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Descriptor Term: 
 
GOALS AND OBJECTIVES 

Descriptor Code: 
 
GA 

 
 
1. To provide a school atmosphere that is conductive to developing each student to his fullest 
potential; to base the educational program on the needs of the student, a student to develop his 
physical, emotional, mental and social capabilities to their maximum. 
 
2. To provide a sound educational program for all groups, stressing basic subject matter areas, 
through innovative programs, extension courses, and special education courses on all levels. 
 
3. To provide opportunity for the student to study the culture and heritage of American 
democracy, achieving understanding of its tenets and pride in its attainments and appreciation of 
the privileges and duties of citizenship. 
 
4. To help each student achieve his own vocational and career objectives; to help become 
informed as a consumer and develop basic economic understandings; all consistent with the 
resources of the school community. 
 
5.  To continue development of a respect for the rules of health and safety. 
 
6. To help each student develop and cherish high moral, ethical, and aesthetic values, and to 
foster an appreciation of the fine arts. 
 
7. To encourage creativity.  
 
8. To provide educational leadership for the community, specifically in such areas as summer 
programs and adult education; to work with supplementary educational agencies such as 
churches, Chamber of Commerce, and the School-Community Recreation Program. 
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Descriptor Term: 
 
EQUAL OPPORTUNITY EMPLOYMENT 

Descriptor Code: 
 
GBA-Guidelines 

 
The Rogers Board of Education hereby agrees to comply with Title IV and Title VI of the Civil Rights 
Act of 1964, as amended, and all requirements imposed by or pursuant to the regulations of the 
Department of Education. The board of education further agrees to the regulation that no person in the 
United States (on the grounds of race, color, creed, age, religion, sex, national origin, or handicap) will be 
excluded from any participation in, denied the benefit of, or otherwise subjected to discrimination under 
any program, activity, or employment with the district. 
 
The district adheres to and implements the Civil Rights Resolution in accordance with the following 
federal and state laws: 
 
Civil Rights Restoration Act of 1987 

This act overturned the Supreme court decision in Grove City v. Bell and reinstated the coverage 
of the following three civil rights laws to an entire school district if any program within the 
district receives federal aid: 
 

Title VI of the Civil Rights Act of 1964 
Prohibits discrimination on the basis of race, color, or national origin by federal grantees. 

 
Title IX of the Education Amendments of 1972 

Prohibits sex discrimination by federal education grantees. 
 
Section 504 of the Rehabilitation Act of 1979 

Prohibits discrimination against "otherwise qualified" handicapped persons by federal grantees. 
 
Title IV of the Civil Rights Act of 1964 

(public school desegregation) 
 
Title VII of the Civil Rights Act of 1964 

(prohibits employment discrimination on the basis of race color, national origin, sex or religion) 
 
Equal Pay Act of 1972 

(nondiscrimination as to wages on basis of sex) 
 
Age Discrimination in Employment Act 

(nondiscrimination on basis of age in employment) 
 
Genetic Information Nondiscrimination Act of 2008 
  (nondiscrimination on basis of family history and genetic information) 
 
The above list is not intended to be all-inclusive and likewise any specific exclusion is not intended. 
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Descriptor Term: 
 

EQUAL OPPORTUNITY EMPLOYMENT 

Descriptor Code: 
 

GBA 

 

 

No qualified person shall be denied employment, reemployment, or advancement, nor shall be 

evaluated on basis of sex, marital status, religion, race, color, creed, national origin, age, 

handicapping condition or genetic information. A handicapping condition is defined as being a 

physical or mental handicap unrelated to one's ability to perform the duties of the particular job 

or position for which the teacher would otherwise be eligible and qualified. 

 

Inquiries related to discrimination on the basis of race, color, religion, national origin, age, or 

disability may be directed to the Equity Coordinator, who may be reached by mail (500 West 

Walnut Street, Rogers, AR 72756) or phone (479-636-3910). 

 

Inquiries on discrimination may be directed to the Title IX Coordinator, who may be reached by 

mail (500 West Walnut Street, Rogers, AR 72756), or phone (479-636-3910), or email 

(TitleIX@rpsar.net). 

 

Any person may report sex discrimination, including sexual harassment, to the Title IX 

Coordinator in person or by using the mailing address, telephone number or e-mail address 

provided above.  A report may be made at any time, including during non-business hours, and 

may be on the individual’s own behalf or on behalf of another individual who is the person 

alleged to be the victim of conduct that could constitute sex discrimination or sexual harassment. 
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Descriptor Term: 
 

SEXUAL HARASSMENT AND DISCRIMINATION 

Descriptor Code: 
 

GBAA 

 

The Rogers School District is committed to providing an academic and work environment that 

treats all students and employees with respect and dignity. Student achievement and amicable 

working relationships are best attained in an atmosphere of equal educational and employment 

opportunity that is free of discrimination. Sexual harassment is a form of discrimination that 

undermines the integrity of the educational and work environment and will not be tolerated. 

 

The District believes the best policy to create an educational and work environment free from 

sexual harassment is prevention; therefore, the District shall provide informational materials and 

training to students, parents/legal guardians/other responsible adults, and employees on sexual 

harassment. The informational materials and training on sexual harassment shall be age 

appropriate and, when necessary, provided in a language other than English or in an accessible 

format. The informational materials and training shall include, but are not limited to: 

 The nature of sexual harassment; 

 The District’s written procedures governing the formal complaint  grievance process; 

 The process for submitting a formal complaint of sexual harassment; 

 That the district does not tolerate sexual harassment; 

 That students and employees can report inappropriate behavior of a sexual nature without fear of 

adverse consequences; 

 The supports that are available to individuals suffering sexual harassment; and 

 The potential discipline for perpetrating sexual harassment. 

 

Definitions 

“Complainant” means an individual who is alleged to be the victim of conduct that could 

constitute sexual harassment. 

 

“Decision-maker” means that person or persons designated by the District to receive and review 

the evidence and reports submitted by the investigator, complainant, respondent, or their 

representatives and who is charged with the duty of issuing a written determination of 

responsibility, as set out further below. 

 

“Education program or activity” includes locations, events, or circumstances where the District 

exercised substantial control over both the respondent and the context in which the sexual 

harassment occurs. 

 

“Formal complaint” means a document filed by a complainant or signed by the Title IX 

Coordinator alleging sexual harassment against a respondent and requesting an investigation of 

the allegation of sexual harassment. 

 

“Respondent” means an individual who has been reported to be the perpetrator of conduct that 

could constitute sexual harassment. 

 

“Sexual harassment” means conduct on the basis of sex that satisfies one or more of the 

following: 

1. A District employee: 

a. Conditions the provision of an aid, benefit, or service of the District on an individual’s 

participation in unwelcome sexual conduct; or 



b. Uses the rejection of unwelcome sexual conduct as the basis for academic decisions affecting that 

individual 

2. The conduct is: 

a. Unwelcome; and 

b. Determined by a reasonable person to be so severe, pervasive, and objectively offensive that it 

effectively denies a person equal access to the District’s education program or activity; or 

c. Constitutes: 

 Sexual assault; 

 Dating violence; 

 Domestic violence; or 

 Stalking. 

 

“Supportive measures” means individualized services that are offered to the complainant or the 

respondent designed to restore or preserve equal access to the District’s education program or 

activity without unreasonably burdening the other party. The supportive measures must be non-

disciplinary and  non-punitive in nature; offered before or after the filing of a formal complaint 

or where no formal complaint has been filed; and offered to either party as appropriate, as 

reasonably available, and without fee or charge. Examples of supportive measures include, but 

are not limited to: measures designed to protect the safety of all parties or the District’s 

educational environment, or deter sexual harassment; counseling; extensions of deadlines or 

other course-related adjustments; modifications of work or class schedules; campus escort 

services; mutual restrictions on contact between the parties; changes in work or class locations; 

leaves of absence; and increased security and monitoring of certain areas of the campus. 

 

Within the educational environment, sexual harassment is prohibited between any of the 

following: students; employees and students; non-employees and students; employees; and 

employees and non-employees. 

 

Actionable sexual harassment is generally established when an individual is exposed to a pattern 

of objectionable behaviors or when a single, serious act is committed. What is, or is not, sexual 

harassment will depend upon all of the surrounding circumstances and may occur regardless of 

the sex(es) of the individuals involved. Depending upon such circumstances, examples of sexual 

harassment include, but are not limited to: 

 Making sexual propositions or pressuring for sexual activities; 

 Unwelcome touching; 

 Writing graffiti of a sexual nature; 

 Displaying or distributing sexually explicit drawings, pictures, or written materials; 

 Performing sexual gestures or touching oneself sexually in front of others; 

 Telling sexual or crude jokes; 

 Spreading rumors related to a person’s alleged sexual activities; 

 Discussions of sexual experiences; 

 Rating other students as to sexual activity or performance; 

 Circulating or showing e-mails or Web sites of a sexual nature; 

 Intimidation by words, actions, insults, or name calling; and 

 Teasing or name-calling related to sexual characteristics or the belief or perception that an 

individual is not conforming to expected gender roles or conduct or is homosexual, regardless of 

whether or not the student self-identifies as homosexual or transgender. 

 

Employees who believe they have been subjected to sexual harassment are encouraged to submit 

a report to their immediate supervisor, an administrator, or the Title IX coordinator. Under no 

circumstances shall an employee be required to first report allegations of sexual harassment to a 



school contact person if that person is the individual who is accused of the sexual harassment. If 

the District staff member who received a report of alleged sexual harassment is not the Title IX 

Coordinator, then the District staff person shall inform the Title IX Coordinator of the alleged 

sexual harassment. As soon as reasonably possible after receiving a report of alleged sexual 

harassment from another District staff member or after receiving a report directly through any 

means, the Title IX Coordinator shall contact the complainant to: 

 Discuss the availability of supportive measures; 

 Consider the complainant’s wishes with respect to supportive measures; 

 Inform the complainant of the availability of supportive measures with or without the filing of a 

formal complaint; and 

 explain to the complainant the process for filing a formal complaint. 

 

Supportive Measures 

The District shall offer supportive measures to both the complainant and respondent that are 

designed to restore or preserve equal access to the District’s education program or activity 

without unreasonably burdening the other party before or after the filing of a formal complaint or 

where no formal complaint has been filed. The District shall provide the individualized 

supportive measures to the complainant unless declined in writing by the complainant and shall 

provide individualized supportive measures that are non-disciplinary and non-punitive to the 

respondent. A complainant who initially declined the District’s offer of supportive measures may 

request supportive measures at a later time and the District shall provide individualized 

supportive measures based on the circumstances when the subsequent request is received. 

 

 

Formal Complaint 

A formal complaint may be filed with the Title IX Coordinator in person, by mail, or by email. 

Upon receipt of a formal complaint, the District shall simultaneously provide the following 

written notice to the parties who are known:  

 Notice of the District’s grievance process and a copy of the procedures governing the grievance 

process; 

 Notice of the allegations of sexual harassment including sufficient details known at the time and 

with sufficient time to prepare a response before any initial interview. Sufficient details include: 

 The identities of the parties involved in the incident, if known; 

 The conduct allegedly constituting sexual harassment; and 

 The date and location of the alleged incident, if known; 

 A statement that the respondent is presumed not responsible for the alleged conduct and that a 

determination regarding responsibility is made at the conclusion of the grievance process; 

 That the parties may have an advisor of their choice, who may be, but is not required to be, an 

attorney; 

 That the parties may inspect and review evidence relevant to the complaint of sexual harassment; 

and 

 That the District’s personnel policies and code of conduct prohibits knowingly making false 

statements or knowingly submitting false information during the grievance process. 

 

If, in the course of an investigation, the District decides to investigate allegations about the 

complainant or respondent that are not included in the previous notice, the District shall 

simultaneously provide notice of the additional allegations to the parties whose identities are 

known. 

 

The District may consolidate formal complaints of allegations of sexual harassment where the 

allegations of sexual harassment arise out of the same facts or circumstances and the formal 



complaints are against more than one respondent; or by more than one complainant against one 

or more respondents; or by one party against the other party. When the District has consolidated 

formal complaints so that the grievance process involves more than one complainant or more 

than one respondent, references to the singular “party”, “complainant”, or “respondent” include 

the plural, as applicable. 

 

When investigating a formal complaint and throughout the grievance process, the District shall: 

 Ensure that the burden of proof and the burden of gathering evidence sufficient to reach a 

determination regarding responsibility rest on the District and not on the parties; 

 Not require, allow, rely upon, or otherwise use questions or evidence that constitute, or seek 

disclosure of, information protected under a legally recognized privilege or access, consider, 

disclose, or otherwise use a party’s records that are made or maintained by a physician, 

psychiatrist, psychologist, or other recognized professional or paraprofessional acting in the 

professional’s or paraprofessional’s capacity, or assisting in that capacity, and which are made 

and maintained in connection with the provision of treatment to the party unless the District 

obtains the parent, legal guardian, or other responsible adult of that party’s voluntary, written 

consent or that party’s voluntary, written consent if the party is over the age of eighteen (18) to do 

so for the grievance process; 

 Provide an equal opportunity for the parties to present witnesses, including fact and expert 

witnesses, and other inculpatory and exculpatory evidence; 

 Not restrict the ability of either party to discuss the allegations under investigation or to gather and 

present relevant evidence;  

 Provide the parties with the same opportunities to have others present during any grievance 

proceeding, including the opportunity to be accompanied to any related meeting or proceeding by 

the advisor of their choice, who may be, but is not required to be, an attorney, and not limit the 

choice or presence of advisor for either the complainant or respondent in any meeting or 

grievance proceeding; 

 Provide, to a party whose participation is invited or expected, written notice of the date, time, 

location, participants, and purpose of all hearings, investigative interviews, or other meetings, 

with sufficient time for the party to prepare to participate; 

 Provide both parties an equal opportunity to inspect and review any evidence obtained as part of 

the investigation that is directly related to the allegations raised in the formal complaint so that 

each party can meaningfully respond to the evidence prior to the conclusion of the investigation ; 

this includes evidence: 

 Whether obtained from a party or other source,; 

 The District does not intend to rely upon in reaching a determination regarding responsibility; and 

 That is either inculpatory or exculpatory; and 

 Create an investigative report that fairly summarizes relevant evidence. 

 

At least ten (10) days prior to completion of the investigative report, the District shall send to 

each party and the party’s advisor, if any, the evidence subject to inspection and review in an 

electronic format or a hard copy. The parties shall have at least ten (10) days to submit a written 

response to the evidence. The investigator will consider the written responses prior to completion 

of the investigative report. All evidence subject to inspection and review shall be available for 

the parties’ inspection and review at any meeting to give each party equal opportunity to refer to 

such evidence during the meeting. 

 

After the investigative report is sent to the parties, the decision-maker shall: 

 Provide each party the opportunity to submit written, relevant questions that a party wants asked 

of any party or witness; 

 Provide each party with the answers; 



 Allow for additional, limited follow-up questions from each party; and 

 Provide an explanation to the party proposing the questions any decision to exclude a question as 

not relevant. Specifically, questions and evidence about the complainant’s sexual predisposition 

or prior sexual behavior are not relevant, unless such questions and evidence about the 

complainant’s prior sexual behavior are offered to prove that someone other than the respondent 

committed the conduct alleged by the complainant, or if the questions and evidence concern 

specific incidents of the complainant’s prior sexual behavior with respect to the respondent and 

are offered to prove consent. 

  

Following the completion of the investigation period, the decision-maker, who cannot be the 

same person as the Title IX Coordinator or the investigator, shall issue a written determination 

regarding responsibility. The written determination shall include—  

1. Identification of the allegations potentially constituting sexual harassment; 

2. A description of the procedural steps taken from the receipt of the formal complaint through the 

determination, including: 

a. Any notifications to the parties; 

b. Interviews with parties and witnesses; 

c. Site visits; 

d. Methods used to gather other evidence,; and 

e. Hearings held; 

3. Findings of fact supporting the determination; 

4. Conclusions regarding the application of the District’s personnel policies or code of conduct to 

the facts; 

5. A statement of, and rationale for, the result as to each allegation, including: 

a. A determination regarding responsibility; 

b. Any disciplinary sanctions imposed on the respondent; and 

c. Whether remedies designed to restore or preserve equal access to the District’s education 

program or activity will be provided by the District to the complainant; and 

6. The procedures and permissible bases for the complainant and respondent to appeal. 

  

The written determination shall be provided to the parties simultaneously. The determination 

regarding responsibility shall become final on the earlier of: 

 If an appeal is not filed, the day after the period for an appeal to be filed expires; or 

 If an appeal is filed, the date the written determination of the result of the appeal is provided to the 

parties. 

 

The District shall investigate the allegations in a formal complaint. If the conduct alleged in the 

formal complaint would not constitute sexual harassment as defined in this policy even if proved; 

did not occur in the District’s education program or activity; or did not occur against a person in 

the United States, then the District shall dismiss the complaint as not meeting the definition of 

sexual harassment under this policy. A dismissal for these reasons does not preclude action under 

another provision of the District’s personnel policies or code of conduct. 

 

The District may dismiss the formal complaint or any allegations therein, if at any time during 

the grievance process: 

 The complainant notifies the Title IX Coordinator in writing that the complainant would like to 

withdraw the formal complaint or any allegations therein; 

 The respondent is no longer enrolled at the District; or 

 Specific circumstances prevent the District from gathering evidence sufficient to reach a 

determination as to the formal complaint or allegations therein. 

 



Upon the dismissal of a formal complaint for any reason, the District shall promptly send written 

notice of the dismissal and reason(s) for the dismissal simultaneously to the parties. 

 

The District may hire an individual or individuals to conduct the investigation or to act as the 

decision-maker when necessary. 

 

 

Appeals 

Either party may appeal a determination regarding responsibility or from a dismissal of a formal 

complaint or any allegations therein, on the following bases:  

a. The existence of a procedural irregularity that affected the outcome of the matter;  

b. Discovery of new evidence that was not reasonably available at the time the determination 

regarding responsibility or dismissal was made, that could affect the outcome of the matter; 

c. The Title IX Coordinator, investigator, or decision-maker had a conflict of interest or bias for or 

against complainants or respondents generally or the individual complainant or respondent that 

affected the outcome of the matter; or 

d. An appeal of the disciplinary sanctions from the initial determination. 

 

For all appeals, the District shall: 

1. Notify the other party in writing when an appeal is filed; 

2. Simultaneously provide all parties a written copy of the District’s procedures governing the 

appeal process; 

3. Implement appeal procedures equally for both parties; 

4. Ensure that the decision-maker for the appeal is not the same person as the decision-maker that 

reached the original determination regarding responsibility or dismissal, the investigator, or the 

Title IX Coordinator;  

5. Provide all parties a reasonable, equal opportunity to submit a written statement in support of, or 

challenging, the outcome; 

6. Issue a written decision describing the result of the appeal and the rationale for the result; and 

7. Provide the written decision simultaneously to both parties. 

 

Confidentiality 

Reports of sexual harassment, both informal reports and formal complaints, will be treated in a 

confidential manner to the extent possible. Limited disclosure may be provided to: 

 Individuals who are responsible for handling the District’s investigation and determination of 

responsibility to the extent necessary to complete the District’s grievance process; 

 Submit a report to the child maltreatment hotline; 

 Submit a report to the Professional Licensure Standards Board for reports alleging sexual 

harassment by an employee towards a student; or 

 The extent necessary to provide either party due process during the grievance process. 

 

Except as listed above, the District shall keep confidential the identity of: 

 Any individual who has made a report or complaint of sex discrimination;  

 Any individual who has made a report or filed a formal complaint of sexual harassment; 

 Any complainant; 

 Any individual who has been reported to be the perpetrator of sex discrimination; 

 Any respondent; and 

 Any witness. 

 



Any supportive measures provided to the complainant or respondent shall be kept confidential to 

the extent that maintaining such confidentiality does not impair the ability of the District to 

provide the supportive measures. 

 

Administrative Leave 

The District may place a non-student employee respondent on administrative leave during the 

pendency of the District’s grievance process. 

 

Retaliation Prohibited 

Employees who submit a report or file a formal complaint of sexual harassment,; testified; 

assisted; or participate or refused to participate in any manner in an investigation, proceeding, or 

hearing on sexual harassment shall not be subjected to retaliation or reprisal in any form, 

including threats; intimidation; coercion; discrimination; or charges for personnel policy 

violations that do not involve sex discrimination or sexual harassment, arise out of the same facts 

or circumstances as a report or formal complaint of sex discrimination, and are made for the 

purpose of interfering with any right or privilege under this policy. The District shall take steps 

to prevent retaliation and shall take immediate action if any form of retaliation occurs regardless 

of whether the retaliatory acts are by District officials, students, or third parties. 

 

Disciplinary Sanctions 

It shall be a violation of this policy for any student or employee to be subjected to, or to subject 

another person to, sexual harassment. Following the completion of the District’s grievance 

process, any employee who is found by the evidence to more likely than not have engaged in 

sexual harassment will be subject to disciplinary action up to, and including, termination. No 

disciplinary sanction or other action that is not a supportive measure may be taken against a 

respondent until the conclusion of the grievance process. 

 

Employees who knowingly fabricate allegations of sexual harassment or purposely provide 

inaccurate facts shall be subject to disciplinary action up to and including termination. A 

determination that the allegations do not rise to the level of sexual harassment alone is not 

sufficient to conclude that any party made a false allegation or materially false statement in bad 

faith. 

 

Records 

The District shall maintain the following records for a minimum of seven (7) years: 

 Each sexual harassment investigation including: 

 Any determination regarding responsibility; 

 Any disciplinary sanctions imposed on the respondent; 

 Any remedies provided to the complainant designed to restore or preserve equal access to the 

District’s education program or activity;  

 Any appeal and the result therefrom;  

 All materials used to train Title IX Coordinators, investigators, and decision-makers; 

 Any actions, including any supportive measures, taken in response to a report or formal 

complaint of sexual harassment, which must include: 

o The basis for the District’s conclusion that its response was not deliberately indifferent; and 

o Document: 

 If supportive measures were provided to the complainant, the supportive measures taken 

designed to restore or preserve equal access to the District’s education program or 

activity; or 

 If no supportive measures were provided to a complainant, document the reasons why 

such a response was not clearly unreasonable in light of the known circumstances. 



 

 

Legal References: 20 USC 1681 et seq. 

34 C.F.R. Part 106 

A.C.A. § 6-15-1005 

A.C.A. § 6-18-502 

A.C.A. § 12-18-102 
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RESOLUTION OF DISCRIMINATION COMPLAINTS 

Descriptor Code: 
 

GBAA-FORM 

GBAAA-FORM 

 

RESOLUTION OF DISCRIMINATION COMPLAINTS 

 

ALLEGED DISCRIMINATION/ HARASSMENT 

 

COMPLAINT REPORT FORM 

 

 

Name ________________________________________________________________________ 

 

Student or Employee? ___________________________________________________________ 

 

Building ______________________________________________________________________ 

 

Specify type of discrimination alleged. 

- Title IX - (sex) 

- Title VII - (r,e,c,n,o, & lep)  

- Section 504 - (handicap) 

 

Specific Facts of Complaint. (Who? What? Where? When?) 

 

 

 

 

 

 

Specific Relief Desired. (What do you want done or corrected?) 

 

 

 

 

 

 

 

 

 

 

__________________    _______________________________ 

          (Date)         (Signature of Student/Employee) 
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RESOLUTION OF DISCRIMINATION COMPLAINTS 

Descriptor Code: 
 

GBAAA 

 

 

I. DEFINITIONS 

 

A. DISCRIMINATION COMPLAINT: A written complaint alleging any policy, 

procedure or practice which discriminates on the basis of race, color, national origin, 

sex, qualified handicap or age.  For specific provisions related to discrimination on 

the basis of sex, refer to policy GBAA. 

 

B. STUDENTS GRIEVANT: A student of the Rogers School District who submits a 

complaint alleging discrimination based on race, creed, color, national origin, sex, or 

qualified handicap. 

 

C. EMPLOYEE GRIEVANT: An employee of the Rogers School District who submits 

a complaint alleging discrimination based on race, color, national origin, religion, sex, 

age, qualified handicap, or veteran. 

 

D. EQUITY COORDINATOR: The person(s) designated to coordinate efforts to comply 

with and carry out responsibilities under the Civil Rights Laws and other State and 

Federal laws addressing equal educational opportunity. The Coordinator is 

responsible for processing complaints and serves as moderator and recorder during 

hearing. 

 

E. RESPONDENT: The person alleged to be responsible for the violation alleged in a 

complaint. The term may be used to designate persons with responsibility for a 

particular action or those persons with supervisory responsibility for procedures and 

policies in those areas covered in the complaint. 

 

F. DAY: Day means a working day. The calculation of days in complaint processing 

shall exclude Saturdays, Sundays and holidays. 

 

II. PRE-FILING PROCEDURES 

 

A. Prior to the filing of a written complaint, the student or employee is encouraged to 

visit with the Equity Coordinator, and reasonable effort should be made to resolve the 

problem or complaint. Complaint forms are available in school offices or other 

designated area. 

 

III. FILING AND PROCESSING DISCRIMINATION COMPLAINTS 

 

A. GRIEVANT  Submits written complaint to Equity Coordinator stating name and 

date of alleged violation; names of persons responsible (where 

known); and requested action. Complaint must be submitted within 

30 days of alleged violation. Complaint forms are available in school 

offices or other designated area. 
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B. EQUITY  Notifies respondent within 10 days and asks respondent to: 

COORDINATOR 

1.Confirm or deny facts, 

2.Indicate acceptance or rejection of student or employee's requested 

action, or 

3.Outline alternatives. 

 

C. RESPONDENT  Submits answer within 10 days to Equity Coordinator. 

 

 

D. EQUITY  Within 10 days after receiving respondent's answer, 

 COORDINATOR  Equity Coordinator refers the written complaint and respondent's 

answer to the principal or supervisor. The Equity Coordinator also 

schedules a hearing with the grievant, the respondent, and the 

principal or supervisor. 

 

E.  PRINCIPAL/  Hearing is conducted. 

 SUPERVISOR, 

 GRIEVANT, 

 RESPONDENT, 

 AND EQUITY 

 COORDINATOR 

 

F. PRINCIPAL/  Issues within 10 days after the hearing a written decision to 

SUPERVISOR  the student or employee, respondent, and Equity Coordinator. 

 

G. GRIEVANT OR  If the grievant or respondent is not satisfied with the 

 RESPONDENT  decision, they must notify the Equity Coordinator within 10  days 

and request a hearing with the Superintendent. 

 

H. EQUITY  Schedules within 10 days of request a hearing with the grievant, 

 COORDINATOR  respondent, and Superintendent. 

 

I. SUPERINTENDENT,  Hearing is conducted. 

 GRIEVANT,  

 RESPONDENT AND  

 EQUITY COORDINATOR 

 

J. SUPERINTENDENT,  Issues a decision within 10 days following the hearing. 

 

K. GRIEVANT OR      If the grievant or respondent is not satisfied with the 

 RESPONDENT           decision, they must notify the Equity Coordinator within 10 days 

      and request a hearing with the School Board. 

 

L. EQUITY   Notifies School Board within 10 days after receiving 

 COORDINATOR  request. Equity Coordinator schedules hearing with the School 

Board. Hearing is to be conducted within 30 days from the date of 

notification to the School Board. 
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M. SCHOOL BOARD,  Hearing is conducted.  

 GRIEVANT,  

 RESPONDENT AND  

 EQUITY COORDINATOR 

 

N. SCHOOLBOARD  Issues a final written decision within 10 days after the  hearing 

regarding the validity of the grievance and any  action to be taken. 

 

 

IV. GENERAL PROVISIONS 

 

A. EXTENSION OF TIME: Any time limits set by these procedures may be extended by 

mutual consent of parties involved. The total number of days from the date the complaint 

is filed until the complaint is resolved shall be no more than 180 days. 

 

B. ACCESS TO REGULATIONS: The Rogers School District shall provide copies of all 

regulations prohibiting discrimination on the basis of race, color, national origin, religion, 

sex, age, qualified handicap, or veteran status upon request. 

 

C. CONFIDENTIALITY OF RECORDS: Complaint records will remain confidential unless 

permission is given by the parties involved to release such information. Complaint 

records shall be maintained on file for three years after complaint resolution. 
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Descriptor Term: 
 
CERTIFIED PERSONNEL POLICIES COMMITTEE 

Descriptor Code: 
 
GBB 

 
 
The Rogers Board of Education shall comply with A.C.A. 6-17-201 as follows: 
 
(a)  Each school district in the State shall have a set of written personnel policies, including 

the teacher salary schedule. 
 
(b)(1)  No school district shall receive in any year any funds from the Public School Fund until 

such district has filed its current personnel policies, including any salary schedules, as 
required by this subchapter, signed by the president of the board. 
 

     (2)   The policy and schedules shall be filed with the Department of Education. 
 

(c)  The Department of Education shall notify any district which has not filed such policies 
thirty (30) days before the first scheduled payment of the fiscal year. 

 
Act 224 of 1983 - -"AN ACT TO MAKE SCHOOL DISTRICT'S PERSONNEL POLICIES A 
PART OF A TEACHER'S CONTRACT, AND FOR OTHER PURPOSES." 
 
SECTION 1.  The personnel policies of each school district in effect at the time a teacher's 
contract is entered into or renewed shall be considered to be incorporated as terms of said 
contract and shall be binding upon both parties unless changed by mutual consent. 
 
SECTION 2.  Any amendments to personnel policies adopted during the term of such contract 
shall become effective the following July 1. (Provided, such amendments may take place 
immediately with mutual consent.) 
 

GUIDELINES FOR COMMITTEE ON PERSONNEL POLICIES ORGANIZATION 
 
PURPOSE.  The district personnel policies shall be reviewed by the Committee on Personnel 
Policies (PPC) as outlined in this policy. The purpose of any review shall be to update existing 
personnel policies in order to bring them in compliance with changes in state and federal law; 
changes in State Department of Education procedures, regulations, and policies; and 
amendments caused by changes within the school district or desired changes in the school 
district's policies, procedures, philosophy, or benefits. 
 
DEFINITIONS.  Personnel policy shall be defined as any guideline to be followed by employees 
in carrying out the manner of their work as related to school personnel's hours, salary and other 
terms and conditions of employment. 
 
ELECTIONS.  Committee on Personnel Policies elections shall be held during the month of 
September. All elections shall be by secret ballot and shall be conducted electronically whenever 
possible and practical. 
 
The rotation system for elections shall be as follows: 
 



 
ODD YEAR ELECTIONS  

• Rogers High School 
• Oakdale Middle School and Lingle Middle School 
• Non-student group*, Pre-K Department, New Technology High School 
• All feeder schools to Oakdale and Lingle Middle Schools 

 
EVEN YEAR ELECTIONS   

• Rogers Heritage High School  
• Elmwood Middle School and Kirksey Middle School 
• Crossroads, R.E.A.P.   
• All feeder schools to Elmwood and Kirksey Middle Schools 

 
Elected or appointed members who do not attend two consecutive meetings without cause or are 
unable to serve shall be informed that a new appointment of a member shall take place. The 
appointment will be made at the first PPC meeting after the vacancy occurs with the new 
appointee serving for the balance of the term. 
 

• STRUCTURE. 
   

The PPC shall consist of classroom teachers from each building housing students and 3 
administrators.  The Pre-K Department includes all Pre-K teachers regardless of building.   

o Lingle, Kirksey, Elmwood, Oakdale - 2 representatives 
o Rogers High School- 2 representatives 
o Rogers Heritage High School – 2 representatives 
o Pre-K Department  – 1 representative 
o Crossroads – 1 representative 
o R.E.A.P. – 1 representative 
o New Technology High School – 1 representative 
o Elementary Schools – 1 representative 

  
Those buildings housing certified personnel but not students shall share 1 representative.   

o ESOL Office 
o Technology 
o School Services 
o Special Services 

 
Classroom teachers shall include counselors, media specialists, and other non-supervisory 
certified personnel. The Superintendent shall appoint the three members from the administration. 
 
PROCEDURE.  The PPC shall organize itself in the 1st quarter, elect a chairperson and 
secretary, and develop a calendar of quarterly meetings. The secretary shall be responsible for 
notifying members of meetings according to the established calendar. 
 
Votes for salary schedules by the Rogers School System PPC shall be taken by secret ballot. 
When electronic voting is not possible, the guidelines and procedures for voting on District-wide 
Personnel Policy issues and/or salary schedules shall be: 
 

1. Procedures and sample ballot with related materials shall be posted at each voting site or 
school site. 

 



 
 
 

 
2. The Personnel Policy Committee shall announce the date for voting, shall provide a 

sealed ballot box, shall supervise or designate a supervisor for the election and shall name 
the voting location. 

3. Ballots, eligible voter list, and signature list to sign shall be provided to each school or 
voting site by the Personnel Policy Committee. Each school or voting site shall receive 
the number of ballots equal to the number of eligible voters. All unused ballots or spoiled 
ballots shall be returned with the voter list. 

4. Voting shall open at 7:30 a.m. and close at 3:45 p.m.  
5. The Personnel Policy Committee shall check each voter from a list of eligible voters, and 

have the voter sign the signature list and give the voter a ballot. 
6. Each voter shall place his/her ballot in the sealed ballot box.  
7. The Personnel Policy Committee shall designate the location the sealed ballot boxes are 

to be returned for the purpose of counting the votes. Ballot boxes should be returned to 
the designated location by 4:00 p.m. Voter lists, signature lists, and unused or spoiled 
ballots shall be placed in an envelope in the sealed ballot boxes to be returned with the 
ballots. 

8. Votes shall be counted by a minimum of two PPC members beginning at 4:00 p.m. on 
election day. This committee shall count and tally the votes of each box and verify that 
the number of ballots counted corresponds with the number of names signed on the 
signature list for each box. 

9. Results shall be posted at each voting or school site within twenty-four (24) hours of the 
counting of the ballots. 

 
During the 3rd quarter PPC meetings, the PPC shall finalize the language of proposed policy 
changes for presentation at or before the May school Board meeting. 
 
POLICIES.  Personnel policies are posted on the district’s website.  At new employee 
orientation, personnel policies will be reviewed and new employees will be shown how to locate 
policies on the district’s website.  The online personnel policies will be updated each year to 
reflect any changes. 
 
 
SCHOOL CALENDAR.  The Personnel Policy Committee shall make recommendations to the 
superintendent concerning the beginning date, ending date, in-service dates, and distribution of 
holidays in the school calendar for the following school year. 
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Descriptor Term: 
 
MILEAGE 

Descriptor Code: 
 
GBCC 

 
   
The Rogers Public Schools will reimburse authorized travel by automobile at a per-mile rate 
adjusted annually on July 1, to correspond to the rate allowed by the IRS, or for the actual cost of 
air travel, whichever is less.  If the IRS rate is reduced during the fiscal year, the district’s 
reimbursement rate will also be reduced to avoid taxable earnings on mileage. Authorized 
categories include travel required by the district, travel required when employees serve two (2) 
or more schools in the same position, and budgeted supervisory travel allowances. 
 
Employees will not be reimbursed for travel between two (2) part-time and/or separate positions 
within the district or for voluntary unbudgeted travel expense.  Employees will not be 
reimbursed for travel to attend meetings within the district. 
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Descriptor Term: 
 
FACULTY COMPUTER USE AGREEMENT 

Descriptor Code: 
 
GBDA 

 
 
The Rogers Public School District, through the support of the community, has created a wide 
variety of information systems to support the educational goals of the school system. These 
systems include, but are not limited to, electronic mail, web servers, file servers, print servers, 
application servers, databases, computers, workstations, terminals, printers, and mass storage 
devices. The ultimate goal of all of these resources is to improve student learning. 
 
These resources are typically networked and connected to the Internet. As a result of this shared 
environment and the educational setting in which they are implemented, users are expected to 
adhere to a common set of behaviors. Users are expected to use the school resources to promote 
student learning. 
 
Electronic mail is provided to increase communications between faculty, staff, administration, 
students, and parents. Personal use of electronic mail is permitted within reason and provided 
that it does not disrupt the educational goals or setting. 
 
Users are not permitted to conduct a business using any school technology resource. 
 
The system administrators have the capacity to access any file or resource on any school-owned 
or controlled system. This includes, but is not limited to, electronic mail, data files, logs, and 
electronic databases. 
 
Agents of the school district reserve the right to monitor user activities and data when they 
suspect a policy or law has been violated. 
 
No user is permitted to install software without the written consent of the chief information 
officer or designee. This consent will require proof of district ownership of the software. 
Software provided by the district through specialized district-provided installation menus are 
permitted to be installed by the user provided they have a right to use the software. Users are not 
permitted to reconfigure school-owned computers without prior written permission from the 
chief information officer or designee unless such reconfiguration is available through specialized 
district-provided menu choices such as printer location selections. 
 
Users are not permitted to let anyone else use their account. In cases where access to restricted 
resources is necessary, specialized accounts may be provided upon the approval of the 
superintendent, chief information officer or designee. 
 
Users are permitted to maintain personal web sites which are hosted on school-owned equipment 
provided that it does not conflict with the goals or high ethical standards maintained by the 
school district.  Such personal web sites are subject to removal by the district if they conflict with 
the district educational goals and standards. 



 
Users are not permitted to transmit or knowingly receive any material that is a violation of 
federal or state laws or regulations such as threatening, defamatory, or obscene material and 
material protected by trade secret. 
 
 
No user should assume that their electronic mail is private. The very nature of electronic mail 
transmissions precludes any guarantee of privacy. While every effort is made to route mail 
appropriately, privacy of electronic mail is not ensured. 
 
In addition, as prescribed by the Children’s Internet Protection Act, Rogers Public Schools staff 
will educate students about online safety and security.  At the elementary level, library media 
specialists will instruct students about safe and responsible Internet use and appropriate online 
behavior, including caution in interacting with other individuals on social networking websites, 
in chat rooms or in other online conversations.  At the secondary level, online safety and security 
information will be distributed to students and reviewed annually. 
 
The Rogers Public Schools administration will ensure that the appropriate school staff members 
are trained to work with students on cyberbullying awareness, prevention and response. 
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Descriptor Term: 
 
STAFF ETHICS 

Descriptor Code: 
 
GBEA 

 
  
The professional, ethical educator contributes to the development and maintenance of a 
supportive student-centered learning community that values and promotes human dignity, 
fairness, care, the greater good and individual rights.  These values are the ethical premises for 
the standards of professional behavior and ethical decision-making established in the Code of 
Ethics for Arkansas Educators, adopted by the State Board of Education.   It is the expectation of 
the Rogers Board of Education that all certified staff will adhere to the high ethical standards 
outlined in the code: 
 

• Standard 1:  An educator maintains a professional relationship with each student, both in 
and outside the classroom. 

• Standard 2:  An educator maintains competence regarding his or her professional practice 
inclusive of skills, knowledge, dispositions, and responsibilities relating to his or her 
organizational position. 

• Standard 3:  An educator honestly fulfills reporting obligations associated with 
professional practices. 

• Standard 4:  An educator entrusted with public funds and property, including school 
sponsored activity funds, honors that trust with honest, responsible stewardship. 

• Standard 5:  An educator maintains integrity regarding the acceptance of any gratuity, 
gift, compensation or favor that might impair or appear to influence professional 
decisions or actions and shall refrain from using the educator’s position for personal gain. 

• Standard 6:  An educator keeps in confidence secure standardized test materials and 
results and maintains integrity regarding test administration procedures. 

• Standard 7:  An educator maintains the confidentiality of information about students and 
colleagues obtained in the course of the educator’s professional services that is protected 
under state law or regulations, federal law or regulations, or the written policies of the 
educator’s school district, unless disclosure serves a professional purpose as allowed or 
required by law or regulations.  

• Standard 8:  An educator, while on school premises or at school-sponsored activities 
involving students, refrains from: a) using, possessing and/or being under the influence of 
alcohol, or unauthorized drugs/substances, and/or possessing items prohibited by law, b) 
possessing or using tobacco or tobacco-related products, e-cigarettes, e-liquid, or vapor 
products, or c) abusing/misusing prescription medications or other authorized substances 
as evidenced by impairment. 

 
Further explanation of each standard is available in the Code of Ethics for Professional 
Educators. 
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Descriptor Term: 
 
PROFESSIONAL ASSOCIATIONS RESPONSIBLITIES AND 
PRIVILEGES 

Descriptor Code: 
 
GBEAA 

 
 

A. Local members of education associations shall be permitted to transact official 
association business on school property at all reasonable times provided that this shall not 
interfere with or interrupt normal school operations. 

 
B. Associations and their representatives shall have the right to use school buildings at all 

reasonable hours for meetings.  The principal of the building in question shall be notified 
in advance of the desired time and place of all such meetings so that an effort can be 
made to resolve any conflict in schedule.  When special custodial service is required, 
there will be a reasonable charge for such service. 

 
C. In the event that an association has regularly scheduled meetings, these shall be placed on 

the school calendar to avoid scheduling conflicts as far as possible. 
 

D. Faculty members may have the right to use school facilities and equipment for reasonable 
use at reasonable times when such equipment is not otherwise in use for professional 
association activities excluding supplies and use of restricted machines. 

 
E. Professional associations, in the performance of their association’s professional activities, 

will have the right to use the interschool mail facilities. 
 

F. Professional associations shall have the right to place a bulletin board in each school 
building located in the teachers’ lounge or in an appropriate location convenient to 
teachers.  The cost of the bulletin board shall be borne by the professional association and 
reserved for that association’s exclusive use. 
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Descriptor Term: 
 
STAFF CONDUCT WITH STUDENTS 

Descriptor Code: 
 
GBEBB 

 
   
We believe that students and staff members should interact with each other in a warm, open, and 
positive manner and that it is desirable for teachers to have a sincere interest in students as 
individuals. However, a certain distance must be maintained in order to preserve the businesslike 
atmosphere that is necessary to achieve the educational mission of the school. Interaction with 
individual students which goes beyond a professional teacher-student relationship gives rise to 
charges of inappropriate personal involvement. Such relationships are not compatible with 
professional ethics and shall be avoided. Teachers who violate this policy are subject to 
disciplinary action up to and including immediate dismissal. 
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Descriptor Term: 
 
SOLICITATIONS BY STAFF/SOLICITATIONS OF STAFF 

Descriptor Code: 
 
GBEBC 

 
 
No teacher shall use his or her position in the Rogers School District to influence parents or 
students of the district to purchase books or other merchandise, except for materials approved by 
the superintendent's office for use in the classroom. 
 
Commercial solicitation of school employees or students during school hours by agents, 
solicitors or salesmen is prohibited; however, individual teachers may confer with them on 
business at times when they are not engaged in school duties, provided they have the approval of 
their principals. 
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Descriptor Term: 
 
DRUG-FREE WORKPLACE 

Descriptor Code: 
 
GBEC 

 
   
The Rogers School District is strongly committed to providing a drug-free workplace both for 
the health and safety of its employees and as an example to its students. 

 
It is, therefore, the district’s policy that district employees are prohibited from the unlawful 
manufacture, distribution, dispensation, possession, or use of controlled substances, illegal drugs, 
inhalants, as well as inappropriate or illegal use of prescription drugs or alcohol. Such actions are 
prohibited both while at work or in the performance of official duties while off district property; 
violations of this policy will subject the employee to discipline, up to and including termination. 
 
To help promote a drug free workplace, the district has established 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. 
 
Should any employee be found to have engaged in the unlawful manufacture, distribution, 
dispensation or have been under the influence of, or in illegal possession of, any illegal drug or 
controlled substance, whether or not engaged in any school or school-related activity, and the 
behavior of the employee while engaged in such unlawful activity is such that it is detrimental to 
the school district or materially interferes with the continued performance of the employee’s 
duties, the employee may be subject to discipline, up to and including termination.  
 
Possession, use or distribution of drug paraphernalia by any employee, whether or not engaged in 
school or school-related activities, may subject the employee to discipline, up to and including 
termination. Paraphernalia in one’s vehicle or in an area subject to the employee’s control will be 
considered to be possession as though the paraphernalia was on the employee’s person.  
 
Any employee who is convicted of a violation of any state or federal law relating to the 
possession, use or distribution of illegal drugs, other controlled substances or alcohol, or of drug 
paraphernalia, must notify his/her immediate supervisor within five days of being so convicted.  
The supervisor who is notified of such a conviction shall notify the superintendent immediately.   
If the supervisor is not available to the employee, the employee shall notify the superintendent 
within the five (5) day period.    
 
Within 10 days of receiving notification of a conviction for an offense that occurred while at 
work or in the performance of official duties while off district property, whether such 
notification comes from the employee or any other source, the district shall notify federal 
granting agencies from which it receives funds of the conviction. 
 
Any employee who must take prescription medication at the direction of the employee’s 
physician, and who is impaired by the prescription medication such that he/she cannot properly 
perform his/her duties shall not report for duty. Any employee who reports for duty and is so 
impaired, as determined by his/her supervisor, will be sent home. The supervisor, prior to 
determination, will consult with at least one other school personnel such as an assistant principal, 
nurse, counselor, or school resource officer.  The employee shall be given sick leave, if owed 



any.  The district or employee will provide transportation for the employee, and the employee 
may not leave campus while operating any vehicle.  It is the responsibility of the employee to 
contact his/her physician in order to adjust the medication, if possible, so that the employee may 
return to his/her job unimpaired.  Should the employee attempt to return to work while impaired 
by prescription medications, for which the employee has a prescription, he/she will, again, be 
sent home and given sick leave, if owed any. Should the employee attempt to return to work 
while impaired by prescription medication a third time the employee may be subject to 
discipline, up to and including a recommendation of termination.  
 
Any employee discovered to have a drug and/or alcohol problem is encouraged to seek treatment 
and/or counseling. The Rogers School District will assist its employees in obtaining information 
about the dangers of drug and/or alcohol abuse in the workplace, treatment, counseling, 
rehabilitation or other available assistance programs; however, the Rogers School District will 
not pay any expenses incurred in counseling or treatment. 
 
All employees of the district are hereby notified that they are required to abide by the policies set 
forth herein, including all notification requirements set out above, as a condition of employment 
by the district. 
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Descriptor Term: 
 
TOBACCO-FREE WORKPLACE 

Descriptor Code: 
 
GBED 

 
 
The Board of Education of the Rogers Public School System is concerned for the health and 
well-being of its staff. While the general health and well-being of a staff member is his/her own 
responsibility, the board believes that it should promote and encourage the maintenance of a 
healthy body and mind. The board is strongly committed to providing a healthy and safe 
workplace for its employees. 
 
The use of tobacco and/or tobacco products by all persons is prohibited in or on any property 
owned or leased by the district, including, but not limited to: inside all schools, inside all 
enclosed school district facilities, on school buses, and in the football stadium complex. 
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Descriptor Term: 
 
STAFF PERSONAL SECURITY AND SAFETY 

Descriptor Code: 
 
GBGB 

 
 
The Board of Education of the Rogers School District shall grant any certified employee of the 
district, who is compelled by law to secure a license from the State Board of Education as a 
condition precedent to employment, leave at full pay for absence due to personal injury caused 
by either an assault or other criminal act committed against the certified employee in the course 
of his or her employment. Teachers who suffer personal injury while intervening in student 
fights, restraining a student or protecting a student from harm shall be considered to be injured as 
a result of an assault or a criminal act. 
 
The leave shall not exceed one (l) year from the date of injury and shall not be charged to the 
sick leave of the certified employee. 
 
The verification of the teacher's status as far as being on duty during the time of the incident 
shall be verified by the principal and the superintendent in writing to the board. 
 
The assault or criminal act must be verified by the proper authority, i.e., police, etc. 
 
The teacher must present a statement from a medical doctor as to the condition of the teacher's 
ability to work during this period of time. The superintendent may request that the teacher be 
examined by a medical doctor of the superintendent’s choosing to verify work ability. If there is 
a disagreement between the teacher's doctor and superintendent’s doctor, a third opinion shall be 
requested from someone that both the teacher and the superintendent agree upon and the opinion 
from the agreed upon doctor shall be the decision from which the superintendent and the teacher 
shall abide. 
 
The teacher shall not draw workers' compensation or hold any other job during the time the 
board is paying full salary under the conditions of this policy and act. 
 
The decision of the superintendent shall be final, and that decision shall not be subject to appeal 
through any administrative proceeding, including district grievance policy. 
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Descriptor Term: 
 
STAFF PARTICIPATION IN POLITICAL ACTIVITIES 

Descriptor Code: 
 

GBI 

 
 
Federal funds shall not be expended for partisan political purposes of any kind by any person 
involved in the administration of federally-assisted programs.  Partisan political purposes include 
lobbying activities, publications or other materials intended for influencing legislation. 
 
Employees may not use school facilities, equipment, supplies, materials, technology, or staff 
mailboxes to campaign for any candidate or issue in a public election.  Employees may not 
actively campaign or distribute campaign materials on school time or in school facilities.  
Arkansas law further prohibits state employees from circulating an initiative or referendum 
petition or from soliciting signatures on an initiative or referendum petition in any public office 
or during usual office hours or while on duty for any state agency. 
 
 
Legal Reference:  Ark. Ann. 7-1-103 
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Descriptor Term: 
 
PERSONNEL RECORDS AND FILES 

Descriptor Code: 
 
GBJ 

 
 
All teachers are required to have the following materials on file in the office of the 
superintendent: 
 

1.  Copy of updated transcript of college work. 
 
2.  A signed W-4 form or the contract information for deductions on state and federal 
withholdings. 
 
3.  Arkansas Teaching Certificate. 
 
4.  A copy of the social security card. 
 
5.  A copy of the birth certificate. 
 
6.  A copy of a valid driver's license or a picture ID. 

7.  Immigration and Naturalization form I-9. 

8.  District data form.  

9.  The district shall maintain a personnel file for each teacher which shall be available to     
the teacher for inspection and copying at the teacher's expense during normal office hours. 
The teacher may submit for inclusion in the file written information in response to any of the 
matters contained therein. No material originating after original employment shall be placed 
in a teacher's personnel file (excluding legally required documents) unless a teacher has had 
an opportunity to review the material. All documents in the file shall bear notation by 
reviewing supervisor and/or employee. If the teacher is asked to sign material placed in the 
file, such signature shall be understood to indicate his awareness of the material but in no 
instance shall said signature be interpreted to mean agreement with the content of the 
material. (According to Act 766, Sec. 8) 
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Descriptor Term: 
 
STAFF CONCERNS/COMPLAINTS/GRIEVANCE 

Descriptor Code: 
 
GBK 

 
 
"Grievance", as used in this policy, is hereby defined as a complaint or dispute of an individual 
employee or a group of employees related to personnel policy, salary, federal or state laws and 
regulations, or terms or conditions of employment. 
 
STEP 1* 
An employee who feels that he/she has a grievance should present the matter in writing to his/her 
immediate supervisor or principal, whomever has the authority and responsibility to deal most 
effectively with the grievance.  The written grievance should specify what policy or statute is 
alleged to have been broken, and the details of the incident.  If the problem is resolved, or no 
further action is necessary, the matter is considered closed.  NOTE:  In cases of group 
grievances, any appeal at each or any level must be newly signed only by original grievants who 
wish to continue with the appeal process. 
 
STEP 2* 
If the grievance is unresolved after Step 1, the grievant may, within five (5) working days after 
the completion of Step 1, present an appeal in writing to the next administrative level. Depending 
on the nature of the grievance, the administrator may choose to meet with the grievant within ten 
(10) working days of receipt of the grievance or he/she may simply respond in writing.  A 
written response must be hand-delivered to the grievant or postmarked within five (5) working 
days of the receipt of the appeal from the employee if a meeting is not held, or within five (5) 
working days of the meeting, if one is held.   
 
STEP 3* 
If the grievance is unresolved after Step 2, the grievant may, within five (5) working days after 
the completion of Step 2, request an appeal to the superintendent or his or her designee.  
Depending on the nature of the grievance, the superintendent or designee may choose to meet 
with the grievant within ten (10) working days of receipt of the grievance or he/she may simply 
respond in writing.  A written response must be mailed to the grievant and postmarked within 
five (5) working days of the receipt of the appeal from the employee if a meeting is not held, or 
within five (5) working days of the meeting, if one is held. 
 
STEP 4 
If the grievance is unresolved after Step 3, the grievant may submit to the superintendent a 
written request for a hearing before the Rogers Board of Education at the next regularly 
scheduled board meeting, unless both parties have agreed to a different date.  The hearing shall 
be open to the public unless the employee requests a closed hearing.  If the hearing is open, the 
parent or guardian of any student under the age of eighteen (18) years who gives testimony may 
elect to have the student’s testimony given in a closed session.  The employee shall have an 
adequate opportunity to present the grievance but no less than (90) minutes unless a shorter 
period is agreed to by the employee, and both parties shall have the opportunity to present and 
question witnesses.  The decision of the board shall be final. 
 
An employee shall be entitled to and shall be offered the opportunity to have a witness or 
representative of the employee’s choice present during any disciplinary or grievance matter with 



any administrator.  However, the representative may not be a member of the employee’s 
immediate family at any level in the disciplinary or grievance process. 
 
*The determination by the principal, superintendent, or their designees that the concern 
expressed by the employee is not a grievance may be appealed to the board for a final decision. 
 
Legal reference:  Ark. Ann. Code 6-17-208 through 6-17-210 
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Descriptor Term: 
 
PROFESSIONAL STAFF CONTRACTS AND COMPENSATION 

Descriptor Code: 
 
GCB 

 
 
Contracts: 
 
All contracts with instructional personnel employed by the Rogers Board of Education, except 
substitutes, shall be in writing and signed by officers as, provided by law. 
 
1. Teachers will have signed contracts returned to the office of the superintendent within thirty 
(30) days of the date they were tendered. 
 
2. The board of education may waive such requirement under extenuating circumstances. 
 
Salary Schedules: 
 
1. General Principles 
 

The salary schedule expresses a policy which the board expects to follow in fixing salaries, 
but it is not a contract between the board of education and the employee. The board of 
education will make every reasonable effort to maintain the schedule, but it reserves the right 
to make any additions, reductions, or other changes which in its judgment may be necessary 
from time to time. It shall be the policy of the board to review annually all scheduled salaries 
and individual salaries not on the schedule. There shall be no differential in salary allowed 
because of sex, marriage, dependents, race, color, religion, national origin, creed, age, or 
handicapping condition. 

 
All salaries shall be as specifically approved by the board as by schedule or by specific job 
descriptions. No funds shall be paid to supplement, increase, or reduce the salary of any 
employee so determined, without the prior specific annual approval of the board. 

 
2. Classification 
 

Employees will be classified for scheduling purposes by the board of education at the 
beginning of each school year. At that time they will be placed on the schedule at the levels 
warranted by their experience, training, position, and classification. Employees who feel their 
placement on the salary schedule may be on the wrong step increment or education lane must 
appeal their placement to the assistant superintendent for human resources within 30 days of 
receipt of their contract. It is the responsibility of the employee to provide all information 
regarding previous employment and educational level in order to be properly placed. 

 
3. Increments 
 

Employees will be placed on the salary schedule according to their years of teaching 
experience in any Arkansas public school.  Teachers may be credited for a maximum of 
thirteen (13) years for out-of-state experience, except in extenuating circumstances approved 
by the superintendent. Teachers who have completed a one-year internship in a masters 
program will be given credit for that year. 
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4. Additional Preparation 
 

Employees who complete an advanced degree or a designated number of credit hours shall 
receive the additional salary increment as soon as proper credentials are filed with the 
assistant superintendent for human resources, provided such records are presented to the 
Central Office by the teacher on or before October 1 of the contract year.  When applying for 
a lane change, graduate hours after the degree is conferred will be considered for the next 
salary lane. 

 
An increment will be paid for the 15-hour steps (BA+15; BA+30; MA+15; MA+30) 
provided: 

a. Minimal certification requirements have been met. (Increments will not be paid for 
hours taken to change teaching fields.) 

b. Credit leads to an advanced degree or graduate work is done in area of teaching 
assignment. 

 
5. Time of Salary Payment 
 

The wages and/or salary of an employee shall begin at the beginning of the contract period. 
The wages or salary shall be paid monthly on such calendar dates as are established by the 
board of education. 

 
All certified employees hired beginning with the 2000-01 school year shall be paid in twelve 
(12) equal installments beginning with the September payroll and ending with three 
installments paid in June, with the exception of employees on extended contracts who will be 
placed on the appropriate pay schedule. All certified staff hired before the 2000-01 school 
year may remain on the July through June pay schedule. 
 

6. Period of Time of Employment 
 

Administrators and teachers are employed on a contract day basis. 
 
7. The district will be in compliance with all state laws regarding salary distribution. 
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Descriptor Term: 

 

SICK LEAVE 

Descriptor Code: 

 

GCCAA 

 

 

I. DEFINITIONS 

A. TEACHER  Any salaried contracted employee of the Rogers School District 

who is compelled by law to secure a license from the State Board 

of Education as a condition of employment, excluding substitutes 

for purposes of this policy. 

 

 B. SICK LEAVE  Shall mean absence with full daily rate of pay from one's duties in 

the assigned Rogers Public Schools for the reason of personal 

illness, illness in the immediate family, or death in the family.  

Other extenuating circumstances may be petitioned for approval by 

the superintendent or designee. 

 

 C. DAILY RATE  The yearly salary divided by the number of contracted days. 

       OF PAY  

 

 D. EMERGENCY  Additional paid leave not to exceed five days per year which 

  LEAVE  may be granted by the Superintendent or designee for serious or 

terminal illness in the immediate family, or death in the immediate 

family. 

 

 E. IMMEDIATE FAMILY 

Spouse, children, parents (including step-family), siblings, 

grandparents, grandchildren, mother-in-law, father-in-law and  

  persons living in the same household. 

 

 F. DEATH IN FAMILY 

Includes immediate family (as defined above) and other blood 

relatives and in-laws. 

 

G. ACCUMULATED SICK LEAVE The total number of days of sick leave that an 

employee has earned, including days provided by Arkansas School Law Ann. 6-17-1206 

(Arkansas Act 177 of 1975 and amended by Act 818 of 1989, Act 834 of 1991, and Act 

774 of 1999), which provides sick leave for teachers at the rate of one day per month of 

employment or major portion thereof, and allows up to ninety days of accumulated sick 

leave to be transferred to this district from the following Arkansas entities: another school 

district, educational cooperative, state education agency, or two-year college, or from this 

school district to another school district, educational cooperative, state education agency, or 

two-year college. 

 

If a teacher resigns from the Rogers Public Schools and is rehired within a seven-year 

period, the accumulated sick leave from previous service with Rogers Public Schools will 

be restored, provided that the accumulated sick leave has not been transferred to another 

district, educational cooperative, state education agency, or two-year college in the state. 

 

 



 

 

 

 H. DISTRIBUTION OF SICK LEAVE 

 

The Rogers School District No. 30 will provide sick leave for its teachers at a minimum 

rate of ten (10) days per year or prorated portion thereof that the teacher is contracted at full 

pay. A teacher shall be entitled to such leave only for the reasons of personal illness, or 

illness in the immediate family (as defined in GCCAA, Section I., Definition E.) or death in 

the family. The Rogers district may deduct from a teacher's paycheck full compensation at 

the teacher's daily rate of pay for any days of sick leave used in excess of the number of 

days of accumulated sick leave earned.  Teachers will have unlimited accumulation of sick 

leave at the rate of one day per month of contracted time.  

 

 I.   SICK LEAVE ON MANDATORY PROFESSIONAL DEVELOPMENT DAY   

  

According to Act 1215 of 2011, the Rogers School District shall credit one day of sick 

leave to a teacher, if the teacher used one day of sick leave on a mandatory professional 

development day and made up the missed professional development on non-contract time. 

 

 

 

II. DEATH IN THE FAMILY 

 

When death occurs in the family of a teacher, up to ten days of sick leave may be taken as 

bereavement leave. Beyond that, any unused personal days may be used. In unusual situations, 

the employee may request up to five additional emergency days through direct application to the 

superintendent. 

 

III. MATERNITY LEAVE/FMLA LEAVE 

 

Grandparents attending the birth of a grandchild, or aiding in the care of a newborn grandchild, 

may use three sick days for this purpose.  Days should be used within three months of the child’s 

birth.   Any additional days must be counted as personal. 

 

Maternity leave shall be consistent with state and federal laws. Title IX of the Education Acts of 

1972 states an institution may not discriminate in employment on the basis of pregnancy or 

related conditions. A temporary disability resulting from these conditions must be treated as any 

other temporary disability for all job-related purposes, including leave, seniority, reinstatement, 

and fringe benefits. 

 

Act 137 of 1971 provides sick leave with pay during absences caused by temporary disabilities 

for all Arkansas teachers. Title IX provision makes this applicable to pregnancy disabilities. 

Teachers who must be absent from work because of a pregnancy disability are entitled to sick 

leave pay to the extent that sick leave has been accumulated. 

 

The Family and Medical Leave Act (FMLA) provides that those employees who have been 

employed by the district for the previous 12 months and have worked at least 1250 hours during 

those 12 months may take up to a total of 12 weeks of unpaid leave per year for the birth and 

care of a child; for the adoption or foster placement of a child; for illness of an employee's child 

or ward under the age of 18 (or over 18 if the child or ward is incapable of self-care because of 

mental or physical disability that limits one or more major life activities as defined by the 



Americans with Disabilities Act), parent or spouse; and, for illness of the employee. Sick leave 

shall run concurrently with FMLA leave. The district will allow six weeks of sick leave to be 

used for adoption.  Remaining FMLA leave will be unpaid and will result in pay dock at the 

employee’s regular daily rate of pay. 

 

Paternity leave shall be limited to ten paid sick days that shall run concurrently with FMLA.  In 

cases of complications, additional paid leave for family illness may be utilized if documentation 

is provided.  Paid sick leave will not apply beyond the extent to which it has been accumulated.  

If both parents are employees of the school district, the 12 weeks of FMLA leave must be shared 

between the two employees, according to federal regulations. 

 

For FMLA used for non-pregnancy related illnesses or injuries, paid sick leave will run 

concurrently with FMLA to the extent it has been earned/accumulated.  Remaining FMLA will 

be unpaid and will result in pay dock at employee’s regular daily rate of pay.  

 

In cases where FMLA does not apply (persons who have not been employed for 12 months 

and/or who have not worked 1250 hours), the district will grant up to twelve weeks of unpaid 

maternity leave, equal to what FMLA would have allowed. Paid sick leave days will run 

concurrently with the twelve-week leave as outlined above. 

 

Up to 26 weeks of FMLA may be taken because of a qualifying exigency arising out of the fact 

that a spouse, son or daughter, or parent is on active duty or call to active duty status in support 

of a contingency operation as a member of the National Guard or Reserves, or because the 

employee is needed to care for a spouse, son or daughter, parent, or next or kin who is a covered 

service member with a serious injury or illness. 

 

IV. RECORD KEEPING 

 

A record of sick leave used and accumulated shall be established and maintained by Rogers 

schools for each of its employees. 

 

Absenteeism will be reported on forms furnished to the building principal. These forms will be 

filled in and signed by teachers, substitutes and principal and returned to the superintendent's 

office for permanent filing to maintain accumulated sick leave days. 

 

 

V. REIMBURSEMENT FOR UNUSED SICK LEAVE FOR CERTIFIED PERSONNEL 

 

Unused sick leave will be reimbursed to active employees at retirement.  The three methods to be 

eligible for the reimbursement at retirement are:  1) Employees at or over age 60 as of Dec. 31 

and have five (5) or more years of Arkansas Teacher Retirement System (ATRS) service.  2)  

Employees with at least twenty-eight (28) years of ATRS service.  3)  Employees who have 

completed at least twenty-five (25) years of ATRS service may take early retirement at any age, 

but will be subject to an early retirement reduction.   

 

 

Sick days accumulated prior to the 1991-1992 school year will be compensated at $15 per day.  

Days accumulated during and after the 1991-1992 school year will be paid according to the 

substitute salary schedule at the Class II level at the time of retirement.  Sick leave days taken 

beyond the current year's allotment will be subtracted from the most recent year's allotment. The 

same reimbursement will convey to the beneficiary of a staff member who dies while under 

contract to the school district. 



 

 

VI. EXTENDED ILLNESS 

 

A. Any teacher whose personal illness or disability extends beyond accumulated sick leave 

may be entitled to a leave of absence for the remainder of the current semester and for 

three additional semesters. The board may require a doctor's certificate verifying the 

illness or disability at the time the extended sick leave begins and again at the beginning 

of each semester. All leave granted in accordance with this section shall be without pay, 

step increment, of accrual of seniority. 

 

B. A leave of absence of up to one school year, without pay or step increment, may be 

granted for the purpose of caring for a sick member of the teacher's immediate family, 

and such leave may be extended for one additional year. 

 

Requests for leave as provided in Sections A and B above shall be in writing to the 

superintendent.  If leave provided for in Sections A or B of this article is denied, the denial shall 

be in writing. 
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Descriptor Term: 
 
SICK LEAVE BANK 

Descriptor Code: 
 
GCCAAA 

 
 
I.  Definition: 

A. The Rogers Board of Education agrees that a Sick Leave Bank (SLB) will be 
established and may be used by an employee eligible for membership in the bank. 

B. Use of Sick Leave Bank days will commence after a member of the bank has 
exhausted his/her accumulated sick leave. Sick leave bank days may be used only for 
catastrophic illness and with the written approval of the SLB Committee. 

II.  Participation in the SLB is available to all certified employees who are eligible for sick 
leave, and is on a voluntary basis. 

An employee becomes a member of the SLB by contributing one (1) sick day to the bank. 
SLB members will be asked to contribute additional days when all but fifty (50) of the 
donated days have been used. New staff members and others not contributing previously 
will be given an opportunity to join each September. Notification of said contribution 
shall be on the SLB form. Copies of this form transferring sick leave days to the bank 
will be forwarded by the building principal to the superintendent's office, which in turn 
will provide a copy to the chair of the SLB Committee. The superintendent's office shall 
also notify the SLB Committee of its total accumulations of sick leave days by October 1 
of each school year. 

III.  Sick Leave Bank Committee 

A. The SLB shall consist of seven (7) members as follows: 

1. Four certified contributing members of the SLB (two elementary, one middle, 
and one high school)  

2. The district head nurse,  
3. The district payroll/insurance clerk, and  
4. The superintendent or designee. 
 

B. Committee members not assigned by position will serve a three-year term and are 
eligible to be re-elected for one additional consecutive three-year term, with the 
elementary, middle, and high school positions being elected in rotating years. (Upon 
approval of this policy, lots will be drawn for 1-year, 2-year, and 3-year slots to establish 
the rotation). Nominations may be made at-large during the last week of August each 
year. Elections by secret ballot will be held during the first week of September and will 
be conducted by the out-going member(s) and the permanent members of the committee. 
Only members of the sick leave bank are eligible to vote. 

C. The SLB committee shall elect a chairperson and a secretary from its members. 

IV.  The SLB Committee shall administer the bank according to the following: 

A. SLB days may only be used upon exhaustion of a bank member's accumulated sick 
leave. 



 

B. SLB days will be granted a member only for catastrophic personal illness or 
catastrophic illness in his/her immediate family. 

C. A request for SLB days shall be on the SLB form.  

D. When the chairperson of the SLB Committee receives a request for use of SLB days 
he/she shall call a meeting of the committee within five (5) school days. 

E. At any time, except in cases of hospitalization, committee members may request an 
applicant to undergo a physical examination by a physician approved by the committee. 
Said examination expense shall be borne by the applicant. 

F. Sick leave grants made from the bank shall be of no more than ten consecutive school 
days for the individual applicant. No applicant shall be eligible for more than three grants 
a year. 

G. In cases where the SLB Committee denies a request for use of SLB days, the applicant 
may appeal the decision to the school board. The denial of any request shall be in writing. 

H. In the event that the total available days in the SLB is less than fifty (50), the SLB 
Committee has the authority to solicit additional contributions to the SLB in accordance 
with Section II of this article. 

I. The SLB Committee shall be responsible for the proper administration of the SLB, the 
maintenance of records regarding SLB days and their usage, and the promotion of 
participation in SLB. 
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Descriptor Term: 
 
SHORT-TERM LEAVE OF ABSENCE 

Descriptor Code: 
 
GCCAB 

 
I. Personal Leave 

Four days of the accumulated sick leave may be used each year for personal business leave which is 
defined as personal business which can be taken care of only during the school day. This leave is not 
cumulative and may not be carried over to the following year. If personal days are not used, they do 
accrue as sick leave and are carried over to the accumulated sick leave for use as sick leave in subsequent 
years. 

After teaching in the Rogers School District for ten years, five consecutive personal days will be allowed 
every three years. 

In the event that an employee plans to take three or more consecutive personal days, three business days 
notice shall be given to the principal or administrator. These days are to be granted at the discretion of the 
building principal. 

Personal days will not be granted on professional development days except for extremely compelling 
reasons.   

Personal days should not be taken the day before or after a vacation day (a vacation day is defined as a 
weekday when both teachers and students are not present) or during the first or last week of school. In the 
rare instance this is necessary, the request for personal days shall be in writing to the superintendent at 
least three days prior to the requested leave days.  The superintendent may, at his or her discretion 
depending on the circumstance, approve the request as a personal day or as a day without pay.  If a day 
without pay is granted, it shall not count against accumulated personal/sick leave, but the personal day 
that would have been taken will accrue as a sick day.  Approved requests should be for “once in a 
lifetime” type events and extremely limited. 

Employees who receive approval from the superintendent or designee to use more than the allotted 
number of personal days in a year will be docked at the employee's daily rate of pay, even when 
accumulated sick leave exists. 

II. Professional Leave 

Leave of absence for attendance at conferences of local, state, and national professional meetings and 
teacher workshops may be granted to those teachers who are elected delegates or building representatives 
to those meetings. Professional leave may be granted to certified personnel to attend workshops, visit 
exemplary programs and other appropriate training sessions, upon request. The number of professional 
days are allotted to each building by the district administration. The principal has the responsibility for 
distribution of days among the building staff. 

III. Military Leave 

All teachers and administrators who desire to take a leave of absence for the purpose of participating in 
military training programs or other official duties made available by the Arkansas National Guard or of 
the reserve branches of the armed forces or for the purpose of participating in the civil defense and public 
health training programs made available by the United States Public Health Service shall be entitled to 
such a leave of absence for a period of fifteen (15) days, plus necessary travel time, in any fiscal year. To 
the extent this leave is not used in a fiscal year, it will accumulate to a maximum of thirty (30) days 
available in any one fiscal year. Whenever a teacher or administrator is granted a leave of absence under 
these provisions, he/she shall be entitled to his/her regular salary during such leave of absence, minus the 
cost of any substitute employed in his/her absence. (Arkansas Code 6-17-306) 
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Descriptor Term: 
 
LONG-TERM LEAVE OF ABSENCE 

Descriptor Code: 
 
GCCAC 

 
 
I.  Types of Leave 

A. A teacher may be granted, with increment, a leave of absence for one year to engage 
in a full-time course of study related to his/her career in education at a college or 
university. If a teacher does not engage in a full-time course of study, as defined by the 
college or university, unless the college or university is not conducting the course or 
substitute courses that the teacher stated he/she planned to enroll in, the teacher shall 
forfeit his/her accumulated benefits, including sick leave, and shall forfeit his/her right to 
return to the district. 

B. Teachers and administrators called to duty in emergency situations by the Governor or 
by the President shall be granted leave with pay, minus the cost of any substitute 
employed in his/her absence, not to exceed thirty (30) working days, after which leave 
without pay will be granted. This leave shall be granted in addition to all other leave to 
which the teacher or administrator shall be entitled. During a leave of absence, teachers 
and administrators shall be entitled to preserve all seniority rights, efficiency or 
performance ratings, promotional status, retirement privileges, life and disability 
insurance benefits, and any other rights, privileges, and benefits to which they have 
become entitled. The school district shall continue to contribute its portion of any life and 
disability insurance premiums during the leave of absence on behalf of the teacher or 
administrator, if requested, so that continuous coverage may be maintained. (Arkansas 
Code 6-17-306) 

C. A teacher, after every ten years of service in the Rogers School District, may request a 
one-year leave of absence for reasons other than full-time study or military service. The 
request will be considered only if a qualified and certified replacement is available. The 
decision of the superintendent shall be final. 

II.  Returning from Leave 

A teacher with at least ten years of service in the Rogers School District who is returning 
from leave may return to the same position, if possible. Teachers with fewer than ten 
years service with Rogers Public Schools may be placed in any position for which they 
are certified upon return from leave of absence. 

A teacher who is planning to return to work following a long-term leave of absence, must 
notify the assistant superintendent for human resources in writing at least one week prior 
to the April board meeting when contracts are renewed. Failure to do so will result in the 
teacher's position being declared vacant. 
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Descriptor Term: 

 

LICENSED PERSONNEL COVID EMERGENCY LEAVE 

Descriptor Code: 

 

GCCAD 

 

The District provides paid leave for its employees who meet both of the following requirements: 

1. The employee:  

a. Is ordered by the District, a medical professional, or the Arkansas Department of Health 

(ADH) to quarantine or isolate due to COVID-19 for one of the following reasons: 

i. Testing positive for COVID-19; 

ii. Experiencing COVID-19 symptoms and seeking a medical diagnosis; or 

iii. Is a probable close contact or close contact.; or 

b. Needs to care for a dependent who is subject to a quarantine or isolation order; and 

2. The employee’s job duties are not able to be performed remotely. 

The employee is responsible for providing the District proof that the employee or the employee’s 

dependent has received a quarantine or isolation order. The proof may be in any of the following 

forms, as applicable: 

 A positive test result;  

 Proof of receipt of a PCR test;  

 A written quarantine or isolation order from the employee’s or the employee’s 

dependent’s treating physician, the ADH, or the District’s Point Of Contact (POC); or  

 Written notification of close contact or potential close contact status from ADH, the 

District POC, or another district’s POC if the close contact is from another district.  

In addition to other appropriate documentation, employees who intend to take leave under this 

policy due to the need to care for a dependent must submit a written statement indicating the 

relationship with the dependent, the dependent’s age, and that the employee is the only 

individual capable of caring for the dependent. 

An employee who receives COVID Emergency Leave shall be paid the employee’s full daily 

rate of pay. An employee shall not have days charged against the number the employee is 

eligible for under this policy for days when the employee is not expected to perform duties, such 

as holidays. The paid leave provided under this policy shall be used for eligible leave before 

other forms of District provided paid leave are used, including sick leave, personal leave, and 

vacation. 

An employee’s eligibility to receive paid leave under this policy expires on June 30, 2021.  

Legal References:  Commissioner’s Memo COM-21-061 

       29 C.F.R. Part 826 
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Descriptor Term: 
 
PROFESSIONAL STAFF RECRUITING 

Descriptor Code: 
 
GCE 

 
 
An outstanding educational program in this school system is dependent upon the employment 
and retention of the best qualified professional personnel. This will be accomplished by giving 
careful consideration to qualifications and by providing attractive salary schedules, adequate 
facilities, and good working conditions. 

1 . The board encourages young men and women to enter the profession of education in this 
community and to make it their career. Currently employed professional personnel share a 
common responsibility for supporting this position. 

2. Teacher recruitment and selection is the responsibility of the superintendent and assistant 
superintendent for human resources or designee. Principals and directors will assist as needed. 
General staff recruitment and selection is the responsibility of the administrative staff. 

3. Factors which influence selection of professional personnel are as follows: 

a. Training and certification 

b. Professional competence 

c. Personality and compatibility 

d. Suitability for the position 

e. Professional attitude 

4.  The Rogers School District is an equal opportunity employer. 

5. All professional personnel selected for employment must be approved by the superintendent 
and recommended to the board for election. 

6. When the district is in a period of growth, the superintendent may authorize the administrative 
staff to recruit a limited number of personnel for areas of teacher shortage and/or minority 
candidates in anticipation of available positions. In such cases, the anticipated openings will 
be posted in all buildings so that present staff can submit application for transfer. Persons 
hired will be assigned to budgeted areas. This will allow the district to recruit outstanding 
personnel and to be an affirmative action employer. 
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Descriptor Term: 
 
PROFESSIONAL STAFF HIRING 

Descriptor Code: 
 
GCF 

 
 
All employees of the Rogers School District must reside near enough to their place of 
employment to enable them to fulfill all professional responsibilities. 

All employees of the Rogers Board of Education, except the superintendent, shall be selected on 
nomination of the superintendent. Should a person nominated by the superintendent be rejected 
by the board of education, it shall be the duty of the superintendent to make another nomination. 

It shall be the duty of the superintendent to see that persons nominated for employment by the 
board of education shall meet all qualifications established by law and by the board of education 
for the type of position for which the nomination is made. 

All newly hired teachers will be assigned a one-year probationary period. New hires who have 
not completed a three-year probationary period in the state of Arkansas will be assigned a three-
year probation. 
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Descriptor Term: 
 
ARRANGEMENTS FOR SUBSTITUTE STAFF 

Descriptor Code: 
 
GCGB 

 
 
The Rogers School District shall maintain an active list of persons qualified to act as substitute 
teachers. The district may maintain the substitute list or outsource to a third party with school 
board approval.  Substitutes shall be paid in accordance to the substitute teachers' salary 
schedule. Substitutes are to be contacted by the school office and not by individual teachers. 

Teachers may recommend to the principal the substitute they would prefer to have in their rooms 
while they are gone. Only those substitutes on the official substitute list may be used. 

Substitute teachers will be encouraged to familiarize themselves with classroom procedures and 
materials by visiting classroom prior to serving as a substitute in that room whenever possible. 

When a substitute cannot be found for an elementary classroom teacher, and that teacher's 
students are divided between teachers for a half-day or more, the highest rate of substitute pay 
shall be divided and paid to the teachers receiving the absent teacher's students. 

Secondary teachers who substitute during non-duty, non-teaching time will be compensated at 
their regular hourly rate of pay (see also Policy GCMA). 
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Descriptor Term: 
 

SUBSTITUTE TEACHING 

Descriptor Code: 
 

GCGBA 

 
 
The assistant superintendent for human resources shall maintain a list of qualified substitute 
teachers or work collaboratively with a third party approved by the school board to maintain a 
list of qualified substitute teachers.  They shall be classified and paid based on certification, 
college degree, or high school diploma. 
 
Substitutes will continue on the substitute list unless they notify the school district that they wish 
their name removed.  The principal may block a substitute from his/her building or the district by 
notifying the assistant superintendent for human resources when the substitute’s ability to 
manage the classroom effectively is found to be not in the best interests of the children. 
 
By using the regular teacher’s lesson plans, the substitute teacher shall carry on the planned 
activities as nearly as possible.  The substitute teacher shall indicate on the lesson plans or by 
another means the material covered or activities completed in the absence of the regular teacher. 
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Descriptor Term: 
 
PROFESSIONAL DEVELOPMENT:  PROFESSIONAL 
DEVELOPMENT DAYS 

Descriptor Code: 
 
GCIB 

 
Rogers Public Schools will provide opportunities for professional growth to improve curriculum 
and instruction on the ten scheduled professional development days (60 hours) every year.  
 
In the 2013-2014 school year and every fourth year thereafter, all educators shall obtain two (2) 
hours of professional development in Child Maltreatment/Mandated Reporter.  
 
In the 2014-2015 school year and every fourth year thereafter, all educators shall obtain two (2) 
hours of professional development in Parental Involvement. 
 
In the 2014-2015 school year and every fourth year thereafter, each administrator shall obtain 
two (2) hours of professional development in Parental Involvement. 
 
In the 2015-2016 school year and every fourth year thereafter, all educators shall obtain two (2) 
hours of professional development in Teen Suicide Awareness and Prevention. 
 
In the 2016-2017 school year and every fourth year thereafter, each teacher who provides 
instruction in Arkansas history shall obtain two (2) hours of professional development in 
Arkansas History. 
 
Administrators are required to obtain training in data disaggregation, instructional leadership, 
and fiscal management. Up to twelve hours of professional development credit may be earned 
for time spent planning and preparing curriculum and materials prior to the students’ first day of 
classes and in accordance with the activities approved in the Arkansas Department of 
Education’s Rules and Regulations for Professional Development.  When professional 
development is held at individual schools, the staff majority will determine their own starting 
time, ending time, and length of lunch. 
 
If one or more professional development flex day(s) are built into the school calendar, six hours 
of pre-approved professional development, earned outside of contract time, before the designated 
flex day(s), may be traded for each of those day(s) each year.   
 
The professional development calendar year is June 1-May 31.   
 
Teachers who miss a scheduled professional development day(s) will be charged a sick or 
personal day, depending on the reason for the absence.  Personal days will not be granted on 
professional development days except for extremely compelling reasons.  Teachers who miss the 
scheduled professional development day(s) must meet the district requirement for the minimum 
number of professional development hours, which may result in participating in an approved 
professional development activity on non-contract time.  In addition, according to Act 1215 of 
2011, the Rogers School District shall credit one day of sick leave to a teacher, if the teacher 



used one day of sick leave on a mandatory professional development day and made up the 
missed professional development on non-contract time. 
 
All professional development hours which are to be counted toward meeting the state 
requirement must support curriculum and instruction, must be related to the school improvement 
plan, must be designed to increase student achievement, and must be approved by the building 
principal according to the Arkansas Department of Education Rules and Regulations for 
Professional Development. 
 
NOTE: Teachers who are on a long-term leave of absence must also meet the state requirement. 
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Descriptor Term: 
 
INSTRUCTIONAL STAFF ASSIGNMENTS 

Descriptor Code: 
 
GCKA 

 
 
The Rogers School Board recognizes that the size of a class, in terms both of the number of 
students and the nature of the demands placed upon the teacher by the needs of those students, is 
critical in assessing the quality of educational opportunity and in determining the workload of the 
teachers. It is acknowledged that the primary duty and responsibility of the teacher is to teach 
and that the organization of the school day should be directed toward insuring that the energy of 
the teacher is primarily utilized toward this end. 

Because the pupil-teacher ratio is an important aspect of an effective educational program, the 
Rogers School Board stresses that any applicable State Department of Education regulations 
concerning class size of classroom shall apply. 

A. It shall be the responsibility of the building principal to make room and pupil assignments to 
teachers.  

B. In the event of change in room or pupil assignment, the teacher or teachers involved should be 
given reasonable notice by the principal in advance. 

C. Any class shall be further reduced in size below State maximums when the number or nature 
of the pupils assigned to any room is larger than or otherwise inappropriate for: 

1. The capacity of teaching facilities, number of adequate teaching stations, or number of 
adequate pupil stations available in the room 

2.  Suitability of the room to content of the course, the methods of instruction to be 
employed 

3.  Any conditions which may adversely affect the health, safety, or supervision of the 
pupil. 

D. Class Size Impact 

The Rogers School System acknowledges that while the school board may exercise its authority 
to set the size of classes, there exists a definite relationship between the size of a class and the 
needs of the students in it, and the amount of work required of the teacher. In recognition of the 
significant impact of class size upon the working conditions of teachers, the considerations set 
forth below shall apply to any individual classroom or building which exceeds the maximums as 
defined by the Department of Education: 

1. There shall be access to a teacher aide or volunteer for non-teaching duties such as 
corridor, bus, lunchroom, etc. to facilitate teacher planning times. 

2. When individual classrooms or buildings reach State Department of Education 
maximums, the school board shall present plans for alleviating crowded conditions 
and reducing class sizes. 
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Descriptor Term: 
 
TRANSFER 

Descriptor Code: 
 
GCKAA 

 
 
Teachers are subject to transfer from position to position at the discretion of the superintendent. 
The following factors shall be considered in the transfer of teachers. 

1. When involuntary transfers are made, a conference of all employees concerned shall be held 
with the superintendent. Reasons for the transfer shall be discussed. The disposition of the 
case shall be in writing by the superintendent to all parties involved. The superintendent's 
decision shall be final. 

2. When teachers are transferred for reasons of decreased enrollment, consideration shall be 
given to the length of and to the quality of service these teachers have rendered in the system. 

3. Teachers may request transfer to a different assignment in another building by completing an 
online transfer request (go to the district webpage, click Careers/Human Resources 
Department/Apply Online). Requests for change of assignment within the same building may 
be handled internally by the building principal and do not need to be online. 

4.  A. Positions newly created, or openings in existing positions, which become available 
with advance notice will be posted on the district web page so that teachers within the 
system may be made aware of them and may request consideration for the positions 
for the new school year. Employees who have already submitted request for transfer 
(following procedures outlined) will be given first consideration.  Staff members who 
have been employed by the district fewer than three years are not guaranteed 
consideration for transfer. 

 B. Qualifications, requirements, duties, salary, and other pertinent information shall be 
set forth in notices of vacancies. 

 C. Any teacher holding the necessary credentials may apply for a vacancy and all 
applications shall be in writing and shall set forth the position for which the applicant 
is to be considered. 

 D. At any time, in filling any vacancy, the board agrees to give due weight to the 
professional background and attainments of the applicants and their length of service 
in the system. 

 E. Unsuccessful candidates for a position shall be notified of the final decision.  
 F. The qualifications set forth for a particular position shall not be changed unless written 

notification is given in advance to all applicants. 
NOTE: People on leave will be given consideration before the position is considered vacant.  
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Descriptor Term: 
 
LENGTH OF INSTRUCTIONAL DAY 

Descriptor Code: 
 
GCLA 

 
 
A. A schedule for each school will be established before the beginning of the school term. 

B. Teachers - All teachers in the Rogers School District are required to arrive at their individual 
school 15 minutes before the first bell of the students’ regular school day.  All teachers shall 
be required to remain at school 15 minutes after the close of the students’ regular school day 
except on Mondays and Fridays.  The building principal may flex the teacher’s contractual 
day up to 15 minutes in order to provide adequate supervision for students and teacher 
collaboration.  However, the building principal may not require more than 60 minutes of non-
instructional duty per week. 

    Mondays will be deemed ‘meeting days’, and may be called by administration as needed.  The 
Monday meetings will begin no later than 20 minutes after student dismissal time and last no 
longer than 60 minutes. District Mondays may have the flexibility to schedule 90 minute 
meetings for training purposes and special circumstances. Principals may cancel a meeting if 
necessary. No Monday meetings will be held on scheduled conference weeks.  Only 
emergency meetings may be called on Fridays or on any day immediately preceding any 
holiday or other day when teachers’ attendance is not required at school.   

The Rogers School District will use the following schedule for Monday meetings: 

1st Monday – Building Meetings 

2nd Monday – District Meetings 

3rd Monday – Building Meetings 

4th Monday – ESOL and SpEd Departmental Meetings 

 

Teachers are allowed to leave school when school is dismissed on Fridays and last day of 
school before holidays. 

Teachers are allowed to leave school at lunch or during planning periods provided they are not 
on duty and they obtain permission from their respective administrator. They must follow the 
regular checkout procedure. 

Exceptions should be approved by the building principal. 

C. Administrators - Administrators should ordinarily be in their buildings ahead of students and 
teachers and should remain in their buildings until students and teachers have gone. Principals 
who leave their buildings for any purpose other than attendance at civic clubs, principals' 
meetings, or other routine business affairs, should have prior approval of their respective 
assistant superintendent for instruction. 



D.  Library Media Specialists and Guidance Counselors - Library media specialists and guidance 
counselors are expected to be at their individual schools and have their offices open to receive 
students and/or books on the same schedule as stated for teachers as in paragraph B above. 
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Descriptor Term: 
 

PROFESSIONAL STAFF PLANNING TIME 

Descriptor Code: 
 

GCMA 

 
A. Preparation Time – Classroom employees shall, in addition to their lunch period, have 

daily preparation time during which they shall not be assigned to any other duties in the 
amount of 200 minutes a week, with a daily uninterrupted block of at least forty (40) 
minutes during the student instructional day, unless the teacher submits a written request 
to be allowed to have his or her planning time scheduled at some other time other than 
during the student instructional day. 

 
Teachers who are not regular classroom employees shall be provided with preparation 
time to the same extent and in the same manner as other employees. 
 
It is desirable for each employee to have an uninterrupted period each day.  The practice 
of using a regular employee as a substitute, thereby depriving him of his preparation 
period, is undesirable and shall be discouraged.  A teacher who does not receive the 
planning time required during the instructional day shall be compensated at his or her 
hourly rate of pay for each missed planning period, except for planning periods missed 
because of occasional, not regularly-scheduled field trips, fire drills, bomb threats, etc. 

 
B. Lunch Periods –Teachers shall have a daily duty-free lunch period of 30 minutes.  Any 

teacher not receiving a duty-free lunch shall receive his or her hourly rate of pay for each 
missed lunch period unless the teacher waives the right to be compensated. 

 
C.  Meetings - Mondays will be deemed as ‘meeting days’, and may be called by 

administration as needed. The Monday meetings will begin no later than 20 minutes after 
student dismissal time and last no longer than 60 minutes.  District Mondays may have 
the flexibility to schedule 90 minute meetings for training purposes and special 
circumstances.  Principals may cancel a meeting if necessary. No Monday meetings will 
be held on scheduled conference weeks.  Only emergency meetings may be called on 
Fridays or on any day immediately preceding any holiday or other day when teachers’ 
attendance is not required at school.   

                        
D. Compensated extra duty assignments shall be rotated as much as practicable.  A teacher 

accepting such extra duty shall be compensated according to the salary schedule. 
 
Legal reference:  Ark. Ann. Code 6-17-111 and 6-17-114 
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Descriptor Term: 
 
TEACHER AND PARENT COMMUNICATION 

Descriptor Code: 
 
GCMC 

 
 
The Rogers School District recognizes and values the partnership between school and home as a 
critical factor in student achievement. Communication with parents or guardians is encouraged 
on a regular and ongoing basis. Personal contact is required with the parent(s) or guardian(s) of 
students not performing at the expected level.  
 
Formal progress reports will be sent to parents or guardians at least four times per year, at the 
end of each quarter of the school year. 
 
Parent-teacher conference time will be scheduled at all schools twice each year, once in each 
semester, to discuss students’ academic progress. Parent or guardian participation will be 
documented. Elementary classroom teachers shall communicate academic progress directly with 
the parent(s) or guardian(s) of each student at least once a semester through a parent-teacher 
conference, telephone conference, or a home visit. 
 
The Rogers School District values its teachers and staff members and recognizes the need for 
them to attend their own children’s parent-teacher conferences.  Teachers and staff shall be 
allowed to attend such conferences. 
 
This policy meets the requirement set forth in the Standards for Accreditation of Arkansas Public 
Schools. 
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Descriptor Term: 
 
GRADING/REPORT CARDS 

Descriptor Code: 
 
GCMCA 

 
   
Evaluation of student academic progress is a primary responsibility of the teacher. Parents and 
students should receive regular feedback on progress toward meeting academic goals and 
objectives. The feedback may take many forms, including grade reports, conferences, phone 
conferences, and written communication. 
 
Grade report cards will be issued four times a year showing progress made for the quarter. 
Grades earned by students for performance in a subject shall reflect only the extent to which a 
student has achieved the expressed academic objectives for the course. Grades that reflect other 
educational objectives such as the student learning standards contained in the curriculum 
frameworks may also be given. 
 
This policy meets the requirements set forth in the Standards for Accreditation of Arkansas 
Public Schools. 
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Descriptor Term: 
 
TEACHING AIDS AND MATERIALS 

Descriptor Code: 
 
GCMF 

 
   
The Rogers Board of Education recognizes the need for providing adequate instructional 
materials, equipment, and supplies for teachers in order to assist them in the effective discharge 
of their responsibilities.  It is agreed, therefore, that by the end of the year, all teachers shall be 
given an opportunity to express in writing their needs for materials, equipment, and supplies for 
the following school year. Their requests shall be given to their immediate supervisor, who shall 
compile all the requests of his/her department or building. 
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Descriptor Term: 
 
SUPERVISION OF IMMEDIATE FAMILY 

Descriptor Code: 
 
GCNAA 

 
 
Immediate family members, including spouse, children, parent(s), brothers or sisters, shall not be 
employed in a building where his/her family member is an administrator. This policy shall 
become effective with the 1995-96 school year. Those situations which currently exist within the 
system shall be grandfathered. 
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Descriptor Term: 
 
EVALUATION OF PROFESSIONAL PERSONNEL 

Descriptor Code: 
 
GCO 

 
Definitions 

 
"Beginning administrator” means a building level or district level leader who has not completed 
three (3) years of experience as a building level or district level administrator. 
 
“Building level or district level leader” means an individual employed by the District whose job 
assignment is that of a building level or district level administrator or an equivalent role, 
including an administrator licensed by the State Board of Education, an unlicensed administrator, 
or an individual on an Administrator Licensure Completion Plan. Building level or district level 
leader does not include the superintendent, deputy superintendents, associate superintendents, 
and assistant superintendents. 
 
 “Novice teacher” is a teacher who has less than three (3) years of public school classroom 
experience. 
 
"Teacher" has the same definition as A.C.A. § 6-17-2803(16). 
 

Teachers 
 

Teachers will be evaluated under the provisions and timelines of the Teacher Excellence and 
Support System (TESS). 
 
The superintendent or designee(s) shall develop procedures to govern the evaluation process and 
timelines for the evaluations. 

Teachers will be evaluated under the schedule and provisions required by TESS. All teachers, 
other than novice teachers, will have a summative evaluation over all domains and components 
at least once every four (4) years. Novice teachers will receive a summative evaluation in the 
year following the completion of their novice period and will be added to the four (4) year 
summative evaluation rotation for following years. Novice teachers will receive feedback on the 
entire rubric each year as a novice teacher.  A teacher who transfers into the Rogers School 
District from another Arkansas LEA with three consecutive years teaching experience in the 
same Arkansas district shall have a summative evaluation at the end of the year. 

All teachers shall develop a Professional Growth Plan (PGP) annually that identifies professional 
growth outcomes to advance the teacher's professional skills and clearly links personalized, 
competency-based professional learning opportunities to the professional growth outcomes. The 
teacher’s PGP must be approved by the teacher's evaluator. If there is disagreement between a 
teacher and the teacher’s evaluator concerning the PGP, the decision of the evaluator shall be 
final. 
 
An overall performance rating will be assigned as a result of the summative evaluation process.  
This rating will be derived from: 
1. A written evaluation of the teacher’s performance on all evaluation domains as a whole; 
2. The evaluation framework and evaluation rubric appropriate to the teacher’s role;  



3. Multiple sources of evidence of the teacher’s professional practice including, but not limited 
to: 

a. Direct observation; 
b. Indirect observation; 
c. Artifacts; and 
d. Data; and 

4. Presentations of evidence chosen by the teacher, the evaluator, or both. 
 
The Summative evaluation shall provide an opportunity for the evaluator and the teacher to 
discuss the review of the evidence used in the evaluation and provide feedback that the teacher 
can use to improve his/her teaching skills and student learning. 
 
While teachers are only required to be summatively evaluated once every four (4) years, the 
teacher's evaluator may conduct a summative evaluation in any year.  
 
A teacher shall continue to demonstrate a commitment to student learning in formative years by 
furthering the teacher’s professional growth and development as guided by the teacher’s PGP. 
The teacher’s evaluator, or one or more individuals selected by the evaluator, shall support the 
teacher on an ongoing basis throughout the formative years by: 
o Providing teachers with immediate feedback about teaching practices; 
o Engaging teachers in a collaborative, supportive learning process; and 
o Helping teachers use assessment methods supported by evidence-based research that inform 

the teacher of student progress and provide a basis for adapting teaching practices. 
 
An overall performance rating is not required in a formative year, the teacher’s job performance 
will be measured on how well the PGP’s goals have been met. 
 

Building Level or District Level Evaluations 
 

Building level or district level leaders will be evaluated under the schedule and provisions 
required by the Leader Excellence and Development System (LEADS). 
 
The superintendent or designee(s) shall develop procedures to govern the evaluation process and 
timelines for the evaluations. 
 
Building level or district level leaders, except for beginning administrators, shall have a 
summative evaluation at least once every four (4) years.  Beginning administrators shall have a 
summative evaluation in the year following the completion of their beginning administrator 
period and will be added to the four (4) year summative evaluation rotation for following years.  
A building level or district level leader who transfers into the Rogers School District from 
another Arkansas LEA with three consecutive years building level or district level experience in 
the same Arkansas district shall have a summative evaluation at the end of the year. 
  
A building level or district level leader shall complete a PGP based on the standards and 
functions determined during the initial summative evaluation meeting with the superintendent or 
designee. If there is disagreement between a building level or district level leader and the 
leader’s evaluator concerning the PGP, the decision of the evaluator shall be final. 
 
The building level or district level leader shall annually revise his/her PGP and associated 
documents required under LEADS.  In a non-summative evaluation year, his/her job 
performance will be measured on how well the PGP's goals have been met. 



 
The Superintendent, or designee shall use the evaluation framework and rubric that is appropriate 
to the role and responsibilities of the building level or district level leader when conducting the 
building level or district level leader’s summative evaluation. The Building level or district level 
leader’s summative evaluation shall result in a written overall performance rating that is based on 
multiple sources of evidence of the building level or district level leader’s professional practice, 
which may include: 
a. Direct observation; 
b. Indirect observation; 
c. Artifacts; and 
d. Data. 
 
When the Superintendent or designee conducts a summative evaluation, he/she will base the 
building level or district level leader's continuing employment recommendation on: 

• The level of performance based on the performance functions and standards of the 
evaluation rubric;  

• The evidence of teacher performance and growth applicable to the building- or district-
level leader; and  

• The building- or district-level leader’s progression on his or her professional growth plan. 
 
While building level or district level leaders are required to be summatively evaluated once every 
four (4) years, the Superintendent or designee may conduct a summative evaluation in any year. 
 
 
 
Legal References: A.C.A. § 6-17-2801 et seq. 

A.C.A. § 11-3-204 
ADE Rules Governing Educator Support and Development  
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Descriptor Term: 
 
RENEWAL OF CONTRACTS 

Descriptor Code: 
 
GCOE 

 
 
Staff members are employed by the Rogers Board of Education upon recommendation by the 
superintendent of schools.  The employment of administrative, supervisory, and regular teaching 
staff is evidenced by written contracts, which are binding on both employer and employee, and 
are reissued in May or June of each year with the new salary of the employee.  All contracts are 
considered to be “continuing contracts,” and are automatically reissued unless the employee is 
notified otherwise as set forth in the Teacher Fair Dismissal Act.  If the reissued contract is not 
received in writing at the administrative office within thirty (30) days of date issued, the position 
shall be declared vacant. 
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Descriptor Term: 
 
INSTRUCTIONAL STAFF REDUCTION IN FORCE 

Descriptor Code: 
 
GCQA 

 
 

Reduction in Force (RIF) is a policy to guide the Rogers School District, if it becomes necessary, 
to reduce certified staff members due to a decline in student enrollment, financial conditions, 
program revision or elimination, the closing of facilities, and/or school district reorganization. 
Whenever a reduction in certified staff members becomes necessary in the opinion of the Rogers 
Board of Education, the following policy will be utilized to accomplish the necessary reduction 
action: 

I. DEFINITION 

A. Reduction in Force (RIF) - RIF as used in this policy will mean district-wide reduction 
in certified staff members. 

B. Seniority - Seniority as used in this policy will be determined by the employee’s most 
recent hire date (date of job acceptance). 

C. Attrition - Attrition is defined as a position left vacant when a teacher voluntarily 
resigns, retires, or is dismissed from the district. 

II. PROCEDURES 

A. The board of education, upon a recommendation by the superintendent shall determine 
the number of staff members to be placed on RIF leave and the subject area(s), 
field(s), and/or program(s) to be affected. 

B. To the fullest extent possible, normal attrition will be considered prior to reduction in 
force. 

C. The selection of teachers to be recommended for reduction in force shall be made on a 
district-wide basis rather than on a building basis by the superintendent on the basis of 
the criteria and priorities listed below: 

1. Seniority - Teachers will be laid off in reverse order of district seniority, as 
defined above, by certification area in which staff reductions are made. 

2. If district experience between two (2) or more teachers is equal, reduction will 
be determined by prior teaching experience; and if prior teaching experience is 
equal, the higher educational level of the respective teachers shall control. If 
the educational level is equal, those teachers with provisional certificates will 
be reduced. 

D. Notification - Written notification to staff members affected by reduction in force will 
be provided as early as possible, but no later that May 1. 

E. Recall - If the board increases the number of teachers or has a vacancy at any time 
after the reductions, the board shall first offer re-employment to the teacher(s) laid off 
in the reverse order of the lay-off specified in II C above. A teacher's failure to respond 



affirmatively within fifteen (15) calendar days shall result in termination of the 
teacher's right of recall hereafter. If a teacher affected by reduction fails to keep the 
superintendent's office notified of current address, he/she waives the opportunity for 
recall. 

III. PROVISIONS 

A. A teacher placed on RIF leave may engage in teaching or another occupation during 
the period of such leave. 

B. A RIF-leave status shall not continue beyond two (2) years, unless the leave status is 
extended by Board action. 

C. All fringe benefits to which an employee was entitled at the time of RIF leave, 
including sick leave, personal business days, etc. will be restored to him/her upon 
returning to full-time employment with the school district. No benefits will accrue 
during RIF-leave status. The employees recalled from RIF leave will be placed on the 
salary, schedule step that he/she would have been on prior to being placed on RIF 
leave. 

D. Persons on RIF leave who choose to become substitute teachers will be given priority 
consideration. On the substitute teacher call list, the names of persons on RIF-leave 
status will be so designated. Those designated will be given priority when calling 
substitutes for duty. 

E. All teachers on RIF leave will be given priority over new applicants in filling positions 
that may open. 
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Descriptor Term: 
 
RESIGNATIONS OF INSTRUCTIONAL STAFF 

Descriptor Code: 
 
GCQC 

 
 
A written notice of resignation shall be filed with the superintendent thirty days prior to the 
effective date of the resignation. Such notice may be waived under extenuating circumstances. 
Notice tendered within thirty (30) days of a new school year should be a request for release from 
the contract rather than a resignation. Resignations or requests for release must be approved by 
the superintendent and the Rogers Board of Education. 
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Descriptor Term: 
 
RETIREMENT OF INSTRUCTIONAL STAFF 

Descriptor Code: 
 
GCQE 

 
 
Notice of retirement at the end of the contract year may be provided at any time during the 
contract year.  If retirement notice is provided on or before March 1, a stipend of $400 will be 
paid in April.  Retirement notices will be accepted after March 1 but no stipend provided if 
received after the designated date.  In extenuating circumstances, an employee who is eligible for 
retirement but not able to fulfill the contract may request a release from the contract.  The release 
must be approved by the superintendent and the Rogers Board of Education.   
 
Act 743 of 2009 requires a 180-day separation for members of the Arkansas Teacher Retirement 
System who retire after July 1, 2009, and who wish to return to employment, unless the member 
either (1) has 38 or more years of credited service, which requires only a 30-day separation; or 
(2) is 65 years of age or older, which requires no separation.  Positions vacated by retirees will be 
posted consistent with current posting/recruiting policies.  Any retired former employee wishing 
to be considered for re-employment must wait until the end of the separation period before 
applying for re-employment and must follow the same application process as a new applicant 
would.  Upon retirement, an affidavit must be signed by the superintendent and the employee 
that there is no agreement to re-employ the retiree after he/she retires. 
 
Employees recommended for rehire will have received the sick leave pay-out upon retirement 
and will begin with a new allotment of sick leave days. Rehired employees will be placed on the 
salary schedule at the appropriate experience level and education level.  
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Descriptor Term: 
 
DISCIPLINE, SUSPENSION, DISMISSAL OF 
PROFESSIONAL STAFF 

Descriptor Code: 
 

GCQF 

 
In matters of non-renewal, suspension, or immediate termination of a certified employee, Rogers Public 
Schools will follow the provisions set forth in the Teacher Fair Dismissal Act. 
 
Reference:  Ark. Ann. 6-17-1501 through 6-17-1510 
   

SUBCHAPTER 15 -- Teacher Fair Dismissal Act 
 

6-17-1501.  Title. 
 
   This subchapter shall be referred to and may be cited as "The Teacher Fair Dismissal Act of 1983". 
 
6-17-1502.  Definitions. 
 
    (a)  As used in this subchapter, unless the context otherwise requires: 
    (1)  "Teacher" means any person, exclusive of the superintendent or assistant superintendent, employed 
in an Arkansas public school district who is required to hold a teaching certificate from the Department of 
Education as a condition of employment. 
    (2)  "Probationary teacher" means a teacher who has not completed three (3) successive years of 
employment in the school district in which the teacher is currently employed.  A teacher employed in a 
school district in this state for three (3) years shall be deemed to have completed the probationary period; 
however, an employing school district may, by a majority vote of its directors, provide for one (1) 
additional year of probationary status. 
    (b)  A teacher who has completed three (3) successive years of employment in the school district in 
which the teacher is employed on July 4, 1983, or a teacher who has been given credit for a prior service 
in another district as authorized by subdivision (a)(2) of this section, is deemed to have completed the 
required probationary period. 
 
6-17-1503.  Construction. 
 
    This subchapter is not a teacher tenure law in that it does not confer lifetime appointment nor prevent 
discharge of teachers for any cause which is not arbitrary, capricious, or discriminatory.  A nonrenewal, 
termination, suspension, or other disciplinary action by a school district shall be void unless the school 
district substantially complies with all provisions of this subchapter and the school district's applicable 
personnel policies. 
 
6-17-1504.  Evaluation -- Effect. 
 
    (a)  Each teacher employed by the board of directors of a school district must be evaluated in writing 
annually. 
    (b) Evaluation criteria and procedures shall be established in the manner prescribed in subchapter 2 of 
this chapter. 
    (c)  Whenever a superintendent or other school administrator charged with the supervision of a teacher 
believes or has reason to believe that a teacher is having difficulties or problems meeting the expectations 
of the district or its administration and the administrator believes or has reason to believe the problems 
could lead to termination or nonrenewal of contract, the administrator shall bring the problems and 
difficulties to the attention of the teacher involved in writing and shall document the efforts which have 
been undertaken to assist the teacher to correct whatever appears to be the cause for potential termination 
or nonrenewal. 
 
6-17-1505.  Teacher personnel file. 
 



    (a)  The district shall maintain a personnel file for each teacher which shall be available to the teacher 
for inspection and copying at the teacher's expense during normal office hours. 
    (b)  The teacher may submit for inclusion in the file written information in response to any of the 
material contained therein. 
 
6-17-1506.  Contract renewal -- Notice of nonrenewal -- Rescission. 
 
    (a)  Every contract of employment made between a teacher and the board of directors of a school 
district shall be renewed in writing on the same terms and for the same salary, unless increased or 
decreased by law, for the next school year succeeding the date of termination fixed therein, which renewal 
may be made by an endorsement on the existing contract instrument, unless by May 1 of the contract 
year, the teacher is notified by the school superintendent that the superintendent is recommending that the 
teacher's contract not be renewed or, unless during the period of the contract or within ten (10) days after 
the end of the school year, the teacher shall send by certified or registered mail to the president, vice-
president or secretary of the board of directors of the school district, with a copy to the superintendent, or 
may deliver in person to the president, vice-president or secretary of the board of directors of the school 
district, with a copy to the superintendent, his or her resignation as a teacher, or unless such contract is 
superseded by another contract between the parties. 
    (b)  Termination, nonrenewal, or suspension shall be only upon the recommendation of the 
superintendent.  A notice of nonrenewal shall be delivered in person to the teacher or mailed by registered 
or certified mail to the teacher at the teacher's residence address as reflected in the teacher's personnel file.  
The notice of recommended nonrenewal of a teacher shall include statement of the reasons for such 
recommendation setting forth the reasons in separately numbered paragraphs so that a reasonable teacher 
can prepare a defense. 
    (c)  No teacher shall be required to sign and return a contract for the next school year any sooner than 
thirty (30) days after the contract is issued to the teacher.  The teacher shall have the right to unilaterally 
rescind any signed contract no later than ten (10) days after the end of the school year.   
 
6-17-1507.  Notice of termination recommendation. 
 
    (a)  A teacher may be terminated during the term of any contract when there is a reduction in force 
created by district-wide reduction in certified staff or for incompetent performance, conduct which 
materially interferes with the continued performance of the teacher's duties, repeated or material neglect 
of duty, or other just and reasonable cause. 
    (b)  The superintendent shall notify the teacher of the termination recommendation. 
    (c)  The notice shall include a statement of the grounds for the recommendation of termination setting 
forth the grounds in separately numbered paragraphs so that a reasonable teacher can prepare a defense.  
The notice shall be delivered in person to the teacher or sent by registered or certified mail to the teacher 
at the teacher's residence address as reflected in the teacher's personnel file. 
 
6-17-1508.  Suspension. 
 
    (a)  Whenever a superintendent has reason to believe that cause exists for the termination of a teacher 
and that immediate suspension of the teacher is necessary, the superintendent may suspend the teacher 
without notice or a hearing. 
    (b)  The superintendent shall notify the teacher in writing within two (2) school days of the suspension. 
    (c)  The notice shall include a statement of the grounds for suspension or recommended termination 
setting forth the grounds in separately numbered paragraphs so that a reasonable teacher can prepare a 
defense.  The notice shall be delivered in person to the teacher or sent by registered or certified mail to the 
teacher at the teacher's residence address as reflected in the teacher's personnel file and shall state that a 
hearing before the board of directors is available to the teacher upon request, provided the request is made 
in writing within the time provided in § 6-17-1509. 
    (d)  The hearing shall be scheduled by the president, vice-president or secretary of the board of 
directors of a school district and the teacher, and shall be held within the time provided in § 6-17-1509 
after a request for the hearing is received by the board. 



    (e)  If sufficient grounds for termination or suspension are found, the board may terminate the teacher 
or continue the suspension for a definite period of time. 
    (f)  The salary of a suspended teacher shall cease as of the date the board sustains the suspension. 
    (g)  If sufficient grounds for termination or suspension are not found, the teacher shall be reinstated 
without loss of compensation.  
 
6-17-1509.  Hearing. 
 
    (a)  A teacher who receives a notice of recommended termination or nonrenewal may file a written 
request with the board of directors of the district for a hearing. 
    (b)  Written request for a hearing shall be sent by certified or registered mail to the president, vice-
president or secretary of the board of directors of the school district, with a copy to the superintendent, or 
may be delivered in person by the teacher to the president, vice-president or secretary of the board of 
directors of the school district, with a copy to the superintendent, within thirty (30) calendar days after the 
written notice of proposed termination or nonrenewal is received by the teacher. 
    (c)  Upon receipt of a request for a hearing, the board shall grant a hearing in accordance with the 
following provisions: 
    (1)  The hearing shall take place at a time agreed upon in writing by the parties, but if no time can be 
agreed upon, then the hearing shall be held not less than five (5) calendar days nor more than twenty (20) 
calendar days after the written request has been received by the board; 
    (2)  The hearing shall be private unless the teacher or the board shall request that the hearing be public; 
    (3)  The teacher and the board may be represented by representatives of their choosing;  
    (4)  It shall not be necessary that a full record of the proceedings at the hearing be made and preserved 
unless: 
          (A)  The board shall elect to make and preserve a record of the hearing at its own expense, in which 
event a copy shall be furnished the teacher, upon request, without cost to the teacher; 
          (B)  A written request is filed with the board by the teacher at least twenty-four (24) hours prior to 
the time set for the hearing, in which event the board shall make and preserve, at its own expense, a 
record of the hearing, and shall furnish a transcript to the teacher without cost; and 
    (5)  The board shall not consider at the hearing any new reasons which were not specified in the notices 
provided pursuant to this chapter. 
 
6-17-1510.  Board action on termination or nonrenewal -- Appeal. 
 
    (a)  Upon conclusion of its hearing with respect to the termination or nonrenewal of a contract of a 
teacher who has been employed as a full-time teacher by the school district for less than three (3) 
continuous years, the board shall take action on the recommendations by the superintendent with respect 
to the termination or nonrenewal of such contract.  The board's decision with regard to nonrenewal of a 
probationary teacher shall be final. 
    (b)  Any certified teacher who has been employed continuously by the school district three (3) or more 
years or who may have achieved nonprobationary status pursuant to § 6-17-1502 may be terminated or 
the board may refuse to renew the contract of the teacher when there is a reduction in force created by 
district-wide reduction in certified staff or for incompetent performance, conduct which materially 
interferes with the continued performance of the teacher's duties, repeated or material neglect of duty, or 
other just and reasonable cause.  Upon completion of such hearing, the board, within ten (10) days after 
the holding of the hearing, shall: 
    (1)  Uphold the recommendation of the superintendent to terminate or not renew the teacher contract; 
or 
    (2)  Reject or modify the superintendent's recommendation to terminate or not renew the contract of the 
teacher; or 
    (3)  Vote to continue the contract of such teacher under such restrictions, limitations, or assurances as 
the board may deem to be in the best interest of the school district.  The decision shall be reached by the 
board within ten (10) days from the date of the hearing, and a copy shall be furnished in writing to the 
teacher involved, either by personally delivering it to the teacher or by addressing it to the teacher's last 
known address by registered or certified mail. 



    (c)  Subsequent to any hearing granted a teacher by this subchapter, the board, by majority vote, shall 
make specific written conclusions with regard to the truth of each reason given the teacher in support of 
the recommended termination or nonrenewal. 
    (d)  The exclusive remedy for any nonprobationary teacher aggrieved by the decision made by the 
board shall be an appeal therefrom to the circuit court of the county in which the school district is located, 
within seventy-five (75) days of the date of written notice of the action of the board.  Additional 
testimony and evidence may be introduced on appeal to show facts and circumstances showing that the 
termination or nonrenewal was lawful or unlawful. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Policy Adopted 
Revised 6/3/86, 4/14/98, 4/18/00, 7/17/01 
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Descriptor Term: 
 
NONSCHOOL EMPLOYMENT OF PROFESSIONAL STAFF 

Descriptor Code: 
 
GCR 

 
 
No employee will accept outside employment which will interfere in the discharge of his/her 
basic responsibilities to the district. 

An employee shall not act as a salesman for any type of school supplies or books which are used 
in a school or by the students of any school while in the employ of the Rogers School District. 
No home assignments may be made which will require a student to purchase books or materials 
from which a school employee may benefit from the purchase. 

A teacher who represents any particular product, goods or service must refrain from 
recommending the product he/she sells during the time he/she is teaching, or calling on parents at 
the school in which he/she teachers. 

Employees shall not at anytime engage in any employment that would affect their usefulness as 
employees in the system, would make time and/or energy demands upon the individuals which 
could interfere with their effectiveness in performing their regular assigned duties, would 
compromise or embarrass the school system, would adversely affect their employment status or 
professional standing, or would in any way conflict with assigned duties. 

Employees shall not engage in any other employment or in any private business during the hours 
necessary to fulfill appropriate assigned duties. 

The personal life of a unit member shall be the concern of, and warrant the attention of, the board 
only as it may directly prevent the unit member from properly performing his/her assigned 
functions during duty hours or violate local, state, national, or common law, or be prejudicial to 
his/her effectiveness in his/her teaching position. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Policy Adopted  
Revised 12/6/82, 3/14/95, 4/14/98, 3/15/16 
Reviewed 4/16/13 
Rogers School District No. 30 
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