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INTRODUCTION

The purpose of this handbook is to provide infoiorathat will help with questions and pave the way

for a successful year. Not all district policieslgmocedures are included. Those that are have been
summarized. Suggestions for additions and improvesie this handbook are welcome and may be sent
to Nancy Lee, Director of Human Resources.

This handbook is neither a contract nor a substiiut the official district policy manual. It is ho
intended to alter the at-will status of employeeany way. Rather, it is a guide to and a brief
explanation of district policies and procedureatedd to employment. District policies and procedure
can change at any time; these changes shall sdpessg handbook provisions that are not compatible
with the change. For more information, employeey reéer to the policy codes that are associated wit
handbook topics, confer with their supervisor, @t the appropriate district office. A hard copytbé
policy manual is located at the Central Office @ndvailable for employee review during normal
working hours. The policy manual is also locatedioe at _http://www.jacksonvilleisd.org.




Employee handbook receipt

Name

Campus/worksite

Position

| hereby acknowledge receipt of a copy of the Jawckidle ISD Employee Handbook.
| agree to read the handbook and abide by the atdsdpolicies, and procedures defined or refeeice
this document.

Employees have the option of receiving the handboak electronic format or hard copy.
To access the handbook electronically, go to thkstaville ISD website at www.jacksonvilleisd.org

Click on “Employment” at the left of the screen.eficlick on “Employee Handbook.” Acrobat Reader
is required to open the document.

Please indicate your choice by checking the approte box below:

@ | choose to receive the employee handbook in @@mic format and accept responsibility for
accessing according to the instructions provided.

@ | choose to receive a hard copy of the employeardbook.

The information in this handbook is subject to an understand that changes in district polioiey
supersede, modify, or render obsolete the infomnaaummarized in this booklet. As the district
provides updated policy information, | accept regpbility for reading and abiding by the changes.

| understand that no modifications to contracteddtronships or alterations of at-will employment
relationships are intended by this handbook. lewstdind that | have an obligation to inform my
supervisor and the Human Resources Office of aap@bs in personal information, such as phone
number, address, etc. | also accept responsibalitgontacting my supervisor or the Human Resaurce
Office if | have questions or concerns or needhierrexplanation.

Signature Date

Note: You have been given two copies of this foRtease sign and date one and keep it. Sign and date
the other copy and submit it to your campus/depamtrsecretary.



Description of the district

Jacksonville Independent School District is locaabdut 30 miles south of Tyler, 100 miles southeést
Dallas, and approximately 200 miles northeast afiston. Jacksonville ISD encompasses 219 square
miles in Cherokee County with a student enrollnaedragpproximately 4800. All functional school
buildings are air-conditioned and well equipped.

District map
See Appendix, p. 98

Mission statement, goals and objectives

Policy AE
See Appendix, p. 40

The mission of the Jacksonville Independent Sdbstiict, as a community-wide partnership with a
shared sense of pride, shall be to ensure eactestutkvelops the educational capacity to reaclohis

her full potential and become a contributing citiza an ever-changing, competitive world. This kbal
accomplished through highly skilled, caring facultiverse community resources, advanced technology,
and facilities that provide a positive learning @oenment.

Board of Trustees
Policies BA, BB, BD and BE series

Texas law grants the board of trustees the powgovern and oversee the management of the district’
schools. The board is the policy-making body witthie district and has overall responsibility foe th
curriculum, school taxes, annual budget, employméttie superintendent and other professional,staff
facilities, and expansions. The board has comgletefinal control over school matters within limits
established by state and federal law and reguktion

The board of trustees is elected by the citizentb@flistrict to represent the community’s commititrte
a strong educational program for the district'ddrein. Trustees are elected by position or place,
accordance with Texas lavElections of Trustees are held annually for threaryerms in cycles keyed
off the years below.

Two Places 2005, 2008, 2011, and so forth
Three Places. 2006, 2009, 2012, and so forth
Two Places... 2007, 2010, 2013, and so forth
Trustees serve without compensation, must be srgistvoters, and must reside in the district.

Current Board Members

President, Mr. James Houser Mr. Jimmy Brown Dale Jamerson
Vice President, Mr. Jim Tarrant, Jr. Mr. Jos&a Mr. Pat McCown
Mr. Todd Travis



The Board usually meets in the Board Room locatéldeaAdministration Building, 1547 Pine St.

In the event that large attendance is anticipdtedboard may meet at an alternate site as pdspedtial
meetings may be called when necessary. A writtéilcaof regular and special meetings will be posted
near the front door of the Administration Buildiagleast 72 hours before the scheduled meeting time
The written notice will show the date, time, plaaed subjects of each meeting. In emergencies, a
meeting may be held with a two-hour notice.

All meetings are open to the public. Under certaioumstances, Texas law permits the board to o in
a closed session. Closed session may occur forteirgs as discussing prospective gifts or donation
real-property acquisition, certain personnel matiecluding employee complaints, security matters,
student discipline, or to consult with attorneygaring pending litigation.

Board meeting schedule for 2009-2010

Regular meetings of the Board shall be held orthilnd Monday of each month at 6:30 p.m. Should it
become necessary to change the date or time gareneeting, the notice for that meeting shdleot
the changed date or time. All board meeting notazesposted on the glass wall by the front doghef
Administration Building prior to each meeting.

Administration

Dr.Joe Wardell.............cooooiiii i, . ..Superinteadt
JUAY TeITY . i Asst Supt of Currlculum and Instruction
Lindy Finley ....... ..o Asst. Supt. of Finance afiperations
Troy Parker. .. ..o e Director of Purchasing
Tina SteWart.......o.vvviii i e e Director of Federal & State Programs
NANCY LB .. e e Human Resources Director
Leslie George..............................Director of Special EduoafStudent Services/504
Rita Rosales..........ccccev i, Director of Bilingual Ed./Special Languages
StEVE WEIIS... e Athletic Director

O = Y = T g (=] Food Service Director
Olen MOMON. ... e e e e Maintenance Director
MK POP . et e e Custodial Dactor
John Keller.... ... e Transportation Director
Hedda Alexander...........ooooe e e Director of Technology
Marvin ACKer ... ..o e ..Chief of Pate
Marc MCCIoUd........coooiiii e e Publlc Relatlons ©ddinator

School calendar
See Appendix, p. 99



Helpful contacts

From time to time, employees have questions ore@wmsc If those questions or concerns cannot be
answered by supervisors or at the campus or depattevel, the employee is encouraged to conta&ct th
appropriate department as listed above under “Adhtnation” or those listed below.

School directory

High School Tammy Jones, Principal 1210 Corkth 903-586-3661
Leanne Jamison, CTE Director 903-586-1021

Middle School Lisa Cox, Principal 1541 Pine St. 903-586-3686
Nichols Intermediate Laurie Greathouse, Princi@a8 SW Loop 456  903-541-0213
East Side Elementary Charles Lowery, Principal FtlWorth St. 903-586-5146
Fred Douglass Elementary  Amber Penn, Principal g St. 903-586-6519
Joe Wright Elementary Brad Stewart, Principal 21&HEpoo St. 903-586-5286
West Side Elementary Sandi Jones, Principal Rioset Ave. 903-586-5165
Compass Center Neta Clark, Principal 436 SW 46pH  903-589-3926
EMPLOYMENT

Equal employment opportunity
Policies DAA, DIA

Jacksonville ISD does not discriminate againstemployee or applicant for employment because of
race, color, religion, gender, age, national origisability, military status, genetic information on any
other basis prohibited by law. Employment decismiisbe made on the basis of each applicant’s job
gualifications, experience, and abilities.

Employees with questions or concerns about disoation on the basis of race, color, religion, gende
national origin, age, military status or genetimmmation should contact Dr. Joe Wardell, Supendant
and District Title IX Coordinator. Employees withi@gtions or concerns about discrimination on the
basis of a disability should contact Dr. Leslie @ 504 Coordinator.

Job vacancy announcements
Policy DC

To the extent possible, announcements of job vaeaiy position and location are distributed on a
regular basis and posted at the central adminmtrauilding and on the JISD website.

Employment after retirement

Individuals receiving retirement benefits from fheacher Retirement System (TRS) may be employed
in limited circumstances on a full- or part-timestsawithout affecting their benefits, accordingieS
rules and state law. Detailed information aboupleyyment after retirement is available in the TRS

-5-



publication,Employment After RetiremenEmployees can contact TRS for additional informabgy
calling 800-223-8778 or 512-542-6400. Informatisraiso available on the TRS website
( www.trs.state.tx.us)

Contract and Noncontract employment
Policies DC, DCA, DCB, DCC, DCD, DCE

State law requires the district to employ all fuithe professional employees in positions requiang
certificate from State Board of Educator Certifioat(SBEC) and nurses under probationary, term, or
continuing contracts. Employees in all other posii are employed at-will or by a contract thatas n
subject to the procedures for nonrenewal or termmnainder Chapter 21 of the Texas Education Code.
The paragraphs that follow provide a general dpson of the employment arrangements used by the
district.

Probationary contracts. Nurses and full-time professional employees nethéadistrict and employed

in positions requiring SBEC certification must rieeeprobationary contracts during their first year
employment. Former employees who are hired aftieraat a two-year lapse in district employmeno als
may be employed by probationary contract (HB 538,1394). Probationary contracts are one-year
contracts. The probationary period for those wheeHaeen employed as a teacher in public education f
at least five of the eight years preceding emplayrmath the district may not exceed one school year
For those with less experience, the probationarpg@evill be three school years (i.e. three oneryea
contracts), with an optional fourth school yeahi board determines it is doubtful whether a term
contract should be given.

Term Contracts. Full-time professionals employed in positions reimgj certification and nurses will

be employed by term contracts after they have sstaky completed the probationary period. Campus
principals and central office administrators argkyed under two-year term contracts. The terms and
conditions of employment are detailed in the cartteend employment policies. All employees will
receive copies of their contracts. (Employmenidres are available atww.jacksonvilleisd.orgclick

on “Policy;” see specific policies in the D seriappn request, employees will receive hard copiies o
employment policies. Contact Nancy Lee, Directofoman Resources to request copies.)

Noncertified professional and administrative emploges.Employees in professional and
administrative positions that do not require SBE@ification (such as noncertified administratonsl a
directors of maintenance, custodial and food sejvace employed by either a one or two-year contrac
that is not subject to the procedures for nonrehewgermination under the Texas Education Code.

Paraprofessional and auxiliary employeesAll paraprofessional and auxiliary employees, rdtgss of

certification, are employed at-will and not by a@aet. Employment is not for any specified term amaly
be terminated at any time by either the employeb®district.

Searches and alcohol and drug testing
Policy DHE

Non-investigatory searches in the workplace, iniclg@ccessing an employee’s desk, file cabinets, or
work area to obtain information needed for usualitess purposes may occur when an employee is
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unavailable. Therefore, employees are hereby edtifiat they have no legitimate expectation ofgoyw

in those places. In addition, the district resemhesright to conduct searches when there is redsen
cause to believe a search will uncover evidenagark-related misconduct. Such an investigatorydear
may include drug and alcohol testing if the susgeetolation relates to drug or alcohol use. Thedrotit
may search the employee, the employee’s pers@masjtwork areas including district-owned computers,
lockers, and private vehicles parked on distriehpises or work sites or used in district business.

Employees required to have a commercial driver’s tiense Any employee whose duties require a
commercial driver’s license (CDL) is subject to glland alcohol testing. This includes all driversowh
operate a motor vehicle designed to transport X6ae people, counting the driver; drivers of large
vehicles; or drivers of vehicles used in the tramgdion of hazardous materials. Teachers, coadnes,
other employees who primarily perform duties otthen driving are subject to testing requirements
when their duties include driving.

Drug testing will be conducted before an individassumes driving responsibilities. Alcohol and drug

tests will be conducted when reasonable suspicitsg at random, when an employee returns to duty
after engaging in prohibited conduct, and as aWollup measure. Testing may be conducted following
accidents. Return-to-duty and follow-up testingl \wé conducted if an employee who has violated the

prohibited alcohol conduct standards or testedtipedior alcohol or drugs is allowed to return tatyl

All employees required to have a CDL or who otheeaare subject to alcohol and drug testing will
receive a copy of the district’s policy, the tegtiequirements, and detailed information on alcamal
drug abuse and the availability of assistance amgr Employees with questions or concerns relating
alcohol and drug policies and related educatioratknml should contact John Keller, Director of
Transportation, at 903-541-2398.

Health safety training
Policies DBA, DMA

Certain employees who are involved in physicah@ads for students must maintain and submit to the
district proof of current certification or training first aid, cardiopulmonary resuscitation (CPREg use
of an automated external defibrillator (AED), andiracurricular athletic activity safety. Certiftoan or
documentation of training must be issued by the Acaa Red Cross, the American Heart Association,
University Interscholastic League, or another orzgtion that provides equivalent training and
certification. Employees subject to this requiratmaust submit their certifications or documentatio
Stephanie Wofford, Health Services Coordinatortheyr expiration dates.

Reassignments and transfers

Policy DK
See Appendix, p. 43

All personnel are subject to assignment and reasggt by the superintendent or designee when the
superintendent determines that the assignmentgsignment is in the best interest of the district.
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Reassignment is a transfer to another positiorardeygnt, or facility that does not necessitateange

in the employment contract. Campus reassignmeuoss$ be approved by the principal at the receiving
campus except when reassignments are due to eertlbhifts or program changes. When
reassignments are due to enrollment shifts or pragrhanges, the superintendent has final placement
authority. Extracurricular or supplemental dutyigssients may be reassigned at any time. Employees
who object to a reassignment may follow the disprocess for employee complaints as outlinedis th
handbook and district policy DGBA (Local).

An employee with the required qualifications fgp@sition may request a transfer to another campus o
department. A written request for transfer mustdmmpleted and signed by the employee and the
employee’s supervisor. A teacher requesting a fieats another campus before the school year begins
must submit his/her request by June 1. Requestsafusfer during the school year will be considere
only when the change will not adversely affect etitd and after a replacement has been found. All
transfer requests will be coordinated by the HuiRasources office and must be approved by the
receiving supervisor.

Workload and work schedules
Policies DEA, DL

Professional employeef?rofessional employees and academic administraterexempt from overtime
pay and are employed on a 10-, 11-, or 12-montls pascording to the work schedules set by the
district. A school calendar is adopted each yeaigtating the work schedule for teachers and albstc
holidays. Notice of work schedules including regdidays of service and scheduled holidays will be
distributed each school year.

Classroom teachers will have planning periodsrstructional preparation, including conferencese Th
schedule of planning periods is set at the camgeed but must provide at least 450 minutes witlaiohe
two-week period in blocks not less than 45 minwghin the instructional day. Teachers and libaas
are entitled to a duty-free lunch period of at i€ minutes. The district may require teachersujoer-
vise students one day a week when no other persaravailable.

Paraprofessional and auxiliary employeesSupport employees are employed at will and will be
notified of the required duty days, holidays, andis of work for their position on an annual basis.
Paraprofessional and auxiliary employees are naeingx from overtime and are not authorized to work
in excess of their assigned schedule without @jpmroval from their supervisor.

Notification to parents regarding qualifications
Policies DK, DBA

In schools receiving Title | funds, the districrexqjuired by the No Child Left Behind Act (NCLB) to
notify parents at the beginning of each school yeatr they may request information regarding
professional qualifications of their child’s teach& CLB also requires that parents be notifiethdir
child has been assigned or taught for four or nsoresecutive weeks by a teacher who is not highly
qualified.



Texas law requires that parents be notified ifrtbhild is assigned for more than 30 consecutiyes da
a teacher who does not hold an appropriate teadairigicate. This notice is not required if paint
notification under NCLB is sent. Inappropriatebriified or uncertified teachers include individsiah
an emergency permit (including individuals waitbogake a certification exam) or individuals who do
not hold any certificate or permit. Informationathg to teacher certification will be made avaiato
the public upon request.

Employees who have questions about their certifinagtatus can call Nancy Lee, Director of Human
Resources at 903-586-6511 x 34.

Outside employment and tutoring
Policy DBD

Employees are required to disclose in writing ®itimmediate supervisor any outside employmertt tha
may create a potential conflict of interest witkithassigned duties and responsibilities or thé bes
interest of the district. Supervisors will consideitside employment on a case-by-case basis and
determine whether it should be prohibited becafiseconflict of interest.

Performance evaluation
Policies DN, DNA, DNB
See Appendix, pp. 44-48

Evaluation of an employee’s job performance ism@tiooous process that focuses on improvement.
Performance evaluation is based on an employesigressl job duties and other job-related criterith. A
employees will participate in the evaluation pracesth their assigned supervisor at least annually.
Written evaluations will be completed on forms apyad by the district. Reports, correspondence, and
memoranda also can be used to document perfornvaiocmation. All employees will receive a copy of
their written evaluation, have a performance carfee with their supervisor, and get the opportutaty
respond to the evaluation.

Employee involvement
Policies BQA, BQB

At both the campus and district levels, JacksoaViD offers opportunities for involvement in maste
that affect employees and influence the instrueli@ffectiveness of the district. As part of thetdct's
planning and decision-making process, employeesaithgr be asked or elected to serve on district- o
campus-level advisory committees. Plans and detaifermation about the shared decision-making
process are available in each campus office or ftenpolicy manual.

Staff development

Policy DMA
Staff development activities are organized to nieemneeds of employees and the district. Staff
development for instructional personnel is pred@ntty campus-based, related to achieving campus
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performance objectives, addressed in the campusirement plan and approved by a campus-level
advisory committee. Staff development for nonindianal personnel is designed to meet specific
licensing requirements (e.g., bus drivers) andinaetl employee skill development.

Individuals holding renewable SBEC certificates rmgponsible for obtaining the required training
hours and maintaining appropriate documentation.

COMPENSATION AND BENEFITS

Salaries, wages, and stipends
Policy DEA, DEAA

Employees are paid in accordance with adminiseajividelines and a pay structure established fdr ea
position. The district’s pay plans are reviewedhw administration each year and adjusted as needed
All district positions are classified as exemphonexempt according to federal law. Professional
employees and academic administrators are genetaligified as exempt and are paid monthly salaries
They are not entitled to overtime compensatione®émployees are generally classified as nhonexempt
and are paid based on an hourly wage or salaryemm@ilve compensatory time or overtime pay for each
hour worked beyond 40 in a workweek. (S2&ertime page 11.)

All employees will receive written notice of thgiay each year. Classroom teachers, full-time lianas:;
full-time nurses, and full-time counselors will paid no less than the minimum state salary schedule
Contract employees who perform extracurricularuppemental duties may be paid a stipend in
addition to their salary according to the distgatXtra-duty pay schedule.

Employees should contact Debra Reid, Payroll Supervat 903-586-6511 x 27 for more information
about the district’s pay schedules or their own. pay

Annualized compensation
Policy DEA

The district pays all salaried employees over 1atmoregardless of the number of months employed
during the school year. Salaried employees wilbaie in equal monthly payments, beginning with the
first pay period of the school year. Employees Heparate after the last day of instruction wolthitnue
to receive paychecks through the end of the summer.

Paychecks

All employees are paid monthly. Paychecks will betreleased to any person other than the district
employee named on the check without the employeetsen authorization. During summer breaks,
paychecks will be mailed.
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An employee’s payroll statement contains detaitgddrmation including deductions, withholding
information, and the amount of leave accumulateycRecks are distributed on thé"a each month.

The schedule of pay dates for the 2009-2010 scfeavl follows:

September 25, 2009 December 17, 2009 March 28) 20 June 25, 2010
October 23, 2009 January 25, 2010 April 23, 2010 July 23, 2010
November 23, 2009 February 25, 2010 May 25, 2010 August 25, 2010

Automatic payroll deposit

Employees can have their paychecks electronicalbodited into a designated account. A notification
period of seven days prior to the next payroll dateecessary in order to activate this service.

Payroll deductions
Policy CFEA

The district is required to make the following autatic payroll deductions:

Teacher Retirement System of Texas (TRS)
Federal Income Tax
Medicare tax (applicable only to employees hirtdrdviarch 31, 1986)

Other payroll deductions employees may elect ireldeductions for the employee’s share of premiums
for health, dental, disability, life, cancer andign insurance; annuities; higher education savias;

and savings deposits and loan payments througho&éeiCounty Federal Teachers Credit Union.
Employees also may request payroll deduction fgrmmnt of membership dues to professional
organizations and donations to the United Fundaraleductions are automatically made for
unauthorized or unpaid leave.

Overtime Compensation
Policy DEA

The district compensates overtime for nonexemptieyeps in accordance with federal wage and hour
laws. All employees are classified as exempt olemempt for purposes of overtime compensation.
Professional and administrative employees aregiiddi for overtime compensation. Only nonexempt
employees (hourly employees and paraprofessionplogmes) are entitled to overtime compensation.
Nonexempt employees are not authorized to work e yoeir normal work schedule without advance
approval from their supervisor.

Overtime is legally defined as all hours workeextess of 40 hours in a workweek and is not meedsure
by the day or by the employee’s regular work schleedtmployees who must work beyond their normal
schedule but less than 40 hours per week will Inepamsated in straight-time pay or equivalent tirffie o
Employees must work more than 40 total hours ireakito earn overtime compensation. For the
purpose of calculating overtime, a workweek beg@in$2:01 a.m. Sunday and ends at midnight Saturday.
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Employees may be compensated for overtime at timeaahalf rate with compensatory time off (comp
time) or direct pay. The following applies to atimexempt employees:

Employees may carry a maximum of 60 hours of corsgiemy time to the next year.

Use of comp time may be at the employee’s requiktaupervisor approval as workload permits.

Weekly time records will be maintained on all noaemt employees for the purpose of wage and
salary administration.

An employee shall be required to use compensaio®y before using any other available paid leave
(e.q., sick, personal, vacation)

The district may require an employee to use congiengtime when in the best interest of the
district.

Travel expense reimbursement
Policy DEE

Before any travel expenses are incurred by an grapldhe employee’s immediate supervisor must give
approval. For approved travel, employees will bmbeirsed for mileage and other travel expenditures
according to the current rate schedule establiblgegtie district. Employees must submit receiptheo
extent possible to be reimbursed for expenses tithermileage and meals. Meals are reimbursed at a
standard rate set by the district.

Health and life insurance
Policy CRD

Group health insurance coverage is provided thraiRB-ActiveCare, the statewide public school health
insurance program. The district’s contributioretoployees’ insurance premiums is determined annuall
by the Board of Trustees. Employees eligible falth insurance coverage include the following:

Employees who are active, contributing TRS members.
Employees who are not contributing TRS membersvdmalare regularly scheduled to work at
least 10 hours per week.

TRS retirees who are enrolled in TRS-Care (retimesdth insurance program) and employees who are
not contributing TRS members that are regularlyedcied to work less than 10 hours per week are not
eligible to participate in TRS-ActiveCare.

The insurance plan year is from September 1 thréugjust 31. Current employees can make changes
in their insurance coverage during open enrollneaich spring and during the month of August.
Detailed descriptions of insurance coverage, engaapst, and eligibility requirements are provitied

all employees in a separate booklet. In additiaeksonville ISD provides group term life insurafae

all active employees who work 10 or more hoursvpeek. Employees should contact Connie Pope,
Benefits Coordinator, for more information at 90865511 x 22.
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Supplemental insurance benefits
Policy CRD

At their own expense, employees may enroll in seimgintal insurance programs for dental, vision,
disability, cancer, and additional term life. Prams for these programs can be paid by payroll
deduction. Employees should contact Connie Pop@-$88-6511 x 22) or Debbie Richardson (Financial
Benefits Services, 1-800-583-6908) for more infaiora Employees do not have to be enrolled in
Health Insurance to enroll in any of the supplerakintsurances. Additional information on
supplemental insurance is provided to all employe@sseparate benefits guide.

Cafeteria plan benefits (Section 125)

Employees may be eligible to participate in theeBaia Plan (Section 125) and, under IRS regulation
must either accept or reject this benefit. Thisy@aables eligible employees to pay certain insagan
premiums on a pretax basis (i.e., medical, dewntsibn, cancer, and flexible spending accounts@¢wN
employees must accept or reject this benefit duhieg first month of employment. All employees rmus
accept or reject this benefit on an annual basisdaming the specified time period.

Workers’ compensation insurance
Policy CRE

The district, in accordance with state law, prosiderkers’ compensation benefits to employees who
suffer a work-related illness or are injured onjtie The district has workers’ compensation cogera
from Claims Administrative Services, effective Sapber 1, 1991. Benefits help pay for medical
treatment and make up for part of the income |dstearrecovering. Specific benefits are prescribgd b
law depending on the circumstances of each case.

All work-related accidents or injuries should bpaged immediately to your supervisor. Employees wh
are unable to work due to a work-related injuryl \wé notified of their rights and responsibilitiesder

the Texas Labor Code. See Workers’ Compensatioefids, p. 20, for information on use of paid leave
for such absences.

Unemployment compensation insurance
Policy CRF

Employees who have been laid off or terminatedutiono fault of their own may be eligible for
unemployment compensation benefits under the Térasployment Compensation Act. Employees
are not eligible to collect unemployment benefitsinlg regularly scheduled breaks in the school pear
the summer months if they have employment conti@cteasonable assurance of returning to service.
Employees with questions about unemployment bengfibuld contact the JISD Human Resources
Department or the Texas Workforce Commission.
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Teacher retirement

All personnel employed on a regular basis for astéour and one-half months are members of the
Teacher Retirement System (TRS). Substitutes weivieg TRS service retirement benefits who work
at least 90 days a year, are also eligible for REbership and to purchase a year of creditablécser
TRS provides members with an annual statementeaf #itcount showing all deposits and the total
account balance for the year ending August 31,edkas an estimate of their retirement benefits.

Employees who plan to retire under TRS should n@#bra Reid, Payroll Dept., as soon as possible.
Additional inquiries should be addressed to: Tea&tatirement System of Texas, 1000 Red River
Street, Austin, TX 78701-2698, or call 800-223-806r%12-542-6400. TRS information is also available
on the WebWww.trs.state.tx.u3. See page 5 for information on restrictionsropyment of retirees in
Texas public schools.

Other benefit programs
Policy FDA

Children of nonresident District employees may gpplattend District schools tuition-free.
Applications must be approved by the Superintendedtare granted for one year at a time.

Jacksonville Independent School District encouraigestaff to continue their education by payings®
stipend for college courses. Criteria for paymeatas follows:

Principal/Supervisor approves appropriateness ikégm course prior to employee’s
enrollment in class.

Employee attaches grade report (or transcript) ftoftege to the completed/signed “College
Course Stipend Documentation” form (available @ 3IED website).

Principal/Supervisor indicates approval for paymgnsigning the “College Course Stipend
Documentation” form.

Send completed documentation form with grade ref@oriranscript) to: Nancy Lee, Central
Office. Reimbursement will be processed for paynuéi#50 per approved college course by
payroll clerk. Individual must have passed theemgsl course taken.

The stipend will be given for up to two courses pamester. Request for payment must be
submitted no more than two weeks after the reledgeade(s).

Staff must schedule their classdter the work-day or on Saturdays.Release time during
the school day is not permitted.

Tax-sheltered annuities
Policy CRG
As an employee of a public school you are eligiblparticipate in section 403(b) of the Internal

Revenue Code allowing pre-tax savings. You métlva Jacksonville ISD payroll department at 903-
586-6511 x 27 for more information.
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Leaves and absences
Policy DEC, DECA, DECB;See Appendix, pp. 49-53; p. 54 for Absence fromylReport/Request

The district offers employees paid and unpaid lsafeabsence in times of personal need. This hadbo
describes the basic types of leave available astdaions on leaves of absence. Employees whoatxpe
to be absent for an extended period of more thandays should call the Human Resources Office for
information about applicable leave benefits, paynoéimnsurance premiums, and requirements for
communicating with the district.

Leave is available for the employee’s use at tlggrimeng of the work year, but will not be approvied
more workdays than have been accumulated in pearsyplus those to be earned during the curremt yea
However, state personal leave is earned at a f&® aays per semester; local sick leave is eaabed

rate of 1 day per semestdynless otherwise requestedavailable paid state and local leave shall be
used in the following order, as applicable:

1. Local sick leave
2. State personal leave
3. State sick leave accumulated before the 1995-96oéglear.

Leave shall be recorded in half-day incrementafoemployees. (see p. 19 for intermittent FMLAL)
an employee leaves the district before the entlefitork year, the cost of any unearned leave deknt
shall be deducted from the employee’s final paykhec

Employees must follow district and department eanpas procedures to report or request any leave of
absence and complete the appropriate form or icatidn. Any employee who is absent more than five
days because of a personal or family illness mustngt a medical certification from a qualified hbal
care provider confirming the specific dates ofitmess, the reason for the illness—and in the cdise
personal illness—the employee’s fitness to retarwark.

Employees on an approved leave of absence otheFdmaily and Medical Leave may continue their
insurance benefits at their own expense. Health loanefits for employees on leave authorized utiger
Family and Medical Leave Act will be paid by thetdict as they were prior to the leave. Otherwike,
district does not pay any portion of insurance puens for employees who are on unpaid leave

NOTE: Please be advised that an employee who exlstsi all available leave and does not return to
work may be subject to termination procedures. Exessive absences are absences for which leave
is not properly invoked under federal and state lawor district policy.

Personal leave

State law entitles all employees to five days ofl peersonal leave per year. Personal leave is daha
rate of two and a half workdays per semester ofieyngent, up to the statutory maximum of five
workdays annually. A day of earned personal leawaguivalent to an assigned workday. State personal
leave accumulates without limit, is transferabletioer Texas school districts and generally trasdfe
education service centers. There are two typgersonal leave: nondiscretionary and discretionary.
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Nondiscretionary. Leave that is taken for personal or family ilindssnily emergency, or a death in the
family or active military service is considered dastretionary leave. Reasons for this type of leave
allow very little, if any, advance planning. Nasctetionary leave will be granted to employeethm
same manner as sick leave.

Discretionary. Leave that is taken at an employee’s discretiahthat can be scheduled in advance is
considered discretionary leave. An employee wishanigike discretionary personal leave must submit a
request to his or her principal or supervisor sedays in advance of the anticipated absence.
Discretionary leave may not be approved for moaa ttnree (3) consecutive workdays.

The effect of the employee’s absence on the eduoatl program or department operations, as
well as the availability of substitutes, will be cosidered by the principal or supervisor.

Sick leave (days accrued before May 30, 1995)

Previously accumulated state sick leave is avaléddl use and may be transferred to other school
districts in Texas. State sick leave can be usédionvhole work-day and half work-day increments
except when coordinated with family and medicaléetaken on an intermittent or reduced-schedule
basis.

Sick leave may be used for the following reasorg:on

* Employee illness
* lliness in the employee’s immediate family
« Family emergency (i.e., natural disastersferthreatening situations)
* Death in the immediate family
Active military service

Local leave
Policy DEC (Local)

All employees shall earn an additional two equimtil@orkdays of local sick leave per school yeathat
same rate and for the same reasons as state ddesaea Local sick leave shall accumulate without
limit and shall be taken with no loss of pay, hot transferable to other districts.

Extended sick leave
Policy DEC (Local)

Teachers who have exhausted all other leave shgtdnted an additional five equivalent workdays of
extended sick leave for personal illness, illnesthe immediate family, family emergency, or death

the immediate family. An amount equivalent to astilbte’s rate of pay shall be deducted from the
employee’s paycheck for each day of extended siakd used, whether or not a substitute is employed.
Extended sick leave shall be non-cumulative.
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Family and medical leave (FMLA)—general provisions

The following text is from the federal notideémployee Rights and Responsibilities
Under the Family and Medical Leave ABpecific information that the district has
adopted to implement the FMLA follows this genaratice.

Basic Leave Entitlement FMLA requires covered employers to provide ug2oveeks
of unpaid, job-protected leave to eligible emplsyém the following reasons:

For incapacity due to pregnancy, prenatal mediagd or child birth;

To care for the employee’s child after birth, caggment for adoption or foster
care;

To care for the employee’s spouse, son or daughtg@rent, who has a serious
health condition; or

For a serious health condition that makes the eyeglainable to perform the
employee’s job.

Military Family Leave Entitlements. Eligible employees with a spouse, son, daughter,

or parent on active duty or call to active dutyistan the National Guard or Reserves in

support of a contingency operation may use thew&ek leave entitlement to address

certain qualifying exigencies. Qualifying exigerscimay include attending certain military events,
arranging for alternative childcare, addressingaterfinancial and legal arrangements, attendintpoe
counseling sessions, and attending post-deployreariegration briefings.

FMLA also includes a special leave entitlement ffexmits eligible employees to take

up to 26 weeks of leave to care for a covered semvember during a single 12-month

period. A covered servicemember is a current merobtre Armed Forces, including a

member of the National Guard or Reserves, who ts&siaus injury or illness incurred in

the line of duty on active duty that may rendersbevicemember medically unfit to perform his or he
duties for which the servicemember is undergoingdioa treatment,

recuperation, or therapy; or is in outpatient statw is on the temporary disability retired

list.

Benefits and ProtectionsDuring FMLA leave, the employer must maintain the
employee’s health coverage under any “group hexdédth’ on the same terms as if the
employee had continued to work. Upon return fromLAMeave, most employees must
be restored to their original or equivalent posisiavith equivalent pay, benefits, and
other employment terms.

Use of FMLA leave cannot result in the loss of anyployment benefit that accrued
prior to the start of an employee’s leave.

Eligibility Requirements. Employees are eligible if they have worked for aered

employer for at least one year, for 1,250 hours tive previous 12 months, and if at least 50 engs#sy
are employed by the employer within 75 miles.

Definition of Serious Health Condition.A serious health condition is an iliness, injury,
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impairment, or physical or mental condition thatalves either an overnight stay in a
medical care facility, or continuing treatment blyealth care provider for a condition
that either prevents the employee from performh@ftinctions of the employee’s job, or
prevents the qualified family member from parti¢ipg in school or other daily activities.

Subject to certain conditions, the continuing tme&xtt requirement may be met by a

period of incapacity of more than 3 consecutiverdar days combined with at least two

visits to a health care provider or one visit amégimen of continuing treatment, or incapacity tiue
pregnancy, or incapacity due to a chronic condit@@ther conditions may meet the definition of
continuing treatment.

Use of Leave An employee does not need to use this leave engthéin one block.

Leave can be taken intermittently or on a redueesld schedule when medically necessary. Employees
must make reasonable efforts to schedule leaveldoned medical treatment so as not to unduly gisru
the employer’s operations. Leave due to qualifgrimgencies may also be taken on an intermittensbas

Substitution of Paid Leave for Unpaid LeaveEmployees may choose or employers
may require use of accrued paid leave while takikd A leave. In order to use paid
leave for FMLA leave, employees must comply with &mployer’s normal paid leave
policies.

Employee ResponsibilitiesEmployees must provide 30 days advance noticeeohéed
to take FMLA leave when the need is foreseeableeMB80 days notice is not possible,
the employee must provide notice as soon as padti@nd generally must comply with
an employer’s normal call-in procedures.

Employees must provide sufficient information foe temployer to determine if the leave

may qualify for FMLA protection and the anticipati&ahing and duration of the leave.

Sufficient information may include that the empleys unable to perform job functions,

the family member is unable to perform daily a¢ies, the need for hospitalization or

continuing treatment by a health care providecimumstances supporting the need for

military family leave. Employees also must inforine temployer if the requested leave is

for a reason for which FMLA leave was previouslyda or certified. Employees also

may be required to provide a certification and @aidg recertification supporting the need for leave.

Employer Responsibilities.Covered employers must inform employees requesting

leave whether they are eligible under FMLA. If treeg the notice must specify any additional
information required as well as the employees’tsgind responsibilities. If they are not eligitites
employer must provide a reason for the ineligipilit

Covered employers must inform employees if leavehei designated as FMLA-protected and the
amount of leave counted against the employee’sleatitiement. If the employer determines that the
leave is not FMLA-protected, the employer mustfiydtie employee.

Unlawful Acts by Employers. FMLA makes it unlawful for any employer to:
Interfere with, restrain, or deny the exerciserof eght protected under FMLA;
Discharge or discriminate against any person f@osmg any practice made unlawful by FMLA or
for involvement in any proceeding under or relatiodgrMLA.
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Enforcement. An employee may file a complaint with the U.S. Deypeent of Labor or
may bring a private lawsuit against an employer.

FMLA does not affect any Federal or State law poiimg discrimination, or supersede
any State or local law or collective bargainingesgnent which provides greater family
or medical leave rights.

FMLA section 109 (29 U.S.C. § 2619) required FMIo&ered employers to post the text of this notice.
Regulations 29 C.F.R. § 825.300 (a) may requirdtamtal disclosures.

For additional information:
1-866-4US-WAGE (1-866-487-9243) TTY: 1-877-889-5627
www.wagehour.dol.gov

Local FMLA provisions

Eligible employees can take up to 12 weeks of uhfEve in the 12-month period
beginning on the first duty day of the school year.

Use of paid leaveFamily and medical leave runs concurrently withraed sick and
personal leave, temporary disability leave, comptg time, assault leave, and
absences due to a work-related illness or injuhe district will designate the leave as
family and medical leave, if applicable, and notiig employee that accumulated leave
will run concurrently.

Combined leave for spouse®A husband and wife who are both employed by theidis
are limited to a combined total of 12 weeks of FMIleave to care for a parent with a
serious health condition; or for the birth, adoptior foster placement of a child. Military
caregiver leave for spouses is limited to a combio¢al of 26 weeks.

Intermittent leave. When medically necessary or in the case of a quiadjfexigency, an employee may
take leave intermittently or on a reduced schedthe. district does not permit the use of intermitter
reduced-schedule leave for the care of a newbalth chfor adoption or placement of a child witheth
employee.

District contact. Employees that require FMLA leave or have questghmild contact
Samantha McClure (903-586-6511x35) for detailslaibality, requirements, and limitations.

Temporary disability

Certified employees.Any full-time employee whose position requirestifieation from the State Board
for Educator Certification (SBEC) is eligible famporary disability leave. The purpose of temporary
disability leave is to provide job protection tdlftime educators who cannot work for an extended
period of time because of a mental or physicalldia of a temporary nature. Temporary Disability
Leave must be taken as a continuous block of titheay not be taken intermittently or on a reduced
schedule. Pregnancy and conditions related to pregnare treated the same as any other temporary
disability.
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Employees must request approval for temporary digaleave. An employee’s notification of need for
extended absence due to the employee’s own mextindition shall be accepted as a request for
temporary disability leave. The request must m®enpanied by a physician’s statement confirming the
employee’s inability to work and estimating a proleadate of return. If disability leave is approyéte
length of leave is no longer than 180 calendar défydisability leave is not approved, the empleye
must return to work or be subject to terminatioogedures.

If an employee is placed on temporary disabiligvkeinvoluntarily, he or she has the right to resfjae
hearing before the board of trustees. The employeeprotest the action and present additional
evidence of fitness to work.

When an employee is ready to return to work, thenblu Resources Office (903-586-6511 x 35) should
be notified at least 30 days in advance. The retioHmork notice must be accompanied by a physisian’
statement confirming that the employee is ablesume regular duties. Professional employees
returning from leave will be reinstated to the sahto which they were previously assigned as s@oara
appropriate position is available. If a positiomat available before the end of the school year,
professional employees will be reinstated at thggrimeng of the following school year.

Workers’ compensation benefits

An employee absent from duty because of a jobaéldiness or injury may be eligible for workers’
compensation weekly income benefits if the absemceeds seven calendar days.

An employee receiving workers’ compensation wageehits for a job-related illness or injury may
choose to use accumulated sick leave or any othdrigave benefits. An employee choosing to use pai
leave will not receive workers’ compensation weaklyome benefits until all paid leave is exhausied
to the extent that paid leave does not equal teallmess or -injury wage. If the use of paid leavaot
elected, then the employee will only receive woskeompensation wage benefits for any absence
resulting from a work-related iliness or injury, i may not equal his or her pre-illness or -injugge.

Assault leave

Assault leave provides extended job income andfligpeotection to an employee who is injured as th
result of a physical assault suffered during thégpmance of his or her job. An injury is trea@slan
assault if the person causing the injury could tes@cuted for assault or could not be prosecutgd on
because that person’s age or mental capacity retigdeiperson nonresponsible for purposes of ligbili

An employee who is physically assaulted at work tadkg all the leave time medically necessary (up to
two years) to recover from the physical injuriesonshe sustained. At the request of an empldiee,
district will immediately assign the employee tsadt leave. Days of leave granted under the dssau
leave provision will not be deducted from accruedspnal leave and must be coordinated with workers’
compensation benefits. Upon investigation the idistnay change the assault leave status and charge
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leave used against the employee’s accrued paié.lddne employee’s pay will be deducted if accrued
paid leave is not available.

Bereavement leave

Use of state leave and/or local sick leave forll@athe immediate family shall not exceed five (5)
work-days per occurrence, subject to the approfvéidenDistrict.

Jury duty

Employees will receive leave with pay and withagd of accumulated leave for jury duty. Employees
must present documentation of the service and raap kny compensation they receive.

Other court appearances

Employees will be granted paid leave to comply vaitvalid subpoena to appear in a civil, criminal,
legislative, or administrative proceeding. Otheseixes for court appearances related to an emfdoyee
personal business must be taken as personal ledeave without pay (if no personal leave is avad
Employees may be required to submit documentatioheir need for leave for court appearances.

Military leave

Paid leave for military service.Any employee who is a member of the Texas NatiGwrd, Texas
State Guard, or reserves component of the UnitattSArmed Forces will be granted a paid leave of
absence without loss of any accumulated leaveuthagized training or duty orders. Paid militargve
will not exceed 15 days each federal fiscal yeatd@er 1-September 30.) In addition, an emplogee i
entitled to use available state and local personsick leave during a time of active military see:

Reemployment after military leave.Employees who leave the district to enter intolinéed States
uniformed services or who are ordered to activiestalitary duty (Texas National Guard or Texast&ta
Guard) may return to employment if they are honlyrdischarged. Employees who wish to return to the
district will be reemployed in the position they wid have held if employment had not been interrdipte
or reassigned to an equivalent or similar posifovided they can be qualified to perform the reegli
duties. To be eligible for reemployment, employersst provide notice of their obligation or inteat t
perform military service, provide evidence of haae discharge or release, and submit an applicatio
for reemployment to the Superintendent.

Continuation of health insurance. Employees who perform service in the uniformed isesrmay elect

to continue their health plan coverage at their cast for a period not to exceed 24 months. Emgsye
should contact the Payroll Department for detamlgibility, requirements, and limitations.
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Sick Leave Bank
Policy DEC (Local);See Appendix, p. 51

The District sick leave bank (SLB) shall be esttimid to provide additional paid sick leave days to
members of the SLB in the event of extended illnesgyery, or disability that causes the membéeto
unable to perform the duties of his or her positBanefits are only for catastrophic personal gker
injury of the member, and are not for absencegaliless or injury of family members or otherhiel
SLB is defined as a pool of local sick leave daystebuted voluntarily by eligible District persosin
who enroll.

Eligibility shall be limited to all District persorel who accrue sick leave benefits. Eligibility for
membership shall begin on the first official workda the first day the employee begins accruing sic
leave, whichever occurs later. Application for memghip must be made during the enroliment period at
the beginning oéach school yeaprior to October 1. New employees may enroll atttme of
employment. If they elect not to enroll, they shradt be permitted to enroll until the next enrolimhe
period.

A representative from each campus and supportcasvs elected to serve on the governing board. The
governing board shall review each application irdlially and determine the number of days to be
approved, if any. The governing board may graniou®0 days in any one school year, but no mone tha
60 days during the time a person is employed byiktrict.

EMPLOYEE RELATIONS AND COMMUNICATIONS
Employee recognition and appreciation

Continuous efforts are made throughout the yeagtognize employees who make an extra effort to
contribute to the success of the district. Emplgya&® recognized at board meetings, in the Campus
newsletter, and through special events and a@sviliRecognition and appreciation for years of serig
conducted once a year at the May board meetinge@stare also honored at the May board meeting.

District communications

Throughout the school year, the District Web Pt (//www.jacksonvilleisd.orpwill list the various
activities occurring throughout the District. Carsps periodically publish a newsletter or informatio
which is sent home to parents and/or made avail@bkbe website. A school calendar is printed and
given to all employees and every student to caomdr The Human Resources Office has produced a
recruiting folder used for recruitment and to giwendividuals seeking information about the dtri
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COMPLAINTS AND GRIEVANCES
Policy DGBA
See Appendix, pp. 55-59 for Policy; pp. 60-63 fan@plaint Forms

In an effort to hear and resolve concerns or engdayomplaints in a timely manner and at the lowest
administrative level possible, the board has adbpateorderly process that all employees must fallow
Employees are encouraged to discuss concerns gri@ions with their supervisors or an appropriate
administrator at any time.

The formal grievance process provides all employatsan opportunity to be heard up to the highest
level of management if they are dissatisfied withadministrative response. Once all administrative
grievance procedures are exhausted, employeesiogngoievances to the board of trustees. For ease
reference, the district’s policy concerning theqass of bringing complaints and grievances is négdli

in the Appendix, pp. 55-63.

EMPLOYEE CONDUCT AND WELFARE

Standards of conduct

Policy DH
See Appendix, pp. 64-65; p. 41 for ProfessionakBr@ode

All employees are expected to work together in@peoative spirit to serve the best interests of the
district and to be courteous to students, one anotimd the public. Employees are expected to vbser
the following standards of conduct:

Recognize and respect the rights of students, {smretmer employees, and members of the
community.

Maintain confidentiality in all matters relating $tudents and coworkers.

Report to work according to the assigned schedule.

Notify their immediate supervisor in advance oeady as possible in the event that they must be
absent or late. Unauthorized absences, chroniaadesesm, tardiness, and failure to follow
procedures for reporting an absence may be causkstplinary action.

Know and comply with department and district p@gand procedures.

Express concerns, complaints, or criticism throagpropriate channels.

Observe all safety rules and regulations and rappties or unsafe conditions to a supervisor
immediately.

Use district time, funds, and property for authedlistrict business and activities only.

The dress and grooming of District employees db@altlean, neat, in a manner appropriate for
their assignments, and in accordance with any iadait standards established by their
supervisors and approved by the Superintendemte J§D Professional Dress Code, Appendix,
p. 41)

All district employees should perform their dutiesaccordance with state and federal law, district
policy, and ethical standards for professional aethrs. Violations of policies, regulations, ordglines
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may result in disciplinary action, including terration. Alleged incidents of certain misconduct by
educators, including having a criminal record, nmhesteported to SBEC no later than the seventhtday
superintendent first learns of the incident. Sepdrts to the State Board for Educator Certifiggtio
p.35, for additional information.

TheCode of Ethics and Standard Practices for TexascRttuisis reprinted below:

Code of Ethics and Standard Practices for Texas Eaators

Statement of Purpose

The Texas educator shall comply with standard practices and ethical conduct toward
students, professional colleagues, school officials, parents, and members of the community
and shall safeguard academic freedom. The Texas educator, in maintaining the dignity of
the professional, shall respect and obey the law, demonstrate personal integrity, and
exemplify honesty. The Texas educator, in exemplifying ethical relations with colleagues,
shall extend just and equitable treatment to all members of the profession. The Texas
educator, in accepting a position of public trust, shall measure success by the progress of
each student toward realization of his or her potential as an effective citizen. The Texas
educator, in fulfilling responsibilities in the community, shall cooperate with parents and
others to improve the public schools of the community.

Professional Standards
Professional Ethical Conduct, Practices, and Perfor mance

Standard 1.1 The educator shall not knowingly engage in deceptive practices regarding
official policies of the school district or educational institution.

Standard 1.2 The educator shall not knowingly misappropriate, divert, or use monies,
personnel, property, or equipment committed to his or her charge for personal gain or
advantage.

Standard 1.3 The educator shall not submit fraudulent requests for reimbursement,
expenses, or pay.

Standard 1.4 The educator shall not use institutional or professional privileges for
personal or partisan advantage.

Standard 1.5 The educator shall neither accept nor offer gratuities, gifts, or favors that
impair professional judgment or to obtain special advantage. This standard shall not
restrict the acceptance of gifts or tokens offered and accepted openly from students,
parents, or other persons or organizations in recognition or appreciation of service.
Standard 1.6 The educator shall not falsify records, or direct or coerce others to do so.
Standard 1.7 The educator shall comply with state regulations, written local school
board policies, and other applicable state and federal laws.

Standard 1.8 The educator shall apply, accept, offer, or assign a position or a
responsibility on the basis of professional qualifications.

-24-



Ethical Conduct toward Professional Colleagues

Standard 2.1. The educator shall not reveal confidential health or personnel information
concerning colleagues unless disclosure serves lawful professional purposes or is
required by law.

Standard 2.2. The educator shall not harm others by knowingly making false statements
about a colleague or the school system.

Standard 2.3. The educator shall adhere to written local school board policies and state
and federal laws regarding the hiring, evaluation, and dismissal of personnel.

Standard 2.4. The educator shall not interfere with a colleague’s exercise of political,
professional, or citizenship rights and responsibilities.

Standard 2.5. The educator shall not discriminate against or coerce a colleague on the
basis of race, color, religion, national origin, age, sex, disability, or family status.
Standard 2. 6 The educator shall not use coercive means or promise of special treatment
in order to influence professional decisions or colleagues.

Standard 2. 7 The educator shall not retaliate against any individual who has filed a
complaint with the SBEC under this chapter.

Ethical Conduct toward Students

Standard 3.1. The educator shall not reveal confidential information concerning students
unless disclosure serves lawful professional purposes or is required by law.

Standard 3.2. The educator shall not knowingly treat a student in a manner that
adversely affects the student’s learning, physical health, mental health, or safety.
Standard 3.3. The educator shall not deliberately or knowingly misrepresent facts
regarding a student.

Standard 3.4. The educator shall not exclude a student from participation in a program,
deny benefits to a student, or grant an advantage to a student on the basis of race, color,
sex, disability, national origin, religion, or family status.

Standard 3.5. The educator shall not engage in physical mistreatment of a student.
Standard 3.6. The educator shall not solicit or engage in sexual conduct or a romantic
relationship with a student.

Standard 3.7. The educator shall not furnish alcohol or illegal/unauthorized drugs to any
student or knowingly allow any student to consume alcohol or illegal/unauthorized drugs
in the presence of the educator.

Discrimination, harassment and retaliation

Policies DH, DIA
See Appendix, pp. 67-69

Employees shall not engage in prohibited harassnmattiding sexual harassment of other employees or
students. While acting in the course of their emplent, employees shall not engage in prohibited
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harassment of other persons, including board mesnkendors, contractors, volunteers or parents. A
substantial charge of harassment will result iiglgary action.

Employees who believe they have been discriminatedtaliated against or harassed are encouraged to
promptly report such incidents to the campus ppakisupervisor, or appropriate district officidl.the
campus principal, or supervisor, or district offiicis the subject of a complaint, the employee khou
report the complaint directly to the superintendedtcomplaint against the superintendent may bdema
directly to the board.

The district’s policy that includes definitions apbcedures for reporting and investigating har&sgns
reprinted in its entirety in the Appendix, pp. 69-6

Harassment of students
Policies DF, DH, FFG, FFH
See Appendix, pp. 70-75

Sexual and other harassment of students by em@@redorms of discrimination and are prohibited by
law. Romantic or inappropriate social relationstpsveen students and district employees are
prohibited. Employees who suspect a student meg baperienced prohibited harassment are obligated
to report their concerns to the campus principaitber appropriate district official. All allegatis of
prohibited harassment or abuse of a student witeperted to the student’s parents and promptly
investigated. An employee who knows of or suspeltilsl abuse must also report his or her knowledge
or suspicion to the appropriate authorities, asired by law. See Reporting suspected child abuse
(below) for additional information.

The district’s policy that includes definitions apbcedures for reporting and investigating harasgm
of students is reprinted in the Appendix, pp. 70-75

Alcohol and drug-abuse prevention

Policies DH, DI
See Appendix, p. 66: Drugfree Workplace Requirdsien

Jacksonville ISD is committed to maintaining aroalal- and drug-free environment and will not totera
the use of alcohol and illegal drugs in the workpland at school-related or school-sanctioneditietv
on or off school property. Employees who use omsder the influence of alcohol or illegal drugs as
defined by the Texas Controlled Substances Achdusiorking hours may be dismissed.

Reporting suspected child abuse
Policies DF, DG, DH, FFG, GRASee Appendix, pp. 81-97

All employees are required by state law to repoyt suspected child abuse or neglect to a law

enforcement agency, Child Protective Servicesppra@priate state agency (e.g.: state agency opgrati
licensing, certifying, or registering a facility)ithin 48 hours of the event that led to the susmici

-26-



Abuse is defined by Texas Family Code and incladgssexual conduct involving an educator and a
student or minor. Reports to Child Protective 8&w can be made to the Texas Abuse Hotline
(800-252-540D Local police may be contacted at 903-586-258&te law specifies that an employee
may not delegate to or rely on another person tkentfze report. For questions, call Nancy Lee.

Under state law, any person reporting or assistirige investigation of reported child abuse orleefis
immune from liability unless the report is maddad faith or with malicious intent. In additiongth
district is prohibited from retaliating against@mployee who, in good faith, reports child abuse or
neglect or who participates in an investigatioraredgg an allegation of child abuse or neglect.

An employee’s failure to report suspected childsabronay result in prosecution for the commissioa of
Class B misdemeanor. In addition, a certified erygééds failure to report suspected child abuse may

result in disciplinary procedures by SBEC for dation of theCode of Ethics and Standard Practices
for Texas Educators

Employees who suspect that a student has beenyobenabused or neglected should also report their
concerns to the campus principal. This includedestts with disabilities who are no longer minors.
Employees are not required to report their contethe principal before making a report to the
appropriate agencies. In addition, employees nugperate with child abuse and neglect investigators
Reporting the concern to the principal does nag¢velthe employee of the requirement to reporhéo t
appropriate state agency. Interference with a cblase investigation by denying an interviewer’s
request to interview a student at school or reggithe presence of a parent or school administrator
against the desires of the duly authorized invastigis prohibited.

Fraud and financial impropriety
Policy, CAA

All employees should act with integrity and diligenin duties involving the district’s financial
resources. The district prohibits fraud and finahchpropriety, as defined below. Fraud and finahc
|mpropr|ety includes, but is not limited to, thdldoving:
Forgery or unauthorized alteration of any docunoergiccount belonging to the district
Forgery or unauthorized alteration of a check, banalt, or any other financial document
Misappropriation of funds, securities, suppliesptirer district assets, including employee time
Impropriety in the handling of money or reportingdestrict financial transactions
Profiteering as a result of insider knowledge atuilct information or activities
Unauthorized disclosure of confidential or pro@rgtinformation to outside parties
Unauthorized disclosure of investment activitiegaged in or contemplated by the district
Accepting or seeking anything of material valuarircontractors, vendors, or other persons
providing services or materials to the district
Destroying, removing, or inappropriately usingawts, furniture, fixtures or equipment
Failing to provide financial records required bgtstor local entities
Failure to disclose conflicts of interest as regdiby policy
Any other dishonest act regarding the financefefdistrict
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Conflict of interest
Policies BBFA, DBD

Employees are required to disclose to their supenany situation that creates a potential condlict
interest with proper discharge of assigned dwiesresponsibilities or creates a potential condiic
interest with the best interests of the distri¢tisTincludes the following:

A personal financial interest

A business interest

Any other obligation or relationship

Non-school employment, including tutoring of prieatudents

Gifts and favors
Policy DBD

Employees may not accept gifts or favors that canfldence, or be construed to influence, the
employee’s discharge of assigned duties. The &moep of a gift, favor, or service by an administra
or teacher that might reasonably tend to influaheeselection of textbooks may result in prosecutib
a Class B misdemeanor offense. This does notdedtaff development, teacher training, or
instructional materials, such as maps or workshéeds convey information to students or contrikiote
the learning process.

Associations and political activities
Policy DGA

The district will not directly or indirectly discoage employees from participating in political &iaor
require any employee to join any group, club, cotte®j organization, or association. Employees may
join or refuse to join any professional associatomrganization.

An individual’'s employment will not be affected byembership or a decision not to be a member of any
employee organization that exists for the purpdsealing with employers concerning grievancesoptab
disputes, wages, rates of pay, hours of employneertipnditions of work.

Use of district resources, including work time, palitical activities is prohibited.

Safety
Policy CK

The district has developed and promotes a compsaleeprogram to ensure the safety of its employees,
students, and visitors. The safety program inclypagelines and procedures for responding to
emergencies and activities to help reduce the &eqy of accidents and injuries. To prevent or miném
injuries to employees, co-workers, and studentstamiotect and conserve district equipment,
employees must comply with the following requirensen
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* Observe all safety rules.

» Keep work areas clean and orderly at all times.

* Immediately report all accidents to their swsor.

« Operate only equipment or machines for whigythave training and authorization.

Employees with questions or concerns relating tetggrograms and issues can contact Troy Parker,
Director of Purchasing at 903-586-6511x31.

Tobacco use
Policies DH, GKA, FNCD

State law prohibits smoking or using tobacco prd¢sloa all district-owned property and at school-
related or school-sanctioned activities, on orcafinpus. This includes all buildings, playgrounchare
parking facilities, and facilities used for athéstiand other activities. Drivers of district-ownaghicles
are prohibited from smoking while inside the vedidlotices stating that smoking is prohibited by la
and punishable by a fine are displayed in promipéates in all school buildings.

Criminal history background checks
Policy DBAA

Employees may be subject to a review of their arahhistory record information at any time during
employment. National criminal history checks basedn individual’'s fingerprints, photo, and other
identification will be conducted on certain emplegeand entered into the Texas Department of Public
Safety (DPS) Clearinghouse. This database providedistrict and SBEC with access to an employee’s
current national criminal history and updates ®employee’s subsequent criminal history.

Employee arrests and convictions
Policy DH

An employee must notify his or her principal or imdmate supervisor within three calendar days of any
arrest, indictment, conviction, no contest or guttea, or other adjudication of any felony, anfeate
involving moral turpitude, and any of the othereoi$es listed below:

Crimes involving school property or funds

Crimes involving attempt by fraudulent or unauthed means to obtain or alter any certificate or
permit that would entitle any person to hold oradtva position as an educator

Crimes that occur wholly or in part on school proper at a school-sponsored activity

Crimes involving moral turpitude

Moral turpitude includes, but is not limited togetfollowing:

* Dishonesty
e Fraud
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» Deceit

* Theft

» Misrepresentation

* Deliberate violence

* Base, vile, or depraved acts that are intendedouse or gratify the sexual desire of the actor
* Drug- or alcohol-related offenses

» Acts constituting abuse or neglect under theasd=amily Code

Possession of firearms and weapons
Policies FNCG, GKA

Employees, visitors, and students are prohibitethfbringing firearms, knives, clubs, or other phbatad
weapons onto school premises or any grounds adibgilvhere a school-sponsored activity takes place.
To ensure the safety of all persons, employeesaliserve or suspect a violation of the district’s
weapons policy should report it to their supenagsar call the Superintendent’s office immediately
(903-586-6511.)

Visitors in the workplace
Policy GKC

All visitors are expected to enter any districtiliacthrough the main entrance and report to the
building’s main office. Authorized visitors will ceive a name tag and will be given directions or be
escorted to their destination. Employees who olesanvunauthorized individual on the district preasis
should immediately direct him or her to the builgimffice or contact the administrator in charge.

Copyrighted materials
Policy EFE

Employees are expected to comply with the provsiminfederal copyright law relating to the unautho-
rized use, reproduction, distribution, performararedisplay of copyrighted materials (i.e., printed
material, videos, computer data and programs, Btgpjication or backup of computer programs and
data must be made within the provisions of the pase agreement.

Computer use and data management
Policy CQ
See Appendix, pp.78-79

The district’s electronic communications systemsluding its network access to the Internet, is
primarily for administrative and instructional poges. Limited personal use of the system is pezahift
the use:

* Imposes no tangible cost to the district
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* Does not unduly burden the district’s compuatenetwork resources
» Has no adverse effect on job performance a student’s academic performance

Electronic mail transmissions and other use ofleetronic communications systems are not
confidential and can be monitored at any time ®ues appropriate use.

Employees who are authorized to use the systenrequéed to abide by the provisions of the disgic
communications systems policy and administrative@dures. Failure to do so can result in suspensio
or termination of privileges and may lead to diingry action. Employees with questions about
computer use and data management can contact A¢elktnder, Director of Technology at
halexander@jisd.orgr 903-589-9015.

Asbestos management plan
Policy CKA

The district is committed to providing a safe eomiment for employees. An accredited management
planner has developed an asbestos managemenbplkeach piece of district property. A copy of the
district's management plan is kept in the Mainter@abDirector’s office and is available for inspeatio
during normal business hours.

Pest control treatment
Policy DI, CLB

Employees are prohibited from applying any peséisidr herbicide without appropriate training and
prior approval of the integrated pest managem@&wl)Icoordinator. Any application of pesticide or
herbicide must be done in a manner prescribedwwatal the district’s integrated pest management
program.

Notices of planned pest control treatment will lostpd in a district building 48 hours before the
treatment begins. Notices are generally locatebarfront office of each campus. Pest control
information sheets are available from campus ppiasior facility managers upon request.

GENERAL PROCEDURES
Bad weather closing

The district may close schools because of bad weathemergency conditions. When such conditions
exist, the superintendent will make the officiatid#on concerning the closing of the district’sifisies.
When it becomes necessary to close schools, tolapeeor to release students early, the followejo
and television stations will be notified by schofficials:

ABC7 (KLTV) NBC56 (KETK) CB19 (KYTX)
KLJT 102.3 FM KFRO 95.3 FM KDVEO3.1 FM KXAL 100.3 FM KEBE4Q0AM

KTLU-KWRW 97.7 FM and 1580 AM
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Emergencies
Policy CKC

All employees should be familiar with the evacuatthagrams posted in their work areas. Fire, toonad
and other emergency drills will be conducted toifeamze employees and students with evacuation
procedures. Fire extinguishers are located throwigalbdistrict buildings. Employees should knowe th
location of the extinguishers nearest their pladosark and how to use them.

Purchasing procedures
Policy CH

All requests for purchases must be completed foligwhe procedures adopted by the Purchasing
Department. Please contact your campus princggahstructions. No purchases, charges, or
commitments to buy goods or services for the distan be made without a Purchase Order number.
The district will not reimburse employees or assumeesponsibility for purchases made without
authorization. Employees are not permitted to purchase supplieguipment for personal use through
the district’'s Purchasing Department. Contact TRayker, Director of Purchasing, at 586-6511 x 31 fo
additional information on purchasing procedures.

Name and address changes

It is important that employment records be keptaidate. Employees must notify the Human Resources
office at 903-586-6511 if there are any changesoarections to their name, home address, home
telephone number, marital status, emergency cqraabeneficiary. Forms to process a change in
personal information can be obtained from the Ji&Dsite under Employee Resources or from the
Human Resources Office.

Every educator certificate holder or applicant muatntain a current mailing address and e-mail esklr
with the State Board for Educator Certification EB. The address must be able to receive malil
delivered by the United States Postal Servicelufato maintain a current mailing address and é-ma
address with SBEC may result in the following:

failure to receive important information or notiokea proceeding regarding an individual’s certifica or
application status, including renewal requireménita Standard Educator Certificate;

failure to receive a certificate; or

certificate sanction or denial.

A certificate holder or applicant must update hisier mailing and e-mail addresses through thersecu
website, SBEC Online for Educators at https://sesec.state.tx.us/SBECOnline/login.a#pfurther
assistance is needed, please contact the Infonrm&tipport Center toll free at 1-888-863-5880.

TAC, Title 19 (Education)  Part 7 (State Board oliEator Certification)

-32-



Chapter 230 (Professional Educator Preparation &wttification)
Subchapter N (Certificate Issuance Procedures)

Personnel records
Policy GBA

Most district records, including personnel recortg, public information and must be released upon
request. Employees may choose to have the follop#mgonal information withheld:

* Address

* Phone number

» Social Security number

» Information that reveals whether they have fammembers

The choice to not allow public access to this infation may be done at any time by submitting atemit
request to the Human Resources Office. New or tetimg employees have 14 days after hire or
termination to submit a request. Otherwise, persaf@amation will be released to the public.

Building use
Policy DGA, GKD

Employees who wish to use district facilities akehool hours must follow established procedures
The Campus Principal is responsible for scheduleguse of facilities after school hours. Conthet t
Campus Principal to request to use school faaligied to obtain information on the fees charged.

TERMINATION OF EMPLOYMENT

Resignations
Policy DFE

Contract employees Contract employees may resign their position withpenalty at the end of any
school year if written notice is received 45 dagobe the first day of instruction of the followisghool
year. A written notice of resignation should bemitted to the Superintendent. Contract employeegs ma
resign at any other time only with the approvalhef Superintendent or the board of trustees. Rasan
without the consent of the board may result inigistary action by the State Board for Educator
Certification (SBEC).

The superintendent will notify SBEC when an emp®yesigns and reasonable evidence exists to
indicate that the employee has engaged in anyechdks listed ifReports to the State Board for
Educator Certificationp. 35.

Non-contract employeesNon-contract employees may resign their positetreny time. A written
notice of resignation should be submitted to tBeipervisor and to the Human Resources Office at lea
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two weeks prior to the effective date. Employeesearcouraged to include the reasons for leavirigen
letter of resignation but are not required to do so

Dismissal or non-renewal of contract employees
Policies DFAA, DFAB, DFBA, DFBB, DFCA, DFD, DFF

Employees on probationary and term contracts cafidmeissed during the school year or non-renewed
at the end of the year according to the procedauésed in district policies. Contract employees
dismissed during the school year, suspended withaytor subject to a reduction in force are esdito
receive notice of the recommended action, an eafilam of the charges against them, and an oppdytuni
for a hearing. The time lines and procedures tiolb@wed when a suspension, termination, or non-
renewal occurs will be provided when a written cetis given to an employee. Advance notification
requirements do not apply when a contract emplas/desmissed for failing to obtain or maintain
appropriate certification or whose certificatiomesoked for misconduct. Information on the tinmes

and procedures can be found in the DF policiesazoadl in the policy manual, which is provided oalin
atwww.jacksonvilleisd.organd at the Central Office.

Dismissal of non-contract employees
Policy DCD

Non-contract employees are employed at will and begismissed without notice, a description of the
reasons for dismissal, or a hearing. It is unlavidulthe district to dismiss any employee for rewsof
race, religion, sex, national origin, disabilityilitary status, any other basis protected by lamino
retaliation for the exercise of certain protecteghl rights. Non-contract employees who are disdiss
have the right to grieve the termination. The dssad employee must follow the district processi el
in this handbook when pursuing the grievance. (Samplaints and GrievanceBplicy DGBALocal

and complaint forms in Appendix, pp. 55-63).

Exit interviews and procedures
Policy DC

Exit interviews shall be conducted, if possible, & employees leaving the district. Informatiam the
continuation of benefits, release of informatiomd grocedures for requesting references will be pro
vided at this time. Separating employees are agkpdovide the district with a forwarding addressla
phone number and complete the interview that wdljme the district with feedback on his or her
employment experience.

All district keys, books, property, and equipmenistnbe returned upon separation from employment.
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Reports to the State Board for Educator Certificatbn
Policy DF

The dismissal or resignation of a certified emp&oyeall be reported to the SBEC when the
superintendent first learns about an alleged imtidéconduct that involves the following:

A reported criminal history

Any form of sexual or physical abuse of a miooany other illegal conduct with a student or mino

The possession, transfer, sale, or distribudfaa controlled substance

The illegal transfer, appropriation, or expeuagitof school property or funds

An attempt by fraudulent or unauthorized meanshtain or alter any certificate or permit thatuleb
entitle the individual to a professional positiant@ receive additional compensation associated
with a position

Committing a crime on school property or at faosd-sponsored event

7. Violating assessment instrument security ptaoes

8. Soliciting or engaging in sexual conduct or mantic relationship with a student or minor

arwNE

o

Reports concerning court-ordered withholding

The district is required to report the terminatadremployees that are under court order or writ of
withholding for child support or spousal maintenate the court and the individual receiving thepsup
(Texas Family Code 8§ 8.210, 158.211). Notice offtilewing must be sent to the court and support
recipient:

Termination of employment not later than the sévelay after the date of termination
Employee’s last known address
Name and address of the employee’s new empldyarpivn

STUDENT ISSUES

Equal educational opportunities
Policy FB, FFH

The Jacksonville ISD does not discriminate on thgidof race, color, religion, national origin, sex
disability in providing education services, acies, and programs, including vocational programs, i
accordance with Title VI of the Civil Rights Act @P64, as amended; Title IX of the Educational
Amendments of 1972; and Section 504 of the Rehatdn Act of 1973, as amended.

Questions or concerns about discrimination agaitugtents on the basis of race, cofeligion, sex, or
national origin should be directed to Dr. Joe WhHy&iperintendent at 903-586-6511. Questions or
concerns about discrimination on the basis of alilisy should be directed to Dr. Leslie George at
903-586-6511 x 16.
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Student records
Policy FL

Student records are confidential and are proteficted unauthorized inspection or use. Employees
should take precautions to maintain the confidétiaf all student records.
The following people are the only people who hageagal access to a student’s records:

» Parents: Married, separated or divorced (urpasental rights have been legally terminated and
the school has been given a copy of the court detarinating parental rights) of a minor or of a
student who is a dependent for tax purposes

* The student (if 18 or older or emancipated tyrt)

» School officials with legitimate educationatarests

The student handbook provides parents and studéthtsletailed information on student records.
Parents or students who want to review studentdscshould be directed to the campus principal for
assistance.

Parent and student complaints
Policy FNG

In an effort to hear and resolve parent and studemiplaints in a timely manner and at the lowest
administrative level possible, the board has adbptderly processes for handling complaints on
different issues. Any campus office or the supendent’s office can provide parents and students
with information on filing a complaint.

Parents are encouraged to discuss problems or aontgpWith the teachers or the appropriate
administrator at any time. Parents and students eainplaints that cannot be resolved to their
satisfaction should be directed to the campus ahcThe formal complaint process provides parents
and students with an opportunity to be heard upedighest level of management if they are
dissatisfied with a principal’s response. OnceadHinistrative complaint procedures are exhausted,
parents and students can bring complaints to taedoaf trustees.

Administering medication to students
Policy FFAC

Only designated employees can administer presoniptiedication, non-prescription medication, and
herbal or dietary supplements to students. A stimtao must take a medication during the school day
must bring a written request from his or her pagert the medicine, in its original, properly lalgkle
container. The District shall provide and dispepissscription medication only under a physician’s
standing order for each medication. Herbal subsimnc dietary supplements must be provided by the
parent and only if required by the Individualizedugation Plan or Section 504 plan of a student with
disabilities. Contact the principal or school nuigeinformation on procedures that must be folldwe
when administering medication to students.
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Dietary supplements
Policies DH, FFAC

District employees are prohibited by state law fiamowingly selling, marketing, or distributing a
dietary supplement that contains performance-enhgrmompounds to a student with whom the
employee has contact as part of his or her schstrlad duties. In addition, employees may not
knowingly endorse or suggest the ingestion, intsahapplication or inhalation of a performance-
enhancing dietary supplement to any student.

Psychotropic drugs
Policy FFAC

A psychotropic drug is a substance used in thendisig, treatment, or prevention of a disease ar as
component of a medication. It is intended to haweltering effect on perception, emotion, or bébrav
and is commonly described as a mood- or behaviertad) substance.

District employees are prohibited by state law frdoing the following:
Recommending that a student use a psychotropic drug
Suggesting a particular diagnosis
Excluding from class or school-related activitytadent whose parent refuses to consent to a
psychiatric evaluation or to authorize the admraisdn of a psychotropic drug to a student

Student discipline
Policies in the FN series and FO serieSee Appendix, Policy FNC Legal, p. 80

Students are expected to follow the classroom rel®pus rules, and rules listed in the Studene@dbd
Conduct and Student Handbook. Teachers and adnatoist are responsible for taking disciplinary
action based on a range of discipline managemmetegtes that have been adopted by the distritieiOt
employees that have concerns about a particuldestis conduct should contact the classroom teacher
or campus principal.

Chapter 37 of the Texas Education Codewhich deals with student discipline, is providecklectronic
format on the district website at www.jacksonvaigiorg (click on “Employment,” then on “Chapter

37.") It may also be accessed at www.tea.statss.téclick on “Education Law and Rules,” scroll down
and click on “Texas Education Code,” click on “Edtion Code,” then scroll down and click on Chapter
37.) More information on student discipline is taned in the FN and FO policy series, providedtan
JISD website under “Policy.” Copies of Chaptera®id the FN and FO policy series are available in
each main campus office. Each teacher and admatosimay choose to receive these documents in hard
copy format as well.

Student attendance
Policy FEB

Teachers and staff should be familiar with theratiss policy and procedures for attendance acdognt
These procedures require minor students to hawnfzrconsent before they are allowed to
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leave campus. When absent from school, the studpan returning to school, must bring a note
signed by the parent that describes the reasahdarbsence. These requirements are addressed in
campus training and in the student handbook. Cotttaccampus principal for additional information.

Bullying
Policy FFI
See Appendix, pp. 76

All employees are required to report student compdaof bullying to their campus principal or
supervisor. The district’s policy that includedidigions and procedures for reporting and invesiigg
bullying of students is reprinted in the Appengix, 76.

Hazing
Policy FNCC

Students must have prior approval from the prinaypaesignee for any type of “initiation rites”

of a school club or organization. While most aiiion rites are permissible, engaging in or permnytt
“hazing” is a criminal offense. Any teacher, adisirator, or employee who observes a student emgage
in any form of hazing, who has reason to know @psat that a student intends to engage in hazing, o
has engaged in hazing must report that fact oricospto the designated campus discipline person.
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Jacksonville ISD
037904
EDUCATIONAL PHILOSOPHY AE
(Exhibit)
PUBLIC EDUCATION MISSION, GOALS, AND OBJECTIVES

The mission of the Texas public education system is to ensure that all Texas children have access to a quality
education that enables them to achieve their full potential and fully participate now and in the future in the
social, economic, and educational opportunities in our state and nation. That mission is grounded on the
conviction that a general diffusion of knowledge is essential for the welfare of Texas and for the preservation
of the liberties and rights of Texas citizens. It is further grounded on the conviction that a successful public
education system is directly related to a strong, dedicated, and supportive family and that parental
involvement in the school is essential for the maximum educational achievement of a child. The objectives of
public education are:

OBJECTIVE 1: Parents will be full partners with educators in the education of their children.
OBJECTIVE 2: Students will be encouraged and challenged to meet their full educational potential.

OBJECTIVE 3: Through enhanced dropout prevention efforts, all students will remain in school until they
obtain a diploma.

OBJECTIVE 4: A well-balanced and appropriate curriculum will be provided to all students.

OBJECTIVE 5: Educators will prepare students to be thoughtful, active citizens who have an appreciation for
the basic values of our state and national heritage and who can understand and productively function in a free
enterprise society.

OBJECTIVE 6: Qualified and highly effective personnel will be recruited, developed, and retained.

OBJECTIVE 7: Texas students will demonstrate exemplary performance in comparison to national and
international standards.

OBJECTIVE 8: School campuses will maintain a safe and disciplined environment conducive to student
learning.

OBJECTIVE 9: Educators will keep abreast of the development of creative and innovative techniques in
instruction and administration using those techniques as appropriate to improve student learning.

OBJECTIVE 10: Technology will be implemented and used to increase the effectiveness of student learning,
instructional management, staff development, and administration.

The academic goals of public education are to serve as a foundation for a well-balanced and appropriate
education. The students in the public education system will demonstrate exemplary performance in:

GOAL 1: The reading and writing of the English language.
GOAL 2: The understanding of mathematics.

GOAL 3: The understanding of science.

GOAL 4: The understanding of social studies.

Education Code 4.001, 4.002
DATE ISSUED: 1/11/2008
UPDATE 82 AE (EXHIBIT)-P



JISD Professional Dress Code
2009-2010

Clothing Will Be Business Casual

Shirts and Blouses:

Men:
- Shirts should be collared knit polo or oxford style

Shirts that are designed to be tucked in should be.

Shirts with straight hems may be worn out.

No inappropriate logos or slogans.

T-shirt styled shirts are not appropriate.

Women:
Shirts must have appropriate necklines.
Sleeveless shirts must have wide straps with nosegundergarments.
No exposed cleavage.
No inappropriate logos or slogans.
No exposed midriffs even when arms are raised.
No excessively long shirts.
Denim skirts, dresses and jumpers are allowed.
T-shirts are not appropriate.

Pants

Pants should not be denim.

Hem must not be intentionally torn.

Pants should not be too tight and revealing.

Women may wear mid-calf length pants and capris.

No painter pants, cargo pants, wind pants, velanty) shorts, or camouflage.

Five pocket jeans may be worn with JISD shirt ogsdgpecified by the administrator. They must have
a sewn hem, no holes or rips, etc.

Twill is allowed.

Dresses and Skirts

Dresses and skirts should be no shorter than pheftthe knees when standing.
A dress should have appropriate neckline.
Should not be too tight or revealing.

Shoes
Sandals may not be casual beach type, rubberijgqptadtip flops
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Other Guidelines

The following are considered unacceptable:

Exposed tattoos or body piercings (other than egsrfor women)
Sweat suits

Excessive use of cologne or perfume

Casual wear capris

Camouflage of any kind (shirts, skirts, pants,)etc.

Excessively tight clothing or clothing that confarto the body
Extremes in make-up, hairstyles, jewelry, and o#uoeessories
1. Natural hair colors only

2. Male staff may not have hair longer than the cdifz

Exceptions

Coaches and Physical Education Teachers:
PE or athletic class - athletic clothes
Halls between PE classes — wind pants
Classroom — professional dress code

PPCDI/Life Skills:
Self-contained — medical jackets
Inclusion — professional dress code

Clinic Staff/ OT/PT/PTA:
Scrubs

Summer:
May wear Jeans
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Jacksonville ISD
037904

ASSIGNMENTS AND SCHEDULE DK (Local)

SUPERINTENDENT’S All personnel are employed subject to assignment and reassignment by the Superintendent
AUTHORITY or designee when the Superintendent determines that the assignment or reassignment is in
the best interest of the District. Reassignment shall be defined as a transfer to another
position, department, or facility that does not necessitate a change in the employment contract of a

contract employee. Any change in an employee’s contract shall be in accordance with policy DC.

Any employee may request reassignment within the District to another position for which he or she is

qualified.
CAMPUS The principal’s criteria for approval of campus assignments and reassignments shall be
ASSIGNMENTS consistent with District policy regarding equal opportunity employment, and with staffing patterns

approved in the District and campus plans. [See BQ series] In exercising their authority to
approve assignments and reassignments, principals shall work cooperatively with the central office staff
to ensure the efficient operation of the District as a whole.

Personnel employed after September 1, 1999, shall not be assigned to a campus where any
member of their immediate family is in a direct line of supervision. For purposes of this policy,
immediate family shall be defined as:

ASSIGNMENT OF
RELATIVES

1. Spouse.

2. Son or daughter, including a biological, adopted, or foster child, a son- or daughter-in-law, a stepchild, a legal
ward, or a child for whom the employee stands in loco parentis.

3.  Parent, stepparent, parent-in-law, or other individual who stands in loco parentis to the employee.
4.  Sibling, stepsibling, sibling-in-law.

5.  Grandparent and grandchild.

6.  Any person who may be residing in the employee’s household at the time of iliness or death.

The provisions of this policy addressing related employees shall not apply to persons employed or assigned before the
adopted date of this policy revision except as noted. Employees working in a department or in a line of authority in which
their spouse has administrative or supervisory responsibility may remain in their current position. A requested change
shall only be considered for a position in another department or line of authority. The administration shall direct efforts to
eliminate those situations that would not meet these guidelines as circumstances permit.

SUPPLEMENTAL Non-contractual supplemental duties for which supplemental pay is received may be discontinued
DUTIES by either party at any time. An employee who wishes to relinquish a paid supplemental duty may
do so by notifying the Superintendent or designee in writing. Paid supplemental duties are not
part of the District's contractual obligation to the employee, and an employee shall hold no expectation of

continuing assignment to any paid supplemental duty.

WORK Subject to the Board-adopted budget and compensation plan and in harmony with employment
CALENDARS AND contracts, the Superintendent shall determine required work calendars for all employees. [See

SCHEDULES DC, EB]

Daily time schedules for all employees shall be det  ermined by the Superintendent or
designee and principals.

Date Issued 7/22/04
Update 73
DK (Local)-X
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Jacksonville ISD
037904

PERFORMANCE APPRAISAL DN

GENERAL PRINCIPLES

CRITERIA

PERFORMANCE
REVIEW

DOCUMENTATION
AND RECORDS

EMPLOYEE COPY

COMPLAINTS

(LOCAL)

All District employees shall be periodically appraised in the performance of their
duties. The District's employee evaluation and appraisal system shall be
administered consistent with the general principles set out below.

The employee’s performance of assigned duties and other job-related criteria shall
provide the basis for the employee’s evaluation and appraisal. Employees shall be
informed of the criteria on which they will be evaluated.

Evaluation and appraisal ratings shall be based on the evaluation instrument and
cumulative performance data gathered by supervisors throughout the year. Each
employee shall have at least one evaluative conference annually, except as
otherwise provided by policy, to discuss the written evaluation and may have as
many conferences about performance of duties as the supervisor deems
necessary. [See also DNA and DNB]

Appraisal records and forms, reports, correspondence, and memoranda may be
placed in each employee’s personnel records to document performance.

All employees shall receive a copy of their annual written evaluation.

Employees may present complaints regarding thauatiah and appraisal process in
accordance with the District’'s complaint policy Employees. [See DGBA]

Date Issued: 5/17/2007

Update 80
DN (Local)-A



Performance Appraisal Evaluation of Teachers DNA

(Local)
LESS-THAN-ANNUAL District teachers shall be appraised annually, except teachers who are eligible for less
EVALUATIONS frequent evaluations in accordance with law and the following local criteria. The eligible

teacher shall:

ELIGIBILITY
1. Not be on a probationary contract or any type of permit;
2. Not be new to the campus;
3.  Not be new to the teaching assignment;
4.  Have at least five years of teaching experience, with at least three consecutive years in the District;
5. Be proficient in all domains on most recent appraisal, with at least one domain rated Exceed Expectations;

6. Not be on a growth plan; and
7. Beonacampus that is rated Recognized or Exemplary.
FREQUENCY Eligible teachers shall be appraised every other year.

During any school year when a complete Professional Development and Appraisal
System (PDAS) is not scheduled for an eligible teacher, either the teacher or the principal
may require that an appraisal be conducted by providing written notice to the other party.

ALTERNATIVE In the years that PDAS is not scheduled for an eligible teacher, an annual review process
ANNUAL REVIEW shall consist of a year-end conference in which observations during walk throughs, test
PROCESS results, and staff development will be discussed. This process shall be developed by the

administration in collaboration with the District- and campus-level committees.

The annual appraisal of District teachers not eligible for less frequent evaluations shall be
PDAS in accordance with the Professional Development and Appraisal System (PDAS).

The District shall establish an appraisal calendar each year.

SCHEDULE In addition to those days on which observations are prohibited by law [see DNA(LEGAL)], the

LIMITATIONS District shall not schedule observations on the day before and the day after a school holiday,
days scheduled for end-of-semester or end-of-year examinations, or days scheduled for state-
mandated assessments or other standardized tests.

FIRST First classroom observations of teachers shall be unscheduled.
OBSERVATION

ALTERNATE The list of qualified appraisers who may appraise a teacher in place of the teacher’s supervisor
APPRAISERS shall be approved by the Board.

Date Issued: 2/2/2004
LDU-05-04
DNA (Local)-X
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Performance Appraisal Evaluation of Teachers DNA

(Local)

SECOND OBSERVATION Upon a teacher’s request for a second appraiser, the Superintendent or designee

APPRAISER

SCHEDULING

SCORES

PROBATIONARY
TEACHERS

EMPLOYMENT
DECISIONS

GRIEVANCES

shall select the second appraiser from a pre-established roster of trained
appraisers.

Second appraisals shall be unscheduled.

The Board shall ensure that the Superintendent or designee establish procedures
regarding how domain scores from first and second appraisals will be used.

Written evaluations and other evaluative information need not be considered prior to a

decision to terminate a probationary contract at the end of the contract term. [See
DFAB(LEGAL)]

When relevant to decisions regarding term contracts, written evaluations of a teacher’s
performance, as documented to date, and any other information the administration deems
appropriate, shall be considered in decisions affecting contract status.

Complaints regarding teacher appraisal shall beresddd in accordance with
DGBA(LOCAL).

Date Issued: 2/2/2004

LDU-05-04
DNA (Local)-X
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JACKSONVILLE ISD Administrative Guidelines for PDAS Appraisals
For school year 2009-2010

House Bill 1440, passed by the 8 egislature created an exception to the general te, found in Texas
Education Code section 21.203(a), that school boapblicy must require the written evaluation of
teachers at least annually. The exception, found ifexas Education Code section 21.352(c), now
provides that:

A teacher may be appraised less frequently if ttadher agrees in

writing and the teacher’s most recent evaluationted the teacher

as a least proficient, or the equivalent, and didtndentify any area of

deficiency. A teacher who is appraised less freqiyethan annually

must be appraised at least once during each pewnbélve school years.

Guidelines for implementation of this rule have bee developed with input from the eight JISD

campuses. Teachers who me&LL the following criteria may sign a district waiverand by appraised
every other year.

The teacher is not on a Probationary Contract or ag type of permit.

The teacher is not new to campus or new to teachiragsignment.

The teacher has at least 5 years teaching experiendncluding three consecutive years in JISD.
The teacher’'s most recent appraisal was proficient all Domains with at least one domain being
Exceeded Expectations.

The teacher is not on a growth plan.

(A teacher who meets these criteria may request a&grly appraisal)
All teachers who meetALL of the criteria must complete a Waiver Form, whichmust be signed
by both the teacher and the appraiser. The form mushe completed and turned in to principal
with a copy sent to Personnel no later that the'3week of school. The appraiser will be required
to conduct and document a minimum of three walk-though observations during the school year.
A year-end conference must be held with each teaahwho waived the PDAS Appraisal, and the
discussion must include the observations made durnthe walk-throughs, test results, and staff
development information for this school year.
With the district’s goal of high student achievemehin mind, any campus that does not meet the state
accountability system criteria of above expectatiosy cannot agree to waive the PDAS for any teacheno
that campus (Would have to be Recognized or Exemplaunder TAAS system to qualify for waiver).

*During any school year when a complete appraisalder the PDAS is not
scheduled, either the teacher or the principal maguire that an appraisal
be conducted by providing written notice to thénet party.

Teachers who do not meet all of the criteria will b appraised every year.
A complete PDAS appraisal must include:
- Teacher self-report, Parts | and Il
A 45 minute observation
A written Observation Report
A pre and/or post observation conference at the ragst of
either the teacher or the appraiser
A written summative report
A Summative Conference, unless waived by the teaghe
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JACKSONVILLE INDEPENDENT SCHOOL DISTRICT
PDAS Appraisal Waiver — 2009-2010

Teacher:

Campus:

Appraiser:

Teachers, who have been rated at least proficient o n their latest appraisal, with no indicators
rated as deficient, may be appraised less frequentl y than annually. The following conditions

apply:
The teacher must meet all of the criteria to ask fo r a waiver.

The waiver must be agreed upon in writing by botht  he teacher and the appraiser, and
the waiver is valid only for 2009-2010 school year.

All elements of PDAS are waived, including:
1. The teacher Self Report
2. The formal 45 minute observation and Observation Report
3. The Summative Report

During the school year in which PDAS is waived, ac  ampus administrator will be expected to
conduct and document a minimum of three walk-throug h observations. A year-end
conference must be held with each teacher who waive  d the PDAS Appraisal, and the
discussion must include the observations made durin g the walk-throughs, test results, and
staff development information for this school year. It is understood by all parties that the
conditions set forth in State Law and District poli cy have been met, and by mutual agreement
the PDAS appraisal for the 2009-2010 school year wi Il be waived.

During any school year when a complete appraisal u  nder the PDAS is not
scheduled, either the teacher or the principal may require that an appraisal
be conducted by providing written notice to the ot her party.

Teacher Appraiser

Date Date

Original -Personnel Department
Copy 1- Teacher
Copy 2- Appraiser
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Jacksonville ISD DEC
037904 (LOCAL)

COMPENSATION AND BENEFITS:

LEAVES AND ABSENCES
DEFINITIONS The term “immediate family” is defined as:
FAMILY Spouse_

Son or daughter, including a biological, adopted, or foster child, a son- or daughter-in-law, a stepchild, a legal
ward, or a child for whom the employee stands in loco parentis.

Parent, stepparent, parent-in-law, or other individual who stands in loco parentis to the employee.
Sibling, stepsibling, and sibling-in-law.

Grandparent and grandchild.

Any person residing in the employee’s household at the time of illness or death.

For purposes of the Family and Medical Leave Act (FMLA), the definitions of spouse, parent, son or daughter,
and next of kin are found in DECA(LEGAL).

FAMILY The term “family emergency” shall be limited to disasters and life-threatening situations

EMERGENCY involving the employee or a member of the employee’s immediate family.

WORKDAY A “workday” for purposes of earning, use, or recording shall mean the number of hours per
day equivalent to the employee’s usual assignment, whether full-time or part-time.

CATASTRO- A catastrophic illness or injury is a severe condition or combination of conditions affecting

PHIC ILLNESS  the mental or physical health of the employee that requires the services of a licensed

OR INJURY practitioner for a prolonged period of time and that forces the employee to exhaust all leave

time earned by that employee and to lose compensation from the District. Complications
resulting from pregnancy shall be treated the same as any other condition.

AVAILABILITY The District shall make paid leave for the current year available for use at the beginning of
the school year.

The District shall not approve paid leave for more workdays than have been accumulated in prior years plus
those to be earned during the current year. Any absences beyond available paid leave shall result in
deductions from the employee’s pay.

EARNING An employee shall not earn leave when he or she is in unpaid status. An employee using
LEAVE full or proportionate paid leave shall be considered to be in paid status.

When an employee has used more leave than he or she has earned, the District shall deduct the cost of
unearned leave days from the employee’s final paycheck for the year or from the last paycheck after the
employee ceases to be employed by the District.

RECORDING Leave shall be recorded as follows:
Leave shall be recorded in half-day increments for all employees.
If the employee is taking intermittent FMLA leave, leave shall be recorded in one-hour increments.

ORDER OF Earned compensatory time shall be used before any available paid state and local leave.
USE [See DEA]

49-



Unless an employee requests a different order, available paid state and local leave shall be used in the
following order, as applicable:

Local sick leave.
State personal leave.
State sick leave accumulated before the 1995-96 school year.

Use of extended sick leave or sick leave bank days shall be permitted only after all available state and local
leave has been exhausted.

CONCURRENT  When an absent employee is eligible for FMLA leave, the District shall designate the
USE OF LEAVE  absence as FMLA leave.

The District shall require the employee to use temporary disability leave and paid leave, including
compensatory time, concurrently with FMLA leave.

An employee receiving workers’ compensation income benefits may be eligible for paid or unpaid leave. An
absence due to a work-related injury or illness shall be designated as FMLA leave, temporary disability leave,
and/or assault leave, as applicable.

MEDICAL
CERTIFICATION  An employee shall submit medical certification of the need for leave if:

The employee is absent more than five consecutive workdays because of personal illness or iliness in the
immediate family;

The District requires medical certification due to a questionable pattern of absences or when deemed
necessary by the supervisor or Superintendent;

The employee requests FMLA leave for the employee’s serious health condition or that of a spouse, parent, or
child; or

The employee requests FMLA leave for military caregiver purposes.

In each case, medical certification shall be made by a health-care provider as defined by the FMLA. [See
DECA(LEGAL)]

Note: For District contribution to employee insurance during leave, see CRD(LOCAL).
STATE
PERSONAL For purposes of this section, each employee shall earn state personal leave up to the
LEAVE statutory maximum of five workdays annually at the rate established in administrative
regulations.

The Board requires employees to differentiate the manner in which state personal leave is used:
NON- DISCRE-

TIONARY USE Non-discretionary use of leave shall be for the same reasons and in the same manner as
state sick leave accumulated before May 30, 1995. [See DEC(LEGAL)]

DISCRETION-
ARY USE

Discretionary use of leave is at the individual employee’s discretion, subject to limitations set
out below.
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LIMITATIONS The employee shall submit a written request for discretionary use of state personal leave to
the immediate supervisor or designee seven days prior to the use of leave in accordance
REQUEST FOR . o . . s
LEAVE with administrative regulations. In deciding whether to approve or deny state personal
leave, the supervisor or designee shall not seek or consider the reasons for which an
employee requests to use leave. The supervisor or designee shall, however, consider the effect of the
employee’s absence on the educational program or District operations, as well as the availability of
substitutes.

DURATION OF

LEAVE _ _ _
Discretionary use of state personal leave shall not exceed three consecutive workdays.

LOCAL

SICK LEAVE All employees shall earn two workdays of paid local sick leave per school year in accordance
with administrative regulations.

Local sick leave shall accumulate without limit.

Local leave shall be used according to the terms and conditions of state sick leave accumulated before the
1995-96 school year. [See DEC(LEGAL)] Local sick leave may also be contributed to the District’ sick leave
bank for use by other employees.

EXTENDED SICK

LEAVE  After all available state and local leave days have been exhausted, a teacher shall be
granted in a school year a maximum of five workdays of extended sick leave to be used for
the employee’s personal iliness or injury, including pregnancy-related iliness or injury; for absences related to
the illness or injury of a member of the employee’s immediate family; for family emergencies; or for death in
the immediate family.

The average daily rate of pay of a teacher substitute shall be deducted for each day of extended sick leave
taken, whether or not a substitute is employed.

SICK LEAVE BANK  The District shall establish a sick leave bank that employees may join through contribution of
local sick leave.

Leave contributed to the bank shall be solely for the use of participating employees. An employee who is a
member of the bank may request leave from the bank after ten consecutive days of absence if the employee:

Experiences a catastrophic illness or injury;
Has been absent five work days without pay; and
Has complied with all other requirements as specified in administrative regulations.

If the employee is unable to request leave from the sick leave bank, a member of the employee’s family or the
employee’s supervisor may submit the request.

The Superintendent or designee shall develop regulations for the operation of the sick leave bank that
address the following:

Membership in the sick leave bank, including the number of days an employee must donate to become a
member;

Procedures to request leave from the sick leave bank, including timelines;
The maximum number of days per school year a member employee may receive from the sick leave bank;

The committee or administrator authorized to consider requests for leave from the sick leave bank and criteria
for granting requests; and

Other procedures deemed necessary for the operation of the sick leave bank.
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APPEAL All decisions regarding the sick leave bank may be appealed in accordance with
DGBA(LOCAL), beginning with the Superintendent or designee.

FAMILY AND
MEDICAL LEAVE

TWELVE-MONTH _ _ _
For purposes of an employee’s entitlement to FMLA, the 12-month period shall begin on the

PERIOD first duty day of the school year.
COMBINED If both spouses are employed by the District, the District shall limit FMLA leave for the birth,
LEAVE adoption, or placement of a child, or to care for a parent with a serious health condition, to a

combined total of 12 weeks. The District shall limit military caregiver leave to a combined
FOR SPOUSES  total of 26 weeks. [See DECA(LEGAL)]

INTERMITTENT
OR REDUCED

SCHEDULE The District shall not permit use of intermittent or reduced schedule FMLA leave for the care

of a newborn child or for the adoption or placement of a child with the employee. [See
DECA(LEGAL) for use of intermittent or reduced schedule leave due to a medical necessity.]

CERTIFICATION

OF LEAVE If an employee requests leave, the employee shall provide certification, as required by
FMLA regulations, of the need for leave. [See DECA(LEGAL)]

FITNESS-FOR-

DUTY CERTI-

FICATION If an employee takes FMLA leave due to the employee’s own serious health condition, the
employee shall provide, before resuming work, a fithess-for-duty certification. If the District
will require certification of the employee’s ability to perform essential job functions, the District
shall provide a list of essential job functions to the employee with the FMLA designation
notice.

END OF

SEMESTER

LEAVE If a teacher takes leave near the end of the semester, the District may require the teacher to
continue leave until the end of the semester. [See DECA(LEGAL), LEAVE AT THE END OF
A SEMESTER]

FAILURE TO

RETURN If, at the expiration of FMLA leave, the employee is able to return to work but chooses not to
do so, the District may require reimbursement of premiums paid by the District during the
leave. [See DECA(LEGAL), RECOVERY OF BENEFIT COST]

TEMPORARY
DISABILITY
LEAVE Any full-time employee whose position requires educator certification by the State Board for

Educator Certification or by the District shall be eligible for temporary disability leave. The
maximum length of temporary disability leave shall be 180 calendar days. [See DBB(LOCAL)
for temporary disability leave placement and DEC(LEGAL) for reinstatement.]
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An employee’s notification of need for extended absence due to the employee’s own medical
condition shall be forwarded to the Superintendent or designee as a request for temporary
disability leave.

WORKERS’

COMPENSATION

Note: Workers’ compensation is not a form of leave. The workers’ compensation law does not require the
continuation of the District’s contribution to health insurance. [See CRD(LOCAL) regarding
payment of insurance contribution during employee absences.]

An absence due to a work-related injury or iliness shall be designated as FMLA leave, temporary disability
leave, and/or assault leave, as applicable.

An employee eligible for workers’ compensation income benefits, and not on assault leave, may elect in
writing to use paid leave.

COURT Absences due to compliance with a valid subpoena or for jury duty shall be fully

APPEARANCES compensated by the District and shall not be deducted from the employee’s pay or leave
balance.

REIMBURSE-

The following leave provisions shall apply to state sick leave and local sick leave earned

MENT OF - p . .
LEAVE UPON beginning on the original effective date of this program.
RETIRMENT An employee who separates from employment with the District shall be eligible for

reimbursement of state sick leave and local sick leave if the employee is retiring and is not
being discharged or nonrenewed.

The retiring employee shall be reimbursed for each day of state sick leave and local sick leave at a rate
established by the Board. If the employee is reemployed with the District, days for which the employee
received payment shall not be available to that employee.

The rate established by the Board shall be in effect until the Board adopts a new rate. Any changes to the
rate shall apply beginning with the school year following the adoption of the rate change.

DATE ISSUED: 7/27/2009
DEC (LOCAL)



JACKSONVILLE ISD ABSENCE FROM DUTY REPORT/REQUEST

For discretionary leave, this form must be submdiier approval 7 days prior to the time you areuesiing to be
absent from duty. Form must be submitted 30 dayadwance for Family and Medical Leave, wheneversibdes, and
immediately before or after the absence for aleothave.

Absences of more than 5 consecutive days for patsamfamily illness must have a written statenfeom a health
care practitioner attached. In the case of pefsthmass, the statement must verify the date itfiels to return to duties.

Leave requests will be granted in accordance waitrd policy DEC.

Name Position
Department/Campus Date
Reason for Absence Date(s) of Absence Total Days
Absent
Personal illness or medical appointment
Is illness or injury work-related? Yes No
lliness or medical appointment in family
Specify relationship:
Death in family
Specify relationship:
Emergency
Specify:
Personal business
Family and medical leave (care for a newborn chyld,
placement of a child, qualifying exigency, etc.)
Jury duty or subpoena (attach documents)
Assault leave
Other
Employee Signature Date
Principal/Supervisor Signature Date
Leave Status: Approved Disapproved
For Office Use Only: Category and amount of leave recorded:
State personal leave days State sick leave days
Local leave days Family and medical leave days
Temporary disability days Other:
Notice provided to employee: FMLA Workers’ compensation
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Jacksonville ISD

037904
PERSONNEL-MANAGEMENT RELATIONS DBGA
EMPLOYEE COMPLAINTS/GRIEVANCES (LOCAL)

GUIDING
PRINCIPLES

INFORMAL
PROCESS

DIRECT
COMMUNICA-
TION WITH
BOARD
MEMBERS

FORMAL
PROCESS

NOTICE TO
EMPLOYEES

FREEDOM
FROM
RETALIATION

WHISTLEBLOW
-ER
COMPLAINTS

COMPLAINTS
AGAINST
SUPERVISORS

COMPLAINTS

EXCEP-
TIONS

The Board encourages employees to discuss their concerns and complaints through
informal conferences with their supervisor, principal, or other appropriate administrator.

Concerns should be expressed as soon as possible to allow early resolution at the lowest
possible administrative level.

Employees shall not be prohibited from communicating with a member of the Board
regarding District operations except when communication between an employee and a
Board member would be inappropriate because of a pending hearing or appeal related to
the employee.

If an informal conference regarding a complaint fails to reach the outcome requested by the
employee, he or she may initiate the formal process described below by timely filing a
written complaint form.

Even after initiating the formal complaint process, employees are encouraged to seek
informal resolution of their concerns. An employee whose concerns are resolved may
withdraw a formal complaint at any time.

The process described in this policy shall not be construed to create new or additional rights
beyond those granted by law or Board policy, nor to require a full evidentiary hearing or
“mini-trial” at any level.

The District shall inform employees of this policy.

Neither the Board nor any District employee shall unlawfully retaliate against an employee
for bringing a concern or complaint.

Whistleblower complaints shall be filed within the time specified by law and may be made to
the Superintendent or designee beginning at Level Two. Time lines for the employee and
the District set out in this policy may be shortened to allow the Board to make a final
decision within 60 calendar days of the initiation of the complaint. [See DG]

Complaints alleging a violation of law by a supervisor may be made to the Superintendent or
designee. Complaints alleging a violation of law by the Superintendent may be made
directly to the Board or designee.

In this policy, the terms “complaint” and “grievance” shall have the same meaning. This
policy shall apply to all employee complaints, except as provided below.

This policy shall not apply to:

1. Complaints alleging discrimination, including violations of Title IX (gender), Title VII

(sex, race, color, religion, national origin), ADEA (age), or Section 504 (disability). [See DIA]

2. Complaints alleging certain forms of harassment, including harassment by a supervisor and violations of
Title VII. [See DIA]

3. Complaints concerning retaliation relating to discrimination and harassment. [See DIA]
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4. Complaints concerning instructional materials. [See EFA]

5. Complaints concerning a commissioned peace officer who is an employee of the District. [See CKE]

6. Complaints arising from the proposed nonrenewal of a term contract issued under Chapter 21 of the
Education Code. [See DFBB]

7. Complaints arising from the proposed termination or suspension without pay of an employee on a
probationary, term, or continuing contract issued under Chapter 21 of the Education Code during the
contract term. [See DFAA, DFBA, or DFCA, respectively]

GENERAL
PROVISIONS

FILING

RESPONSE

DAYS

REPRE-
SENTATIVE

CONSOLI-
DATING
COM-
PLAINTS

UNTIMELY
FILINGS

Complaint forms and appeal notices may be filed by hand-delivery, fax, or U.S. Mail. Hand-
delivered filings shall be timely filed if received by the appropriate administrator or designee
by the close of business on the deadline. Fax filings shall be timely filed if they are
received on or before the deadline, as indicated by the date/time shown on the fax
copy. Mail filing shall be timely filed if they are postmarked by U.S. Mail on or before
the deadline and received by the appropriate administrator or designated representative

no more than three days after the deadline.

At Levels One and Two, “response” shall mean a written communication to the employee

from the appropriate administrator. Responses may be hand-delivered or sent by U.S. Mall
to the employee’s mailing address of record. Mailed responses shall be timely if they
are postmarked by U.S. Mail on or before the deadline.

“Days” shall mean District business days, unless otherwise noted. In calculating time lines
under this policy, the day a document is filed is “day zero.” The following business day is
“day one.”

“Representative” shall mean any person who or an organization that does not claim the right
to strike and is designated by the employee to represent him or her in the complaint
process.

The employee may designate a representative through written notice to the District at any
level of this process. If the employee designates a representative with fewer than three days’
notice to the District before a scheduled conference or hearing, the District may reschedule
the conference or hearing to a later date, if desired, in order to include the District's counsel.
The District may be represented by counsel at any level of the process.

Complaints arising out of an event or a series of related events shall be addressed in one
complaint. Employees shall not bring separate or serial complaints arising from any event or
series of events that have been or could have been addressed in a previous complaint.

When two or more complaints are sufficiently similar in nature and remedy sought to permit
their resolution through one proceeding, the District may consolidate the complaints.

All time limits shall be strictly followed unless modified by mutual written consent.

If a complaint form or appeal notice is not timely filed, the complaint may be dismissed, on
written notice to the employee, at any point during the complaint process. The
employee may appeal the dismissal by seeking review in writing within ten days from
the date of the written dismissal notice, starting at the level at which the complaint was
dismissed. Such appeal shall be limited to the issue of timeliness.
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COSTS

INCURRED Each party shall pay its own costs incurred in the course of the complaint.

COMPLAINT  Complaints under this policy shall be submitted in writing on a form provided by the District.

FORM Copies of any documents that support the complaint should be attached to the complaint
form. If the employee does not have copies of these documents, they may be presented at
the Level One conference. After the Level One conference, no new documents may be
submitted by the employee unless the employee did not know the documents existed before
the Level One conference.

A complaint form that is incomplete in any material aspect may be dismissed, but may be
refiled with all the required information if the refiling is within the designated time for filing a
complaint.

LEVEL ONE Complaint forms must be filed:

1. Within 15 days of the date the employee first knew, or with reasonable diligence should have known, of
the decision or action giving rise to the complaint or grievance; and

2. With the lowest level administrator who has the authority to remedy the alleged problem.

In most circumstances, employees on a school campus shall file Level One complaints with the campus
principal; other District employees shall file Level One complaints with their immediate supervisor.

If the only administrator who has authority to remedy the alleged problem is the Superintendent or
designee, the complaint may begin at Level Two following the procedure, including deadlines, for filing
the complaint form at Level One.

If the complaint is not filed with the appropriate administrator, the receiving administrator must note the
date and time the complaint form was received and immediately forward the complaint form to the
appropriate administrator.

The appropriate administrator shall investigate as necessary and hold a conference with the employee
within ten days after receipt of the written complaint. The administrator may set reasonable time limits
for the conference.

The administrator shall provide the employee a written response within ten days following the
conference. The written response shall set forth the basis of the decision. In reaching a decision, the
administrator may consider information provided at the Level One conference and any other relevant
documents or information the administrator believes will help resolve the complaint.

LEVEL TWO If the employee did not receive the relief requested at Level One or if the time for a response
has expired, the employee may request a conference with the Superintendent or designee
to appeal the Level One decision.

The appeal notice must be filed in writing, on a form provided by the District, within ten days of the
date of the written Level One response or, if no response was received, within ten days of the Level
One response deadline.

After receiving notice of the appeal, the Level One administrator shall prepare and forward a record of
the Level One complaint to the Level Two administrator. The employee may request a copy of the
Level One record.

The Level One record shall include:

1. The original complaint form and any attachments
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2. All other documents submitted by the employee at Level One
3. The written response issued at Level One and any attachments
4.  All other documents relied upon by the Level One administrator in reaching the Level One decision

The Superintendent or designee shall hold a conference within ten days after the appeal notice is filed.
The conference shall be limited to the issues presented by the employee at Level One and identified in
the Level Two appeal notice. At the conference, the employee may provide information concerning
any documents or information relied upon by the administration for the Level One decision. The
Superintendent or designee may set reasonable time limits for the conference.

The Superintendent or designee shall provide the employee a written response within ten days
following the conference. The written response shall set forth the basis of the decision. In reaching a
decision, the Superintendent or designee may consider the Level One record, information provided at
the Level Two conference, and any other relevant documents or information the Superintendent or
designee believes will help resolve the complaint.

Recordings of the Level One and Level Two conferences, if any, shall be maintained with the Level
One and Level Two records.

LEVEL THREE If the employee did not receive the relief requested at Level Two or if the time for a response
has expired, the employee may appeal the decision to the Board.

The appeal notice must be filed in writing, on a form provided by the District, within ten days of the
date of the written Level Two response or, if no response was received, within ten days of the Level
Two response deadline.

The Superintendent or designee shall inform the employee of the date, time, and place of the Board
meeting at which the complaint will be on the agenda for presentation to the Board.

The Superintendent or designee shall provide the Board the record of the Level Two complaint. The
employee may request a copy of the Level Two record.

The Level Two record shall include:
1. The Level One record.
2. The written response issued at Level Two and any attachments.
3.  All other documents relied upon by the administration in reaching the Level Two decision.

If at the Level Three hearing the administration intends to rely on evidence not included in the Level
Two record, the administration shall provide the employee notice of the nature of the evidence at least
three days before the hearing.

The District shall determine whether the complaint will be presented in open or closed meeting in
accordance with the Texas Open Meetings Act and other applicable law. [See BE]

The presiding officer may set reasonable time limits and guidelines for the presentation including an
opportunity for the employee and administration to each make a presentation and provide rebuttal and
an opportunity for questioning by the Board. The Board shall hear the complaint and may request that
the administration provide an explanation for the decisions at the preceding levels.

In addition to any other record of the Board meeting required by law, the Board shall prepare a
separate record of the Level Three presentation. The Level Three presentation, including the
presentation by the employee or the employee’s representative, any presentation from the
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administration, and questions from the Board with responses, shall be recorded by audio recording,
video/audio recording, or court reporter.

The Board shall then consider the complaint. It may give notice of its decision orally or in writing at
any time up to and including the next regularly scheduled Board meeting. If the Board does not make

a decision regarding the complaint by the end of the next regularly scheduled meeting, the lack of a
response by the Board upholds the administrative decision at Level Two.

DATE ISSUED: 7/9/2008 UPDATE 83 DGBA (LOCAL)-A
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EMPLOYEE COMPLAINT FORM—LEVEL ONE

To file a complaint, please fill out this form coleely and submit it by hand delivery, fax, or
U.S. mail to the appropriate administrator withe time established in DGBA (LOCAL). All complaints
will be heard in accordance with DGBA (LEGAL) and)CAL) or any exceptions outlined therein.

Name

Address

Telephone number ( )

Position Department/Campus

If you will be represented in voicing your complaiplease identify the person representing you:
Name:
Address:

Telephone:

Please describe the decision or circumstancesrgpysur complaint (give specific factual details):

What was the date of the decision or circumstanaasing your complaint?

Please explain how you have been harmed by thisideor circumstance:

Please describe any efforts you have made to resolnr complaint informally and the responses taryo
efforts.

With whom did you communicate?

On what date?
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EMPLOYEE COMPLAINT FORM—LEVEL ONE—p. 2

Name

Please describe the outcome or remedy you sedkisocomplaint:

Employee signature

Signature of employee’s representative

Date of filing

Complainant, please note:
A complaint form that is incomplete in any materialay may be dismissed, but may be refiled withtlad!
required information if the refiling is within thedesignated time for filing a complaint.

Attach to this form any documents you believe wgillpport the complaint; if unavailable when you sulitm
this form, they may be presented no later than thevel One conference. Please keep a copy of the
completed form and any supporting documentation fayur records.
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LEVEL TWO APPEAL NOTICE

To appeal a Level One decision, or the lack of lynesponse after a Level One conference, pledsmifithis
form completely and submit it by hand delivery,,fak U.S. mail to the superintendent or designehiwthe
time established in DGBA (LOCAL). Appeals will bedrd in accordance with DGBA (LEGAL) and
(LOCAL) or any exceptions outlined therein.

Name

Address

Telephone number ( )

Position Department/campus

If you will be represented in pursuing your comptaplease identify the individual or organization
representing you:

Name:
Address:

Telephone:

To whom did you present your complaint at Level @®ne

Date of conference

Date you received a response to the Level One camte

Please explain specifically how you disagree withautcome at Level One:

Attach a copy of the original complaint and anywwoentation submitted at Level One.

Attach a copy of the Level One response being dpged applicable.

Employee signature

Signature of employee’s representative

Date of filing
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LEVEL THREE APPEAL NOTICE

To appeal a Level Two decision, or the lack of tymresponse after a Level Two conference, pledkseui
this form completely and submit it by hand deliveax, or U.S. mail to the Superintendent or desegwithin
the time established in DGBA (LOCAL). Appeals Wik heard in accordance with DGBA (LEGAL) and
(LOCAL) or any exceptions outlined therein.

Name

Address

Telephone number ( )

Position Department/campus

If you will be represented in pursuing your comptaplease identify the individual or organization
representing you:

Name:
Address:

Telephone:

To whom did you present your appeal at Level Two?

Date of conference

Date you received a response to the Level Two cente
Please explain specifically how you disagree whndutcome at Level Two:

Do you want the Board to hear this appeal in ogssisn?
If so, the Board will consider your request; howeyeu may not have a legal right under the TexasrOp
Meetings Act to require a meeting in open session.

Attach a copy of your original complaint and anydmentation submitted at Level One and a copy af yo
Level Two appeal notice.

Attach a copy of the Level Two response being aleped applicable.

Employee signature

Signature of employee’s representative

Date of filing
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EMPLOYEE STANDARDS OF CONDUCT DH (Local)

All District employees shall perform their duties in accordance with state and federal law, District
policy, and ethical standards. [See DH(EXHIBIT)]

All District employees shall recognize and respect the rights of students, parents, other
employees, and members of the community and shall work cooperatively with others to serve the
best interests of the District.

Employees wishing to express concern, complaints, or criticism shall do so through appropriate
channels. [See DGBA]

VIOLATIONS OF Employees shall comply with the standards of conduct set out in this policy and with
STANDARDS OF any other policies, regulations, and guidelines that impose duties, requirements, or
CONDUCT standards attendant to their status as District employees. Violation of any policies,

regulations, or guidelines may result in disciplinary action, including termination of
employment. [See DCD and DF series]

SAFETY All employees shall adhere to District safety rules and regulations and shall report
REQUIREMENTS  unsafe conditions or practices to the appropriate supervisor.

HARASSMENT OR  Employees shall not engage in prohibited harassment, including sexual harassment,
ABUSE of:

4, Other employees. [See DIA]
5. Students. [See FFH; see FFG regarding child abuse and neglect]

While acting in the course of their employment, employees shall not engage in prohibited
harassment, including sexual harassment, of other persons, including Board members, vendors,
contractors, volunteers, or parents.

RELATIONSHIPS WITH Employees shall not form romantic or other inappropriate social relationships
STUDENTS with students. Any sexual relationship between a student and a District
employee is always prohibited, even if consensual. [See FFH]

Employees shall not use tobacco products on District premises, in District vehicles, or at

EgEACCO school or school-related activities. [See also GKA]
ALCOHOL AND Employees shall not manufacture, distribute, dispense, possess, use, or be under the
DRUGS influence of any of the following substances during working hours while at school or

at school-related activities during or outside of usual working hours:

1. Any controlled substance or dangerous drug as defined by law, including but not limited to marijuana,
any narcotic drug, hallucinogen, stimulant, depressant, amphetamine, or barbiturate.

2. Alcohol or any alcoholic beverage.
3. Any abusable glue, aerosol paint, or any other chemical substance for inhalation.
4.  Any other intoxicant, or mood-changing, mind-altering, or behavior-altering drugs.

An employee need not be legally intoxicated to be considered “under the influence” of a
controlled substance.
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An employee who manufactures, possesses, or dispenses a substance listed above as
part of the employee’s job responsibilities, or who uses a drug authorized by a licensed
physician prescribed for the employee’s personal use shall not be considered to have violated
this policy.

EXCEPTIONS

NOTICE Each employee shall be given a copy of the District’s notice regarding drug-free schools.
[See DI(EXHIBIT)]

A copy of this policy, a purpose of which is to eli minate drug abuse from the workplace, shall be
provided to each employee at the beginning of each year or upon employment.

ARRESTS, An employee shall notify his or her principal or immediate supervisor within
INDICTMENTS, three calendar days of any arrest, indictment, conviction, no contest or guilty
CONVICTIONS, AND plea, or other adjudication of the employee for any felony, any offense involving
OTHER moral turpitude, and any of the other offenses as indicated below:
ADJUDICATIONS

1. Crimes involving school property or funds;

2. Crimes involving attempt by fraudulent or unauthorized means to obtain or alter any certificate or permit
that would entitle any person to hold or obtain a position as an educator;

3. Crimes that occur wholly or in part on school property or at a school-sponsored activity; or
4.  Crimes involving moral turpitude, which include:
Dishonesty; fraud; deceit; theft; misrepresentation;
Deliberate violence;
Base, vile, or depraved acts that are intended to arouse or gratify the sexual desire of the actor;

Felony possession, transfer, sale, distribution, or conspiracy to possess, transfer, sell, or distribute
any controlled substance defined in Chapter 481 of the Health and Safety Code;

Acts constituting public intoxication, operating a motor vehicle while under the influence of alcohol,
or disorderly conduct, if any two or more acts are committed within any 12-month period; or

Acts constituting abuse under the Texas Family Code.

The dress and grooming of District employees shall be clean, neat, in a manner appropriate
for their assignments, and in accordance with any additional standards established by their
supervisors and approved by the Superintendent.

DRESS AND
GROOMING

Dates Issued: 5/17/2007
Update 80

DH (Local)-A
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Jacksonville ISD
037904

Employee Welfare DI
(Exhibit)

DRUG-FREE WORKPLACE REQUIREMENTS

The District prohibits the unlawful manufacture, distribution, dispensation, possession, or use of controlled
substances, illegal drugs, inhalants, and alcohol in the workplace. 41 U.S.C. 702(a)(1)(A); 28 TAC 169.2

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. 41 U.S.C. 702(a)(1)(B); 28 TAC 169.2

Employees who violate this prohibition shall be subject to disciplinary sanctions. Such sanctions may include
referral to drug and alcohol counseling or rehabilitation programs or employee assistance programs,
termination from employment with the District, and referral to appropriate law enforcement officials for
prosecution. [See policies at DH and DHE] 41 U.S.C. 702(a)(1)(A); 28 TAC 169.2

Compliance with these requirements and prohibitions is mandatory and is a condition of employment. As a
further condition of employment, an employee shall notify the Superintendent of any criminal drug statute
conviction for a violation occurring in the workplace no later than five days after such conviction. Within ten
days of receiving such notice—from the employee or any other source—the District shall notify the granting
agency of the conviction. 41 U.S.C. 702(a)(1)(D), (E)

Within 30 calendar days of receiving notice from an employee of a conviction for any drug statute violation
occurring in the workplace, the District shall either (1) take appropriate personnel action against the employee,
up to and including termination of employment, or (2) require the employee to participate satisfactorily in a
drug abuse assistance or rehabilitation program approved for such purposes by a federal, state, or local
health agency, law enforcement agency, or other appropriate agency. 41 U.S.C. 703

[This notice complies with notice requirements imposed by the federal Drug-Free Workplace Act (41 U.S.C.
702) and notice requirements imposed by the Texas Workers’ Compensation Commission rules at 28 TAC
169.2]

Date Issued 6/22/2000
Update 63
DI (Exhibit)-A



Jacksonville ISD

037904

EMPLOYEE WELFARE: FREEDOM FROM DISCRIMINATION, HARSSMENT AND RETALIATION DIA (LOCAL)

Note: This policy addresses discrimination, harassment and retaliation involving District employees. In
this policy, the term “employees” includes former employees and applicants for employment. For
discrimination, harassment, and retaliation involving students, see FFH. For reporting requirements
related to child abuse and neglect, see FFG.

STATEMENT The District prohibits discrimination, including harassment, against any employee on the
OF basis of race, color, religion, gender, national origin, age, disability, or any other basis

NONDISCRIMIN  prohibited by law. Retaliation against anyone involved in the complaint process is a violation
ATION of District policy.

DISCRIMI- Discrimination against an employee is defined as conduct directed at an employee on the
NATION basis of race, color, religion, gender, national origin, age, disability, or any other basis
prohibited by law, that adversely affects the employee’s employment.

HARASSMENT Prohibited harassment of an employee is defined as physical, verbal, or nonverbal conduct
based on an employee’s race, color, religion, gender, national origin, age, disability, or any
other basis prohibited by law, when the conduct is so severe, persistent, or pervasive  that

the conduct:

1. Has the purpose or effect of unreasonably interfering with
the employee’s work performance;

2. Creates an intimidating, threatening, hostile, or offensive
work environment; or

3. Otherwise adversely affects the employee’s performance,
environment or employment opportunities.

EXAMPLES Examples of prohibited harassment may include offensive or derogatory language directed
at another person'’s religious beliefs or practices, accent, skin color, gender identity, or need
for workplace accommodation; threatening or intimidating conduct; offensive jokes, name calling, slurs, or
rumors; physical aggression or assault; display of graffiti or printed material promoting racial, ethnic, or other
stereotypes; or other types of aggressive conduct such as theft or damage to property.

SEXUAL Sexual harassment is a form of sex discrimination defined as unwelcome
HARASSMENT sexual advances; requests for sexual favors; sexually motivated physical,
verbal, or nonverbal conduct; or other conduct or communication of a
sexual nature when:

1. Submission to the conduct is either explicitly or implicitly a condition of an employee’s employment, or
when submission to or rejection of the conduct is the basis for an employment action affecting the
employee; or

2. The conduct is so severe, persistent, or pervasive that it has the purpose or effect of unreasonably
interfering with the employee’s work performance or creates an intimidating, threatening, hostile, or
offensive work environment.

EXAMPLES Examples of sexual harassment may include sexual advances; touching intimate body parts;
coercing or forcing a sexual act on another; jokes or conversations of a sexual nature; and
other sexually motivated conduct, communication, or contact.

67-



RETALIATION The District prohibits retaliation against an employee who makes a claim alleging to have
experienced discrimination or harassment, or another employee who, in good faith, makes a
report, serves as a witness, or otherwise participates in an investigation.

An employee who intentionally makes a false claim, offers false statements, or refuses to cooperate with a
District investigation regarding harassment or discrimination is subject to appropriate discipline.

EXAMPLES Examples of retaliation may include termination, refusal to hire, demotion, and denial of
promotion. Retaliation may also include threats, unjustified negative evaluations, unjustified
negative references, or increased surveillance.

PROHIBITED In this policy, the term “prohibited conduct” includes discrimination, harassment, and

CONDUCT retaliation as defined by this policy, even if the behavior does not rise to the level of unlawful
conduct.

REPORTING An employee who believes that he or she has experienced prohibited conduct or believes

PROCEDURES that another employee has experienced prohibited conduct should immediately report the
alleged acts. The employee may report the alleged acts to his or her supervisor or campus
principal.

Alternatively, the employee may report the alleged acts to one of the District officials below.

DEFINITION OF  For the purposes of this policy, District officials are the Title IX coordinator, the ADA/Section

DISTRICT 504 coordinator, and the Superintendent.
OFFICIALS
TITLE IX Reports of discrimination based on sex, including sexual harassment, may be directed to the

COORDINATOR  Title IX coordinator. The District designates the following person to coordinate its efforts to
comply with Title IX of the Education Amendments of 1972, as amended:

Name: Dr. Joe Wardell
Position: Superintendent
Address: 1547 Pine Street, Jacksonville, TX 75766
Telephone: (903) 586-6511

ADA / SECTION  Reports of discrimination based on disability may be directed to the ADA/Section 504

504 coordinator. The District designates the following person to coordinate its efforts to comply

COORDINATOR  with Title Il of the Americans with Disabilities Act of 1990, which incorporates and expands
upon the requirements of Section 504 of the Rehabilitation Act of 1973:

Name: Dr. Leslie George

Position: 504 Coordinator

Address: 1547 Pine Street, Jacksonville, TX 75766
Telephone: (903) 586-6511

SUPERINTEN- The Superintendent shall serve as coordinator for purposes of District compliance with alll
DENT other antidiscrimination laws.

ALTERNATIVE An employee shall not be required to report prohibited conduct to the person alleged to have
REPORTING committed it. Reports concerning prohibited conduct, including reports against the Title IX
PROCEDURES  coordinator or ADA/Section 504 coordinator, may be directed to the Superintendent.
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A report against the Superintendent may be made directly to the Board. If a report is made directly to the
Board, the Board shall appoint an appropriate person to conduct an investigation.

TIMELY Reports of prohibited conduct shall be made as soon as possible after the alleged act or

REPORTING knowledge of the alleged act. A failure to promptly report may impair the District’s ability to
investigate and address the prohibited conduct.

NOTICE OF Any District supervisor who receives a report of prohibited conduct shall immediately notify

REPORT the appropriate District official listed above and take any other steps required by this policy.

INVESTIGA- The District may request, but shall not insist upon, a written report. If a report is made orally,

TION OE THE the District official shall reduce the report to written form.

REPORT Upon receipt or notice of a report, the District official shall determine whether the allegations,

if proven, would constitute prohibited conduct as defined by this policy. If so, the District
official shall immediately authorize or undertake an investigation, regardless of whether a criminal or
regulatory investigation regarding the same or similar allegations is pending.

If appropriate, the District shall promptly take interim action calculated to prevent prohibited conduct during the
course of an investigation.

The investigation may be conducted by the District official or a designee, such as the campus principal, or by
a third party designated by the District, such as an attorney. When appropriate, the campus principal or
supervisor shall be involved in or informed of the investigation.

The investigation may consist of personal interviews with the person making the report, the person against
whom the report is filed, and others with knowledge of the circumstances surrounding the allegations. The
investigation may also include analysis of other information or documents related to the allegations.

CONCLUDING Absent extenuating circumstances, the investigation should be completed within ten District

THE business days from the date of the report; however, the investigator shall take additional

INVESTIGA- time if necessary to complete a thorough investigation.

TION The investigator shall prepare a written report of the investigation. The report shall be filed
with the District official overseeing the investigation.

DISTRICT If the results of an investigation indicate that prohibited conduct occurred, the District shall

ACTION promptly respond by taking appropriate disciplinary or corrective action reasonably

calculated to address the conduct.

The District may take action based on the results of an investigation, even if the conduct did not rise to the
level of prohibited or unlawful conduct.

CONFIDEN- To the greatest extent possible, the District shall respect the privacy of the complainant,
TIALITY persons against whom a report is filed, and witnesses. Limited disclosures may be
necessary in order to conduct a thorough investigation and comply with applicable law.

APPEAL A complainant who is dissatisfied with the outcome of the investigation may appeal through
DGBA(LOCAL), beginning at the appropriate level.

The complainant may have a right to file a complaint with appropriate state or federal agencies.

RECORDS Copies of reports alleging prohibited conduct, investigation reports, and related records shall
RETENTION be maintained by the District for a period of at least three years. [See CPC]
ACCESS TO This policy shall be distributed annually to District employees. Copies of the policy shall be
POLICY readily available at each campus and the District administrative offices.

DATE ISSUED: 7/9/2008 UPDATE 83 DIA (LOCAL)-B
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STUDENT WELFARE: FREEDOM FROM DISCRIMINATION, HARBSMENT, AND RETALIATION FFH (LOCAL)

Note: This policy addresses discrimination, harassment, and retaliation involving District students. For
provisions regarding discrimination, harassment, and retaliation involving District employees, see

DIA. For reporting requirements related to child abuse and neglect, see FFG. For provisions
regarding bullying, see FFI.

STATEMENT
OF
NONDISCRIM-
INATION

DISCRIMI-
NATION

PROHIBITED
HARASSMENT

The District prohibits discrimination, including harassment, against any student on the basis
of race, color, religion, gender, national origin, disability, or any other basis prohibited by law.
The District prohibits dating violence, as defined by this policy. Retaliation against anyone
involved in the complaint process is a violation of District policy.

Discrimination against a student is defined as conduct directed at a student on the basis of
race, color, religion, gender, national origin, disability, or on any other basis prohibited by
law, that adversely affects the student.

Prohibited harassment of a student is defined as physical, verbal, or nonverbal conduct
based on the student’s race, color, religion, gender, national origin, disability, or any other
basis prohibited by law that is so severe, persistent, or pervasive that the conduct:

1. Affects a student’s ability to participate in or benefit from an educational program or activity, or creates
an intimidating, threatening, hostile, or offensive educational environment;

2. Has the purpose or effect of substantially or unreasonably interfering with the student’'s academic
performance; or

3. Otherwise adversely affects the student’s educational opportunities.

Prohibited harassment includes dating violence as defined by this policy.

EXAMPLES

Examples of prohibited harassment may include offensive or derogatory language directed
at another person'’s religious beliefs or practices, accent, skin color, or need for

accommodation; threatening or intimidating conduct; offensive jokes, name calling, slurs, or rumors; physical
aggression or assault; display of graffiti or printed material promoting racial, ethnic, or other negative
stereotypes; or other kinds of aggressive conduct such as theft or damage to property.

SEXUAL
HARASSMENT

BY AN
EMPLOYEE

Sexual harassment of a student by a District employee includes both welcome and
unwelcome sexual advances; requests for sexual favors; sexually motivated physical,
verbal, or nonverbal conduct; or other conduct or communication of a sexual nature when:

1. ADistrict employee causes the student to believe that the student must submit to the
conduct in order to participate in a school program or activity, or that the

employee will make an educational decision based on whether or not the

student submits to the conduct; or

2. The conduct is so severe, persistent, or pervasive that it:

a. Affects the student’s ability to participate in or benefit from an
educational program or activity, or otherwise adversely affects the
student’s educational opportunities; or
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b. Creates an intimidating, threatening, hostile, or abusive educational
environment.

Romantic or inappropriate social relationships between students and District employees are prohibited. Any
sexual relationship between a student and a District employee is always prohibited, even if consensual.

BY OTHERS Sexual harassment of a student, including harassment committed by another student,
includes unwelcome sexual advances; requests for sexual favors; or

sexually motivated physical, verbal, or nonverbal conduct when the conduct is so
severe, persistent, or pervasive that it:

1. Affects a student’s ability to participate in or benefit from an educational program or activity, or creates
an intimidating, threatening, hostile, or offensive educational environment;

2. Has the purpose or effect of substantially or unreasonably interfering with the student’s academic
performance; or

3. Otherwise adversely affects the student’s educational opportunities.

EXAMPLES Examples of sexual harassment of a student may include sexual advances; touching
intimate body parts or coercing physical contact that is sexual in nature; jokes or
conversations of a sexual nature; and other sexually motivated conduct, communications, or contact.

Necessary or permissible physical contact such as assisting a child by taking the child’s hand, comforting a
child with a hug, or other physical contact not reasonably construed as sexual in nature is not sexual
harassment.

DATING Dating violence occurs when one partner in a dating relationship, either past or current,
VIOLENCE intentionally uses physical, sexual, verbal, or emotional abuse to harm, threaten, intimidate,
or control the other partner.

Examples of dating violence against a student may include physical or sexual assaults, name-calling, put-
downs, threats to hurt the student or the student’s family members or members of the student’s household,
destroying property belonging to the student, threats to commit suicide or homicide if the student ends the
relationship, attempts to isolate the student from friends and family, stalking, or encouraging others to engage
in these behaviors.

For purposes of this policy, dating violence is considered prohibited harassment if the conduct is so severe,
persistent, or pervasive that the conduct:

1. Affects a student’s ability to participate in or benefit from an educational program or activity, or creates
an intimidating, threatening, hostile, or offensive educational environment;

2. Has the purpose or effect of substantially or unreasonably interfering with the student’'s academic
performance; or

3. Otherwise adversely affects the student’s educational opportunities.

RETALIATION The District prohibits retaliation against a student alleged to have experienced discrimination
or harassment, including dating violence, or another student who, in good faith, makes a
report, serves as a witness, or otherwise participates in an investigation.

A student who intentionally makes a false claim, offers false statements, or refuses to cooperate with a District
investigation regarding discrimination or harassment, including dating violence, is subject to appropriate
discipline.

EXAMPLES Examples of retaliation include threats, unjustified punishments, or unwarranted grade
reductions. Unlawful retaliation does not include petty slights or annoyances, such as
negative comments that are justified by a student’s performance in the classroom.
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PROHIBITED
CONDUCT

REPORTING
PROCEDURES

In this policy, the term “prohibited conduct” includes discrimination, harassment, dating
violence, and retaliation as defined by this policy, even if the behavior does not rise to the
level of unlawful conduct.

Any student who believes that he or she has experienced prohibited conduct or believes that
another student has experienced prohibited conduct should immediately report the alleged
acts to a teacher, counselor, principal, or other District employee.

Alternatively, a student may report prohibited conduct directly to one of the District officials below:

DEFINITION OF
DISTRICT
OFFICIALS

TITLE IX
COORDINATOR

For the purposes of this policy, District officials are the Title IX coordinator, the Section 504
coordinator, and the Superintendent.

Reports of discrimination based on sex, including sexual harassment, may be directed to the
Title IX coordinator. The District designates the following employee to coordinate its efforts
to comply with Title IX of the Education Amendments of 1972, as amended:

Name: Dr. Joe Wardell

Position: Superintendent

Address: 1547 Pine Street, Jacksonville, TX 75766
Telephone: (903) 586-6511

SECTION 504
COORDINATOR

Reports of discrimination based on disability may be directed to the Section 504 coordinator.
The District designates the following employee to coordinate its efforts to comply with
Section 504 of the Rehabilitation Act of 1973, as amended:

Name: Dr. Leslie George

Position: 504 Coordinator

Address: 1547 Pine Street, Jacksonville, TX 75766
Telephone: (903) 586-6511

SUPERINTENDENT The Superintendent shall serve as coordinator for purposes of District compliance with all

ALTERNATIVE
REPORTING
PROCEDURES

other antidiscrimination laws.

A student shall not be required to report prohibited conduct to the person alleged to have
committed the conduct. Reports concerning prohibited conduct, including reports against
the Title IX coordinator or Section 504 coordinator, may be directed to the Superintendent.

A report against the Superintendent may be made directly to the Board. If a report is made directly to the
Board, the Board shall appoint an appropriate person to conduct an investigation.

TIMELY
REPORTING

NOTICE OF
REPORT

NOTICE TO
PARENTS

INVESTIGA-

TION OF THE
REPORT

Reports of prohibited conduct shall be made as soon as possible after the alleged act or
knowledge of the alleged act. A failure to promptly report may impair the District’s ability to
investigate and address the prohibited conduct.

Any District employee who receives notice that a student has or may have experienced
prohibited conduct shall immediately notify the appropriate District official listed above and
take any other steps required by this policy.

The District official or designee shall promptly notify the parents of any student alleged to
have experienced prohibited conduct by a District employee or another adult.

The District may request, but shall not insist upon, a written report. If a report is made orally,
the District official shall reduce the report to written form.

Upon receipt or notice of a report, the District official shall determine whether the allegations,
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if proven, would constitute prohibited conduct as defined by this policy. If so, the District official shall
immediately authorize or undertake an investigation, regardless of whether a criminal or regulatory
investigation regarding the same or similar allegations is pending.

If appropriate, the District shall promptly take interim action calculated to prevent prohibited conduct during the
course of an investigation.

The investigation may be conducted by the District official or a designee, such as the campus principal, or by
a third party designated by the District, such as an attorney. When appropriate, the campus principal shall be
involved in or informed of the investigation.

The investigation may consist of personal interviews with the person making the report, the person against
whom the report is filed, and others with knowledge of the circumstances surrounding the allegations. The

investigation may also include analysis of other information or documents related to the
CONCLUDING allegations.

THE
INVESTIGA- Absent extenuating circumstances, the investigation should be completed within ten District
TION business days from the date of the report; however, the investigator shall take additional

time if necessary to complete a thorough investigation.

The investigator shall prepare a written report of the investigation. The report shall be filed with the District
official overseeing the investigation.

DISTRICT If the results of an investigation indicate that prohibited conduct occurred, the District shall
ACTION promptly respond by taking appropriate disciplinary or corrective action reasonably
calculated to address the conduct.

The District may take action based on the results of an investigation, even if the conduct did not rise to the
level of prohibited or unlawful conduct.

CONFIDEN- To the greatest extent possible, the District shall respect the privacy of the complainant,
TIALITY persons against whom a report is filed, and withesses. Limited disclosures may be
necessary in order to conduct a thorough investigation and comply with applicable law.

APPEAL A student who is dissatisfied with the outcome of the investigation may appeal through
FNG(LOCAL), beginning at the appropriate level. A student shall be informed of his or her
right to file a complaint with the United States Department of Education Office for Civil

RECORDS Rights.
RETENTION

Retention of records shall be in accordance with FB(LOCAL) and CPC(LOCAL).
ACCESS TO Information regarding this policy shall be distributed annually to District employees and
POLICY included in the student handbook. Copies of the policy shall be readily available at each

campus and the District's administrative offices.

DATE ISSUED: 7/9/2008
UPDATE 83
FFH(LOCAL)-A
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TERMINATION OF EMPLOYMENT: DEFINITION OF A “ROMANTC RELATIONSHIP” DF (LEGAL)

DEFINITIONS “Abuse” has the meaning assigned by Family Code 261.001 and includes any sexual
conduct involving an educator and a student or minor.

“Solicitation of a romantic relationship " means deliberate or repeated acts that can be reasonably
interpreted as soliciting a relationship characterized by an ardent emotional attachment or pattern of
exclusivity. Acts that constitute the solicitation of a romantic relationship include:

1. Behavior, gestures, expressions, communications, or a pattern of communication with a student that is
unrelated to the educator’s job duties and that may reasonably be interpreted as encouraging the
student to form an ardent or exclusive emotional attachment to the educator, including statements of
love, affection, or attraction. When evaluating whether communications constitute the solicitation of a
romantic relationship, the following may be considered:

a. The nature of the communications;
b. The timing of the communications;
c. The extent of the communications;
d. Whether the communications were made openly or secretly;

e. The extent to which the educator attempted to conceal the communications;

f. If the educator claims to be counseling a student, TEA staff may consider whether the educator’s
job duties included counseling, whether the educator reported the subject of the counseling to the
student’s guardians or to the appropriate school personnel, or, in the case of alleged abuse or
neglect, whether the educator reported the abuse or neglect to the appropriate law enforcement
agencies; and

g. Any other communications tending to show that the educator solicited a romantic relationship with a
student.

Making inappropriate comments about a student’s body.

Making sexually demeaning comments to a student.

Making comments about a student’s potential sexual performance.

Requesting details of a student’s sexual history.

Requesting a date.

Engaging in conversations regarding the sexual problems, preferences, or fantasies of either party.

Inappropriate hugging, kissing, or excessive touching.

© ©® N o g~ W0 D

Suggestions that a romantic relationship is desired after the student graduates, including post-graduation
plans for dating or marriage.

10. Any other acts tending to show that the educator solicited a romantic relationship with the student,
including providing the student with drugs or alcohol.
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REPORTS A superintendent who is required to file a report, but fails to timely do so, is subject to
sanctions.

The Superintendent shall notify the Board of the District and the educator of the filing of the
report.

IMMUNITY A superintendent who in good faith and while acting in an official capacity files a report with
SBEC is immune from civil or criminal liability that might otherwise be incurred or imposed.

Education Code 21.006; 19 TAC 249.14

DATE ISSUED: 7/9/2008
UPDATE 83
DF (LEGAL)-P
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STUDENT WELFARE: FREEDOM FROM BULLYING FRLOCAL)

Note: This policy addresses bullying of District students. For provisions regarding discrimination,
harassment, and retaliation involving District students, see FFH. For reporting requirements related
to child abuse and neglect, see FFG.

BULLYING The District prohibits bullying as defined by this policy. Retaliation against anyone involved
PROHIBITED in the complaint process is a violation of District policy.
DEFINITION Bullying occurs when a student or group of students engages in written or verbal expression

or physical conduct that:

1. Will have the effect of physically harming a student, damaging a student’s property, or
placing a student in reasonable fear of harm to the student’s person or of damage to the student’s
property; or

2. Is sufficiently severe, persistent, or pervasive that the action or threat creates an intimidating,
threatening, or abusive educational environment for a student.

EXAMPLES Bullying of a student may include hazing, threats, taunting, teasing, confinement, assault,
demands for money, destruction of property, theft of valued possessions, name calling,
rumor spreading, and ostracism.

TIMELY Reports of bullying shall be made as soon as possible after the alleged act or knowledge of
REPORTING the alleged act. A failure to promptly report may impair the District’s ability to investigate and
address the prohibited conduct.

REPORTING Any student who believes that he or she has experienced bullying or believes that another
PROCEDURES  student has experienced bullying should immediately report the alleged acts to a teacher,
counselor, principal, or other District employee. A report may be made orally or in writing.

NOTICE OF Any District employee who receives notice that a student has or may have experienced
REPORT bullying shall immediately notify the campus principal or designee.

INVESTIGATION OF

REPORT If a report is made orally, the campus principal or designee shall reduce the report to
written form.

The campus principal or designee shall determine whether the allegations in the report, if proven, would
constitute prohibited conduct as defined by policy FFH, and if so proceed under that policy instead.

The campus principal or designee shall conduct an appropriate investigation based on the allegations in the
report. The campus principal or designee shall promptly take interim action calculated to prevent bullying
during the course of an investigation, if appropriate.

CONCLUDING Absent extenuating circumstances, the investigation should be completed within ten District

THE business days from the date of the report; however, the campus principal or designee shall
INVESTIGA- take additional time if necessary to complete a thorough investigation.
TION

The campus principal or designee shall prepare a written report of the investigation,
including a determination of whether bullying occurred, and send a copy to the
Superintendent or designee.

DISTRICT If the results of an investigation indicate that bullying occurred, the District shall promptly
ACTION respond by taking appropriate disciplinary or corrective action reasonably calculated to
address the conduct in accordance with the District's Student Code of Conduct. [For
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information on student transfers due to bullying, see FDB.]

The District may take action based on the results of an investigation, even if the District concludes that the
conduct did not rise to the level of bullying under this policy.

CONFIDEN- To the greatest extent possible, the District shall respect the privacy of the complainant,

TIALITY persons against whom a report is filed, and witnesses. Limited disclosures may be
necessary in order to conduct a thorough investigation.

APPEAL A student who is dissatisfied with the outcome of the investigation may appeal through
FNG(LOCAL), beginning at the appropriate level.

RECORDS Retention of records shall be in accordance with CPC(LOCAL).

RETENTION

ACCESS TO Information regarding this policy shall be distributed annually to District employees and

POLICY included in the student handbook. Copies of the policy shall be readily available at each

campus and the District’'s administrative offices.

DATE ISSUED: 7/9/2008
UPDATE 83
FFI (LOCAL)-A
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ELECTRONIC COMMUNICATION AND DATA MANAGEMENT CQ

AVAILABILITY OF
ACCESS

USE BY
MEMBERS OF
THE PUBLIC

(LOCAL)

The Superintendent or designee shall implementjtom@and evaluate electronic
media resources for instructional and administeapiurposes.

Access to the District's electronic communicatisystem, including the Internet, shall
be made available to students and employees phynfariinstructional and
administrative purposes and in accordance with adtnative regulations. Limited
personal use of the system shall be permitteceitide:

1. Imposes no tangible cost on the District;
2. Does not unduly burden the District's computeraiwork resources; and

3. Has no adverse effect on an employee's job perfacenar on a student's
academic performance.

Access to the District's electronic communicatisystem, including the Internet, shall
be made available to members of the public, in @@zrwe with administrative
regulations. Such use shall be permitted so lortgeasse:

1. Imposes no tangible cost on the District; and

2. Does not unduly burden the District's computereiwork resources.

ACCEPTABLE USE The Superintendent or designee shall develop aptement administrative regulations,

INTERNET
SAFETY

guidelines, and user agreements consistent withuhgoses and mission of the District
and with law and policy.

Access to the District's electronic communicatisystem is a privilege, not a right. All
users shall be required to acknowledge receiptuadgrstanding of all administrative
regulations governing use of the system and shadleain writing to allow monitoring

of their use and to comply with such regulationd gnidelines. Noncompliance may
result in suspension of access or termination iefleges and other disciplinary action
consistent with District policies. [See DH, FN ssriFO series, and the Student Code of
Conduct] Violations of law may result in criminaigsecution as well as disciplinary
action by the District.

The Superintendent or designee shall develop aptement an Internet safety plan to:

1. Control students' access to inappropriate mateaalsvell as to materials that
are harmful to minors;

2. Ensure student safety and security when usingrel@ctcommunications;

3. Prevent unauthorized access, including hackingodimer unlawful activities;
and

4. Restrict unauthorized disclosure, use, and dissaioimof personally
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identifiable information regarding students.

FILTERING Each District computer with Internet access shalleha filtering device or software that
blocks access to visual depictions that are obsgmraographic, inappropriate for
students, or harmful to minors, as defined by #aefal Children's Internet Protection
Act and as determined by the Superintendent ogdesi

The Superintendent or designee shall enforce th®tsuch filtering devices. Upon
approval from the Superintendent or designee, arirastrator, supervisor, or other
authorized person may disable the filtering de¥tcebona fide research or other lawful
purpose.

MONITORED USE Electronic mail transmissions ankestuse of the electronic communications system by
students and employees shall not be consideredtpridesignated District staff shall
be authorized to monitor such communication attang to ensure appropriate use.

INTELLECTUAL Students shall retain all rights to work they ceeasing the District's electronic
PROPERTY communications system.

RIGHTS As agents of the District, employees shall havétéichrights to work they create using

the District's electronic communications systeme Thstrict shall retain the right to use
any product created in the scope of a person'sament even when the author is no
longer an employee of the District.

DISCLAIMER OF  The District shall not be liable for users' inapgpiate use of electronic communication

LIABILITY resources or violations of copyright restrictiomsther laws, users' mistakes or
negligence, and costs incurred by users. The Bistiall not be responsible for
ensuring the accuracy, age appropriateness, oilisgabany information found on the
Internet.

DATE ISSUED: 08/20/2001
LDU-07-02
CQ(LOCAL)-B21
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STUDENT RIGHTS AND RESPONSIBILITIES FNC
STUDENT CONDUCT (LEGAL)
DISCIPLINE

MANAGEMENT

PROGRAM Each school district shall adopt and implement a discipline management

program to be included in the district improvement plan

under Section 11.252. [See BQ] The plan must provide for prevention
of and education concerning unwanted physical or verbal
aggression, sexual harassment, and other forms of bullying in
school, on school grounds, and in school vehicles. Education

Code 37.083(a)

DATE ISSUED: 8/16/2005 1 of 1
UPDATE 76
Jacksonville ISD



Notice of Employee Responsibilities for Reporting C hild
Abuse and Neglect

What are the District’s policies addressing child a buse or neglect and my responsibilities for reporti ng
suspected child abuse or neglect?

The applicable District policies—FFG(LEGAL), GRA(LEGAL) and (LOCAL), and DH(LOCAL) and
(EXHIBIT)—are enclosed in this packet. This distribution is required by state law. At regular intervals,
these policies will be addressed in staff development as well. If you have any questions about these
policies, please contact Nancy Lee, Director of Human Resources at 903-586-6511x34.

What are my legal responsibilities for reporting if | suspect that a child has been or may be abusedo r
neglected?

Anyone who suspects that a child has been or may be abused or neglected has a legal responsibility,
under state law, for reporting the suspected abuse or neglect to law enforcement or to Child Protective

Services (CPS).

Any District employee, agent, or contractor has an additional legal obligation to submit the oral or
written report within 48 hours of learning of the facts giving rise to the suspicion.

Are there any restrictions on reporting?

Under state law, an employee is prohibited from using or threatening to use a parent’s refusal to
consent to administration of a psychotropic drug or to any other psychiatric or psychological testing or
treatment of a child as the sole basis for making a report of neglect, unless the employee has cause to
believe that the refusal:

Presents a substantial risk of death, disfigurement, or bodily injury to the child; or

Has resulted in an observable and material impairment to the growth, development, or functioning
of the child.

To whom do | make a report?
Reports may be made to any of the following:
A local or state law enforcement agency: 903-586-2546

The Child Protective Services (CPS) division of the Texas Department of Family and Protective
Services (1-800-252-5400) or on the Web at https://reportabuse.ws/; or

If applicable, the state agency operating, licensing, certifying, or registering the facility in which the
suspected abuse or neglect occurred.

However, if the suspected abuse or neglect involves a person responsible for the care, custody, or
welfare of the child, the report must be made to CPS, unless the report is to the state agency that
operates, licenses, certifies or registers the facility where the suspected abuse or neglect took place;
or the report is to the Texas Juvenile Probation Commission as a report of suspected abuse or neglect
in a juvenile justice program or facility.

Reporting your suspicion to a school counselor, a principal, or another school staff member does NOT
fulfill your responsibilities under the law. Furthermore, the District cannot require you to report your
suspicion first to a school administrator.

Will my report be kept confidential?
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State law requires that the identity of a person making a report of suspected child abuse or neglect be
kept confidential.

Will | be liable in any way for making a report?

A person who reports or assists in the investigation of a report of child abuse or neglect in good faith is
immune from civil or criminal liability.

What will happen if | don’t report suspected child abuse or neglect?
By failing to report a suspicion of child abuse or neglect:
You may be placing a child at risk of continued abuse or neglect;
You are violating the law and may be subject to legal penalties, including criminal sanctions;

You are violating Board policy and may be subject to disciplinary action, including possible
termination of your employment; and

Your certification from the State Board of Educator Certification may be suspended, revoked, or
cancelled.

What are my responsibilities regarding investigatio ns of abuse or neglect?
State law specifically prohibits school officials from:

Denying an investigator’s request to interview a child at school in connection with an investigation
of child abuse or neglect; or

Requiring that a parent or school employee be present during the interview.

School personnel must cooperate fully and may not interfere with an investigation of reported child
abuse or neglect.
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STUDENT WELFARE CHILD FFG

ABUSE AND NEGLECT

ANTIVICTIMIZATION
PROGRAM

DUTY TO REPORT BY
ANY PERSON

BY A
PROFESSIONAL

PSYCHOTROPIC
DRUGS AND
PSYCHOLOGICAL
TESTING

CONTENTS OF
REPORT

(LEGAL)

The District shall provide child abuse antivictimization programs in elementary
and secondary schools. Education Code 38.004

Any person who has cause to believe that a child’s physical or mental health or
welfare has been adversely affected by abuse or neglect by any person shall
immediately make a report as required by law. Family Code 261.101(a)

Any professional who has cause to believe that a child has been or may be
abused or neglected shall make a report as required by law. The report must be
made within 48 hours after the professional first suspects abuse or neglect.

A professional may not delegate to or rely on another person to make the
report.

A “professional” is a person who is licensed or certified by the state or who is an
employee of a facility licensed, certified, or operated by the state and who, in
the normal course of official duties or duties for which a license or certification is
required, has direct contact with children. The term includes teachers, nurses,
doctors, day-care employees, and juvenile detention or correctional officers.

Family Code 261.101(b)

An employee may not use or threaten to use the refusal of a parent, guardian,
or managing or possessory conservator to administer or consent to the
administration of a psychotropic drug to a child, or to consent to any other
psychiatric or psychological testing or treatment of the child, as the sole basis
for making a report of neglect, unless the employee has cause to believe that
the refusal:

1 Presents a substantial risk of death, disfigurepmriodily injury to the child;
or
2 Has resulted in an observable and material impaitiaethe growth,

development, or functioning of the child.
Education Code 26.0091; Family Code 261.111(a) [See FFAC]
The report should reflect the reporter’s belief that a child has been or may be

abused or neglected or has died of abuse or neglect. The person making the
report shall identify, if known:

1 The name and address of the child;

2 The name and address of the person responsible for the care, custody,
or welfare of the child; and

3 Any other pertinent information concerning the alleged or suspected

abuse or neglect.

Family Code 261.103, 261.104
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STUDENT WELFARE CHILD FFG

ABUSE AND NEGLECT

TO WHOM
REPORTED

JIAEPS

IMMUNITY FROM
LIABILITY

CRIMINAL OFFENSES

FAILURE
TO REPORT

FALSE REPORT

(LEGAL)

If the alleged or suspected abuse or neglect involves a person responsible for
the care, custody, or welfare of the child, the report must be made to the Texas
Department of Family and Protective Services (DFPS), unless the report is
made under item 3, below, or the report involves a juvenile justice program or
facility [see JJAEPS, below].

All other reports shall be made to:

1 Any local or state law enforcement agency;

2 The DFPS, including a local office where available;

3 The state agency that operates, licenses, certiigsgisters the facility in
which the alleged abuse or neglect occurred; or

4 The agency designated by the court to be respenfsibthe protection of
children.

Family Code 261.103; 19 TAC 61.1051(a)(1)

Any report of alleged abuse, neglect, or exploitation in a juvenile justice program
or facility shall be made to the Texas Juvenile Probation Commission and a
local law enforcement agency for investigation. The term “juvenile justice
program” includes a juvenile justice alternative education program.

Family Code 261.405(a)(2)(A), (b)

A person acting in good faith who reports or assists in the investigation of a
report of alleged child abuse or neglect or who testifies or otherwise participates
in a judicial proceeding arising from a report, petition, or investigation of alleged
child abuse or neglect is immune from any civil or criminal liability that might
otherwise be incurred or imposed. Family Code 261.106

The District may not suspend or terminate the employment of, or otherwise
discriminate against, a professional who makes a good faith report of abuse or
neglect. Family Code 261.110 [See DG]

A person commits a class B misdemeanor if he or she has cause to believe that
a child’s physical or mental health or welfare has been or may be adversely
affected by abuse or neglect and knowingly fails to report it as provided by law.
Family Code 261.109

Failure to report child abuse or neglect violates the Educator’s Code of Ethics
and may result in sanctions against an educator’s certificate, as addressed in 19
TAC 249. 19 TAC 61.1051

A person commits an offense if the person knowingly or intentionally makes a
report of abuse and neglect that the person knows is false or lacks factual
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Foundation. The offense is a class A misdemeanor, except that it is a felony if
the person has previously been convicted of the offense. Family Code
261.107(a)

An employee who coerces another into suppressing or failing to report child
abuse or neglect to a law enforcement agency commits a Class C misdemeanor
offense. Penal Code 39.06

A report of alleged or suspected abuse or neglect and the identity of the person
making the report is confidential and not subject to release under Government
Code Chapter 552 (Public Information Act). Such information may be disclosed
only for purposes consistent with federal or state law or under rules adopted by
an investigating agency. Family Code 261.201

Unless waived in writing by the person making the report, the identity of an
individual making a report under this chapter is confidential and may be
disclosed only to a law enforcement officer for the purposes of a criminal
investigation of the report, or as ordered by a court under Family Code 261.201.
Family Code 261.101(d)

If the DFPS initiates an investigation and determines that the abuse or neglect
involves an employee of a public primary or secondary school, and that the child
is a student at the school, the department shall orally notify the Superintendent
of the district in which the employee is employed. Family Code 261.105(d)

The DFPS shall send a written report of its investigation, as appropriate, to the
school principal, unless the principal is alleged to have committed the abuse or
neglect, to the Board, and to the Superintendent. The report shall be edited to

protect the identity of the person who made the report. Family Code 261.406(b)

The investigating agency shall be permitted to interview the child at any
reasonable time and place, including at the child’s school. Family Code
261.302(b) [See GRA]

A person may not interfere with an investigation of a report of child abuse or
neglect conducted by the DFPS. Family Code 261.303(a)

The Board shall establish and annually review policies for reporting child abuse
and neglect. The policies shall follow the requirements of Family Code Chapter
261.

The policies must require every school employee, agent, or contractor who
suspects child abuse or neglect to submit a written or oral report to at least one
of the authorities listed above (see TO WHOM REPORTED) within 48 hours or
less, as determined by the Board, after learning of facts giving rise to the
suspicion.



Jacksonville ISD
037904

STUDENT WELFARE CHILD FFG

ABUSE AND NEGLECT

ANNUAL DISTRIBUTION
AND STAFF
DEVELOPMENT

ABUSE OF DISABLED
PERSONS

(LEGAL)

The policies must also be consistent with 40 TAC Chapter 700 regarding
investigations by the DFPS, including regulations governing investigation of
abuse by school personnel and volunteers. 19 TAC 61.1051 [See GRA]
The policies must notify school personnel of the following:

1. Penalties under Penal Code 39.06 (misuse of official information), Family
Code 261.109 (failure to report), and 19 TAC 249 (actions against educator’s
certificate) for failure to submit a required report of child abuse or neglect;

2. Prohibitions against interference with an investigation of a report of child
abuse or neglect, including:
a. The prohibition, under Family Code 261.302 and 261.303, against
denying an investigator’'s request to interview a student at school; and
b. The prohibition, under Family Code 261.302, against requiring the
presence of a parent or school administrator during an interview by an
investigator.

3. Immunity provisions applicable to a person who reports child abuse or
neglect or otherwise assists an investigation in good faith;

4. Confidentiality provisions relating to a report of suspected child abuse or
neglect;

5. Any disciplinary action that may result from noncompliance with the District’s
reporting policy;

6. The prohibition under Education Code 26.0091 (see PSYCHOTROPIC
DRUGS AND PSYCHOLOGICAL TESTING, above); and

7. The current toll-free number for the DFPS.

The policies must not require that school personnel report suspicions of child
abuse or neglect to a school administrator before making a report to one of the
agencies listed above.

19 TAC 1051

The policies shall be distributed to all personnel at the beginning of each school
year and shall be addressed in staff development programs at regular intervals
determined by the Board. 19 TAC 61. 1051

A person having cause to believe that a disabled person over the age of 18 or
who has had the disabilities of minority removed is in a state of abuse, neglect,
or exploitation shall report the information immediately to the DFPS.

A person commits a class A misdemeanor if the person has cause to believe
that a disabled person has been abused, neglected, or exploited or is in a state
of abuse, neglect, or exploitation and knowingly fails to report.
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A person filing a report or testifying or otherwise participating in any judicial
proceeding arising from a petition, report, or investigation is immune from civil or
criminal liability on account of his or her petition, report, testimony, or
participation, unless the person acted in bad faith or with a malicious purpose.
Human Resources Code 48.051, 48.052, 48.054
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The principal, or a school employee under his or her supervision who is
designated by the principal, shall notify the District police department (if one
exists) and the police department of the municipality in which the school is
located, or, if the school is not in a municipality, the sheriff of the county in
which the school is located, if the principal has reasonable grounds to believe
that any of the following activities occur in school, on school property, or at a
school sponsored or school-related activity on or off school property, without
regard to whether the activity is investigated by school security officers:

1. Conduct that may constitute an offense listed in Government Code 508.149;
deadly conduct, as described by Penal Code 22.05; or a terroristic threat, as
described by Penal Code 22.07. [See GRA(EXHIBIT)]

2. The use, sale, or possession of a controlled substance, drug paraphernalia,
or marijuana, as defined by Health and Safety Code 481.

3. The possession of any of the weapons or devices listed in Penal Code
46.01(1)—(14) or (16). [See FNCG]

4. The possession of a weapon as defined by 18 U.S.C. Section 921, in
accordance with the Gun-Free Schools Act. [See FOD]

5. Conduct that may constitute a criminal offense under Penal Code 71.02,
Engaging in Organized Criminal Activity. [See GRA(EXHIBIT)]

6. Conduct that may constitute a criminal offense for which a student may be
expelled under Education Code 37.007(a), (d), or (e).

The report shall include the name and address of each student the person
believes may have participated in the activity, but is not required if the person
reasonably believes that the activity does not constitute a criminal offense.
Education Code 37.015, 37.007(e)

The Superintendent or designee may disclose information contained in a
student’s educational records to a juvenile justice agency if the disclosure is
under an interagency agreement authorized by Family Code 58.0051.

The District is not required or authorized to release student-level information
except in conformity with the Family Educational Rights and Privacy Act of
1974 (20 U.S.C. 12329). [See FL]

Education Code 37.084

The District shall permit a student to be taken into custody:

1. Pursuant to an order of the juvenile court.

2. Pursuant to the laws of arrest.
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3. By a law enforcement officer if there is probable cause to believe the student
has engaged in delinquent conduct or conduct in need of supervision.

4. By a probation officer if there is probable cause to believe the student has
violated a condition of probation imposed by the juvenile court.

5. Pursuant to a properly issued directive to apprehend.

6. By an authorized representative of Child Protective Services (CPS), Texas
Department of Family and Protective Services (DFPS), a law enforcement
officer, or a juvenile probation officer, without a court order, under the
conditions set out in Family Code 262.104 relating to the student’s physical
health or safety.

Family Code 52.01, 262.104

A person taking a child into custody, without unnecessary delay and without
first taking the child to any place other than a juvenile processing office
designated under Family Code 52.025, may, if school is in session, bring the
child to the school campus to which the child is assigned if the principal, the
principal’s designee, or a peace officer assigned to the campus agrees to
assume responsibility for the child for the remainder of the school day. Family
Code 52.02(a)(7)

A law enforcement agency that arrests any person or refers a child to the office
or official designated by the juvenile board who the agency knows or believes
is enrolled as a student in a public primary or secondary school shall orally
notify the superintendent or designee in the district in which the student is
enrolled or believed to be enrolled of that arrest or referral within 24 hours after
the arrest or referral is made, or on the next school day. Within seven days
after oral notice is given, the law enforcement agency shall mail written notice.
Both the oral and written notice shall contain sufficient details of the arrest or
referral and the acts allegedly committed by the student to enable the
Superintendent or the Superintendent’s designee to determine whether there is
a reasonable belief that the student has engaged in conduct defined as a
felony offense by the Penal Code. The information contained in the notice may
be considered by the Superintendent or designee in making such a
determination. This notice shall be made only if the student has been arrested
or referred for committing an offense specified at REPORTABLE OFFENSES.
Code of Criminal Procedure 15.27(a)

On conviction, deferred prosecution, deferred adjudication, or adjudication

of delinquent conduct of a student, for an offense or for any conduct specified
at REPORTABLE OFFENSES, the office of the prosecuting attorney shall
orally and in writing notify the Superintendent or designee of the conviction,
deferred prosecution, deferred adjudication, or adjudication and whether the
student is required to register as a sex offender. Code of Criminal Procedure
15.27(b)
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The office of the prosecuting attorney or the office or official designated by the
juvenile board shall, within two working days, notify the district that removed a
student to a disciplinary alternative education program, if:

1. Prosecution of the student’s case was refused for lack of prosecutorial merit
or insufficient evidence and no formal proceedings, deferred adjudication, or
deferred prosecution will be initiated; or

2. The court or jury found the student not guilty or made a finding the child did
not engage in delinquent conduct or conduct indicating a need for supervision
and the case was dismissed with prejudice.

Code of Criminal Procedure 15.27(g)

The local law enforcement authority shall immediately provide notice to the
superintendent of the district in which the person subject to registration under
the Sex Offender Registration Program intends to reside, by mail to the office
of the Superintendent, as set out below.

A local law enforcement authority shall provide notice to the Superintendent
only if:

1. The victim was at the time of the offense a child younger than 17 years of
age or a student enrolled in a public or private secondary school;

2. The person subject to registration is a student enrolled in a public or private
secondary school; or

3. The basis on which the person is subject to registration is a conviction, a
deferred adjudication, or an adjudication of delinquent conduct for an offense
under Penal Code 43.25 (Sexual Performance by a Child) or 43.26
(Possession or Promotion of Child Pornography), or a substantially similar
offense.

A local law enforcement authority may not provide notice to the Superintendent
if the basis for the notice is a conviction, a deferred adjudication, or an
adjudication of delinquent conduct for an offense under Section 25.02, Penal
Code (Prohibited Sexual Conduct, relating to incest), or a substantially similar
offense.

Code of Criminal Procedure 62.054

The Superintendent shall promptly notify all instructional and support
personnel who have responsibility for supervising a student who has been
arrested or taken into custody as provided by a law enforcement agency. All
personnel shall keep the information received confidential.
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The Superintendent or desighee may send to an employee having direct
supervisory responsibility over the student the information contained in the
confidential notice of the student’s arrest or referral as provided by the law
enforcement agency if the Superintendent or designee determines that the
employee needs the information for educational purposes or for the protection
of the person informed or others.

Code of Criminal Procedure 15.27(a), (a-1)

When the Superintendent or designee receives information from a
prosecuting attorney of a student’s conviction, deferred prosecution,
deferred adjudication, or adjudication of delinquent conduct

for an offense specified at REPORTABLE OFFENSES, the Superintendent
or designee shall, within 24 hours of receiving notification

from the office of the prosecuting attorney, notify all instructional

and support personnel who have regular contact with the student.

Code of Criminal Procedure 15.27(b)

On receipt of the notice from law enforcement regarding a registered sex
offender, the Superintendent shall release the information contained in the
notice to appropriate District personnel, including peace officers and security
personnel, principals, nurses, and counselors. Code of Criminal Procedure
62.053(e), 62.055(f)

The following are reportable offenses for purposes of this policy:
1. Any felony offense; and
2. The following misdemeanors:

a. An offense under Penal Code 20.02 (Unlawful Restraint),
21.08 (Indecent Exposure), 22.01 (Assault), 22.05 (Deadly Conduct), 22.07
(Terroristic Threat), or 71.02 (Engaging in Organized Criminal Activity);

b. The unlawful use, sale, or possession of a controlled substance, drug
paraphernalia, or marijuana, as defined by Health and Safety Code Chapter
481; and

c. The unlawful possession of any of the weapons or devices listed in Penal
Code 46.01(1)—(14) or (16), or a weapon listed as a prohibited weapon under
Penal Code 46.05.

Code of Criminal Procedure 15.27(h)

Juvenile justice agencies in a county or region of Texas may jointly create and
maintain a local juvenile justice information system in accordance with Family
Code Chapter 58, Subchapter D. A local juvenile justice information system
shall include each public school district in the county. Family Code 58.303,
58.305
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Districts that are served by a local juvenile justice information system
shall have Level 1 Access. Level 1 Access is information that
relates to a child:

1. Who:

a. A school official has reasonable grounds to believe has committed an
offense for which a report is required under Education Code 37.015; or

b. Has been expelled, the expulsion of which is required to be reported
under Family Code 52.041; and

2. Who has not been charged with a fineable only offense, a status offense, or
delinquent conduct.

Family Code 58.306

Information that is part of a local juvenile justice information system is not
public information and may not be released, except as authorized by law.
Family Code 58.307

A school official may not refuse to permit a CPS investigator to interview
at school a student who is alleged to be a victim of abuse or neglect under
Family Code 261. A school official may not require the CPS investigator to
permit District personnel to be present at a student interview conducted at
school. Family Code

261.302(b), 261.303(a); Atty. Gen. Op. DM-476 (1998)

A person that has confidential locating or identifying information regarding a
family that is the subject of a CPS investigation shall release that information to
DFPS on request. The release of information to DFPS as required by this
subsection by a person is not subject to Government Code 552.352 or any
other law providing liability for the release of confidential information. Family
Code 261.303(e)

On receipt of a report of alleged or suspected child abuse or neglect in a public
school, DFPS shall perform an investigation as provided by Family Code 261.
Investigations of school personnel or volunteers for child abuse or neglect shall
be conducted by CPS in accordance with the procedures adopted in DFPS
rule. Family Code 261.406; 40 TAC 700.401-413

Prior to conducting an investigation of school personnel or volunteers, CPS
shall notify the school principal (or the principal’s supervisor if the school
principal is an alleged perpetrator) of the fact that a report has been assigned
for investigation, the nature of the allegations contained in the report, and the
date and time when the investigator plans to visit the school campus to begin
the investigation.

The CPS investigator must request that the school principal (or the principal’s
supervisor) not alert the alleged perpetrator or others regarding the report until
the investigator has first had an opportunity to interview the alleged perpetrator.

40 TAC 700.407
92-
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School officials or other persons related to the school setting may not interfere
with an investigation of a report of child abuse or neglect conducted by DFPS.
Interviews and examinations in a school investigation may take place on or off
the school premises, as deemed appropriate by the CPS investigator, provided
the investigator notifies the school principal (or that individual's supervisor in
the event that the principal is the alleged perpetrator) prior to conducting an
interview or examination on school premises.

CPS may request that school personnel or volunteers not be present during the
interview or examination of an alleged victim, an alleged perpetrator, an adult
or child witness, or any other person who may have information relevant to the
investigation if the investigator determines that:

1. The presence of school personnel or volunteers would compromise the
integrity of the investigation; or

2. A better interview or examination of the child would result without school
personnel or volunteers being present.

Family Code 261.303; 40 TAC 700.409(a)

After DFPS has closed the school investigation, CPS shall provide a report of
the investigation to TEA, SBEC, the Board President, and the school principal,
unless the principal is the alleged perpetrator.

CPS need not provide a report of the investigation if a report of abuse or
neglect is closed administratively prior to notification to any school official that a
report was received by DFPS.

40 TAC 700.411(a), (d)

A residential facility, unless the facility is an open-enrollment charter school,
shall notify the district in which the facility is located not later than the third day
after the date a person three years of age or older is placed in a residential
facility. Education Code 5.001, 29.012(a)

A municipality that proposes to annex an area shall provide written notice of
the proposed annexation to each public school district located in the area
proposed for annexation within the period prescribed for publishing the notice
of the first annexation hearing. The municipality may not proceed with the
annexation unless it provides the required notice. Local Gov't Code 43.905

A municipality with a population greater than 850,000 may contract with one or
more school districts to provide school crossing guards. Under such a
contract, the District may provide school crossing guard services to areas of
the municipality that are not part of the District. Local Gov't Code 343.012
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VISITING SCHOOL “School resource officer” means a peace officer who is licensed under
RESOURCE OFFICER Occupations Code Chapter 1701 and assigned by the officer's employing
political subdivision to provide:
1. A police presence at a public school;
2. Safety or drug education to students; or

3. Other similar services.

Occupations Code 1701.601, 1701.602
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Education Code 37.015 requires principals to make reports to local law enforcement authorities of certain
classes of offenses, four of which are referenced entirely by citation. The offenses referenced only by citation
are further defined below.

1. “Conduct that may constitute an offense under Section 508.149, Government Code™:

a. An offense for which the judgment contains an affirmative finding under Section
3g(a)(2), Article 42.12, Code of Criminal Procedure (use or exhibition of a prohibited
weapon during commission of or flight from a felony offense).
b. Afirst degree felony under Penal Code 19.02 (murder).
c. A capital felony under Penal Code 19.03 (capital murder).
d. Afirst degree felony or a second degree felony under Penal Code 20.04 (aggravated kidnapping).
e. A second degree felony under Penal Code 22.011 (sexual assault).
f. Afirst degree or second degree felony under Penal Code 22.02 (aggravated assault).

g. Afirst degree felony under Penal Code 22.021 (aggravated sexual assault).

h. A first degree felony under Penal Code 22.04 (injury to a child, elderly individual, or disabled
individual).

A first degree felony under Penal Code 28.02 (arson).

A second degree felony under Penal Code 29.02 (robbery).

~ =

. Afirst degree felony under Penal Code 29.03 (aggravated robbery).
I. Afirst degree felony under Penal Code 30.02 (burglary).

m. A felony for which punishment is increased under Section 481.134, Health and Safety Code (drug-free
zones).

2. “Deadly conduct as described by Penal Code 22.05":

a. A person commits an offense if he or she recklessly engages in conduct that places another in
imminent danger of serious bodily injury.

b. A person commits an offense if he or she knowingly discharges a firearm at or in the direction of one
or more individuals or a habitation, building, or vehicle and is reckless as to whether the habitation,
building, or vehicle is occupied.

c. Recklessness and danger are presumed if the actor knowingly pointed a firearm at or in the direction of
another whether or not the actor believed the firearm to be loaded.
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3. “Terroristic threat, as described by Penal Code 22.07":

4.

A person commits an offense if he or she threatens to commit any offense involving violence to any
person or property with intent to:

a.

Cause a reaction of any type to this threat by an official or volunteer agency organized
to deal with emergencies;

Place any person in fear of imminent serious bodily injury;
Prevent or interrupt the occupation or use of a building; room; place of assembly; place to which the

public has access; place of employment or occupation; aircraft, automobile, or other form of
conveyance; or other public place;

. Cause impairment or interruption of public communications; public transportation; public water, gas, or

power supply; or other public service;
Place the public or a substantial group of the public in fear of serious bodily injury; or

Influence the conduct or activities of a branch or agency of the federal government, the state, or a
political subdivision of the state.

“Conduct that may constitute a criminal offense under Penal Code 71.02 (Engaging in Organized Criminal
Activity)™:

A person commits an offense if, with the intent to establish, maintain, or participate in a combination or in
the profits of a combination or as a member of a criminal street gang, he or she commits or conspires to
commit one or more of the following:

a.

Murder, capital murder, arson, aggravated robbery, robbery, burglary, theft, aggravated kidnapping,
kidnapping, aggravated assault, aggravated sexual assault, sexual assault, forgery, deadly conduct,
assault punishable as a Class A misdemeanor, burglary of a motor vehicle, or unauthorized use of a
motor vehicle;

. Any gambling offense punishable as a Class A misdemeanor;

Promotion of prostitution, aggravated promotion of prostitution, or compelling prostitution;

. Unlawful manufacture, transportation, repair, or sale of firearms or prohibited weapons;

. Unlawful manufacture, delivery, dispensation, or distribution of a controlled substance or dangerous

drug, or unlawful possession of a controlled substance or dangerous drug through forgery, fraud,
misrepresentation, or deception;

Any unlawful wholesale promotion or possession of any obscene material or obscene device with the
intent to wholesale promote the same;

. Any unlawful employment, authorization, or inducing of a child younger than 17 years of age in an

obscene sexual performance;

. Any felony offense under Chapter 32, Penal Code;
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i. Any offense under Chapter 34, Penal Code; or
J. Any offense under Chapter 36, Penal Code;

k. Any offense under Section 37.11(a), Penal Code.
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