of the
semester, only the portion ofthe leave until the employee is ready and able to return to work shall be charged
against the employee's FMLA leaveentitlement.

SERIOUS ILLNESS
Aneligible employee is eligible for leave to care for a spouse, child, parent or next of kin who isa covered
servicemember with a serious illness or injury under the following conditions and definitions.

Definitions
"Covered Servicemember" is:

1. A member of the Armed Forces, including a member of the National Guard or Reserves, who is
undergoing medical treatment, recuperation, or therapy, is otherwise in outpatient status, oris otherwise
on the temporary disability retired list, for a serious injury or illness; or

2. Aveteran who isundergoing medical treatment, recuperation, or therapy, for aserious injury orillness
and who was a member of the Armed Forces (including a member ofthe National Guard or Reserves)
atany time during the period of five (5) years preceding the date on which the veteran undergoes that
medical tJ.-eatment, recuperation, or therapy.
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"Outpatient Status", used in respect to a covered service member, means the status ofa member ofthe Armed

Forces assigned to:

a. A military medical treatment facility as an outpatient; or

b. A unitestablished for the purpose of providing command and control of members ofthe Armed Forces
receiving medical care asoutpatients.

"Parentofacovered servicemember"isacovered servicemember's biological, adoptive, step or foster father or
mother, or any other individual who stood inloco parentis to the covered servicemember. This term does not
include parents "inlaw."

"Serious Injury or Illness":

A In the case of a member ofthe Armed Forces, including the National Guard or Reserves, it means an
injury or illness incurred by the member in the line of duty on active duty in the Armed Forces (or
existed before the beginning ofthe member's active duty and was aggravated by service in line of duty
onactive duty inthe Armed Forces) and that may render the member medically unfit to perform the
duties of the member's office, grade, rank, or rating; and

B. In the case of a veteran who was a member ofthe Armed Forces, including a member of the National
Guard of Reserves, at any time during a period as a covered service member defined in this policy, it
means a qualifying (as defined by the U.S. Secretary of Labor) injury or illness that was incurred by the
member in the line of duty on active duty in the Armed Forces (or existed before the beginning of the
member's active duty and was aggravated by service in the line of duty on active duty in the Armed
Forces) and that manifested itself before or after the member became a veteran.

"Sonordaughter ofacovered servicemember" means a covered servicemember's biological, adopted, or foster
child, stepchild, legal ward, or a child for whom the covered servicemember stood in loco parentis, and who is
of anyage.?

"Year", for leave to care for the serious injury or illness of a covered service member, the twelve (12) month
period begins on the first day the eligible employee takes FMLA leave to care fora covered servicemember and
ends twelve(12)months after that date.

Aneligible employee who is the spouse, son, daughter, parent, or next ofkin ofa covered service member shall
be entitled to a total of twenty-six (26)weeks of leave during one twelve (12) month period to care for the
service member who has a serious injury or illness as defined in this policy. Aneligible employee who cares for
such a covered service member continues to be limited for reasons 1 through 4 in Section One and for any
qualifying exigency to a total oftwelve (12)weeks ofleave during a year as defined in this policy. For example,
an eligible employee who cares for such a covered service member for sixteen (16)weeks during a twelve
(12)month period could only take a total often (10)weeks for reasons 1 through 4 in Section One and for any
qualifying exigency. An eligible employee may not take more than twelve (12)weeks of FMLA leave for
reasons 1 through 4 in Section One and for any qualifying exigency regardless of how little leave the eligible
employee may take to care for a spouse, child, parent or next ofkin who is a covered servicemember with a
serious illness orinjury.

Ifalegallymarried couple are both eligible employees employed by the District, the legally married couple are

entitled toa combined total of twenty-six (26) weeks ofleave during one twelve (12) month period to care for
their spouse, son, daughter, parent, or next of kin who is a covered service member with a serious injury or
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illness, as defined in this policy. The leave taken by a legally married couple who care for such a covered
service member continues to be limited to a total oftwelve (12) weeks of FMLA leave for reasons 1 through 4
in Section One and for any qualifying exigency during a year, as defined in this policy, regardless of whether or
not the legally married couple uses less than a combined total of fourteen (14) weeks to care for a covered
service member with a serious injury or illness; moreover, the legally married couple's twelve (12) weeks are
combined when taken for reasons 1, 2, or to care for a parent under reason 3 in Section One.

Forexample, alegally married couple who are both eligible employees and who care for such acovered service
member for sixteen (16) weeks during a twelve (12) month period could:

1. Each take up to ten (10) weeks for reason 4 in section 1 or a qualifying exigency;

2. Take a combined total of ten (10) weeks for reasons 1, 2, or to care for a parent under reason 3 in
Section One; or

3. Take a combination of numbers 1 and 2 that totals ten (10) weeks ofleave.

Medical Certification
The District may require the eligible employee to obtain certification ofthe covered service member's serious
health condition to help the District determine ifthe requested leave qualifies for FMLA leave. The District may
deny FMLA leave if an eligible employee fails to provide the requested certification.

Employee Notice to District

Foreseeable Leave
When the need for leave to care for a spouse, child, parent or next of kin who is a covered servicemember with
aserious illness or injury is clearly foreseeable at least thirty (30) days in advance, the employee shall provide
the District with no less than thirty (30)days' notice before the date the employee intends for the leave to begin
for the specified reason. Aneligible employee who hasno reasonable excuse for his/her failure to provide the
District with timely advance notice of the need for FMLA leave may have his/her FMLA coverage of such
leave delayed until thirty (30)days after the date the employee provides notice.

If theneed for FMLA leave is foreseeable less than thirty (30)days in advance, the employee shall notify the
Districtas soon as practicable. If the employee fails to notify as soon as practicable, the District may delay
granting FMLA leave for an amount of time equal to the difference between the length of time that the
employee should have provided notice and when the employee actually gave notice.

When the need for leave isto care for a spouse, child, parent or next of kin who isa covered servicemember
withaserious illness or injury, the employee shall make a reasonable effort to schedule the treatment so asnot
to disrupt unduly the operations ofthe district subject to the approval ofthe health care provider ofthe spouse,
son, daughter, or parent of the employee.

Unforeseeable Leave
Whenthe approximate timing of the need for leave is not foreseeable, an employee shall provide the District
notice ofthe need for leave as soon as practicable given the facts and circumstances of the particular case.
Ordinarily, the employee shall notify the District within two (2) working days oflearning ofthe need for leave,
exceptinextraordinary circumstances where such notice is not feasible. Notice may be provided in person, by
telephone, fax, email, or other electronic means. If the eligible employee fails tonotify the District asrequired,
unless the failure to comply is justified by unusual circumstances, the FMLA leave may be delayed or denied.
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Substitution of Paid Leave
Whenanemployee's leave hasbeendesignated as FMLA leavetocareforaspouse, child, parentornextofkin
whoisacoveredseivicemember withaseriousillnessorinjury,the Districtrequiresemployeestosubstitute
accrued sick, vacation, or personal leave for the period of FMLA leave.

Intermittent or Reduced Schedule Leave
To the extent practicable, employees requesting intermittent or reduced schedule leave to care for a spouse,
child, parentornextofkinwhoisacovered seivicemember withaseriousillness orinjuryshall providethe
District with atleast thirty (30) days' notice, before the date the leave is to begin, of the employee's intention to
take leave.

Eligible employees may take intermittent or reduced schedule FMLA leave to care for aspouse, child, parent or
nextofkinwhoisacovered seivicemember with aserious illness orinjury when the medical need is best
accommodated bysuchaschedule. Theeligible employee shall makeareasonable effort toschedule the
treatmentsoasnottodisruptundulythe operations oftheemployer, subjecttotheapproval ofthehealth care
provider.

When grantingleave onanintermittent orreduced schedule to care foraspouse, child, parent ornextofkin
whoisacoveredseivicemember withaseriousillnessorinjurythatisforeseeable based onplanned medical
treatment, the District may temporarily transfer non-instructional eligible employees for the period of scheduled
intermittent or reduced leave toan alternative position thattheemployee is qualified forand that better
accommodates recurring periods ofleave than does the employee's regular position. The alternative position
shall have equivalent pay and benefits but does not have to have equivalent duties. When the employee is able
toreturnto full-time work, theemployee shall beplaced inthesameorequivalentjobashe/shehad whenthe
leave began. Specifically, upon returning from FMLA leave, an employee may be assigned to another position
that is not necessarily the same as the employee's former job assignment. The employee will not be required to
take more FMLA leave than necessary to address the circumstances requiring the need for the leave.

If an eligible employee who meets the definition of an instructional employee requests intermittent or reduced
scheduleleavetocareforaspouse,child, parentornextofkinwhoisacovered seivicemember withaserious
illness or injury that is foreseeable based on planned medical treatment and the employee would be on leave for
greater thantwenty percent (20%)ofthetotalnumberofworking daysintheperiod during whichtheleave
would extend, the District may require the employee to choose either to:

a. Take medical leave for periods of a particular duration, not to exceed the duration of the planned
medical treatment; or
b. Transfer temporarily to anavailable alternative position offered by the employer that the employee is

qualified for, has equivalent pay and benefits, and better accommodates recurring periods ofleave than
the regular employment position of the employee.

If theemployee chooses to transfer to an alternative position, the alternative position shall have equivalent pay
and benefits but does not have to have equivalent duties. When the employee is able to return to full-time work,
theemployee shall beplaced inthe sameorequivalent jobashe/shehad whentheleave began. Specifically,
upon returning from FMLA leave, ateacher may be assigned to another position that is not necessarily the same
astheteacher's formerjobassignment. The employee will not be required to take more FMLA leave than
necessary to address the circumstances that required the need for the leave.
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Aneligible instructional employee, who needs intermittent leave or leave on areduced leave schedule leave to
care for a spouse, child, parent or next of kin who isa covered servicemember with a serious illness or injury,
may not be transferred to an alternative position during the period of the employee's intermittent or reduced
leave schedule if, based on the foreseeable planned medical treatment, the employee would be on leave for
twenty percent (20%)or less of the total number of working days over the period the leave would extend.

Leave taken by eligible instructional employees near the end of the academic semester
Inanyofthe following scenarios, ifthe district chooses to require the eligible, instructional employee to stay on
leave until the end ofthe semester, only the portion ofthe leave until the employee isready and able to return to
work shall be charged against the employee's FMLA leave entitlement. The excess non-FMLA leave will not
be considered excessive absenteeism.

Leave more than five (S)weeks prior to end of the semester
If the eligible, instructional employee begins leave, for any qualifying exigency or to care for a spouse, child,
parent or next of kin who isa covered servicemember with a serious illness or injury more than five (5)weeks
prior to the end of the semester, the District may require the employee to continue taking leave until the end of
the semester, if:
1. The leave is of at least three (3)weeks duration; and
2. The return to employment would occur during the three (3) week period before the end ofthe semester.

Leave less than five (S)weeks prior to end of the semester
If the eligible, instructional employee begins leave to care for a spouse, child, parent or next of kin who is a
covered servicemember with a serious illness orinjury during the period that commences five (5)weeks priorto
the end of the semester, the District may require the employee to continue taking leave until the end of the
semester, if:
a. The leave is of greater than two (2)weeks duration; and
b. The return to employment would occur during the two (2) week period before the end of the semester.

Leave less than three (3)weeks prior to end of the semester
If the eligible, instructional employee begins leave to care for a spouse, child, parent or next ofkin who isa
covered servicemember with a serious illness or injury during the period that commences three (3 )weeks prior
to the end of the semester and the duration of the leave is greater than five (5) working days, the District may
require the employee to continue to take leave until the end of the semester.

Cross References:3.8-LICENSED PERSONNEL SICK LEAVE
3.18-LICENSED PERSONNEL OUTSIDE EMPLOYMENT
3.44---LICENSED PERSONNEL WORKPLACE INJURIES AND WORKERS'
COMPENSATION
3.56-LICENSED PERSONNEL Parental LEAVE

Legal References: 29 USCS§§ 2601 etseq.
29 CFR part 825
AC.A§ 6-17-122

Date Adopted: July 8, 2004
Last Revised: April 15,2019, May 18, 2020, June 15, 2023
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3.33---ASSIGNMENT OF EXTRA DUTIES FOR LICENSED PERSONNEL

From time to time extra duties may be assigned to licensed personnel by the school principal or the
Superintendent as circumstances dictate.

Legal Reference: AC.A§ 6-17-201

Date Adopted: July 8, 2004
Last Revised: April 15, 2019



3.34---LICENSED PERSONNEL CELL PHONE USE

Use of cell phones or other electronic communication devices by employees during instructional time for
other than instructional purposes is strictly forbidden unless specifically approved in advance by the
superintendent, building principal, or their designees.! In addition to the language in this policy, the use
of District provided cell phones is governed by Policy 3.28—LICENSED PERSONNEL
TECHNOLOGY USE POLICY.

District staff shall not be given cell phones for any purpose other than their specific use associated with
school business. School employees who use school issued cell phones for non-school purposes, except
as permitted by District policy, shall be subject to discipline, up to and including termination. School
employees who are issued District cell phones due to the requirements of their position may use the
phone for personal use on an “as needed” basis provided it is not during instructional time.?

Except when authorized in Policy 3.51—SCHOOL BUS DRIVER’S USE OF MOBILE
COMMUNICATION DEVICES, all employees are forbidden from using school issued cell phones
while driving any vehicle at any time. Violation may result in disciplinary action up to and including
termination.?

Except when authorized in Policy 3.51—SCHOOL BUS DRIVER’S USE OF MOBILE
COMMUNICATION DEVICES, no employee shall use any device for the purposes of browsing the
internet; composing or reading emails and text messages; or making or answering phone calls while
driving a motor vehicle which is in motion and on school property. Violation may result in disciplinary
action up to and including termination.*

Cross References: 3.28—LICENSED PERSONNEL TECHNOLOGY USE POLICY
3.51—SCHOOL BUS DRIVER’S USE OF MOBILE COMMUNICATION
DEVICES

4.47— POSSESSION AND USE OF PERSONAL ELECTRONIC DEVICES
7.14—USE OF DISTRICT CELL PHONES AND COMPUTERS

Legal References: IRS Publication 15 B
A.C.A. 6-19-120
A.CA. §25-1-128
A.C.A. §27-51-1602
A.C.A. §27-51-1609
Commissioner’s Memo COM-24-038

DateAdopted: July 8, 2004
Last Revised: April 15, 2019
January 25, 2024
July 24, 2025



3.35-LICENSED PERSONNEL BENEFITS

The Oz.ark Mountain School Districtprovidesits licensed personnel benefits consisting ofthe
following.

L. The priceless reward of helping shape the life and future of our children;

2. Health insurance assistance;

3. Contribution to the teacherretirement system;

4. One sick leave day per contract calendar month, or greater portion thereof; and
5. Two (2) Personal days;and

6. Paid AR Blue Cross/Blue Shield Dental Insurance (Employee only)

Legal Reference: AC.A§ 6-17-201

Date Adopted: July 8, 2004
Last Revised: April 15, 2019



3.36—LICENSED PERSONNEL RENEWAL AND TERMINATION

Renewal

When determining whether to make a recommendation of renewal of an employee’s contract to
the District’s Board of Directors, the superintendent, with input from the appropriate employee’s
supervisor, shall make the determination based upon the following, as applicable:
1. Effectiveness, including the employee’s evaluations;
2. Performance, including disciplinary infractions;
3. Qualifications, including licensure areas, relevant education degrees, and the educator career

continuum.
Seniority shall be used in determining whether or not an employee shall be renewed only when
determining whom to renew and all else is equal between the employees in question.

If the superintendent finds probable cause that an employee has engaged in sexual misconduct
with a minor, then the superintendent shall not recommend the renewal of the employee.

Following the superintendent’s recommendation for renewal and approval by the Board, a copy
of the next year’s employment contract shall be provided to each employee.

Termination

The superintendent is empowered to make a recommendation to terminate an employee’s

employment contract to the Board for an employee’s violation of District policies; State or

Federal laws; State Rules; or Federal regulations. If the superintendent determines that it is

necessary to make a recommendation for termination, the superintendent shall provide the

employee written notice of the superintendent’s intention to recommend that the employee be
terminated. The written notice may be mailed to the employee’s address on file with the District,
e-mailed to the employee’s District provided e-mail address, or hand delivered to the employee.

The written notice shall contain a statement:

e Of the grounds for the recommendation of termination that are set forth in separately
numbered paragraphs;

o Of'the date, time, and location when the superintendent’s recommendation for termination
shall be presented to the Board, which shall be no earlier than ten (10) days and no later than
the next regular scheduled Board meeting following the ten (10) day period unless another
date is agreed to in writing by the superintendent and the employee;

o That time shall be provided for the employee to provide a defense against the
recommendation for termination at a hearing before the Board,

o That the employee has the right to be represented by legal counsel at the hearing;

o That the hearing before the Board shall be open to the public; and

o That the superintendent shall present the reason for recommending termination of the
employee to the Board in executive session should the employee choose not to attend the
hearing or choose not to provide a defense at the hearing.

The superintendent shall provide the employee written notification of the Board’s decision
regarding the recommendation for termination as soon as possible by mail to the employee’s
address on file with the District, e-mail to the employee’s District provided e-mail address, or
hand delivery to the employee.
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Note: A.C.A. § 6-17-301 allows the board to enter into employment contracts for up to three (3)
years instead of annual contracts. An option would be to include language allowing the
superintendent to make a recommendation for a multi-year, not to exceed three (3) years,
contract with employees based on an employee’s effectiveness and qualifications.

Legal References: A.C.A. § 6-13-636
A.C.A. §6-17-201
A.C.A. §6-17-301
A.C.A. §6-17-407
A.C.A. §§ 6-17-2801 et seq.

Date Adopted: July 8, 2004

Last Revised: April 15, 2019
May 18, 2020
June 15, 2023
January 22, 2025

©2025 Arkansas School Boards Association



3.37-ASSIGNMENT OF TEACHER AIDES

The assignment ofteacher aides shall be made by the principal or his/her designee. Changes in the
assignments may be made as necessary due to changes in the student population, teacher changes,
and to best meet the educational needs of the students.

Legal Reference: AC.A.§ 6-17-201

Date Adopted: July 8, 2004
Last Revised: April 15,2019



3.38—LICENSED PERSONNEL RESPONSIBILITIES GOVERNING
BULLYING

Definitions

“Attribute” means an actual or perceived personal characteristic including without limitation race, color, religion, ancestry,
national origin, socioeconomic status, academic status, disability, gender, gender identity, physical appearance, health
condition, or sexual orientation;

“Bullying” means the intentional harassment, intimidation, humiliation, ridicule, defamation, or threat or incitement of
violence by a student against another student or public school employee by a written, verbal, electronic, or physical act that:

1. May address an attribute of the other student, public school employee, or person with whom the other student or public
school employee is associated;

2. Involves an actual or reasonably perceived power imbalance;

3. Is repeated or has a high likelihood of repetition; and

4, Causes or creates actual or reasonably foreseeable:

e Physical harm to a public school employee or student or damage to the public school employee's or student's property;
e Substantial interference with a student's education or with a public school employee's role in education;
e A hostile educational environment for one (1) or more students or public school employees due to the severity,
persistence, or pervasiveness of the act; or
. Substantial disruption of the orderly operation of the school or educational environments.,

Examples of "Bullying" include, but are not limited to, a pattern of behavior involving one or more of the following:

1. Cyberbullying;

2. Sarcastic comments "compliments" about another student’s personal appearance or actual or perceived attributes;
3. Pointed questions intended to embarrass or humiliate;

4, Mocking, taunting or belittling;

5. Non-verbal threats and/or intimidation such as “fronting” or “chesting” a person;

6. Demeaning humor relating to a student’s actual or perceived attributes;

7. Blackmail, extortion, demands for protection money or other involuntary donations or loans;

8. Blocking access to school property or facilities;

9. Deliberate physical contact or injury to person or property;

10. Stealing or hiding books or belongings;

11. Threats of harm to student(s), possessions, or others;

12. Sexual harassment, as governed by policy 3.26, is also a form of bullying; and/or

13. Teasing or name-calling related to sexual characteristics or the belief or perception that an individual is not

conforming to expected gender roles or conduct or is homosexual, regardless of whether the student self-identifies as

6 99 ¢

homosexual or transgender (Examples: “Slut”, “You are so gay.”, “Fag”, “Queer”).

“Cyberbullying” means any form of communication by electronic act that is sent with the purpose to:

o Harass, intimidate, humiliate, ridicule, defame, or threaten a student, school employee, or person with whom the other
student or school employee is associated; or

o Incite violence towards a student, school employee, or person with whom the other student or school employee is
associated.

Cyberbullying of School Employees includes, but is not limited to:

a. Building a fake profile or website of the employee;

b. Posting or encouraging others to post on the Internet private, personal, or sexual information pertaining to a school
employee;

c. Posting an original or edited image of the school employee on the Internet;

d. Accessing, altering, or erasing any computer network, computer data program, or computer software, including

breaking into a password-protected account or stealing or otherwise accessing passwords of a school employee;
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e. Making repeated, continuing, or sustained electronic communications, including electronic mail or transmission, to a
school employee;

f. Making, or causing to be made, and disseminating an unauthorized copy of data pertaining to a school employee in
any form, including without limitation the printed or electronic form of computer data, computer programs, or
computer software residing in, communicated by, or produced by a computer or computer network;

g. Signing up a school employee for a pornographic Internet site; or

h. Without authorization of the school employee, signing up a school employee for electronic mailing lists or to receive
junk electronic messages and instant messages.

Cyberbullying is prohibited whether or not the cyberbullying originated on school property or with school equipment, if the
cyberbullying results in the substantial disruption of the orderly operation of the school or educational environment or is
directed specifically at students or school personnel and maliciously intended for the purpose of disrupting school and has a
high likelihood of succeeding in that purpose.

“Harassment” means a pattern of unwelcome verbal or physical conduct relating to another person's constitutionally or
statutorily protected status that causes, or reasonably should be expected to cause, substantial interference with the other's
performance in the school environment.

“Substantial disruption” means without limitation that any one or more of the following occur as a result of the bullying:
Necessary cessation of instruction or educational activities;

. Inability of students or educational staff to focus on learning or function as an educational unit because of a hostile
environment;
Severe or repetitive disciplinary measures are needed in the classroom or during educational activities; or

. Exhibition of other behaviors by students or educational staff that substantially interfere with the learning
environment.

Teachers and other school employees who have witnessed, or are reliably informed that, a student has been a victim of
bullying as defined in this policy, including a single action which if allowed to continue would constitute bullying, shall report
the incident(s) to the building principal, or designee, as soon as possible.

The person or persons reporting behavior they consider to be bullying shall not be subject to retaliation or reprisal in any form.

District staff are required to help enforce implementation of the district’s anti-bullying policy. Students who bully another
person are to be held accountable for their actions whether they occur on school equipment or property; off school property at
a school-sponsored or school-approved function, activity, or event; going to or from school or a school activity in a school
vehicle or school bus; or at designated school bus stops. Students are encouraged to report behavior they consider to be
bullying, including a single action which if allowed to continue would constitute bullying, to their teacher or the building
principal. The report may be made anonymously.

A building principal, or designee, who receives a credible report or complaint of bullying shall:

1. As soon as reasonably practicable, but by no later than the end of the school day following the receipt of the credible
report of bullying:

a. Report to a parent, legal guardian, person having lawful control of a student, or person standing in loco parentis of
a student that their student is the victim in a credible report of bullying; and
b. Prepare a written report of the alleged incident of bullying;

2. Promptly investigate the credible report or complaint of bullying, which shall be completed by no later than the fifth
(5™) school day following the completion of the written report.

3. Notify within five (5) days following the completion of the investigation the parent, legal guardian, person having
lawful control of a student, or person standing in loco parentis of a student who was the alleged victim in a credible
report of bullying whether the investigation found the credible report or complaint of bullying to be true and the
availability of counseling and other intervention services.
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4. Notify within five (5) days following the completion of the investigation the parent, legal guardian, person having
lawful control of the student, or person standing in loco parentis of the student who is alleged to have been the
perpetrator of the incident of bullying:
That a credible report or complaint of bullying against their student exists;
Whether the investigation found the credible report or complaint of bullying to be true;
c. Whether action was taken against their student upon the conclusion of the investigation of the alleged incident of
bullying; and
d. Information regarding the reporting of another alleged incident of bullying, including potential consequences of
continued incidents of bullying;
5. Make a written record of the investigation, which shall include:
a. A detailed description of the alleged incident of bullying, including without limitation a detailed summary of the
statements from all material witnesses to the alleged incident of bullying;
b. Any action taken as a result of the investigation; and
6. Discuss, as appropriate, the availability of counseling and other intervention services with students involved in the
incident of bullying.

o e

District employees are held to a high standard of professionalism, especially when it comes to employee-student interactions.
Actions by a District employee towards a student that would constitute bullying if the act had been performed by a student
shall result in disciplinary action, up to and including termination. This policy governs bullying directed towards students and
is not applicable to adult on adult interactions. Therefore, this policy does not apply to interactions between employees.
Employees may report workplace conflicts to their supervisor.! In addition to any disciplinary actions, the District shall take
appropriate steps to remedy the effects resulting from bullying.

To prevent multiple, simultaneous investigations into the same alleged conduct, if the facts that support an alleged incident of
bullying may also constitute a violation of another District policy; State or Federal law; State rule; or Federal regulation, then
the District shall investigate and dispose of the alleged incident of bullying in accordance with the other applicable District
policy; State or Federal law; State rule; or federal regulation in lieu of the requirements of this policy.

Legal References:  A.C.A. § 6-18-514
DESE Rules Governing Student Discipline and School Safety

Date Adopted: August 20, 2007
Last Revised: April 15,2019
July 20, 2020
June 16, 2022
January 22, 2025
July 24, 2025
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3.39-LICENSED PERSONNEL RECORDS AND REPORTS

The superintendent or his/her designee shall determine, by individual or by position, those records a
teacherisresponsibletokeepandthosereportshe/sheisrequired tomaintain. Itisarequirementof
employment thatall required records and reports be completed, submitted, or otherwise tendered, and
be accepted by the principal or superintendent as complete and satisfactory, before the last month's
pay will be released to the licensed employee

Legal Reference: AC.A§ 6-17-104

Date Adopted:
Last Revised: April 15,2019



3.40---LICENSED PERSONNEL DUTIES AS MANDATED REPORTERS

It is the statutory duty of school district employees to:

. If the employee has reasonable cause to suspect child abuse or maltreatment, then the employee shall
directly and personally report these suspicions to the Arkansas Child Abuse Hotline by calling 1-800-
482-5964 or by submitting a report through the online reporting system. Failure to report suspected
child abuse, maltreatment, or neglect through the Hotline can lead to criminal prosecution and
individual civil liability ofthe person who has this duty. Notification of local or state law enforcement
does not satisfy the duty to rep011i; only notification by means ofthe Child Abuse Hotline discharges
this duty.

. If the employee has a good faith beliefthat there is a serious and imminent threat to the public based on
athreat made by anindividual regarding violence in or targeted ata school thathas been communicated
to the employee in the ordinary course of his/her professional duties, then the employee shall make
every attempt to immediately notify law enforcement ofthe serious and imminent threat to the public
and have notified law enforcement within twenty-four (24) hours of learning of the serious and
imminent threat to the public.

The duty of mandated reporters to report suspected child abuse or maltreatment or serious and imminent threats
to the public is a direct and personal duty, and cannot be assigned or delegated to another person. There is no
duty to investigate, confirm or substantiate statements a student may have made which form the basis of the
reasonable cause to believe that the student may have been abused or subjected to maltreatment by another
person or that form the basis of the serious and imminent threat to the public; however, a person with a duty to
report may find it helpful to make a limited inquiry to assist in the formation of a belief that child abuse,
maltreatment, or neglect has occurred; that a serious and imminent threat to the public exists; orto rule out such
a belief

Employees and volunteers who notify the Child Abuse Hotline or who report serious and imminent threats to
the public to law enforcement in good faith are immune from civil liability and criminal prosecution.

Bylaw, no school district or school district employee may prohibit or restrict an employee or volunteer from
directly reporting suspected child abuse, maltreatment, or a serious and imminent threat to the public, or require
thatany person notify or seek permission from any person before making a report to the Child Abuse Hotline or
law enforcement.

Legal References: AC.A§ 6-18-110
AC.A§ 12-18-107
AC.A§ 12-18-201 etseq.
AC.A§ 12-18-302
AC.A§ 12-18-402

Date Adopted: July 16,2008

LastRevised: April 15,2019
May 18,2020
June 15,2023
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3.41-LICENSED PERSONNEL VIDEO SURVEILLANCE AND OTHER
MONITORING

The Board of Directors has a responsibility to maintain discipline, protect the safety, security, and
welfare of its students, staff, and visitors while at the same time safeguarding district facilities,
vehicles, and equipment. As part of fulfilling this responsibility, the board authorizes the use of
video/audio surveillance cameras, automatic identification, data compilation devices, and technology
capable of tracking the physical location of district equipment, students, and/or personnel.

The placement of video/audio surveillance cameras shall be based on the presumption and beliefthat
students, staff and visitors have no reasonable expectation of privacy anywhere on or near school
property, facilities, vehicles, or equipment, with the exception of places such asrest rooms or dressing
areas where an expectation of bodily privacy is reasonable and customary.

Signs shall be posted on district property and in or on district vehicles to notify students, staff, and
visitors that video cameras may be in use. Violations of school personnel policies or laws caught by
the cameras and other technologies authorized in this policy may result in disciplinary action.

Thedistrict shall retain copies of video recordings until they are erased which may be accomplished
by either deletion or copying over with a new recording.

Videos, automatic identification, ordatacompilations containing evidence ofa violation of district

personnel policies and/or state or federal law shall be retained until the issue of the misconduct isno
longer subject to review orappeal as determined by board policy or staffhandbook; any release or

viewing of such records shall be in accordance with current law.

Staffwho vandalize, damage, defeat, disable, orrender inoperable (temporarily or permanently)
surveillance cameras and equipment, automatic identification,ordatacompilation devices shall be
subjecttoappropriate disciplinary actionand referral to appropriate law enforcement authorities.

Videorecordings and automatic identification or data compilation records may become a partofa
staff member's personnel record.

T'A.C.A. § 6-21-122 requires audio recording devices be installed in each locker room and changing room located on
the District's property by the 2027-2028 school year. When your district installs the required audio recording devices,
add “audio recording devices” to the list.

2 When your district installs the required audio recording devices from footnote 1, add the following sentence to this
paragraph:

In accordance with Arkansas law, the District has audio recording devices in each of the District’s locker rooms,
changing rooms, and dressing rooms.

3 When your district installs the required audio recording devices from footnote 1, add the following sentence to this
paragraph:

Signs shall be posted in a conspicuous place in each of the District’s locker rooms, changing rooms, and dressing
rooms notifying individuals of the presence of an audio recording device in the locker room, changing room, or
dressing room.

4 When your district installs the required audio recording devices from footnote 1, add the following language to the
paragraph:

Other than audio recordings being retained under the provisions of this policy’s following paragraph, audio
recordings shall be retained for one (1) year from the date when the audio recording was made. At least ten (10) days



before the destruction or deletion of an audio recording, the District shall publish a notice on the District’s website
that the District intends to destroy or delete the audio recording.

5 When your district installs the required audio recording devices from footnote 1, add “audio recordings” to the list.

¢ A.C.A. § 6-21-122 restricts access to the audio recordings to only a:

o) District administrator; or

o Parent, legal guardian, person having lawful control of the student, or person standing in loco parentis to a
student who presents an allegation of wrongdoing that the audio recording may be used as evidence for.

Legal Reference: A.CA. §6-21-122
Date Adopted: July 16,2008

LastRevised: April 15,2019
July 24, 2025



3.42-0BTAINING and RELEASING STUDENT'S FREE AND REDUCED
PRICE MEAL ELIGIBILITY INFORMATION

Obtaining Eligibility Information

A fundamental underpinning of the National School Lunch and School Breakfast Programs
(Programs) is that in their implementation, there will be no physical segregation of, discrimination
against, orovertidentificationofchildren who are eligible forthe Program's benefits. While the
requirements of the Programs are defined in much greater detail in federal statutes and pertinent Code
of Federal Regulations, this policy is designed to help employees understand prohibitions on how the
student information is obtained and/or released through the Programs. Employees with the greatest
responsibility for implementing and monitoring the Programs should obtain the training necessary to
become fully aware of the nuances of their responsibilities.

The District is required to inform households with children enrolled in District schools of the
availability of the Programs and of how the household may apply for Program benefits. However, the
District and anyone employed by the district is strictly forbidden from requiring any household or
studentwithinahousehold fromsubmittinganapplicationtoparticipateintheprogram. Thereare
NO exceptions tothis prohibition and it would apply, forexample, to the offer ofincentives for
completed forms, ordisincentives ornegative consequences for failingtosubmitorcomplete an
application. Putsimply, federal law requires thatthe names ofthe children shall notbe published,
posted or announced in any manner.

In additionto potential federal criminal penalties thatmay befiled against astaff member who
violates this prohibition, the employee shall be subject todiscipline up toand including termination.

Releasing Eligibility Information

As partofthe district's participation in the National School Lunch Program and the School Breakfast
Program, thedistrictcollects eligibility datafromitsstudents. Thedata's confidentialityis very
important and is governed by federal law. The district has made the determination to release student
eligibility status or information as permitted by law. Federal law governs how eligibility datamay be
released and to whom. The district will take the following steps to ensure its confidentiality:

Somedatamaybereleased togovernmentagenciesor programs authorized bylawtoreceivesuch
data without parental consent, while other data may only be released after obtaining parental consent.
In both instances, allowable information shall only be released on aneed to know basis to individuals
authorized to receive the data. The recipients shall sign an agreement with the district specifying the
names or titles of the persons who may have access to the eligibility information. The agreement shall
furtherspecifythespecificpurpose(s)forwhichthedatawillbeusedandhowtherecipient(s)shall
protect the data from further, unauthorized disclosures.

The superintendent shall designate the staff member(s) responsible for making eligibility
determinations.Releaseofeligibility information to otherdistrictstaffshall belimited toas few
individuals as possible who shall have a specific need to know such information to perform their job



responsibilities. Principals, counselors, teachers, and administrators shall nothave routine access to
eligibility information or status.

Each staff person with access to individual eligibility information shall be notified of their personal
liability for its unauthorized disclosure and shall receive appropriate training on the laws governing
the restrictions of such information.

Legal References: Commissioner's Memos 1A-05-018, FIN 09-041, IA 99-011, and FIN 13-
018

DESE Eligibility Manual for School Meals Revised July 2017

AC.A§ 6-18-715

7CFR 210.1-210.31

7CFR220.1-220.22

7 CFR 245.5, 245.6, 245.8

42 USC 1758(b)(6)

Date Adopted: May 18, 2009
Last Revised: April 15,2019
July 15, 2021



3.43—DUTY OF LICENSED EMPLOYEES TO MAINTAIN LICENSE IN
GOOD STANDING

It is the responsibility of each licensed employee, and not the district, to keep the employee’s
license continuously renewed with no lapses in licensure, and in good standing with the State
Board of Education. Failure of a licensed employee to do so will be grounds for termination.

Legal Reference: A.C.A. § 6-17-401

Date Adopted: May 18, 2009
Last Revised: April 15,2019
January 22, 2025
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3.44 —LICENSED PERSONNEL WORKPLACE INJURIES AND
WORKERS’ COMPENSATION

The district provides Workers” Compensation (WC) Insurance, as required by law. Employees
who sustain any injury at work must immediately notify their immediate supervisor, or in the
absence of their immediate supervisor notify the Administration Office. An injured employee
must fill out a Form N and the employee’s supervisor will determine whether to report the claim
or to file the paperwork if the injury requires neither medical treatment or lost work time. While
many injuries will require no medical treatment or time lost at work, should the need for
treatment arise later, it is important that there be a record that the injury occurred. All employees
have a duty to provide information and make statements as requested for the purposes of the
claim assessment and investigation.

The District may discipline an employee, up to and including termination of the employee’s

contract, if it is discovered that the employee:

1. Deliberately made false statements concerning the origin of an injury or the circumstances
surrounding the injury; or

2. Submitted a WC claim that the employee knew to be based substantially or entirely on false
information.

An employee shall not be disciplined solely because the District’s WC carrier denied the

employee’s WC claim.

For injuries requiring medical attention, the district will exercise its right to designate the initial
treating physician and an injured employee will be directed to seek medical attention, if
necessary, from a specific physician or clinic. In addition, employees whose injuries require
medical attention shall submit to a drug test, which shall be paid at the District’s WC carrier’s
expense. Failure for the employee to submit to the drug test or a confirmed positive drug test
indicating the use of illegal substances or the misuse of prescription medications shall be grounds
for the denial of WC benefits.:

A WC absence may run concurrently with FMLA leave (policy 3.32) when the injury is one that
meets the criteria for a serious health condition. To the extent that WC benefits and FMLA leave
run concurrently, the employee will be charged for any paid leave accrued by the employee at
the rate necessary to bring the total amount of combined income up to one hundred percent
(100%) of usual contracted daily rate of pay. If the health care provider treating the employee for
the WC injury certifies the employee is able to return to a “light duty job,” but is unable to return
to the employee’s same or equivalent job, the employee may decline the District’s offer of a
“light duty job.” As a result, the employee may lose his/her WC payments, but for the duration of
the employee’s FMLA leave, the employee will be paid for the leave to the extent that the
employee has accrued applicable leave.

Employees who are absent from work in the school district due to a WC claim may not work at a
non-district job until they have returned to full duties at their same or equivalent district job;
those who violate this prohibition may be subject to discipline up to and including termination.
This prohibition does NOT apply to an employee who has been cleared by his/her doctor to
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return to "light duty" but the District has no such position available for the employee and the
employee's second job qualifies as "light duty".

To the extent an employee has accrued sick leave and a WC claim has been filed, an employee:

o Will be charged for a day's sick leave for all days missed until such time as the WC claim has
been approved or denied;

e Whose WC claim is accepted by the WC insurance carrier as compensable and who is absent
for eight (8) or more days shall be charged sick leave at the rate necessary, when combined
with WC benefits, to bring the total amount of combined income up to one hundred percent
(100%) of the employee's usual contracted daily rate of pay;

e Whose WC claim is accepted by the WC insurance carrier as compensable and is absent for
fourteen (14) or more days will be credited back that portion of sick leave for the first seven
(7) days of absence that is not necessary to have brought the total amount of combined
income up to one hundred percent (100%) of the employee's usual contracted gross pay.

Notes: This policy is similar to policy 8.36. If you change this policy, review 8.36 at the same time to
ensure applicable consistency between the two.

1Insert the position of the person to be notified.

:Requiring employees who need medical treatment for injuries at work to be drug tested
is optional but is recommended. A.C.A. § 11-9-102 states that an injury resulting while
the employee is under the influence of alcohol or illegal drugs is not a compensable
injury. Requiring all employees to be drug tested for work injuries resulting in medical
treatment will allow the district to abide the prohibition against paying worker's comp for
a drug related injury.

Cross References: 3.8—LICENSED PERSONNEL SICK LEAVE
3.18—LICENSED PERSONNEL OUTSIDE EMPLOYMENT
3.32—LICENSED PERSONNEL FAMILY MEDICAL LEAVE

Legal References: Ark. Workers Compensation Commission RULE 099.33 - MANAGED
CARE

A.C.A. § 11-9-102

A.C.A. § 11-9-508(d)(5)(A)

A.C.A. § 11-9-514(a)(3)(A)(1)

Date Adopted: December 14, 2009
Last Revised: April 15, 2019
January 22, 2025
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3.45 —LICENSED PERSONNEL SOCIAL NETWORKING AND ETHICS

Definitions

“Social Media Account:” means a personal, individual, and non-work related account with an
electronic medium or service where users may create, share, or view user-generated content,
including videos, photographs, blogs, podcasts, messages, emails or website profiles or locations,
such as Facebook, LinkedIn, or Instagram.

“Professional/education Social Media Account:” means an account with an electronic medium or
service where users may create, share, or view user-generated content, including videos,
photographs, blogs, podcasts, messages, emails or website profiles or locations, such as
Facebook, LinkedIn, or Instagram.

“Blogs:” are means a type of networking and can be either social or professional in their
orientation. Professional blogs are encouraged and can provide a place for teachers to post
homework, keep parents up-to-date, and interact with students concerning school related
activities. Social blogs are discouraged to the extent they involve teachers and students in a non-
education oriented format.

Policy

Technology used appropriately gives faculty new opportunities to engage students. District staff
are encouraged to use educational technology, the Internet, and professional/education social
networks to raise student achievement and to improve communication with parents and students.
Technology and social media accounts also offer staff many ways they can present themselves
unprofessionally and/or interact with students inappropriately.

It is the duty of each staff member to appropriately manage all interactions with students,
regardless of whether contact or interaction with a student occurs face-to-face or by means of
technology, to ensure that the appropriate staff/student relationship is maintained. This includes
instances when students initiate contact or behave inappropriately themselves.

Public school employees are, and always have been, held to a high standard of behavior. Staff
members are reminded that whether specific sorts of contacts are permitted or not specifically
forbidden by policy, they will be held to a high standard of conduct in all their interactions with
students. Failure to create, enforce and maintain appropriate professional and interpersonal
boundaries with students could adversely affect the District’s relationship with the community
and jeopardize the employee’s employment with the district.

The Division of Elementary and Secondary Education (DESE) Rules Governing the Code of
Ethics for Arkansas Educators requires District staff to maintain a professional relationship with
each student, both in and outside the classroom. The School Board of Directors encourages all
staff to read and become familiar with the Rules. Conduct in violation of the DESE Rules
Governing the Code of Ethics for Arkansas Educators, including, but not limited to conduct
relating to the inappropriate use of technology or online resources, may be reported to the
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Professional Licensure Standards Board (PLSB) and may form the basis for disciplinary action
up to and including termination.

Staff members are discouraged from creating personal social media accounts to which they invite
students to be friends or followers.: Employees taking such action do so at their own risk and are
advised to monitor the site’s privacy settings regularly.

District employees may set up blogs and other professional/education social media accounts
using District resources and following District guidelines' to promote communications with
students, parents, and the community concerning school-related activities and for the purpose of
supplementing classroom instruction. Accessing professional/education social media during
school hours is permitted.

Staff are reminded that the same relationship, exchange, interaction, information, or behavior
that would be unacceptable in a non-technological medium, is unacceptable when done through
the use of technology. In fact, due to the vastly increased potential audience that digital
dissemination presents, extra caution must be exercised by staff to ensure they don’t cross the
line of acceptability. A good rule of thumb for staff to use is, “if you wouldn’t say it in class,
don’t say it online.”

Whether permitted or not specifically forbidden by policy, or when expressed in an adult-to-
adult, face-to-face context, what in other mediums of expression could remain private opinions,
including “likes” or comments that endorse or support the message or speech of another person,
when expressed by staff on a social media website, have the potential to be disseminated far
beyond the speaker’s desire or intention. This could undermine the public’s perception of the
individual’s fitness to educate students, thus undermining the teacher’s effectiveness. In this
way, the expression and publication of such opinions could potentially lead to disciplinary action
being taken against the staff member, up to and including termination ernenrenewal of the
contract of employment.

Accessing social media websites for personal use during school hours is prohibited, except
during breaks or preparation periods. Staff are discouraged from accessing social media websites
on personal equipment during their breaks and/or preparation periods because, while this is not
prohibited, it may give the public the appearance that such access is occurring during
instructional time. Except when expressly authorized by the employee’s job duties, staff shall not
access social media websites using district equipment at any time, including during breaks or
preparation periods, except in an emergency situation or with the express prior permission of
school administration. Except when expressly authorized by the District employee’s job duties
and when District procedures have been followed, all school district employees who participate
in social media websites shall not post any school district data, documents, photographs taken at
school or of students, logos, or other district owned or created information on any

website. Further, the posting of any private or confidential school district material on such
websites is strictly prohibited. The posting of prohibited material or posting without following
proper procedures may result in disciplinary action against the District employee, up to and
including termination.
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Specifically, the following forms of technology based interactivity or connectivity are expressly
permitted or forbidden::

Privacy of Employee's Social Media Accounts

In compliance with A.C.A. § 11-2-124, the District shall not require, request, suggest, or cause a

current or prospective employee to:

1. Except as permitted below, disclose the username and/or password to his/her personal social
media account;

2. Add an employee, supervisor, or administrator to the list of contacts associated with his/her

personal social media account;

Change the privacy settings associated with his/her personal social media account; or

4. Retaliate against the employee for refusing to disclose the username and/or password to
his/her personal social media account.

[98)

The District may require an employee to disclose his or her username and/or password to a
personal social media account if the employee’s personal social media account activity is
reasonably believed to be relevant to the investigation of an allegation of an employee violating
district policy; local laws; state laws and rules; or federal laws and regulations. If such an
investigation occurs, and the employee refuses, upon request, to supply the username and/or
password required to make an investigation, disciplinary action may be taken against the
employee, which could include termination errenrerewal of the employee’s contract of
employment with the District.

Notwithstanding any other provision in this policy, the District reserves the right to view any
information about a current or prospective employee that is publicly available on the Internet.

In the event that the district inadvertently obtains access to information that would enable the
district to have access to an employee’s personal social media account, the district will not use
this information to gain access to the employee’s social media account. However, disciplinary
action may be taken against an employee in accordance with other District policy for using
district equipment or network capability to access such an account. Employees have no
expectation of privacy in their use of District issued computers, other electronic device, or use of
the District's network. (See policy 3.28—LICENSED PERSONNEL TECHNOLOGY USE
POLICY)

Notes: This policy is similar to policy 8.37. If you change this policy, review 8.37 at the same time to
ensure applicable consistency between the two.

While only the Privacy of Employee's Social Media Accounts section of this policy is
required by statute, ASBA strongly recommends adopting the policy in its entirety after
consulting with staff for localizing purposes.

1'The policy’s separate definitions for “social media websites” and

“professional/education social media accounts” are important. Districts are encouraged to
establish “professional/education social media accounts” as an acceptable means of
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teacher and district communication with students and parents. This can serve to
discourage inappropriate staff/student interactions on “social media websites.” ASBA
strongly suggests using the discussions for modifying/personalizing this policy as a
means for generating the acceptable guidelines and procedures for staff creation of
private “professional/education social networks”. We recommend NOT incorporating the
guidelines into the policy, but have them available for all staff to review. Incorporating
them into the policy will make it much harder to change them if the need arises.

:What is and is not acceptable staff/student interaction on social networking websites is
an education community decision, and will vary from district to district. As a general
rule, the greater the degree of real-life connections and interactivity between staff and
students that normally occur in the community, the greater the tolerance will be for
virtual connections and interactivity. Use the following list to help guide discussions with
staff to determine which items should be included in the policy and with what
modifications/stipulations. It is as important to include in the policy what is permitted as
what is not permitted. Your discussions may elicit additional bullets to include in the
policy:

e Sharing personal landline or cell phone numbers with students;

o Text messaging students;

o Emailing students other than through and to school controlled and monitored
accounts;

e Soliciting students as friends or contacts on social networking websites;

e Accepting the solicitation of students as friends or contacts on social networking
websites;

o Creation of administratively approved and sanctioned “groups” on social networking
websites that permit the broadcast of information without granting students access to
staff member’s personal information;

o Sharing personal websites or other media access information with students through
which the staff member would share personal information and occurrences.

Cross reference: 3.28—LICENSED PERSONNEL TECHNOLOGY USE POLICY

Legal References: A.CA.§11-2-124
DESE Rules Governing, The Code Of Ethics For Arkansas Educators

Date Adopted: June 16, 2014
Last Revised: April 15,2019
January 22, 2025
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3.46 —LICENSED PERSONNEL VACATIONS

Two hundred forty 240 day contracted employees are credited with 10 days of vacation' at the
beginning of each fiscal year; this is based on the assumption that a full contract year will be
worked. If an employee fails to finish the contract year due to resignation or termination, the
employee’s final check will be reduced at the rate of eight hundred thirty-three thousandths
(0.833) days per month, or major portion of a month, for any days used but not earned.

Instructional Employees may not generally take vacation during instructional time. All vacation
time must be approved, in advance to the extent practicable, by the superintendent or

designee. If vacation is requested, but not approved, and the employee is absent from work in
spite of the vacation denial, disciplinary action will be taken against the employee, which may
include termination.

No employee shall be entitled to more than fifteen (15) days of vacation as of the first day of
each fiscal year. The permissible carry forward includes the ten (10) days credited upon the start
of the fiscal year. Employees having accrued vacation totaling more than fifteen (15) days as of
the date this policy is implemented shall not be eligible to increase the number of days carried
forward during their employment with the district. Earned but unused vacation will be paid
upon retirement, termination, or nonrenewal at the employee’s current daily rate of pay.

Date Adopted: June 16,2014
Last Revised: April 15,2019
July 15, 2021
January 2025
June 19, 2025
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3.47—DEPOSITING COLLECTED FUNDS

From time to time, staff members may collect funds in the course of their employment. It is the
responsibility of any staff member to deposit such funds they have collected daily! into the
appropriate accounts for which they have been collected. The Superintendent or his/her designee
shall be responsible for determining the need for receipts for funds collected and other record
keeping requirements and of notifying staff of the requirements.

Staff that use any funds collected in the course of their employment for personal purposes, or
who deposit such funds in a personal account, may be subject to discipline up to and including
termination.

Notes: This policy is similar to policy 8.39 H you change this policy, review 8.39 at the same
time to ensure consistency between the two.

” Daily” is a suggested length of time that aligns with policy 7.7. You may select a
different time period, but if you change it, be sure to change policy 7.7 to match. The
reason for this policy and the shorter timeline is to protect both the district and the
teachers from possible overnight theft, which is only covered by insurance if there are
receipts to prove the existence of the funds and even then, there is a deductible (often
$1000). It could often be the case that the receipts and the funds would be in the same
envelope and be stolen at the same time. Bottom line is that the daily timeline is to
protect both the district and the teacher.

Date Adopted: June 16, 2014
April 15, 2109
Last Revised: January 22, 2025
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3.48 —LICENSED PERSONNEL WEAPONS ON CAMPUS

Firearms!
Except as permitted by this policy, no employee of this school district, including those who may
possess a “concealed carry permit,” shall possess a firearm on any District school campus or in
or upon any school bus or at a District designated bus stop.

Employees who meet one or more of the following conditions are permitted to bring a firearm

onto school property:

o He/she is participating in a school-approved educational course or program involving the
use of firearms such as ROTC programs, hunting safety or military education, or before
or after-school hunting or rifle clubs;

J The firearms are securely stored and located in an employee’s on-campus personal
residence and/or immediately adjacent parking area;?

o He/she is a registered, commissioned security guard acting in the course and scope of
his/her duties;

o He/she is a certified law enforcement officer, either on or off duty;

o He/she has a valid conceal carry license and leaves his/her handgun in his/her locked

vehicle in the district parking lot.

Possession of a firearm by a school district employee who does not fall under any of the above
categories anywhere on school property, including parking areas and in or upon a school bus,
will result in disciplinary action being taken against the employee, which may include
termination of the employee.

Other Weapons®
Option 1
Employees may not possess any weapon, defined herein as an item designed to harm or injure
another person or animal, any personal defense item such as mace or pepper spray, or any item
with a sharpened blade, except those items which have been issued by the school district or are
otherwise explicitly permitted (example: scissors) in their workspace.

Option 2
An employee may possess a:
1. Pocket knife that has a blade or blades that:

o Can be folded into a case; and
¢ Are less than three inches (3”) in length each.
2. Container of tear gas* or mace that has a capacity of one hundred fifty cubic centimeters
(150 cc) or less.

Employees are expected to safeguard allowable items the employee possesses in such a way as to
ensure they are not possessed by students. Such items are not to be used against students,
parents or other school district employees. Possession of weapons, knives, or self-defense items
that do not comply with the limits contained herein; the failure of an employee to safeguard such
items; or the use of such items against students, parents, or other school district employees may

©2025 Arkansas School Boards Association



result in disciplinary action being taken against the employee, which may include termination of
the employee.

Employees who are participating in a Civil War reenactment may bring a Civil War era weapon
onto campus with prior permission of the building principal. If the weapon is a firearm, the
firearm must be unloaded.?

Notes: This policy is similar to Policy 8.40. If you change this policy, review Policy 8.40 at the
same time to ensure applicable consistency between the two.

I'The possession of handguns and firearms is a very hot topic. In Arkansas, the laws
governing their possession on school grounds are both complicated and less than clear.
The two statutes most directly affecting schools are A.C.A. § 5-73-119 (herein after 119)
and A.C.A. § 5-73-306 (herein after 306).

119 governs firearms (including handguns) while 306 deals strictly with concealed
handguns (those guns having a barrel length of 12" or less).

119 prohibits firearms on "developed school property" while 306 prohibits concealed
handgun permit holders from carrying their handguns into school buildings or events but
permits the concealed carry licensee to leave a handgun in his/her locked vehicle at a
publicly owned parking lot.

119 permits those who are on a "journey" to carry handguns and firearms on school
property. Technically, this would allow employees to bring their firearms to school;
however, Federal law, 18 U.S.C. § 922(q)(2) prohibits anyone who is on a “journey” and
who does not fall under another allowable category, such as a law enforcement officer,
from doing more than having the firearm in their vehicle. While we accept that concealed
carry licensees may leave their handgun in their locked vehicle in the parking lot, we see
this as complicated to enforce and generally problematic. Also, as we interpret the statute,
parents visiting the school for an athletic or other event can bring their handgun, though it
must be left in their locked vehicle, with them. We cannot control that through policy.

2If your district has housing for any employee and that employee chooses to have any
firearms in the house, they should be kept in a very secure place. It would be wise to keep
them in a locked gun safe so that no one other than the employee has access to them.

3 Select the option that works best for your district. In making your decision, note that in
Option #2, you can choose to include only the first or the second sentence or you can
keep both sentences. If you keep the first sentence, the length of the blade allowed is
limited by A.C.A. § 5-73-120(b)(4) to less than 3". Also, A.C.A. § 5-73-120(a) prohibits
individuals from carrying a weapon "with a purpose to employ the...weapon against a
person." Presumably, an employee could possess a small pocket knife with no intent to
use it against another person. Inherent in making the decision on either sentence in
Option #2 is the possibility of a student taking the knife or the tear gas and misusing it.

©2025 Arkansas School Boards Association



4You can replace "tear gas" with "pepper spray" or leave "tear gas" in the policy and add
"pepper spray."

S While the policy language only specifically covers employees, A.C.A. § 6-5-502
permits any person who is a Civil War reenactor to bring a Civil War era weapon onto
campus with the prior permission of the principal.

Legal References: A.C.A. § 5-73-119
A.C.A. § 5-73-120
A.C.A. § 5-73-124(a)(2)
A.C.A. § 5-73-301
A.C.A. § 5-73-306
A.C.A. § 6-5-502
18 U.S.C. § 922

Date Adopted: June 16, 2014

Last Revised: April 15,2019
May 18, 2020
January 22, 2025
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3.49--TEACHERS'REMOVAL OFSTUDENT FROM CLASSROOM

Note and advisement: Tbis policy is adopted by the Board of Directors in order to bring
the District into compliance with the Division of Elementary and Secondary Education
rules concerning student discipline, and to incorporate the provisions of AC.A § 6-18-
511. However, teachers should be aware that federal law governing astudent's Individual
Education Program (IEP) or 504 plan, or status as anindividual with adisability will
supersede Arkansas law. Inmany cases, removing astudent fromaclassroom dueto
behavioral problems, will violate astudent's [EP, violate astudent's 504 plan, or constitute
discriminationagainstthe studentduetoadisability thataffectsthestudent's ability to
conform his or her behavior. Teachers have been successfully sued for [EP and 504 plan
violations in other jurisdictions,and teachers need to understand that violating astudent's
rightsisoutside ofthescope ofhisorheremployment, and noinsuranceisavailable or
provided by the school district for either legal defense orto pay amoney judgment.
Teacherswhorelyonthislawandthispolicytoexcludeastudentwithspecialneedsora
disability are assuming a grave personal risk.

Definitions

"Appropriate interim learning environment" means an appropriate learning environment that is used for a period of time not to
exceed ten (10) days.

"Appropriate learning environment" means a setting within the District that provides a similar structure to the following,
without limitation:

1. A classroom; or

2. In-school suspension.

"Violent or abusive behavior" means, without limitation:

a. Using threatening language;

b. Throwing an item that risks or causes:

Harm to another individual;

Injury to another individual; or

Damage to property;

c. Physically abusing a teacher or another student; or

d. Any other similar action that presents a physical danger or a threat of physical danger to a teacher or another student.

A Teacher may, but is not required to, remove a student from class:

. Who has been documented by the teacher as repeatedly interfering with the teacher's ability to teach the students in the
class or with the ability of the student's classmates to learn; or
. Whose behavior is so unruly, disruptive, violent, or abusive that it seriously interferes with the teacher’s ability to

teach the students, the class, or with the ability of the student’s classmates to learn.

A student who is removed from class shall:

o Be sent to the office of the principal or the principal’s designee;

o Be escorted from the classroom by the school administration if the student refuses to leave the classroom voluntarily;
o Not be returned to the teacher's class until a conference is held; and

o Be placed in another appropriate classroom learning environment until the conference is completed.

The conference shall be held for the purpose of:

L. Determining the causes of the problem that lead to the student’s removal and possible solutions;
2. Serving as a manifestation determination review if the student removed from the class is a student with a disability;
3. Determining if a behavioral threat assessment is necessary for the student who was removed from the class due to

violent behavior.



The following individuals shall be present at the conference:

The principal or the principal's designee;

The teacher;

The school counselor;

A 504/special education representative (if applicable);

The parents, legal guardians, persons having lawful control of the student, or persons standing in loco parentis; and

) The student, if appropriate.

The failure of the parents, legal guardians, persons having lawful control of the student, or persons standing in loco parentis to
attend the conference shall not prevent the conference from being held nor prevent any action from being taken as a result of
that conference.

oo o

Following the conclusion of the conference, the principal or the principal’s designee may take any of the following actions
against a student who was removed from class:

. Place the student into another appropriate learning environment or into in-school suspension;
= Except for a student who was removed for violent or abusive behavior, return the student to the class; or
. Take other appropriate action consistent with the District's discipline policy, state law, and federal law.

A student who is removed from class three (3) times during the same school year shall be placed in another appropriate
learning environment for the remainder of the school year.

The District shall follow all requirements under the IDEA and 504 for students with a disability, including those surrounding a
change in placement.

Note: ! The introductory note to the policy is intended to be included in the policy. The note contains information teachers
need to be aware of if they are not to misunderstand the actual limited scope of the statute's language that triggered the policy.

Legal References: AC.A.§ 6-18-511
Divisionof Elementary and Secondary Education Rules Governing Student
Discipline and School Safety

Date Adopted: April 15,2019
Last Revised: July 20,2020
July 15,2021
July 24, 2025



3.50 —ADMINISTRATOR EVALUATOR CERTIFICATION

Continuing Administrators

The Superintendent or designee shall determine and notify in writing by August 31 of each year
those currently employed administrators who will be responsible for conducting Teacher
Excellence and Support System (hereinafter TESS) summative evaluations who are not currently
qualified to fulfill that role. All currently employed administrators so notified shall have until
December 31 of the contract year to successfully complete all training and certification
requirements for evaluators as set forth by the Division of Elementary and Secondary Education
(DESE). Any administrator who is required to obtain and maintain TESS evaluator certification,
as a term and condition of employment who fails to do so by December 31 of any contract year
may have their contract terminated or not recommended for renewal. No administrator may
conduct a summative evaluation unless they have successfully completed all training and
certification requirements for evaluators required by the DESE.

Newly Hired or Promoted Administrators

All newly hired or newly promoted administrators, as a term and condition of their acceptance of
their contract of employment for their administrative position, are required to obtain and
maintain evaluator certification for TESS on or before December 31 of the initial administrative
contract year, unless they are explicitly excused from such a contractual requirement by board
action at the time of the hire or promotion. Any newly hired or newly promoted administrator
who is required to obtain and maintain TESS evaluator certification, as a term and condition of
employment, who fails to do so by December 31 of any contract year may have their contract
terminated or not recommended for renewal. No administrator may conduct a summative
evaluation unless they have successfully completed all training and certification requirements for
evaluators required by the DESE.

Legal Reference: A.C.A. § 6-15-202(1)(50)

Date Adopted: June 16, 2014
Last Revised: April 15,2019
January 22, 2025
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3.51-SCHOOLBUS DRIVER'S USE OF MOBILE COMMUNICATION
DEVICES

"School Bus" is a motorized vehicle that meets the following requirements:

1. Is privately owned and operated for compensation, or which is owned, leased or otherwise
operated by, or for the benefit of the District; and
2. Is operated for the transportation of students from home to school, from school to home, or to

and from school events.

Anydriver ofaschool bus shall not operate the school bus while using adevice to browse the
internet, makeorreceive phonecallsorcomposeorread emailsortextmessages. Iftheschool busis
safely off the road with the parking brake engaged, exceptions are allowed to call for assistance due to
a mechanical problem with the bus, or to communicate with any of the following during an
emergency:

. Anemergency system response operator or 911 public safety communicationsdispatcher;
. A hospital oremergency room,;

. A physician's office or health clinic;

. An ambulance or fire department rescue service;

. A fire department, fire protection district, or volunteer fire department; or

. A police department.

Inaddition to statutorily permitted fines, violations of this policy shall be grounds for disciplinary
action up to and including termination.

Legal Reference: AC.A §6-19-120

Date Adopted: June 16,2014
LastRevised: April 15,2019



3.52-WRITTEN CODE OF CONDUCT FOR EMPLOYEES INVOLVED IN
PROCUREMENT WITH FEDERAL FUNDS

For pmposes ofthispolicy, "Family member" includes:

. An individual's spouse;

. Children of'the individual or children of the individual's spouse;

. The spouse of a child of the individual or the spouse of a child of the individual's spouse;

. Parents of the individual or parents of the individual's spouse;

. Brothers and sisters of the individual or brothers and sisters of the individual's spouse;

. Anyone living or residing in the same residence or household with the individual or inthe
same residence or household with the individual's spouse; or

. Anyone acting or serving as an agent of the individual or asan agent of the individual's
spouse.

No District employee, administrator, official, or agent shall participate in the selection, award, or
administration of a contract supported by Federal funds, including the District Child Nutrition
Program funds, ifa conflict of interest exists, whether the conflict is real or apparent. Conflicts of
interest arise when one or more of the following has a financial or other interest in the entity selected
for the contract:

1. The employee, administrator, official, or agent;

2 Any family member of the District employee, administrator, official, or agent;
3. The employee, administrator, official, or agent's partner; or

4 An organization that currently employs or is about to employ one of the above.

Employees, administrators, officials, oragents shallnot solicitoraccept gratuities, favors, oranything
ofmonetary value from contractors, potential contractors, or parties to sub-agreements including, but
not limited to:

Entertainment;

Hotel rooms;

Transportation;

Gifts;

Meals; or

Items of nominal value (e.g. calendar or coffee mug).

ho 0o o

Violations ofthe Code of Conduct shall result in discipline, up toand including termination. The
District reserves the right to pursue legal action for violations.

AllDistrictpersonnel involved inpurchases with Federal funds, including child nutrition personnel,
shall receive training on the Code of Conduct. Training should include guidance about how to
respond when a gratuity, favor, or item with monetary value is offered.

Legal References: AC.A§ 6-24-101 etseq.
Arkansas Department of Education Rules Governingthe Ethical Guidelines
And Prohibitions For Educational Administrators, Employees, Board
Members And Other Parties



Commissioner's Memo FIN 09-036
Commissioner's Memo FIN-10-048
Commissioner's Memo FIN 15-074
2 C.F.R. §200.318
7C.F.R.§3016.36
7C.F.R.§3019.42

Date Adopted:
Last Revised: April 15, 2019



3.53---LICENSED PERSONNEL BUS DRIVER END of ROUTE REVIEW

Eachbusdrivershall walkinsidethebus fromthe fronttothe backtomake surethatallstudentshave
gotten off the bus after each trip. If a child is discovered through the bus walk, the driver will
immediately notify the central office and make arrangements for transporting the child appropriately.
If childrenareleftonthebusafterthebuswalk throughhasbeencompleted and thedriverhasleftthe
bus for that trip, the driver shall be subject to discipline up to and including termination ofthe
employee's classified contract.

Date Adopted: June 16, 2014
Last Revised: April 15,2019



3.54---TEACHING DURING PLANNING PERIOD AND/OR OF MORE THANTHE
MAXIMUM NUMBER OF STUDENTS PER DAY

A fifth(5") through twelfth(12") grade teacher may enter into an agreement with the District to teach:
1) An additional class in place of a planning period; and/or
2) More than one hundred fifty (150) students per day.

Ateacher who agrees to teach more than the maximum number of students per day is still bound by the
maximum number of students per class period in the Standards for Accreditation and the Division of
Elementaryand Secondary Education (DESE)Rules Governing Class Sizeand Teaching Load. A fifth (5™
through twelfth (12'!) grade teacher may not teach more than the maximum number of students per day as set in
the Standards and the DESE rules for teachers of fifth (5Y}! through twelfth (12!!! grade withoutreceiving
additional compensation unless the course being taught is one that meets the definition ofa course that lends
itself to large group instruction.

A fifth (5% through twelfth (12% gradeteacher who enters into anagreement with the District shallreceive

compensation based on the teacher's:

a) Hourly rate of pay for the loss of a planning period; and/or

b) Basic contract that is pro-rated for every additional student they teach over the maximum number of
students permitted per day.

Ateacherwhowishestoenterintoanagreementfornumbers 1,2,orbothabovemustsignanagreement with
the District prior to the teacher giving up his/her planning period or teaching more than the maximum number
of students per day. A teacher shall not be eligible to receive compensation until after the agreement has been
signed. The maximum length ofthe signed agreement between theteacher andthe Districtshall be forthe
semester the agreement issigned.

Neither the District nor the teacher are obligated to:

. Enter into anagreemen;t
. Renew an agreement;or
. Continue an agreement past the semester in which the agreement is signed.

Legal References: AC.A.§ 6-17-812
DESE Rules Governing Class Size and Teaching Load

Date Adopted: April 15,2019
Last Revised: May 18,2020
June 15,2023
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3.54F-TEACHING INSTEAD OF PREPARATORY PERIOD AND/OR EXTRA
DAILY STUDENTS CONTRACT ADDENDUM

The Ozark Mountain School District and (Teacher) enter into the following contract
addendum:

1. Teacher has agreed to teach a class on instead of a preparatory period from __ through
2. District agrees to pay Teacher for the loss of Teacher's preparatory period in the amountof

3. Districtagrees to pay Teacher for those students who enroll and attend Teacher's class thatare inexcess
of'the Standard's maximum daily number of students at the per student per day amount of

4, District agrees to pay teacher

5. This addendum between District and Teacher is in addition to and separate from any other contract
between District and Teacher; and

6. District and Teacher agree that this contract shall be effective for the current semester and that future
semesters shall require District and Teacher to enter into a new contract.

Teacher's Signature: o Date:

Superintendent's Signature: - Date: _ _ _

Board President's Signature: Date:

Legal References: AC.A§ 6-17-114

AC.A§ 6-17-812
DESE Rules Governing Class Size and Teaching Load

Date Adopted: April 15,2019
Last Revised: June 15, 2023
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3.55-LICENSED PERSONNEL USE OF PERSONAL PROTECTIVE
EQUIPMENT

Employees whose job duties require the use or wearing of Personal Protective Equipment (PPE) shall
useorwearthe prescribed PPE atall times while performingjobduties thatexpose employees to
potential injury or illness. Examples of PPE include, but are not limited to:

. Head and face protection:
o Hardhat;
0 Bump cap;
0 Welding helmet;
0 Safety goggles;
0 Safety glasses;
0 Face shield;
. Respiratory protection:
0 Dust/mist mask;
0 Half-face canister respirators;
. Hearing protection:
Earplugs;
Earmuffs;
¢ Hand protection, which is based on hazard exposure(s) and type(s) of protection needed:
0 Leather;
0 Latex;
0 Rubber;
0 Nitrile;
0 Kevlar;
0 Cotton;
¢ Body protection:
0 Welding apron,;
0 Welding jackets;
0 Coveralls/Tyvek suits;
. Foot Protection:
Metatarsal protection;
0 Steel toed boots/shoes;
0 Slip resistant shoes;
° Fall Protection:
0 Belts, harnesses, lanyards;
0 Skylight protection;
0 Safe ladders;
0 Scissor lifts.

Employees operating aschool-owned vehicle that is equipped with seat belts for the operator shall be
secured bytheseatbeltatalltimestheemployee isoperating the vehicle. Ifthe vehicleisequipped
withseat belts for passengers, the employee operating the vehicle shall not put the vehicle into motion
untilall passengers aresecured by aseatbelt. Employees traveling in, butnotoperating, aschool
owned vehicle thatis equipped with seat belts for passengers shall be secured by aseatbeltatall
times the vehicle is in motion.



Employees who fail to use or wear the prescribed PPE required by their job duties put themselves and
co-workers atrisk ofsustaining personal injuries. Employees whoare foundtobeperformingjob
duties withoutusing or wearingthe necessary PPErequired by theemployee's jobduties maybe
disciplined, up to and including termination.

A supervisor may be disciplined, up to and including termination, if the supervisor:

1. Fails to ensure the employee has the prescribed PPE before the employee assumes job duties
requiring such equipment;

2. Fails to provide an employee replacement PPE when necessary in order for the employee to
continue to perform the job duties that require the PPE; or

3. Instructs the employee to perform the employee's job duties without the prescribed PPE

required by those job duties.

Anemployee shall not be disciplined for refusing to perform job duties that require the employee to

use/wear PPE if:
a. The employee has not been provided the prescribed PPE; or
b. ThePPEprovided totheemployeeisdamaged orworntotheextentthatthe PPEwouldnot

provide adequate protection to the employee.

Anemployee's immediate Supervisor isresponsible for providing the employee training on the
proper use, care, and maintenance of any and all PPE that the employee may be required to use.

Date Adopted:
Last Revised: April 15, 2019

3.56—LICENSED PERSONNEL MATERNAL LEAVE

In collaboration with the Division of Elementary and Secondary Education, the District provides
up to twelve (12) weeks of paid leave for the following:

1. Birth of an eligible employee’s biological child,

2. Placement of an adoptive child under one (1) year of age in the home of an eligible
employee.; or

3. Foster placement of an infant under one (1) year of age in the home of an eligible employee.
An employee shall be eligible to take paid leave under this policy if the:

* Individual was employed full-time by the District for more than one (1) year immediately
preceding the request for leave;

* Leave is taken within the first twelve (12) weeks of the cause for leave.; and

* Employee has not been disciplined for any leave abuse during the past year prior to the need
for leave.

An employee shall only be eligible for a total of twelve (12) weeks of paid maternity leave when
the maternity leave is due to the adoption of a child, and the adoption is following the foster
placement of the same child in the employee’s home.

Any day during the contract year not designated as a contract day, including holidays, shall not
be counted when calculating

A. The twelve (12) weeks from the cause for leave; or



B. The total number of days approved as maternal leave.

Eligible leave taken under this policy shall run concurrently with leave under Policy
3.32—LICENSED PERSONNEL FAMILY MEDICAL LEAVE but shall be used before other forms of
paid leave.

Cross Reference: 3.32—LICENSED PERSONNEL FAMILY MEDICAL LEAVE

Legal References: A.CA. §6-17-122
DESE Rules Governing Maternity Leave Cost Sharing

Date Adopted: August 21, 2025
Last Revised:

3.57-LICENSED PERSONNEL NAME, TITLE, OR PRONOUN

UnlessaDistrictemployee hasthe written permission oftheparent,legal guardian, personhavinglawful
control ofthe student, or person standing inloco parentis to the student or the student ifthe student isan
emancipated minor or over eighteen (18) years of age,a District employee shall not address a student with a:
1. Name other than that listed on the student's birth certificate, except for aderivative ofthename; or
2. Pronoun or title that is inconsistent with the student's biological sex.

ADistrictemployee shallnotbesubjecttoadverseemploymentaction fordecliningtoaddressapersonusing

a:

a. Name other than that listed onthe person's birth certificate, except for a derivative of the name; or
b. Pronoun or title that is inconsistent with the person's biological sex.

Legal Reference: AC.A§ 6-1-108

Date Adopted: June 15,2023
Last Revised:

3.58—LICENSED PERSONNEL USE OF ARTIFICIAL INTELLIGENCE

Definitions

“Artificial Intelligence (AI)” means a machine-based system can, based on a given set of human-defined objectives,
make predictions, recommendations, or decisions influencing a real or virtual environment.

“Al Tools” means Software, hardware, or cloud-based applications that use Al to aid in tasks like content creation,
data analysis, and personalized learning. For purposes of this policy, Al tools does not include items such as spell
check or grammar check.



"Automated decision tool" means an Al tool that has been specifically developed and marketed, or specifically
modified, to make or to be a controlling factor in making consequential decisions.

This policy governs the use of Al tools in classrooms, administrative functions, and decision-making processes by licensed
employees and outlines the responsible and ethical use of integrated Al tools into teaching and administrative practices.

The use of Al tools by District licensed employees shall adhere to the following:

. Only those Al tools approved by the District’s committee for the selection of Al tools may be used;

. The use of Al tools by licensed employees shall adhere to District policy; State and Federal law; State rules; and
federal regulations governing data privacy; and

. The use of Al tools shall operate in a manner that allows staff, students, and parents to have the opportunity to access

information on how Al tools are integrated in teaching and learning within the district.

Licensed employees may use Al tools to personalize learning, assist with lesson planning, and provide real-time feedback to
students. Any use of Al tools shall be to complement, rather than replace, human instruction.

Licensed employees are responsible for helping students understand the boundaries of using Al tools in completing
assignments. Any use of Al tools by students must be approved by the student’s classroom teacher prior to the student’s use.
Students shall receive instruction on how content generated by Al tools should be:

o Reviewed for bias and inaccuracies; and

o Cited as a source, following District citation guidelines.

Any use of Al tools in the classroom shall be deployed in a way that considers equal access for all students, regardless of
socioeconomic status, and shall not exacerbate inequalities. Licensed employees shall actively monitor Al tools for any signs
of bias or inequitable treatment of students. Any Al tools that are used for student assessments shall be monitored for biases
and regularly reviewed with the ultimate goal of impartiality. Automated writing evaluation and/or grading Al tools are
required to provide feedback based on set learning indicators including, but not limited to: objectives, outcomes, goals,
competencies, targets, success criteria, proficiency scales, rubrics, or other indicators. Al tools, including automated decision
tools, shall not be the sole basis for decisions that significantly affect students, such as assignment of grades.

It is the responsibility of the District’s licensed employees to monitor Al tool usage and verify the use of the Al tools is in
alignment with the district’s ethical guidelines and educational goals.

While Al tools, including automated decision tools, may be used to assist with administrative tasks, such as lesson planning,
scheduling, data analysis, and managing student records, final decisions impacting students or employees must involve human
oversight.

Employees are responsible for their use of Al tools and for safeguarding sensitive information. Employees shall report any
security incidents or potential data breaches immediately to a supervisor or the IT department!.

Licensed employees are encouraged to provide feedback on the usage of Al tools to help the District ensure the effectiveness,
ethical compliance, and relevance to the District’s educational goals of the Al tools the District is using.

The failure to comply with this policy or a District policy governing the release of information may result in disciplinary
action, up to and including termination.

Notes: This policy is similar to Policy 8.49. If you change this policy, review 8.49 at the same time to ensure applicable
consistency between the two.

! Insert the position or department where reports should be made. Make sure that it is in
alignment with Policy 7.16.

Cross References: 3.6—LICENSED PERSONNEL EMPLOYEE TRAINING
4.13—PRIVACY OF STUDENTS’ RECORDS/ DIRECTORY INFORMATION
4.64—STUDENT USE OF ARTIFICIAL INTELLIGENCE



5.10—ARTIFICIAL INTELLIGENCE
7.16—INFORMATION TECHNOLOGY SECURITY
8.49—CLASSIFIED PERSONNEL USE OF ARTIFICIAL INTELLIGENCE

Legal References: A.C.A. § 6-18-2601 et seq.

A.C.A. §25-1-128
15 U.S.C. § 6501
20 U.S.C. § 1232¢g
34 C.F.R. Part 99
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3.59—ANTISEMITISM PROHIBITED

“Antisemitism” means a certain perception of Jews, which may be expressed as hatred toward Jews. Rhetorical and physical
manifestations of antisemitism are directed toward Jewish or non-Jewish individuals and/or their property, toward Jewish
community institutions and religious facilities. Antisemitism may be expressed in speech; writing; visual forms; and actions,
and employs sinister stereotypes and negative character traits.

The following are examples of actions, when taken as a whole, that may constitute antisemitism:

The targeting of the state of Israel, conceived as a Jewish collectivity;

Charging Jews with conspiring to harm humanity;

Calling for, aiding, or justifying the killing or harming of Jews in the name of a radical ideology or an extremist view
of religion;

Making mendacious, dehumanizing, demonizing, or stereotypical allegations about Jews as such or the power of Jews
as collective — such as, especially but not exclusively, the myth about a world Jewish conspiracy or of Jews
controlling the media, economy, government or other societal institutions;

Accusing Jews as a people of being responsible for real or imagined wrongdoing committed by a single Jewish person
or group, or even for acts committed by non-Jews;

Denying the fact, scope, mechanisms (e.g. gas chambers), or intentionality of the genocide of the Jewish people at the
hands of National Socialist Germany and its supporters and accomplices during World War II (the Holocaust);
Accusing the Jews as a people, or Israel as a state, of inventing or exaggerating the Holocaust;

Accusing Jewish citizens of being more loyal to Israel, or to the alleged priorities of Jews worldwide, than to the
interests of their own nations;

Denying the Jewish people their right to self-determination, e.g., by claiming that the existence of a State of Israel is a
racist endeavor;

Applying double standards by requiring of Israel a behavior not expected or demanded of any other democratic nation;
Using the symbols and images associated with classic antisemitism (e.g., claims of Jews killing Jesus or blood libel) to
characterize Israel or Israelis;

Drawing comparisons of contemporary Israeli policy to that of the Nazis; or

Holding Jews collectively responsible for actions of the state of Israel.

Antisemitism does not include criticism of Israel similar to the criticism leveled against any other country.

Discrimination and harassment based on antisemitism is expressly prohibited.

The District shall appoint an individual to act as the District’s Title VI Coordinator, who shall be responsible for investigating
any complaints of discrimination or harassment based on antisemitism. The District shall:



1. Include contact information for the Title VI Coordinator in information that is provided to staff, students, and parents;

and
2. Provide the following on the District website that may be accessed through a link titled “Antisemitism/Title VI”:

a. The District’s definition of antisemitism;

b. A statement that antisemitism is prohibited in the District’s educational programs and activities;

c. A statement that complaints of discrimination or harassment based on antisemitism may be filed with the Title VI
Coordinator;

d. Contact information for the District’s Title VI Coordinator; and

e. Information on how to file a complaint of antisemitism with the Title VI Coordinator at the Arkansas Department
of Education.

A student or a student’s parent may contact the District Title VI Coordinator directly with any complaints of discrimination or
harassment based on antisemitism. District employees are responsible for timely notifying the District Title VI Coordinator of
any complaints they receive or incidents they witness of discrimination or harassment based on antisemitism.

Complaints of discrimination or harassment based on antisemitism shall be investigated and handled in accordance with Policy
6.7—COMPLAINTS.

An employee who is found to have violated the provisions of this policy may be subject to discipline, up to and including
termination.

The District Title VI Coordinator shall report an incident or complaint of discrimination or harassment under this policy to the
Arkansas Department of Education Title VI Coordinator.

In addition to the filing of a complaint under this policy, complaints of discrimination or harassment based on antisemitism
may be submitted directly to the Title VI Coordinator at the Arkansas Department of Education.

Nothing in this policy shall be construed to diminish or infringe upon any right protected under the First Amendment to the
United States Constitution or Arkansas Constitution, Article 2, §§ 4, 6, and 24.
Notes: This policy is similar to Policy 8.50. If you change this policy, review policy 8.50 at the same time to ensure

applicable consistency between the two.

In accordance with A.C.A. § 6-16-2002(1), the definition for antisemitism is taken from the definition adopted on May
26, 2016 by the International Holocaust Remembrance Alliance.

A.C.A. § 6-16-2003 encourages schools to:

o Incorporate antisemitism awareness training into any required anti-bias training for students, employees,
administrators, and campus police; and

o Integrate Jewish-American heritage curriculum for students that incorporates Jewish experiences in the United States
pre- and post-American Revolution; pre- and post-World War II and the Holocaust; and in modern times.

o

Cross Reference: 6.7—COMPLAINTS

Legal Reference: A.C.A. § 6-16-2001 et seq.

Date Adopted: July 24, 2025
Last Revised:
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