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All records referred to in 1. through 7. above must be kept safe and readily accessible at the New Jersey place of
business of the employing unit.

All records referred to in 1. through 7. above must be retained for the current calendar year and for the four
preceding calendar years.

Once an employer becomes inactive, the employer must keep all records referred to in 1. through 7. above for the
subsequent six quarters.

Wage reporting: Each employer (other than employers of domestic service workers) must electronically file a WR-30,
“Employer Report of Wages Paid,” with the Division of Revenue, within the Department of the Treasury, within 30
days after the end of each quarter. The WR-30 lists the name, social security number and wages paid to each
employee and the number of base weeks worked by the employee during the calendar quarter.

Each employer of domestic service workers (as the term “domestic service worker” is defined at N.J.A.C. 12:16-
13.7(b)) must file an annual, rather than quarterly, WR-30 with the Division of Revenue, within the Department of the

Treasury.

Contribution reporting: Each employer (other than employers of domestic service workers) must electronically file an
NJ-927, “Employer’s Quarterly Report,” with the Division of Revenue, within the Department of the Treasury, and
remit the corresponding unemployment insurance, supplemental workforce fund, workforce development
partnership fund, temporary disability insurance and family leave insurance contribution payments, within 30 days
after the end of each quarter. The NJ-927 lists the total of all wages paid, the wages paid in excess of the taxable
maximum, the taxable wages on which contributions are due, the number of workers employed during the pay
period, the number of workers insured under a “private plan” for temporary disability insurance and the number of
workers insured under a “private plan” for family leave insurance.

Each employer of domestic service workers (as the term “domestic service worker” is defined in N.J.A.C. 12:16-
13.11(c)) must file an annual, rather than quarterly, NJ-927H, “Domestic Employer’s Annual Report,” with the Division
of Revenue, within the Department of the Treasury.

Temporary Disability Insurance and Family Leave Insurance information: Each employer must retain all records
pertaining to any election to discontinue a private plan for temporary disability insurance and/or family leave
insurance benefits and must make such records available for inspection by the Division of Temporary Disability
Insurance for a one-year period from the date that the private plan is terminated.

Each employer having a private plan for temporary disability insurance and/or family leave insurance must, within 10
days after the Division of Temporary Disability Insurance has mailed the employer a request for information with
respect to a period of disability, furnish the Division with any information requested or known to the employer which
may bear upon the eligibility of the claimant.

Each employer having two or more approved private plans in effect during a calendar half-year or any portion thereof
must, on or before the 30™ day following the close of the calendar half-year, file a report showing the amount of
taxable wages paid during such calendar half-year to employees while covered under each such private plan.

Each employer who provides temporary disability insurance to its employees through a self-insured private plan
must, for the six-month periods ending June 30 and December 31 of each calendar year during which the self-insured
private plan is in effect, file a statement with the Division of Temporary Disability Insurance, on or before the 30" day
following the end of the respective six-month period showing:

1. The number of claims received during the six-month period,
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2. The number of claims accepted during the six-month period,

The amount of benefits paid during the six-month period, and

4. Such other information as the Division of Temporary Disability Insurance may require with respect to the
financial ability of the self-insurer to meet the self-insured’s obligations under the plan.

w

On or before the 30 day following the close of each calendar year during which a self-insured private plan for
temporary disability insurance is in effect, the employer must file a report with the Division of Temporary Disability
Insurance showing:

The amount of funds available at the beginning of that year for payment of disability benefits,
The amount contributed by workers during that year,

The amount contributed by the employer during that year,

The amount of disability benefits paid during that year,

Direct cost of administration of the plan during that year, and

The number of employees covered by the plan as of December 31.

o ! o

Each employer who provides family leave insurance to its employees through a self-insured private plan must for the
one-year period ending December 31 of each calendar year during which a self-insured private plan is in effect file a
statement with the Division of Temporary Disability Insurance, on or before the 30" day following the end of the one-
year period showing the following information with regard to each of the following types of claims: care of a sick
child, care of a sick spouse, care of a sick domestic partner, care of a sick civil union partner, care of a sick parent,
bonding by biological parent with a newborn child, bonding by domestic partner or civil union partner of biological
parent with a newborn child, bonding by individual with newly adopted child:

The number of claims for family leave insurance benefits received during the one-year period,

The number of claims for family leave insurance benefits accepted during the one-year period,

The number of workers who received family leave insurance benefits during the one-year period,

The amount of family leave insurance benefits paid during the one-year period,

The average weekly family leave insurance benefit during the one-year period,

The amount of sick leave, vacation leave or other fully paid time, which resulted in reduced benefit duration

during the one-year period,

7. With regard solely to family leave insurance benefit claims to care for sick family members, the amount of
intermittent family leave insurance benefits paid during the one-year period, and

8. The average duration of family leave insurance benefits, in days, during the one-year period.

AN <l

The information reported in 1. through 8. above must be broken down by sex and by age group, beginning at 25 years
and under and increasing in increments of 10.

On or before the 30t day following the close of each calendar year during which a self-insured private plan for family
leave insurance is in effect, the employer must file a report with the Division of Temporary Disability Insurance
showing:

The amount of funds available at the beginning of that year for payment of family leave insurance benefits,
The amount contributed by workers during that year,

The direct cost of administration of the plan during that year,

The number of employees covered by the plan as of December 31, and

Such other information as the Division of Temporary Disability Insurance may require with respect to the
financial ability of the self-insurer to meet the self-insured’s obligation under the plan.

oo N
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The teacher practice instrument approved by the Department of Education shall meet the criteria as
outlined in N.J.A.C. 6A:10-7.2.

The Superintendent shall annually notify all teachers of the adopted evaluation policies and
procedures/regulations no later than October 1. If a teacher is hired after October 1, the Superintendent
shall notify the teacher of the policies and procedures/regulations at the beginning of his or her
employment. All teachers shall be notified of amendments to the policy and procedures/regulations within
ten teacher working days of adoption.

N.J.S.A. 18A:6-117 et seq.
N.J.A.C. 6A:10-1.1 through 1.4; 6A:10-2.1 through 2.5
N.J.A.C. 6A:10-3.1 and 3.2; N.J.A.C. 6A:10-4.1 through 4.4

N.JA.C. 6A:10-7.1 and 7.2

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 13 December 2016
Revised: 11 July 2017

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502

https://www.straussesmay.com/seportal/secure/DistrictPolicy.aspx?policyid=3221&search=3221 2/2
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Pleasantville

School District
Section: Teaching Staff Members
3221. EVALUATION OF TEACHERS (M)
Date Created: February, 2007
Date Edited: December, 2016

REGULATION

3221. EVALUATION OF TEACHERS (M)

M

The Board of Education recognizes the importance of teacher effectiveness to further the development of a
professional corps of educators and to increase student achievement. The Board of Education adopts
Policy and Regulation 3221 for the evaluation of teachers consistent with the Teacher Effectiveness and
Accountability for the Children of New Jersey Act (TEACHNIJ) and the AchieveNJ administrative codes.
This Policy and Regulation provides the provisions and requirements for teacher evaluations consistent
with TEACHNJ and AchieveN].

For the purposes of Policy and Regulation 3221, “teacher” means a teaching staff member who holds the
appropriate standard, provisional, or emergency instructional certificate issued by the Board of Examiners
and is assigned a class roster of students for at least one particular course.

The rules in N.J.A.C. 6A:10 — Educator Effectiveness shall not override any conflicting provision(s) of
collective bargaining agreements or other employment contracts in effect on July 1, 2013 and no collective
bargaining agreement entered into after July 1, 2013, shall conflict with the educator evaluation system
established pursuant to N.J.A.C. 6A:10-1.1 et seq. or any other specific statute or regulation, nor shall
topics subject to bargaining involve matters of educational policy or managerial prerogatives. All
information contained in written performance reports and all information collected, compiled, and/or
maintained by employees for the evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be
confidential and shall not be subject to public inspection or copying pursuant to the Open Public Records
Act, N.J.S.A. 47:1A-1 et seq.

The Board shall annually adopt evaluation rubrics for teachers which shall be submitted to the
Commissioner by June 1 for approval by August 1 of each year. The evaluation rubrics shall have four
defined annual ratings: ineffective, partially effective, effective, and highly effective. The Board shall
meet the requirements as outlined in N.J.A.C. 6A:10-2.2(a) for the annual evaluation of teachers and shall
ensure the training procedures as outlined in N.J.A.C. 6A:10-2.2(b) are followed when implementing the
evaluation rubrics for all teachers. A District Evaluation Advisory Committee shall be established in
accordance with the requirements of N.J.A.C. 6A:10-2.3.

The minimum requirements for the evaluation procedures for teachers as outlined in N.J.A.C. 6A:10-2.4
shall be followed. For each teacher rated ineffective or partially effective on the annual summative
evaluation rating, as measured by the evaluation rubrics, a corrective action plan shall be developed in
accordance with the provisions of N.J.A.C. 6A:10-2.5. A School Improvement Panel shall be established
in accordance with N.J.A.C. 6A:10-3.1 and with the responsibilities outlined in N.J.A.C. 6A:10-3.2.

The components of the teacher evaluation rubric as described in N.JLA.C. 6A:10-4.1 shall apply to
teachers. Measures of student achievement, as outlined in N.J.A.C. 6A:10-4.2, shall be used to determine
impact on student learning. Teacher observations shall be conducted in accordance with the provisions of
N.J.LA.C. 6A:10-4.4. Observers shall conduct the observations pursuant to N.J.S.A. 18A:6-123.b.(8) and
N.J.A.C. 6A:10-2.5 and 3.2, and they shall be trained pursuant to N.J.A.C. 6A:10-2.2(b).

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=3221 12
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Pleasantville

Board of Education
Section: Teaching Staff Members

3222. EVALUATION OF TEACHING STAFF MEMBERS, EXCLUDING TEACHERS AND
ADMINISTRATORS (M)

Date Created: February, 2007
Date Edited: July, 2017

POLICY

3222- EVALUATION OF TEACHING STAFF MEMBERS, EXCLUDING TEACHERS AND
ADMINISTRATORS (M)

M

The Board of Education recognizes the importance of teaching staff member effectiveness to further the
development of a professional corps of educators and to increase student achievement. The Board of
Education adopts Policy and Regulation 3222 for the evaluation of teaching staff members consistent with
the Teacher Effectiveness and Accountability for the Children of New Jersey Act (TEACHN]J) and the
AchieveNJ administrative codes. This Policy and Regulation provides the provisions and requirements for
teaching staff member evaluations consistent with TEACHNJ and AchieveNJ.

For the purposes of Policy and Regulation 3222, “teaching staff member” includes, but is not limited to,
educational services staff members, guidance counselors, school nurses, library/media specialists,
occupational therapists, and other teaching staff members working under an educational services
certificate. For the purposes of Policy and Regulation 3222, “teaching staff member” does not include
teachers, Principals, Vice Principals, Assistant Principals, and administrators, including, but not limited to,
directors and/or supervisors.

The rules in N.JLA.C. 6A:10 — Educator Effectiveness shall not override any conflicting provision(s) of
collective bargaining agreements or other employment contracts in effect on July 1, 2013 and no collective
bargaining agreement entered into after July 1, 2013, shall conflict with the educator evaluation system
established pursuant to N.J.A.C. 6A:10-1.1 et seq. or any other specific statute or regulation, nor shall
topics subject to bargaining involve matters of educational policy or managerial prerogatives. All
information contained in annual performance reports and all information collected, compiled, and/or
maintained by employees for the evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be
confidential and shall not be subject to public inspection or copying pursuant to the Open Public Records
Act, N.J.S.A. 47:1A-1 et seq.

The Board shall annually adopt evaluation rubrics for teaching staff members which shall be submitted to
the Commissioner by June 1 for approval by August 1 of each year. The evaluation rubrics shall have four
defined annual ratings: ineffective, partially effective, effective, and highly effective. The Board shall meet
the requirements as outlined in N.J.A.C. 6A:10-2.2(a) for the annual evaluation of teaching staff members
and shall ensure the training procedures as outlined in N.J.A.C. 6A:10-2.2(b) are followed when
implementing the evaluation rubrics for all teaching staff members. A District Evaluation Advisory
Committee shall be established in accordance with the requirements of N.J.A.C. 6A:10-2.3.

The minimum requirements for the evaluation procedures for teaching staff members as outlined in
N.J.A.C. 6A:10-2.4 shall be followed. For each teaching staff member rated ineffective or partially
effective on the annual summative evaluation rating, as measured by the evaluation rubrics, a corrective
action plan shall be developed in accordance with the provisions of N.J.A.C. 6A:10-2.5.

https://www.straussesmay.com/seportal/secure/DistrictPolicy.aspx?policyid=3222&search=3222 12
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Observations and evaluations for nontenured teaching staff members shall be in accordance with the
provisions of N.J.S.A. 18A:27-3.1. Evaluations for nontenured teaching staff members shall take place
before April 30 each year prior to the May 15 notice requirement date for continued employment.
Evaluations for tenured teaching staff members shall be completed prior to June 30.

The Superintendent shall annually notify all teaching staff members of the adopted evaluation policies and
procedures/regulations no later than October 1. If a teaching staff member is hired after October 1, the
Superintendent shall notify the teaching staff member of the policies and procedures/regulations at the
beginning of his or her employment. All teaching staff members shall be notified of amendments to the
policy and procedures/regulations within ten teaching staff member working days of adoption.

N.J.S.A. 18A:6-117 et seq.; N.J.S.A. 18A:27-3.1
N.J.A.C. 6A:10-1.1 through 1.4; 6A:10-2.1 through 2.5; 6A:10-6.2

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 13 December 2016
Revised: 11 July 2017

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N] 08753
ph: (732)255-1500 fax: (732)255-1502

https://www.straussesmay.com/seportal/secure/DistrictPolicy.aspx?policyid=32228&search=3222 212
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REGULATION

Pleasantville

School District
Section: Teaching Staff Members

3222. EVALUATION OF TEACHING STAFF MEMBERS, EXCLUDING TEACHERS AND
ADMINISTRATORS (M)

Date Created: February, 2007
Date Edited: December, 2016

3222. EVALUATION OF TEACHING STAFF MEMBERS, EXCLUDING TEACHERS AND

ADMINISTRATORS (M)

M

A.

Definitions — N.J.A.C. 6A:10-1.2

The following words and terms shall have the following meanings when used in Policy and
Regulation 3222 unless the context clearly indicates otherwise:

“Annual performance report” means a written appraisal of the teaching staff member's performance
prepared by the teaching staff member’s designated supervisor based on the evaluation rubric for
his or her position.

“Annual summative evaluation rating” means an annual evaluation rating that is based on
appraisals of educator practice and student performance, if applicable, and includes all measures
captured in a teaching staff member’s evaluation rubric. The four summative performance
categories are ineffective, partially effective, effective, and highly effective.

“Chief School Administrator” means the Superintendent of Schools or the Administrative Principal
if there is no Superintendent.

“Commissioner” means Commissioner of the New Jersey Department of Education.

“Corrective Action Plan” means a written plan developed by a teaching staff member serving in a
supervisory capacity in collaboration with the teaching staff member to address deficiencies as
outlined in an evaluation. The corrective action plan shall include timelines for corrective action,
responsibilities of the individual teaching staff member and the school district for implementing the
plan, and specific support that the district shall provide.

“Department” means the New Jersey Department of Education.

“Designated supervisor” means the supervisor designated by the Superintendent of Schools or
designee as the teaching staff member’s supervisor.

“District Evaluation Advisory Committee” means a group created to oversee and guide the
planning and implementation of the Board of Education's evaluation policies and procedures as set
forth in N.J.A.C. 6A:10-2.3.

“Educator practice instrument” means an assessment tool that provides: scales or dimensions that
capture competencies of professional performance; and differentiation of a range of professional
performance as described by the scales, which must be shown in practice and/or research studies.
The scores from educator practice instruments for teaching staff members other than teachers,

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=3222
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Principals, Vice Principals, and Assistant Principals may be applied to the teaching staff member’s
summative evaluation rating in a manner determined by the school district.

“Evaluation” means an appraisal of an individual’s professional performance in relation to his or
her job description, professional standards, and Statewide evaluation criteria that incorporates
analysis of multiple measures of student achievement or growth, as applicable, and multiple data

sources.

“Evaluation rubric” means a set of criteria, measures, and processes used to evaluate all teaching
staff members in a specific school district or local education agency. Evaluation rubrics consist of
measures of professional practice, based on educator practice instruments and student outcomes.

Each Board of Education will have an evaluation rubric specifically for teachers, another
specifically for Principals, Vice Principals, and Assistant Principals, and evaluation rubrics for

other categories of teaching staff members.

“Indicators of student progress and growth” means the results of assessment(s) of students as
defined in N.J.A.C. 6A:8, Standards and Assessment.

“Individual professional development plan” is as defined in N.J.S.A. 18A:6-119.

“Job description” means a written specification of the function of a position, duties and
responsibilities, the extent and limits of authority, and work relationships within and outside the

school and school district.

“Model evaluation rubric” means district educator evaluation rubrics that have been reviewed and
accepted by the Commissioner. A model teaching or principal evaluation rubric includes a teacher
or principal practice instrument that appears on the Department’s list of approved educator practice

instruments.

“Observation” means a method of collecting data on the performance of a teaching staff member's
assigned duties and responsibilities. An observation for the purpose of evaluation will be included
in the determination of the annual summative evaluation rating and shall be conducted by an
individual employed in the school district in a supervisory role and capacity and possessing a
school administrator, Principal, or supervisor endorsement as defined in N.J.A.C. 6A:9-1.1.

“Post-observation conference” means a meeting, either in-person or remotely, between the
supervisor who conducted the observation and the teaching staff member for the purpose of

evaluation to discuss the data collected in the observation.

“Scoring guide” means a set of rules or criteria used to evaluate a performance, product, or project.
The purpose of a scoring guide is to provide a transparent and reliable evaluation process.
Educator practice instruments include a scoring guide that an evaluator uses to structure his or her

assessments and ratings of professional practice.

“Semester” means half of the school year.

“Signed” means the name of one physically written by oneself or an electronic code, sound,
symbol, or process attached to or logically associated with a record and executed or adopted by a

person with the intent to sign the record.

“Student growth objective” means an academic goal that teaching staff members and evaluators set
for groups of students.

“Superintendent” means Superintendent of Schools or Chief School Administrator.

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?RegulationID=3222
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“Supervisor” means an appropriately certified teaching staff member, as defined in N.J.S.A. 18A:1-
1, or Superintendent employed in the school district in a supervisory role and capacity, and
possessing a school administrator, Principal, or supervisor endorsement as defined in N.J.A.C.
6A:9B-11.

“Teaching staff member” for the purposes of Policy 3222 and this Regulation, includes, but is not
limited to, educational services staff members, guidance counselors, school nurses, library/media
specialists, occupational therapists, and other teaching staff members working under an educational
services certificate and does not include teachers, Principals, Vice Principals, Assistant Principals,
and administrators, including, but not limited to, Directors and/or Supervisors.

Applicability of Rules on Collective Bargaining Agreements — N.J.A.C. 6A:10-1.3

The rules in N.J.A.C. 6A:10-1.1 et seq. shall not override any conflicting provision(s) of collective
bargaining agreements or other employment contracts entered into by a school district in effect on
July 1, 2013. No collective bargaining agreement entered into after July 1, 2013, shall conflict with
the educator evaluation system established pursuant to N.J.A.C. 6A:10-1.1 et seq. or any other
specific statute or regulation, nor shall topics subject to bargaining involve matters of educational
policy or managerial prerogatives.

Educator Evaluation Data, Information, and Written Reports — N.J.A.C. 6A:10-1.4

All information contained in written performance reports and all information collected, compiled,
and/or maintained by employees of the Board of Education for the purposes of conducting the
educator evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be confidential. Such
information shall not be subject to public inspection or copying pursuant to the Open Public
Records Act, N.J.S.A. 47:1A-1 et seq. Nothing contained in N.J.A.C. 6A:10-1.1 et seq. shall be
construed to prohibit the Department or a school district from, at its discretion, collecting
evaluation data pursuant to N.J.S.A. 18A:6-123.¢ or distributing aggregate statistics regarding
evaluation data.

Evaluation of Teaching Staff Members — N.J.A.C. 6A:10-2.1

1. The Board of Education annually shall adopt evaluation rubrics for all teaching staff
members. The evaluation rubrics shall have four defined annual ratings: ineffective,
partially effective, effective, and highly effective.

2. Evaluation rubrics shall be submitted to the Commissioner by June 1 for approval by
August 1 of each year.

Duties of the Board of Education — N.J.A.C. 6A:10-2.2

L. The Board of Education shall meet the following requirements for the annual evaluation of
teaching staff members, unless otherwise specified:

a. Establish a District Evaluation Advisory Committee to oversee and guide the
planning and implementation of the Board of Education's evaluation policies and
procedures as set forth in N.J.A.C. 6A:10-2 et seq;

b. Annually adopt policies and procedures developed by the Superintendent pursuant to
N.J.A.C. 6A:10-2.4, including the evaluation rubrics approved by the Commissioner
pursuant to N.J.A.C. 6A:10-2.1(c);

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=3222
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The performance of the teaching staff member based upon the job description and,

a.
when applicable, the scores or evidence compiled using the teaching staff member’s
evaluation rubric, including, whenever applicable, the teaching staff member’s
practice instrument;

b. The progress of the teaching staff member toward meeting the goals of the
individual professional development plan or, when applicable, the corrective action
plan;

c. Available indicators or scores of student achievement or growth, when applicable,
such as student growth objective scores and student growth percentile scores; and

d. The preliminary annual written performance report.

4. If any scores for the teaching staff member’s evaluation rubric are not available at the time

of the annual summary conference due to pending assessment results, the annual summative
evaluation rating shall be calculated once all component ratings are available.

5. The annual written performance report shall be prepared by the teaching staff member’s
designated supervisor and shall include, but not be limited to:

a. A summative rating based on the evaluation rubric;

b. Performance area(s) of strength and area(s) needing improvement based upon the
job description, observations for the purpose of evaluation and, when applicable, the
teaching staff member practice instrument; and

C. An individual professional development plan developed by the designated
supervisor and the teaching staff member or, when applicable, a corrective action
plan from the evaluation year being reviewed in the report.

6. The teaching staff member and the designated supervisor shall sign the report within five
teaching staff member working days of the review.

7. The Board of Education shall include all written performance reports and supporting data,
including, but not limited to, written observation reports and additional components of the
summative evaluation rating as part of the teaching staff member’s personnel file or in an
alternative, confidential location. If reports and data are stored in an alternative location,
the personnel file shall clearly indicate the report’s location and how it can be easily
accessed. The records shall be confidential and shall not be subject to public inspection or
copying pursuant to the Open Public Records Act, N.J.S.A. 47:1A-1 et seq.

H. Corrective Action Plans for Teaching Staff Members — N.J.A.C. 6A:10-2.5

1. For each teaching staff member rated ineffective or partially effective on the annual
summative evaluation, as measured by the evaluation rubrics, a corrective action plan shall
be developed by the teaching staff member and the Superintendent or the teaching staff

member’s designated supervisor.

2. If the summative evaluation rating is calculated before the end of the school year, then the
corrective action plan shall be developed and the teaching staff member and his or her
designated supervisor shall meet to discuss the corrective action plan prior to September 15
of the following school year. The conference to develop and discuss the corrective action

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=3222
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plan may be combined with the teaching staff member’s annual summary conference that
occurs at the end of the year of evaluation.

3. If the ineffective or partially effective summative evaluation rating is received after the start
of the school year following the year of evaluation, then a corrective action plan must be
developed, and the teaching staff member and his or her designated supervisor shall meet to
discuss the corrective action plan within fifteen teaching staff member working days
following the school district’s receipt of the teaching staff member’s summative rating.

4. The content of the corrective action plan shall replace the content of the individual
professional development plan required in N.J.A.C. 6A:9C-3.4(c) and 3.7(c) until the next
annual summary conference.

5. The content of the corrective action plan shall:

a. Address areas in need of improvement identified in the teaching staff member
evaluation rubric;

b. Include specific, demonstrable goals for impro{/ement;

o Include responsibilities of the evaluated employee and the school district for the
plan’s implementation; and

d. Include timelines for meeting the goal(s).

6. The teaching staff member’s designated supervisor and the teaching staff member on a
corrective action plan shall discuss the teaching staff member’s progress toward the goals
outlined in the corrective action plan during each post-observation conference.

7. Progress toward the teaching staff member’s goals outlined in the corrective action plan
shall be documented in the teaching staff member’s personnel file and reviewed at the
annual summary conference or the mid-year evaluation, when applicable. Both the teaching
staff member on a corrective action plan and his or her designated supervisor may collect
data and evidence to demonstrate the teaching staff member’s progress toward his or her
corrective action plan goals.

8. Progress toward the teaching staff member’s goals outlined in the corrective action plan
may be used as evidence in the teaching staff member’s next annual summative evaluation;
however, such progress shall not guarantee an effective rating on the next summative
evaluation.

9. Responsibilities of the evaluated teaching staff member on a corrective action plan shall not
be exclusionary of other plans for improvement determined to be necessary by the teaching
staff member’s designated supervisor.

10.  The corrective action plan shall remain in effect until the teaching staff member receives his
or her next summative evaluation rating.

L. Teaching Staff Member Observations and Evaluations — N.J.A.C. 6A:10-6.2

1. The Superintendent shall determine the duration of observations required pursuant to
N.J.S.A. 18A:27-3.1 for nontenured teaching staff members, except teachers, Principals,
Vice Principals, and Assistant Principals.
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Each nontenured teaching staff member shall be observed and evaluated in the performance
of his or her duties at least three times during each school year, but not less than once during

each semester.

Each tenured teaching staff member shall be observed and evaluated in the performance of
his or her duties at least once each school year. The Superintendent shall determine the

duration of observations.

Observations include, but are not limited to, observations of meetings, student instruction,
parent conferences, and case-study analysis of a significant student issue.

Each observation shall be followed within fifteen teaching staff member working days by a
conference between the Superintendent or designated supervisor who made the observation
and written or electronic evaluation, and the teaching staff member. Both parties to such a
conference shall sign the written evaluation report and each shall retain a copy for his or her
records. The purpose of this procedure is to recommend as to reemployment, identify any
deficiencies, extend assistance for correction, and improve professional competence.

The teaching staff member may submit his or her written objection(s) of the evaluation
within ten teaching staff member working days following the conference. The objection(s)
shall be attached to each party’s copy of the annual written performance report.

The required observations and evaluations for nontenured teaching staff members shall take
place before April 30 each year. These observations and evaluations may cover that period
between April 30 of one year and April 30 of the succeeding year except in the case of the
first year of employment where the three observations and evaluations must have been

completed prior to April 30.

The number of required observations and evaluations for nontenured teaching staff
members may be reduced proportionately when an individual teaching staff member's term
of service is less than one academic year.

Evaluations for tenured teaching staff shall be completed prior to June 30.

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015

Revised: 13 December 2016

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N]J 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Teaching Staff Members

3223. EVALUATION OF ADMINISTRATORS, EXCLUDING PRINCIPALS, VICE PRINCIPALS, AND
ASSISTANT PRINCIPALS (M)

Date Created: February, 2007
Date Edited: July, 2017

POLICY

3223- EVALUATION OF ADMINISTRATORS, EXCLUDING PRINCIPALS, VICE PRINCIPALS, AND
ASSISTANT PRINCIPALS (M)

M

The Board of Education recognizes the importance of administrator effectiveness to further the
development of a professional corps of educators and to increase student achievement. The Board of
Education adopts Policy and Regulation 3223 for the evaluation of administrators consistent with the
Teacher Effectiveness and Accountability for the Children of New Jersey Act (TEACHNIJ) and the
AchieveN]J administrative codes. This Policy and Regulation provides the provisions and requirements for
administrator evaluations consistent with TEACHNIJ and AchieveN]J.

For the purposes of Policy and Regulation 3223, “administrator” means an appropriately certified staff
member, as defined in N.J.S.A. 18A-1.1, employed in the school district in an administrative and/or
supervisory role and capacity, and holding a valid and effective standard, provisional, or emergency
administrative certificate. An “administrator” may be a director, supervisor, or any other administrative or
supervisory position in the district. For the purposes of Policy and Regulation 3223 and N.J.A.C. 6A:10-
1.1 et seq., “administrator” is not a Principal, Vice Principal, or Assistant Principal.

The rules in N.J.A.C. 6A:10 — Educator Effectiveness shall not override any conflicting provision(s) of
collective bargaining agreements or other employment contracts in effect on July 1, 2013 and no collective
bargaining agreement entered into after July 1, 2013, shall conflict with the educator evaluation system
established pursuant to N.J.LA.C. 6A:10-1.1 et seq. or any other specific statute or regulation, nor shall
topics subject to bargaining involve matters of educational policy or managerial prerogatives. All
information contained in annual performance reports and all information collected, compiled, and/or
maintained by employees for the evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be
confidential and shall not be subject to public inspection or copying pursuant to the Open Public Records
Act, N.J.S.A. 47:1A-1 et seq.

The Board shall annually adopt evaluation rubrics for administrators which shall be submitted to the
Commissioner by June 1 for approval by August 1 of each year. The evaluation rubrics shall have four
defined annual ratings: ineffective, partially effective, effective, and highly effective. The Board shall
meet the requirements as outlined in N.J.A.C. 6A:10-2.2(a) for the annual evaluation of administrators and
shall ensure the training procedures as outlined in N.J.A.C. 6A:10-2.2(b) are followed when implementing
the evaluation rubrics for all administrators. A District Evaluation Advisory Committee shall be
established in accordance with the requirements of N.J.A.C. 6A:10-2.3.

The minimum requirements for the evaluation procedures for administrators as outlined in N.J.A.C. 6A:10-
2.4 shall be followed. For each administrator rated ineffective or partially effective on the annual
summative evaluation rating, as measured by the evaluation rubrics, a corrective action plan shall be
developed in accordance with the provisions of N.J.A.C. 6A:10-2.5.
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Observations and evaluations for nontenured administrators shall be in accordance with the provisions of
N.J.S.A. 18A:27-3.1. Evaluations for nontenured administrators shall take place before April 30 each year
prior to the May 15 notice requirement date for continued employment. Evaluations for tenured
administrators shall be completed prior to June 30.

The Superintendent annually shall notify all administrators of the adopted evaluation policies and
procedures/regulations no later than October 1. If an administrator is hired after October 1, the
Superintendent shall notify the administrator of the policies and procedures/regulations at the beginning of
his or her employment. All administrators shall be notified of amendments to the policy and
procedures/regulations within ten administrator working days of adoption.

N.J.S.A. 18A:6-117 et séq.; N.J.S.A. 18A:27-3.1
N.J.A.C. 6A:10-1.1 through 1.4; 6A:10-2.1 through 2.5

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 13 December 2016
Revised: 11 July 2017

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

School District
Section: Teaching Staff Members

3223. EVALUATION OF ADMINISTRATORS, EXCLUDING PRINCIPALS, VICE PRINCIPALS, AND
ASSISTANT PRINCIPALS

Date Created: December, 2014
Date Edited: December, 2016

REGULATION

3223. EVALUATION OF ADMINISTRATORS, EXCLUDING PRINCIPALS, VICE PRINCIPALS, AND
ASSISTANT PRINCIPALS

M
A. Definitions — N.J.A.C. 6A:10-1.2

The following words and terms shall have the following meanings when used in Policy and
Regulation 3223 unless the context clearly indicates otherwise:

“Administrator” means an appropriately certified staff member, as defined in N.J.S.A. 18A-1.1,
employed in the school district in an administrative and/or supervisory role and capacity, and
holding a valid and effective standard, provisional, or emergency administrative certificate. An
“administrator” may be a director, supervisor or any other administrative or supervisory position in
the district. For the purposes of Policy and Regulation 3223 and N.J.A.C. 6A:10-1.1 et seq.,
“administrator” is not a Principal, Vice Principal, or Assistant Principal.

“Annual performance report” means a written appraisal of the administrator’s performance
prepared by the administrator’s designated supervisor based on the evaluation rubric for his or her
position.

“Annual summative evaluation rating” means an annual evaluation rating that is based on
appraisals of educator practice and student performance, and includes all measures captured in an
administrator’s evaluation rubric. The four summative performance categories are ineffective,
partially effective, effective, and highly effective.

“Chief School Administrator” means the Superintendent of Schools or the Administrative Principal
if there is no Superintendent.

“Commissioner” means Commissioner of the New Jersey Department of Education.

“Corrective Action Plan” means a written plan developed by the administrator’s supervisor in
collaboration with the administrator to address deficiencies as outlined in an evaluation. The
corrective action plan shall include timelines for corrective action, responsibilities of the individual
administrator and the school district for implementing the plan, and specific support that the district
shall provide.

“Department” means the New Jersey Department of Education.

“Designated supervisor” means the supervisor designated by the Superintendent of Schools or
designee as the administrator’s supervisor.

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=3223
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“District Evaluation Advisory Committee” means a group created to oversee and guide the
planning and implementation of the Board of Education's evaluation policies and procedures as set

forth in N.J.A.C. 6A:10-2.3.

“Educator practice instrument” means an assessment tool that provides: scales or dimensions that
capture competencies of professional performance; and differentiation of a range of professional
performance as described by the scales, which must be shown in practice and/or research studies.
The scores from educator practice instruments for teaching staff members other than teachers,
Principals, Vice Principals, and Assistant Principals may be applied to the administrator’s
summative evaluation rating in a manner determined by the school district.

“Evaluation” means an appraisal of an individual’s professional performance in relation to his or
her job description, professional standards, and Statewide evaluation criteria that incorporates
analysis of multiple measures of student achievement or growth, if applicable, and multiple data

sources.

“Evaluation rubric” means a set of criteria, measures, and processes used to evaluate all
administrators in a specific school district or local education agency. Evaluation rubrics consist of
measures of professional practice, based on educator practice instruments and student outcomes.
Each Board of Education will have an evaluation rubric specifically for teachers, another
specifically for Principals, Vice Principals, and Assistant Principals, and evaluation rubrics for

other categories of staff members.

“Indicators of student progress and growth” means the results of assessment(s) of students as
defined in N.J.A.C. 6A:8, Standards and Assessment.

“Individual professional development plan” is as defined in N.J.S.A. 18A:6-119.

“Job description” means a written specification of the function of a position, duties and
responsibilities, the extent and limits of authority, and work relationships within and outside the

school and school district.

“Model evaluation rubric” means district educator evaluation rubrics that have been reviewed and
accepted by the Commissioner. A model teaching or principal evaluation rubric includes a teacher
or principal practice instrument that appears on the Department’s list of approved educator practice

instruments.

“Observation” means a method of collecting data on the performance of an administrator's assigned
duties and responsibilities. An observation for the purpose of evaluation will be included in the
determination of the annual summative evaluation rating and shall be conducted by the

Superintendent or designee.

“Post-observation conference” means a meeting, either in-person or remotely, between a
Superintendent or designated supervisor who conducted the observation and the administrator for
the purpose of evaluation to discuss the data collected in the observation.

“Scoring guide” means a set of rules or criteria used to evaluate a performance, product, or project.
The purpose of a scoring guide is to provide a transparent and reliable evaluation process.
Educator practice instruments include a scoring guide that an evaluator uses to structure his or her

assessments and ratings of professional practice.

“Semester” means half of the school year.
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“Signed” means the name of one physically written by oneself or an electronic code, sound,
symbol, or process attached to or logically associated with a record and executed or adopted by a
person with the intent to sign the record.

“Student growth objective” means an academic goal that administrators and evaluators may set for
groups of students.

“Superintendent” means Superintendent of Schools or Chief School Administrator.

“Supervisor” means an appropriately certified staff member, as defined in N.J.S.A. 18A:1-1, or
Superintendent employed in the school district in a supervisory role and capacity, and possessing a
school administrator, Principal, or supervisor endorsement, as defined in N.J.A.C. 6A:9B-11.

Applicability of Rules on Collective Bargaining Agreements — N.J.A.C. 6A:10-1.3

The rules in N.J.A.C. 6A:10-1.1 et seq. shall not override any conflicting provision(s) of collective
bargaining agreements or other employment contracts entered into by a school district in effect on
July 1, 2013. No collective bargaining agreement entered into after July 1, 2013, shall conflict with
the educator evaluation system established pursuant to N.J.A.C. 6A:10-1.1 et seq. or any other
specific statute or regulation, nor shall topics subject to bargaining involve matters of educational
policy or managerial prerogatives.

Educator Evaluation Data, Information, and Written Reports — N.J.A.C. 6A:10-1.4

All information contained in written performance reports and all information collected, compiled,
and/or maintained by employees of the Board of Education for the purposes of conducting the
educator evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be confidential. Such
information shall not be subject to public inspection or copying pursuant to the Open Public
Records Act, N.J.S.A. 47:1A-1 et seq. Nothing contained in N.J.A.C. 6A:10-1.1 et seq. shall be
construed to prohibit the Department or a school district from, at its discretion, collecting
evaluation data pursuant to N.J.S.A. 18A:6-123.¢ or distributing aggregate statistics regarding
evaluation data.

Evaluation of Administrators — N.J.A.C. 6A:10-2.1

1. The Board of Education shall annually adopt evaluation rubrics for all administrators. The
evaluation rubrics shall have four defined annual ratings: ineffective, partially effective,
effective, and highly effective.

2. Evaluation rubrics shall be submitted to the Commissioner by June 1 for approval by
August 1 of each year.

Duties of the Board of Education — N.J.A.C. 6A:10-2.2

1. The Board of Education shall meet the following requirements for the annual evaluation of
administrators, unless otherwise specified:

a. Establish a District Evaluation Advisory Committee to oversee and guide the
planning and implementation of the Board of Education's evaluation policies and
procedures as set forth in N.J.A.C. 6A:10-1.1 et seq;

b. Annually adopt policies and procedures developed by the Superintendent pursuant to
N.J.A.C. 6A:10-2.4, including the evaluation rubrics approved by the Commissioner
pursuant to N.J.A.C. 6A:10-2.1(c);
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F. District Evaluation Advisory Committee — N.J.A.C. 6A:10-2.3

1. Members of the District Evaluation Advisory Committee shall include representation from
the following groups: teachers from each school level represented in the school district;
central office administrators overseeing the teacher evaluation process; supervisors involved
in teacher evaluation, when available or appropriate; and administrators conducting
evaluations, including a minimum of one administrator conducting evaluations who
participates on a School Improvement Panel. Members also shall include the
Superintendent, a special education administrator, a parent, and a member of the Board of
Education.

2. The Superintendent may extend membership on the District Evaluation Advisory
Committee to representatives of other groups and to individuals.

3. Beginning in 2017-2018, the District Evaluation Advisory Committees shall no longer be
required and the Board of Education shall have the discretion to continue the District’s
Evaluation Advisory Committee.

G. Evaluation Procedures for Administrators — N.J.A.C. 6A:10-2.4

1. The provisions outlined in Policy and Regulation 3223 and N.J.A.C. 6A:10-2.4 shall be the
minimum requirements for the evaluation of administrators.

2. Evaluation policies and procedures requiring the annual evaluation of all administrators
shall be developed under the direction of the Superintendent, who may consult with the
District Evaluation Advisory Committee or representatives from School Improvement
Panels, and shall include, but not be limited to, a description of:

a. Roles and responsibilities for implementation of evaluation policies and procedures;

b. Job descriptions, evaluation rubrics for administrators, the process for calculating
the summative ratings and each component, and the evaluation regulations set forth
in N.JLA.C. 6A:10 et seq.;

c. Methods of data collection and reporting appropriate to each job description,
including, but not limited to, the process for student attribution to teachers,
Principals, Vice Principals, and Assistant Principals for calculating the median and
school-wide student growth percentile;

d. Processes for observations for the purpose of evaluation and post-observation
conference(s) by a supervisor;

e The process for preparation of individual professional development plans; and

£ The process for preparation of an annual written performance report by the
Superintendent or designated supervisor and an annual summary conference
between the administrator and the Superintendent or designated supervisor.

3. The annual summary conference between the Superintendent or designated supervisor and
the administrator shall be held before the written performance report is filed. The
conference shall occur on or before June 30 of each year and shall include, but not be
limited to, a review of the following:
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The performance of the administrator based upon the job description and the scores

a.
or evidence compiled using the administrator’s evaluation rubric, including,
whenever applicable, the educator’s practice instrument;

b. The progress of the administrator toward meeting the goals of the individual
professional development plan or, when applicable, the corrective action plan;

. Available indicators or scores of student achievement or growth, when applicable,
such as student growth objective scores and student growth percentile scores; and

d. The preliminary annual written performance report.

4. If any scores for the administrator’s evaluation rubric are not available at the time of the

annual summary conference due to pending assessment results, the annual summative
evaluation rating shall be calculated once all component ratings are available.

5. The annual written performance report for the administrator shall be prepared by the
Superintendent or designated supervisor and shall include, but not be limited to:

a. A summative rating based on the evaluation rubric;

b. Performance area(s) of strength and area(s) needing improvement based upon the
job description, observations for the purpose of evaluation and, when applicable, the
educator practice instrument; and

¢ An individual professional development plan developed by the Superintendent or
designated supervisor and the administrator or, when applicable, a corrective action
plan from the evaluation year being reviewed in the report.

6. The administrator and the Superintendent or designated supervisor shall sign the report
within five administrator working days of the review.

7. The Board of Education shall include all written performance reports and supporting data,
including, but not limited to, written observation reports and additional components of the
summative evaluation rating as part of his or her personnel file, or in an alternative,
confidential location. If reports and data are stored in an alternative, confidential location,
the personnel file shall clearly indicate the report’s location and how it can easily be
accessed. The records shall be confidential and shall not be subject to public inspection or
copying pursuant to the Open Public Records Act, N.J.S.A. 47:1A-1 et seq.

H. Corrective Action Plans for Administrators — N.J.A.C. 6A:10-2.5

1. For each administrator rated ineffective or partially effective on the annual summative
evaluation, as measured by the evaluation rubrics, a corrective action plan shall be
developed by administrator and the Superintendent or the designated supervisor.

2. If the summative evaluation rating is calculated before the end of the school year, then the
corrective action plan shall be developed and the administrator and the Superintendent or
designated supervisor shall meet to discuss the corrective action plan prior to September 15
of the following school year. The conference to develop and discuss the corrective action
plan may be combined with the administrator’s annual summary conference that occurs at

the end of the year of evaluation.
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If the ineffective or partially effective summative evaluation rating is received after the start
of the school year following the year of evaluation, then a corrective action plan must be
developed, and the administrator and the Superintendent or designated supervisor shall meet
to discuss the corrective action plan within fifteen administrator working days following the
school district’s receipt of the administrator’s summative rating.

The content of the corrective action plan shall replace the content of the individual
professional development plan required in N.J.A.C. 6A:9C-3.4(c) and 3.7(c) until the next

annual summary conference.

The content of the corrective action plan shall:

a. Address areas in need of improvement identified in the administrator evaluation
rubric;

b. Include specific, demonstrable goals for improvement;

C. Include responsibilities of the evaluated employee and the school district for the

plan’s implementation; and
d. Include timelines for meeting the goal(s).

The Superintendent or designated supervisor, and the administrator on a corrective action
plan shall discuss the administrator’s progress toward the goals outlined in the corrective
action plan during each post-observation conference.

Progress toward the administrator’s goals outlined in the corrective action plan shall be
documented in the administrator’s personnel file and reviewed at the annual summary
conference or the mid-year evaluation, when applicable. Both the administrator on a
corrective action plan and the Superintendent or designated supervisor may collect data and
evidence to demonstrate the administrator’s progress toward his or her corrective action
plan goals.

Progress toward the administrator’s goals outlined in the corrective action plan may be used
as evidence in the administrator’s next annual summative evaluation; however, such
progress shall not guarantee an effective rating on the next summative evaluation.

Responsibilities of the evaluated administrator on a corrective action plan shall not be
exclusionary of other plans for improvement determined to be necessary by the
Superintendent or designated supervisor.

The corrective action plan shall remain in effect until the administrator receives his or her
next summative evaluation rating.

Administrator Observations and Evaluations — N.J.A.C. 6A:10-6.2

1.

The Superintendent shall determine the duration of observations required pursuant to
N.J.S.A. 18A:27-3.1 for nontenured administrators.

Each nontenured administrator shall be observed and evaluated in the performance of his or
her duties at least three times during each school year but not less than once during each
semester.
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3224. EVALUATION OF PRINCIPALS, VICE PRINCIPALS, AND ASSISTANT PRINCIPALS (M)
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POLICY

3224- EVALUATION OF PRINCIPALS, VICE PRINCIPALS, AND ASSISTANT PRINCIPALS (M)

M

The Board of Education recognizes the importance of Principal, Vice Principal, and Assistant Principal
effectiveness to further the development of a professional corps of educators and to increase student
achievement. The Board of Education adopts Policy and Regulation 3224 for the evaluation of Principals,
Vice Principals, and Assistant Principals consistent with the Teacher Effectiveness and Accountability for
the Children of New Jersey Act (TEACHNYJ) and the AchieveNJ administrative codes. This Policy and
Regulation provides the provisions and requirements for Principal, Vice Principal, and Assistant Principal
evaluations consistent with TEACHNJ and AchieveNJ.

The rules in N.J.LA.C. 6A:10 — Educator Effectiveness shall not override any conflicting provision(s) of
collective bargaining agreements or other employment contracts in effect on July 1, 2013 and no collective
bargaining agreement entered into after July 1, 2013, shall conflict with the educator evaluation system
established pursuant to N.J.A.C. 6A:10-1.1 et seq. or any other specific statute or regulation, nor shall
topics subject to bargaining involve matters of educational policy or managerial prerogatives. All
information contained in annual performance reports and all information collected, compiled, and/or
maintained by employees for the evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be
confidential and shall not be subject to public inspection or copying pursuant to the Open Public Records
Act, N.J.S.A. 47:1A-1 et seq.

The Board shall annually adopt evaluation rubrics for Principals, Vice Principals, and Assistant Principals
which shall be submitted to the Commissioner by June 1 for approval by August 1 of each year. The
evaluation rubrics shall have four defined annual ratings: ineffective, partially effective, effective, and
highly effective. The Board shall meet the requirements as outlined in N.J.A.C. 6A:10-2.2(a) for the
annual evaluation of Principals, Vice Principals, and Assistant Principals and shall ensure the training
procedures as outlined in N.J.A.C. 6A:10-2.2(b) are followed when implementing the evaluation rubrics for

~ all Principals, Vice Principals, or Assistant Principals. A District Evaluation Advisory Committee shall be
established in accordance with the requirements of N.J.A.C. 6A:10-2.3.

The minimum requirements for the evaluation procedures for Principals, Vice Principals, and Assistant
Principals as outlined in N.J.A.C. 6A:10-2.4 shall be followed. For each Principal, Vice Principal, or
Assistant Principal rated ineffective or partially effective on the annual summative evaluation rating, as
measured by the evaluation rubrics, a corrective action plan shall be developed in accordance with the
provisions of N.J.LA.C. 6A:10-2.5.

The components of the principal evaluation rubrics as described in N.J.A.C. 6A:10-5.1 shall apply to
Principals, Vice Principals, and Assistant Principals. Measures of student achievement, as outlined in
N.J.A.C. 6A:10-5.2, shall be used to determine impact on student learning. Principal, Vice Principal, and
Assistant Principal observations shall be conducted in accordance with the provisions of N.J.A.C. 6A:10-
5.4. The Superintendent or designated supervisor shall conduct observations for the evaluation of
Principals pursuant to N.J.S.A. 18A:6-121 and he or she shall be trained pursuant to N.J.A.C. 6A:10-
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2.2(b). A Principal, or the Superintendent or designated supervisor, shall conduct observations for the
evaluation of Vice Principals and Assistant Principals pursuant to N.J.S.A. 18A:6-121.

The principal practice instrument approved by the Department of Education shall meet the criteria as
outlined in N.J.A.C. 6A:10-7.3.

The Superintendent annually shall notify all Principals, Vice Principals, or Assistant Principals of the
adopted evaluation policies and procedures/regulations no later than October 1. If a Principal, Vice
Principal, or Assistant Principal is hired after October 1, the Superintendent shall notify the Principal, Vice
Principal, or Assistant Principal of the policies and procedures/regulations at the beginning of his or her
employment. All Principals, Vice Principals, and Assistant Principals shall be notified of amendments to
the policy and procedures/regulations within ten Principal, Vice Principal, or Assistant Principal working

days of adoption.

N.J.S.A. 18A:6-117 et seq.

N.J.A.C. 6A:10-1.1 through 1.4; 6A:10-2.1 through 2.5
N.J.A.C. 6A:10-5.1 through 5.4

N.J.A.C. 6A:10-7.1 and 7.3

Approved Revision: 19 December 2014
Revised: 06 January 2015

Revised: 13 December 2016

Revised: 11 July 2017

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N] 08753
ph: (732)255-1500 fax: (732)255-1502
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REGULATION

3224. EVALUATION OF PRINCIPALS, VICE PRINCIPALS, AND ASSISTANT PRINCIPALS

M
A. Definitions — N.J.A.C. 6A:10-1.2

The following words and terms shall have the following meanings when used in Policy and
Regulation 3224 unless the context clearly indicates otherwise:

“Annual performance report” means a written appraisal of the Principal’s, Vice Principal’s, or
Assistant Principal’s performance prepared by the designated supervisor based on the evaluation
rubric for his or her position.

“Annual summative evaluation rating” means an annual evaluation rating that is based on
appraisals of educator practice and student performance, and includes all measures captured in a
Principal, Vice Principal, or Assistant Principal evaluation rubric. The four summative
performance categories are ineffective, partially effective, effective, and highly effective.

“Calibration” in the context of educator evaluation means a process to monitor the competency of a
trained evaluator to ensure the evaluator continues to apply an educator practice instrument
accurately and consistently according to the standards and definitions of the specific instrument.

“Chief School Administrator” means the Superintendent of Schools or the
Administrative Principal if there is no Superintendent.

“Commissioner” means Commissioner of the New Jersey Department of Education.

“Corrective Action Plan” means a written plan developed by the Superintendent or designee in
collaboration with the Principal, Vice Principal, and Assistant Principal to address deficiencies as
outlined in an evaluation. The corrective action plan shall include timelines for corrective action,
responsibilities of the individual Principal, Vice Principal, and Assistant Principal and the school
district for implementing the plan, and specific support that the district shall provide.

“Department” means the New Jersey Department of Education.

“Designated supervisor” means the supervisor designated by the Superintendent of Schools as the
Principal’s, Vice Principal’s, or Assistant Principal’s supervisor.

“District Evaluation Advisory Committee” means a group created to oversee and guide the
planning and implementation of the Board of Education's evaluation policies and procedures as set
forth in N.J.A.C. 6A:10-2.3.

“Educator practice instrument” means an assessment tool that provides: scales or dimensions that
capture competencies of professional performance; and differentiation of a range of professional
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performance as described by the scales, which must be shown in practice and/or research studies.

“Evaluation” means an appraisal of an individual’s professional performance in relation to his or
her job description, professional standards, and Statewide evaluation criteria that incorporates
analysis of multiple measures of student achievement or growth and multiple data sources.

“Evaluation rubric” means a set of criteria, measures, and processes used to evaluate all Principals,
Vice Principals, and Assistant Principals in a specific school district or local education agency.
Evaluation rubrics consist of measures of professional practice, based on educator practice
instruments and student outcomes. Each Board of Education will have an evaluation rubric
specifically for teachers, another specifically for Principals, Vice Principals, and Assistant
Principals, and evaluation rubrics for other categories of teaching staff members.

“Indicators of student progress and growth” means the results of assessment(s) of students as
defined in N.J.A.C. 6A:8, Standards and Assessment.

“Individual professional development plan” is as defined in N.J.S.A. 18A:6-119.

“Job description” means a written specification of the function of a position, duties and
responsibilities, the extent and limits of authority, and work relationships within and outside the

school and school district.

“Model evaluation rubric” means district educator evaluation rubrics that have been reviewed and
accepted by the Commissioner. A model teaching or principal evaluation rubric includes a teacher
or principal practice instrument that appears on the Department’s list of approved educator practice

instruments.

“Observation” means a method of collecting data on the performance of a Principal’s, Vice
Principal’s, and Assistant Principal’s assigned duties and responsibilities. An observation for the
purpose of evaluation will be included in the determination of the annual summative evaluation

rating and shall be conducted by the Superintendent or designee.

“Post-observation conference” means a meeting, either in-person or remotely, between the
Superintendent or the designated supervisor who conducted the observation and the Principal, Vice
Principal, and Assistant Principal for the purpose of evaluation to discuss the data collected in the

observation.

“Principal practice instrument” means an assessment tool that provides scales or dimensions that
capture competencies of professional performance; and differentiation of a range of professional
performance as described by the scales, which must be shown in practice and/or research studies.
The scores from the principal practice instrument are components of the evaluation rubrics and the
scores are included in the summative evaluation rating for the individual.

“Scoring guide” means a set of rules or criteria used to evaluate a performance, product, or project.
The purpose of a scoring guide is to provide a transparent and reliable evaluation process.
Educator practice instruments include a scoring guide that an evaluator uses to structure his or her
assessments and ratings of professional practice.

“Semester” means half of the school year.

“Signed” means the name of one physically written by oneself or an electronic code, sound,
symbol, or process attached to or logically associated with a record and executed or adopted by a

person with the intent to sign the record.
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“Student growth objective” means an academic goal that teachers and evaluators set for groups of
students.

“Student growth percentile” means a specific metric for measuring individual student progress on
Statewide assessments by tracking how much a student’s test scores have changed relative to other
students Statewide with similar scores in previous years.

“Superintendent” means Superintendent of Schools or Chief School Administrator.

“Supervisor” means an appropriately certified teaching staff member as defined in N.J.S.A. 18A:1-
1, or Superintendent employed in the district in a supervisory role and capacity, and possessing a
school administrator, Principal, or supervisor endorsement as defined in N.J.A.C. 6A:9B-11 and
certified to evaluate a Principal, Vice Principal, or Assistant Principal.

Applicability of Rules on Collective Bargaining Agreements — N.J.A.C. 6A:10-1.3

The rules in N.J.LA.C. 6A:10-1.1 et seq. shall not override any conflicting provision(s) of collective
bargaining agreements or other employment contracts entered into by a school district in effect on
July 1, 2013. No collective bargaining agreement entered into after July 1, 2013, shall conflict with
the educator evaluation system established pursuant to N.J.A.C. 6A:10-1.1 et seq. or any other
specific statute or regulation, nor shall topics subject to bargaining involve matters of educational
policy or managerial prerogatives.

Educator Evaluation Data, Information, and Written Reports —N.J.A.C. 6A:10-1.4

All information contained in written performance reports and all information collected, compiled,
and/or maintained by employees of the Board of Education for the purposes of conducting the
educator evaluation process pursuant to N.J.A.C. 6A:10-1.1 et seq. shall be confidential. Such
information shall not be subject to public inspection or copying pursuant to the Open Public
Records Act, N.J.S.A. 47:1A-1 et seq. Nothing contained in N.J.A.C. 6A:10-1.1 et seq. shall be
construed to prohibit the Department or a school district from, at its discretion, collecting
evaluation data pursuant to N.J.S.A. 18A:6-123.e or distributing aggregate statistics regarding
evaluation data.

Evaluation of Principals, Vice Principals, and Assistant Principals — N.J.A.C. 6A:10-2.1
1. The Board of Education shall annually adopt evaluation rubrics for all Principals, Vice

Principals, and Assistant Principals. The evaluation rubrics shall have four defined annual
ratings: ineffective, partially effective, effective, and highly effective.

Z. The evaluation rubrics for Principals, Vice Principals, and Assistant Principals shall include
all other relevant minimum standards set forth in N.J.S.A. 18A:6-123 (P.L. 2012, c. 26, §
17¢).

3. Evaluation rubrics shall be submitted to the Commissioner by June 1 for approval by

August 1 of each year.
Duties of the Board of Education — N.J.A.C. 6A:10-2.2

1. The Board of Education shall meet the following requirements for the annual evaluation of
Principals, Vice Principals, and Assistant Principals, unless otherwise specified:

a. Establish a District Evaluation Advisory Committee to oversee and guide the
planning and implementation of the Board of Education's evaluation policies and
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procedures as set forth in N.J.A.C. 6A:10-1.1 et seq.;

b. Annually adopt policies and procedures developed by the Superintendent pursuant to
N.J.A.C. 6A:10-2.4, including the evaluation rubrics approved by the Commissioner
pursuant to N.J.A.C. 6A:10-2.1(c);

C. Ensure the Superintendent annually notifies all Principals, Vice Principals, and
Assistant Principals of the adopted evaluation policies and procedures no later than
October 1. If a Principal, Vice Principal, or Assistant Principal is hired after
October 1, the Board/Superintendent shall notify all Principals, Vice Principals, and
Assistant Principals of the policies and procedures at the beginning of his or her
employment. All Principals, Vice Principals, and Assistant Principals shall be
notified of amendments to the policy and procedures within ten Principal, Vice
Principal, or Assistant Principal working days of adoption;

d. Annually adopt by June 1, any Commissioner-approved educator practice
instruments and, as part of the process described at N.J.A.C. 6A:10-2.1(c), notify the
Department which instruments will be used as part of the school district’s evaluation

rubrics;

e. Ensure the Principal of each school within the school district has established a
School Improvement Panel pursuant to N.J.A.C. 6A:10-3.1. The panel shall be
established annually by August 31 and shall carry out the duties and functions
described in N.J.A.C. 6A:10-3.2;

f. Ensure data elements are collected and stored in an accessible and usable format.
Data elements shall include, but not be limited to, scores or evidence from
observations for the purpose of evaluation and student growth objective data; and

g. Ensure the Superintendent or designee certifies to the Department that any observer
who conducts an observation of a Principal, Vice Principal, or Assistant Principal for
the purpose of evaluation as described in N.J.A.C. 6A:10-4.4; N.J.A.C. 6A:10-5.4;
and 6A:10-6.2 shall meet the statutory observation requirements of N.J.S.A. 18A.:6-
119; 18A:6-123.b(8); and N.J.S.A. 18A:27-3.1 and the teacher member of the
School Improvement Panel requirements of N.J.A.C. 6A:10-3.2.

2. The Board of Education shall ensure the following training procedures are followed when
implementing the evaluation rubric for all Principals, Vice Principals, and Assistant
Principals and, when applicable, applying the Commissioner-approved principal practice
instruments:

a. Annually provide training on and descriptions of each component of the evaluation
rubric for all Principals, Vice Principals, and Assistant Principals who are being
evaluated in the school district and provide more thorough training for any
Principals, Vice Principals, and Assistant Principals who are being evaluated for the
first time. Training shall include detailed descriptions of all evaluation rubric
components including, when applicable, detailed descriptions of student
achievement measures and all aspects of the principal practice instrument;

b. Provide training on the principal practice instrument for the Superintendent or
designated supervisor who will conduct observations for the purpose of evaluation
of Principals, Vice Principals, or Assistant Principals. Training shall be provided
before the observer conducts his or her first observation for the purpose of

evaluation;
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& Annually provide updates and refresher training on the principal practice instrument
for any supervisor who will observe principal practice for the purpose of increasing
accuracy and consistency among observers;

d. The Superintendent shall annually certify to the Department that all evaluators of
Principals, Vice Principals, and Assistant Principals in the school district who are
utilizing principal practice instruments have completed training on the instrument
and its application and have demonstrated competency in applying the principal
practice instrument.

District Evaluation Advisory Committee — N.J.A.C. 6A:10-2.3

1. Members of the District Evaluation Advisory Committee shall include representation from
the following groups: teachers from each school level represented in the school district;
central office administrators overseeing the teacher evaluation process; supervisors involved
in teacher evaluation, when available or appropriate; and administrators conducting
evaluations, including a minimum of one administrator conducting evaluations who
participates on a School Improvement Panel. Members also shall include the
Superintendent, a special education administrator, a parent, and a member of the Board of
Education.

. The Superintendent may extend membership on the District Evaluation Advisory
Committee to representatives of other groups and to individuals.

3. Beginning in 2017-2018, the District Evaluation Advisory Committees shall no longer be
required and the Board of Education shall have the discretion to continue the District’s
Evaluation Advisory Committee.

Evaluation Procedures for Principals, Vice Principals, and Assistant Principals - N.J.A.C. 6A:10-
24 '

1. The provisions outlined in Policy and Regulation 3224 and N.J.A.C. 6A:10-2.4 shall be the
minimum requirements for the evaluation of Principals, Vice Principals, and Assistant
Principals.

2. Evaluation policies and procedures requiring the annual evaluation of Principals, Vice

Principals, and Assistant Principals shall be developed under the direction of the
Superintendent, who may consult with the District Evaluation Advisory Committee or
representatives from School Improvement Panels, and shall include, but not be limited to, a
description of:

a. Roles and responsibilities for implementation of evaluation policies and procedures;

b. Job descriptions, evaluation rubrics for Principals, Vice Principals, and Assistant
Principals, the process for calculating the summative ratings and each component
and the evaluation regulations set forth in N.J.A.C. 6A:10-1 et seq.;

C. Methods of data collection and reporting appropriate to each job description,
including, but not limited to, the process for student attribution to teachers,
Principals, Vice Principals, Assistant Principals for calculating the median and
school-wide student growth percentile;
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d. Processes for observations for the purpose of evaluation and post-observation
conference(s) by a supervisor;

g, The process for preparation of individual professional development plans; and

f. The process for preparation of an annual written performance report by the
Superintendent or designated supervisor, and an annual summary conference
between the Principal, Vice Principal, or Assistant Principal and the Superintendent
or designated supervisor.

3. The annual summary conference between the Superintendent or designated supervisor and
the Principal, Vice Principal, or Assistant Principal shall be held before the written
performance report is filed. The conference shall occur on or before June 30 of each year
and shall include, but not be limited to, a review of the following:

a. The performance of the Principal, Vice Principal, or Assistant Principal based upon
the job description and, when applicable, the scores or evidence compiled using the
evaluation rubric, including, when applicable, the principal practice instrument;

b. The progress of the Principal, Vice Principal, or Assistant Principal toward meeting
the goals of the individual professional development plan or, when applicable, the
corrective action plan;

c. Available indicators or scores of student achievement or growth, when applicable,
such as student growth objective scores and student growth percentile scores; and

d. The preliminary annual written performance report.

4. If any scores for the Principal’s, Vice Principal’s, or Assistant Principal’s evaluation rubric
are not available at the time of the annual summary conference due to pending assessment
results, the annual summative evaluation rating shall be calculated once all component

ratings are available.

5. The annual written performance report for the Principal, Vice Principal, or Assistant
Principal shall be prepared by the Superintendent or designated supervisor and shall
include, but not be limited to:

a. A summative rating based on the evaluation rubric, including, when applicable, a
total score for each component as described in N.J.A.C. 6A:10-5;

b. Performance area(s) of strength and area(s) needing improvement based upon the
job description, observations for the purpose of evaluation and, when applicable, the
principal practice instrument; and

C. An individual professional development plan developed by the Superintendent or
designated supervisor and the Principal, Vice Principal, or Assistant Principal or,
when applicable, a corrective action plan from the evaluation year being reviewed in

the report.

6. The Principal, Vice Principal, or Assistant Principal and the Superintendent or designated
supervisor shall sign the report within five Principal, Vice Principal, or Assistant Principal

working days of the review.
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The Board of Education shall include all written performance reports and supporting data,
including, but not limited to, written observation reports and additional components of the
summative evaluation rating as part of the Principal’s, Vice Principal’s, or Assistant
Principal’s personnel file, or in an alternative, confidential location. If reports and data are
stored in an alternate location, the personnel file shall clearly indicate the report’s location
and how it can be easily accessed. The records shall be confidential and shall not be subject
to public inspection or copying pursuant to the Open Public Records Act, N.J.S.A. 47:1A-
1 et seq.

Corrective Action Plans for Principals, Vice Principals, and Assistant Principals — N.J.A.C. 6A:10-

2

For each Principal, Vice Principal, and Assistant Principal rated ineffective or partially
effective on the annual summative evaluation, as measured by the evaluation rubrics, a
corrective action plan shall be developed by the Principal, Vice Principal, or Assistant
Principal and the Superintendent or designated supervisor.

If the summative evaluation rating is calculated before the end of the school year, then the
corrective action plan shall be developed and the Principal, Vice Principal, or Assistant
Principal and the Superintendent or designated supervisor shall meet to discuss the
corrective action plan prior to September 15 of the following school year. The conference
to develop and discuss the corrective action plan may be combined with the Principal’s,
Vice Principal’s, or Assistant Principal’s annual summary conference that occurs at the end
of the year of evaluation.

If the ineffective or partially effective summative evaluation rating is received after the start
of the school year following the year of evaluation, then a corrective action plan must be
developed, and the Principal, Vice Principal, or Assistant Principal and the Superintendent
or designated supervisor shall meet to discuss the corrective action plan within fifteen
Principal, Vice Principal, or Assistant Principal working days following the school district’s
receipt of the Principal’s, Vice Principal’s, or Assistant Principal’s summative rating.

The content of the corrective action plan shall replace the content of the individual
professional development plan required in N.J.A.C. 6A:9C-3.4(c) and 3.7(c) until the next

annual summary conference.

The content of the corrective action plan shall:

a. Address areas in need of improvement identified in the principal evaluation rubric;
b. Include specific, demonstrable goals for improvement;
C. Include responsibilities of the evaluated employee and the school district for the

plan’s implementation; and
d. Include timelines for meeting the goal(s).

The Superintendent or designated supervisor and the Principal, Vice Principal, or Assistant
Principal on a corrective action plan shall discuss the employee’s progress toward the goals
outlined in the corrective action plan during each post-observation conference, when
required by N.J.S.A. 18A:27-3.1 or N.J.A.C. 6A:10-5.4.

Progress toward the Principal’s, Vice Principal’s, or Assistant Principal’s goals outlined in
the corrective action plan shall be documented in the Principal’s, Vice Principal’s, or
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Assistant Principal’s personnel file and reviewed at the annual summary conference or the
mid-year evaluation, when applicable. Both the Principal, Vice Principal, or Assistant
Principal on a corrective action plan and the Superintendent or designated supervisor may
collect data and evidence to demonstrate the Principal’s, Vice Principal’s, or Assistant
Principal’s progress toward his or her corrective action plan goals.

Progress toward the goals outlined in the corrective action plan may be used as evidence in
the Principal’s, Vice Principal’s, or Assistant Principal’s next annual summative evaluation;
however, such progress shall not guarantee an effective rating on the next summative

evaluation.

Responsibilities of the evaluated Principal, Vice Principal, or Assistant Principal on a
corrective action plan shall not be exclusionary of other plans for improvement determined
to be necessary by the Superintendent or designated supervisor.

The Superintendent or designated supervisor and the Principal, as appropriate, shall conduct
a mid-year evaluation of any Principal, Vice Principal, or Assistant Principal pursuant to
N.J.S.A. 18A:6-121.c. If the corrective action plan was created before the start of the year,
the mid-year evaluation shall occur midway between the development of the corrective
action plan and the annual summary conference. The mid-year evaluation shall include, at a
minimum a conference to discuss progress toward the Principal’s, Vice Principal’s, or
Assistant Principal’s goals outlined in the corrective action plan. The mid-year evaluation
conference may be combined with a post-observation conference.

The Superintendent shall ensure Principals, Vice Principals, and Assistant Principals with a
corrective action plan receive one observation and a post-observation in addition to the
observations required in N.J.A.C. 6A:10-5.4 for the purpose of evaluation as described in
N.J.A.C. 6A:10-1.2 and 5.4. The Superintendent or Principal shall determine the length of

the observation.

The corrective action plan shall remain in effect until the Principal, Vice Principal, or
Assistant Principal receives his or her next summative evaluation rating.

L Components of Principal Evaluation Rubrics — N.J.A.C. 6A:10-5.1

Unless otherwise noted, the components of the principal evaluation rubrics shall apply to
teaching staff members holding the position of Principal, Vice Principal, or Assistant
Principal and holding a valid and effective standard, provisional, or emergency

administrative certificate.

The principal evaluation rubric shall meet the standards provided in N.J.S.A. 18A:6-123,
including, but not limited to:

a. Measures of student achievement pursuant to N.J.A.C. 6A:10-5.2; and
b. Measures of principal practice pursuant to N.J.A.C. 6A:10-5.3 and 5.4.

To earn a summative rating, the Principal, Vice Principal, or Assistant Principal shall have a
student achievement score, pursuant to N.J.A.C. 6A:10-5.2 and a principal practice score

pursuant to N.J.A.C. 6A:10-5.3 and 5.4.

Each score shall be converted to a percentage weight so all measures make up 100 percent
of the evaluation rubric. By August 31 prior to the academic year in which the evaluation
rubric applies, the Department shall provide on its website the required percentage weight
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of each component and the required summative rating scale. All components shall be worth
the following percentage weights or fall within the following ranges:

a. If, according to N.J.A.C. 6A:10-5.2(b), the Principal, Vice Principal, or Assistant
Principal receives a school-wide student growth percentile score as described in
N.J.A.C. 6A:10-5.2(c), the score shall be at least ten percent and no greater than
forty percent of evaluation rubric rating as determined by the Department.

b. Measure of average student growth objective for all teachers, as described in
N.J.A.C. 6A:10-5.2(d), shall be at least ten percent and no greater than twenty
percent of evaluation rubric rating as determined by the Department.

o. Measure of administrator goal, as described in N.J.A.C. 6A:10-5.2(e), shall be no
less than ten percent and no greater than forty percent of evaluation rubric rating as
determined by the Department.

d. Measure of principal practice, as described in N.J.A.C. 6A:10-5.3(b), shall be thirty
percent of evaluation rubric rating.

e. Measure of leadership practice, as described in N.J.A.C. 6A:10-5.3(c), shall be
twenty percent of evaluation rubric rating.

f. Notwithstanding the provisions of a. through e. above, if an appeal of the
administrator goal is approved, according to N.J.A.C. 6A:10-5.2(e)5, the
administrator goal weight and the principal practice weight shall be adjusted by the
Superintendent or the Commissioner, as applicable according to N.JLA.C. 6A:10-
5.2(e)5.

5. Standardized assessments, used as a measure of student progress, shall not be the
predominant factor in determining a Principal’s annual summative rating.

6. The Department shall periodically collect principal evaluation rubric data that shall include,
but are not limited to, component-level scores and annual summative ratings.

J. Student Achievement Components of Principal Evaluation Rubrics — N.J.A.C. 6A:10-5.2

1. Measures of student achievement shall be used to determine impact on student learning and
shall include the following components:

a. The school-wide student growth percentile of all students assigned to the Principal;

b. Average student growth objective scores of every teacher, as described in N.J.A.C.
6A:10-4.2(e), assigned to the Principal; and

C. Administrator goals set by Principals, Vice Principals, and Assistant Principals in
consultation with the Superintendent or designated supervisor pursuant to N.J.A.C.
6A:10-5.2(e), which shall be specific and measurable, based on student growth
and/or achievement data.

2; The school-wide student growth percentile score shall be included in the annual summative
rating of Principals, Vice Principals, and Assistant Principals who are assigned to a school
as of October 15 and who are employed in schools where student growth percentiles are
available for students in one or more grades. If the Principal, Vice Principal, or Assistant
Principal is employed in more than one school, the Superintendent shall assign to the
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6. The Superintendent shall remove a teacher's student growth objective score from the
Principal's, Vice Principal's, or Assistant Principal's final average student growth objective
score for the 2013-2014 academic year and adjust the annual summative rating accordingly

if:

a. A Principal's, Vice Principal's, or Assistant Principal's average student growth
objective for the 2013-2014 academic year included a teacher's student growth
objective that was successfully appealed according to N.J.A.C. 6A:10-4.2(f); and

b. Failure to remove the score would cause the Principal's, Vice Priricipal's, or

Assistant Principal's annual summative rating to be ineffective or partially effective.
K. Principal Practice Component of Evaluation Rubric — N.J.A.C. 6A:10-5.3
L Measures of principal practice shall include the following components:

a. A measure determined through a Commissioner-approved principal practice
mstrument; and

b. A leadership measure determined through the Department-created leadership rubric.

2. Principal practice component rating shall be based on the measurement of the Principal’s,

Vice Principal’s, or Assistant Principal’s performance according to the school district’s

~ Commissioner-approved principal practice instrument. Observations pursuant to N.J.A.C.
6A:10-5.4 shall be used as one form of evidence for this measurement.

3. Leadership practice shall be determined by a score on a leadership rubric, which will assess
the Principal’s, Vice Principal’s, or Assistant Principal’s ability to improve student
achievement and teaching staff member effectiveness through identified leader behaviors.
The rubric will be posted on the Department’s website and annually maintained.

L. Principal, Vice Principal, and Assistant Principal Observations — N.J.A.C. 6A:10-5.4

1. The Superintendent or designated supervisor shall conduct observations for the evaluation
of Principals pursuant to N.J.S.A. 18A:6-121 and he or she shall be trained pursuant to
N.J.A.C. 6A:10-2.2(b).

2. A Principal, or the Superintendent or designated supervisor, shall conduct observations for
the evaluation of Vice Principals and Assistant Principals pursuant to N.J.S.A. 18A:6-121.

3. For the purpose of collecting data for the evaluation of a Principal, Vice Principal, or
Assistant Principal, an observation, as described in N.J.S.A. 18A:6-119 and N.J.A.C.
6A:10-1.2, may include, but is not limited to: building walk-through, staff meeting
observation, parent conference observation, or case study analysis of a significant student

issue.
4. Post-observation conferences shall include the following procedures:
a. A Superintendent or designated supervisor who was present at the observation shall

conduct a post-observation conference with the Principal, Vice Principal, or
Assistant Principal being observed. A post-observation conference shall occur no
more than fifteen Principal, Vice Principal, or Assistant Principal working days
following each observation.
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b. The post-observation conference shall be for the purpose of reviewing the data
collected at the observation, connecting the data to the principal practice instrument
and the Principal’s, Vice Principal’s, or Assistant Principal’s individual professional
development plan, collecting additional information needed for the evaluation, and
offering areas to improve effectiveness.

c. With the consent of the observed Principal, Vice Principal, or Assistant Principal,
post-observation conferences for individuals who are not on a corrective action plan
may be conducted via written communication, including electronic communication.

d. One post-observation conference may be combined with the Principal’s, Vice
Principal’s, or Assistant Principal’s annual summary conference as long as it occurs
within the required fifteen Principal, Vice Principal, or Assistant Principal working
days following the observation.

g A written or electronic evaluation report shall be signed by the Superintendent or
designated supervisor who conducted the observation and post-observation and the
Principal, Vice Principal, or Assistant Principal who was observed.

f The Principal, Vice Principal, or Assistant Principal shall submit his or her written
objection(s) of the evaluation within ten Principal, Vice Principal, or Assistant
Principal working days following the conference. The objection(s) shall be attached
to each party’s copy of the annual written performance report.

5. Each tenured Principal, Vice Principal, and Assistant Principal shall be observed as
described in N.J.A.C. 6A:10-5.4, at least two times during each school year. Each
nontenured Principal, Vice Principal, and Assistant Principal shall be observed as described
in N.J A.C. 6A:10-5.4 at least three times during each school year, as required by N.J.S.A.
18A:27-3.1. An additional observation shall be conducted pursuant to N.J.A.C. 6A:10-
2.5(1) for Principals, Vice Principals, and Assistant Principals who are on a corrective action

plan.
M.  Principal Practice Instrument — N.J.A.C. 6A:10-7.3

1. The principal practice instrument approved by the Department shall meet the following
criteria:

a. Incorporate domains of practice and/or performance criteria that align to the 2008
ISLLC Professional Standards for School Leaders developed by the Interstate
School Leadership Licensure Consortium incorporated herein by reference,

available at:

http://www.ccsso.org/documents/2008
educational leadership policy standards
2008.pdf:

b. Include scoring guides for assessing teacher practice that differentiate among a
minimum of four levels of performance, and the differentiation has been shown in
practice and/or research studies. Each scoring guide shall clearly define the
expectations for each category and provide a conversion for the four categories:
ineffective, partially effective, effective, and highly effective;

C. Be based on multiple sources of evidence collected throughout the year;
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Pleasantville

School District
Section: Support Staff
4220. EVALUATION OF SUPPORT STAFF MEMBERS
Date Created: July, 2007
Date Edited: January, 2015

REGULATION

4220. EVALUATION OF SUPPORT STAFF MEMBERS

A. Evaluator

The observation and evaluation of support staff members will be conducted by the employee’s
immediate supervisor or the Principal, as specified by the Superintendent.

B. Evaluation Criteria
1. Evaluation criteria for each position will derive from the job description for the position and

relate directly to each of the tasks described. Wherever possible each set of evaluation
criteria will be:

a. Briefly stated and focused on major responsibilities of the position as well as the
employee’s attitude towards the job and his/her interpersonal relations on the job;

b. Based on observable information rather than on factors requiring subjective
judgment;

G Generic, covering a number of specific positions;

d. Designed to make note of an employee’s strengths as well as weaknesses; and

€. Written in the same format and in a direct, simple style.

2. Maintenance of job evaluation criteria will be the responsibility of the Director of Human

Resources. Evaluation criteria will be reviewed, and

a. Whenever the corresponding job description is revised, or
b. On the request of a majority of persons holding a particular job.
3. Each support staff member will be sent a copy of the current evaluation criteria for his/her

position by the Director of Human Resources. Any revisions will be provided to each
holder of that job within thirty working days of its adoption.

4, Suggested revisions to evaluation criteria by job holders will be referred initially to the job
holder’s immediate supervisor for review.

C. Collection of Evaluation Data

Data will be gathered by any one or more of the following evaluation methods:
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The Individual Performance Improvelﬁent Plan will be prepared in cooperation with the
employee whenever possible and shall include:

a. Areas of required growth,

b. Methods of achieving that growth,

C. A schedule for implementation of those methods, and

d. The responsibility of the support staff member and the district for implementing the
plan.

At the time a Performance Improvement Plan is prepared, a review will also be made of the
effort by the staff member to achieve the prior year’s plan. The degree to which the
employee achieved the requirements of the previous plan will be a measure of his/her
performance.

Copies of the Individual Performance Improvement Plan will be attached to the employee’s
evaluation report, given to the support staff member, and filed with the Director of Human
Resources.

It is the duty of the support staff member to implement the plan as prepared; his/her failure
to do so may result in disciplinary action, including, where appropriate, dismissal.

Issued: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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even if the school Building Principal or immediate supervisor feels sexual
harassment conduct was not present.

d. In the event the report alleges conduct by the Building Principal or the Affirmative
Action Officer, the Superintendent will designate a school official to assume the
Building Principal’s or Affirmative Action Officer’s responsibilities as outlined in
Policy No. 3362 and this Regulation.

2, Affirmative Action Officer’s Investigation

a. Upon receipt of any report of potential sexual harassment conduct, the Affirmative
Action Officer will begin an immediate investigation. The Affirmative Action
Officer will promptly investigate all alleged complaints of sexual harassment,
whether or not a formal grievance is filed and steps will be taken to resolve the
situation, if needed. This investigation will be prompt, thorough, and impartial. The
investigation will be completed no more than ten working days after receiving
notice.

b. When a school staff member provides information or complains about sexual
harassment, the Affirmative Action Officer will initially discuss what actions the
staff member is seeking in response to the harassment.

C. The Affirmative Action Officer’s investigation may include, but is not limited to,
interviews with all persons with potential knowledge of the alleged conduct,
interviews with any staff member(s) who may have been sexually harassed in the
past by the school staff member and any other reasonable methods to determine if
sexual harassment conduct existed.

d. The Affirmative Action Officer may request a staff member involved in the
investigation to assist in the investigation.

& The Affirmative Action Officer will provide a copy of Board Policy and Regulation
No. 3362 to all persons who are interviewed with potential knowledge, upon
request, and to any other person the Affirmative Action Officer feels would be
served by a copy of such documents,

f. Any person interviewed by the Affirmative Action Officer may be provided an
opportunity to present witnesses and other evidence.

g. The Affirmative Action Officer and/or Superintendent will contact law enforcement
agencies if there is potential criminal conduct by any party.

h. The school district administration may take interim measures during an Affirmative
Action Officer’s investigation of a complaint.

1. The Affirmative Action Officer will consider particular issues of welcomeness based
on the allegations.

3. Investigation Results
a. Upon the conclusion of the investigation, but not later than ten working days after

reported to the Affirmative Action Officer, the Affirmative Action Officer will
prepare a summary of findings to the parties. At a minimum, this summary shall
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include the person(s) providing notice to the school district and the staff member(s)
who was alleged to be sexually harassed.

b. The Affirmative Action Officer shall make a determination whether sexual
harassment conduct was present.

e If the Affirmative Action Officer concludes sexual harassment conduct was not, or is
not present, the investigation is concluded.

d. If the Affirmative Action Officer determines that sexual harassment has occurred,
the school district administration shall take reasonable and effective corrective
action, including steps tailored to the specific situation. Appropriate steps will be
taken to end the harassment such as counseling, warning, and/or disciplinary action.
The steps will be based on the severity of the harassment or any record of prior
incidents or both. A series of escalating consequences may be necessary if the
initial steps are ineffective in stopping the harassment.

e. In the event the Affirmative Action Officer determines a hostile environment exists,
the Superintendent shall take steps to eliminate the hostile environment. The school
district may need to deliver special training or other interventions to repair the
educational environment. Other measures may include directing the harasser to
apologize to the harassed staff member, dissemination of information, distribution of
new policy statements or other steps to communicate the message that the Board
does not tolerate harassment and will be responsive to any school staff member that

reports such conduct.

f. In some situations, the school district may need to provide other services to the staff
member that was harassed, if necessary, to address the effects of the harassment on
that staff member. Depending on the type of harassment found, these additional
services may include an independent re-assessment of the harassed staff member’s
work performance, counseling and/or other measures that are appropriate to the

situation.

g. The Superintendent will take steps to avoid any further sexual harassment and to
prevent any retaliation against the staff member who made the complaint, was the
subject of the harassment, or against those who provided the information or were
witnesses. The Affirmative Action Officer will inform the sexually harassed staff
member to report any subsequent problems and will make follow-up inquiries to see
if there has been any new incidents or retaliation.

h. All sexual harassment grievances and accompanied investigation notes will be
maintained in a confidential file by the Affirmative Action Officer.

4. Affirmative Action Officer’s Investigation Appeal Process

a. Any person found by the Affirmative Action Officer’s investigation to be guilty of
sexual harassment conduct, or any person who believes they were sexually harassed
but not supported by the Affirmative Action Officer’s investigation, may appeal to
the Superintendent. The Superintendent will make his/her determination within ten

working days of receiving the appeal.

b. Any person who is not satisfied with the Superintendent’s determination may appeal
to the Board. The Board will make its determination within forty-five calendar days
of receiving an appeal from the Superintendent’s determination.
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C. Office Of Civil Rights (OCR) Case Resolution

Persons not satisfied with the resolution of an allegation of sexual harassment by school district
officials or the Board may request the Office of Civil Rights (OCR) of the United States
Department of Education to investigate the allegations.

1. Any alleged victim of sexual harassment may appeal a decision of the Affirmative Action
Officer, Superintendent, or the Board to the Office of Civil Rights (OCR).

2, Any person may report an allegation of sexual harassment to the OCR at any time. If the
OCR is asked to investigate or otherwise resolve incidents of sexual harassment of school
staff members, OCR will consider whether:

a. The school district has a policy prohibiting sexual harassment and a grievance
procedure;
b. The school district appropriately investigated or otherwise responded to allegations

of sexual harassment; and

B, The school district has taken immediate and appropriate corrective action responsive
to Quid Pro Quo or Hostile Environment Harassment.

Issued: 13 February 2007
Revised: 25 May 2010
Revised: 19 December 2014;
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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POLICY Board of Education

Section: Support Staff

4352. SEXUAL HARASSMENT (M)
Date Created: July, 2007

Date Edited: January, 2015

4352- SEXUAL HARASSMENT (M)

M

The Board of Education recognizes that an employee's right to freedom from employment discrimination
includes the opportunity to work in an environment untainted by sexual harassment. Sexually offensive
speech and conduct are wholly inappropriate to the harmonious employment relationships necessary to the
operation of the school district and intolerable in a workplace to which the children of this district are

exposed.

Sexual harassment includes all unwelcome sexual advances, requests for sexual favors, and verbal or
physical contacts of a sexual nature that would not have happened but for the employee's gender.
Whenever submission to such conduct is made a condition of employment or a basis for an employment
decision, or when such conduct is severe and pervasive and has the purpose or effect of unreasonably
altering or interfering with work performance or creating an intimidating, hostile, or offensive working
environment, the employee shall have cause for complaint.

The sexual harassment of any employee of this district is strictly forbidden. Any employee or agent of this
Board who is found to have sexually harassed an employee of this district will be subject to discipline,
which may include termination of employment. Any employee who has been exposed to sexual
harassment by any employee or agent of this Board is encouraged to report the harassment to an
appropriate supervisor. An employee may complain of any failure of the Board to take corrective action by
recourse to the procedure by which a discrimination complaint is processed. The employee may appeal the
Board's action or inaction to the New Jersey Division on Civil Rights or to the United States Equal
Employment Opportunity Commission. Complaints regarding sexual harassment shall be submitted
following the procedures outlined in Regulation 1530, Equal Employment Opportunity.

The Affirmative Action Officer shall instruct all employees of this Board to recognize and correct speech
and behavior patterns that may be sexually offensive with or without the intent to offend.

29 C.FR. 1604.11

Adopted: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

School District
Section: Support Staff
4352. SEXUAL HARASSMENT OF SUPPORT STAFF MEMBERS COMPLAINT PROCEDURE
Date Created: July, 2007
Date Edited: January, 2015

REGULATION

4352. SEXUAL HARASSMENT OF SUPPORT STAFF MEMBERS COMPLAINT PROCEDURE

Sexual harassment of school staff members is prohibited by the Board of Education. The Superintendent
and school district staff will use the following methods to investigate and resolve allegations of sexual
harassment of school staff members.

A. Definitions

1. Gender-based Harassment - Gender-based harassment that includes acts of verbal,
nonverbal, physical aggression, intimidation, or hostility based on gender, but not involving
conduct of a sexual nature, may be a form of sex discrimination if it is sufficiently severe,
persistent, or pervasive and directed at individuals because of their gender.

2. Hostile Environment Sexual Harassment - Sexual harassing conduct (which can include
unwelcomed sexual advances, requests for sexual favors or other favors, or other verbal,
nonverbal or physical conduct of a sexual nature) by a school staff member that is
sufficiently severe, persistent, or pervasive to limit another staff member’s ability to
participate in a workplace environment or activity, or to create a hostile or abusive
workplace environment.

3. Quid Pro Quo Harassment - When a school staff member explicitly or implicitly conditions
another school staff member’s conditions of employment on the staff member’s submission
to unwelcomed sexual advances, requests for sexual favors, or other favors, or other verbal,
nonverbal or physical conduct of a sexual nature. Quid Pro Quo Harassment is equally
unlawful whether the staff member resists and suffers the threatened harm or submits and
thus avoids the threatened harm.

B. Grievance Procedure

The following Grievance Procedure shall be used for an allegation(s) of harassment of school staff
members by other school staff members:

1. Reporting of Sexual Harassment Conduct
a. Any person with any information regarding actual and/or potential sexual
harassment of a staff member must report the information to the school Building

Principal, their immediate supervisor or the Affirmative Action Officer.

b. The school district can learn of sexual harassment through other means such as from
a witness to an incident, an anonymous letter, or telephone call.

C. A report to the school Building Principal or an immediate supervisor will be
forwarded to the school district Affirmative Action Officer within one working day,
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even if the school Building Principal or immediate supervisor feels sexual
harassment conduct was not present.

In the event the report alleges conduct by the Building Principal or the Affirmative
Action Officer, the Superintendent will designate a school official to assume the
Building Principal’s or Affirmative Action Officer’s responsibilities, as outlined in
Policy No. 4352 and this Regulation.

2, Affirmative Action Officer’s Investigation

Upon receipt of any report of potential sexual harassment conduct, the Affirmative
Action Officer will begin an immediate investigation. The Affirmative Action
Officer will promptly investigate all alleged complaints of sexual harassment,
whether or not a formal grievance is filed and steps will be taken to resolve the
situation, if needed. This investigation will be prompt, thorough, and impartial. The
investigation will be completed no more than ten working days after receiving

notice.

When a school staff member provides information or complains about sexual
harassment, the Affirmative Action Officer will initially discuss what actions the
staff member is seeking in response to the harassment.

The Affirmative Action Officer’s investigation may include, but is not limited to,
interviews with all persons with potential knowledge of the alleged conduct,
interviews with any staff member(s) who may have been sexually harassed in the
past by the school staff member and any other reasonable methods to determine if

sexual harassment conduct existed.

The Affirmative Action Officer may request a staff member involved in the
Investigation to assist in the investigation.

The Affirmative Action Officer will provide a copy of Board Policy and Regulation
No. 4352 to all persons who are interviewed with potential knowledge, upon
request, and to any other person the Affirmative Action Officer feels would be

served by a copy of such documents.

Any person interviewed by the Affirmative Action Officer may be provided an
opportunity to present witnesses and other evidence.

The Affirmative Action Officer and/or Superintendent will contact law enforcement
agencies if there is potential criminal conduct by any party.

The school district administration may take interim measures during an Affirmative
Action Officer’s investigation of a complaint.

The Affirmative Action Officer will consider particular issues of welcomeness based
on the allegations.

3. Investigation Results

Upon the conclusion of the investigation, but not later than ten working days after

reported to the Affirmative Action Officer, the Affirmative Action Officer will
prepare a summary of findings to the parties. At a minimum, this summary shall
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include the person(s) providing notice to the school district and the staff member(s)
who was alleged to be sexually harassed.

b. The Affirmative Action Officer shall make a determination whether sexual
harassment conduct was present.

C. If the Affirmative Action Officer concludes sexual harassment conduct was not, or is
not present, the investigation is concluded.

d. If the Affirmative Action Officer determines that sexual harassment has occurred,
the school district administration shall take reasonable and effective corrective
action, including steps tailored to the specific situation. Appropriate steps will be
taken to end the harassment such as counseling, warning, and/or disciplinary action.
The steps will be based on the severity of the harassment or any record of prior
incidents or both. A series of escalating consequences may be necessary if the
initial steps are ineffective in stopping the harassment.

€. In the event the Affirmative Action Officer determines a hostile environment exists,
the Superintendent shall take steps to eliminate the hostile environment. The school
district may need to deliver special training or other interventions to repair the
educational environment. Other measures may include directing the harasser to
apologize to the harassed staff member, dissemination of information, distribution of
new policy statements or other steps to communicate the message that the Board
does not tolerate harassment and will be responsive to any school staff member that
reports such conduct.

£ In some situations, the school district may need to provide other services to the staff
member that was harassed, if necessary, to address the effects of the harassment on
that staff member. Depending on the type of harassment found, these additional
services may include an independent re-assessment of the harassed staff member’s
work performance, counseling and/or other measures that are appropriate to the
situation.

g. The Superintendent will take steps to avoid any further sexual harassment and to
prevent any retaliation against the staff member who made the complaint, was the
subject of the harassment, or against those who provided the information or were
witnesses. The Affirmative Action Officer will inform the sexually harassed staff
member to report any subsequent problems and will make follow-up inquiries to see
if there has been any new incidents or retaliation.

h. All sexual harassment grievances and accompanied investigation notes will be
maintained in a confidential file by the Affirmative Action Officer.

4. Affirmative Action Officer’s Investigation Appeal Process

a. Any person found by the Affirmative Action Officer’s investigation to be guilty of
sexual harassment conduct, or any person who believes they were sexually harassed
but not supported by the Affirmative Action Officer’s investigation, may appeal to
the Superintendent. The Superintendent will make his/her determination within ten
working days of receiving the appeal.

b. Any person who is not satisfied with the Superintendent’s determination may appeal
to the Board. The Board will make its determination within forty-five calendar days
of receiving an appeal from the Superintendent’s determination.
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C. Office Of Civil Rights (OCR) Case Resolution

Persons not satisfied with the resolution of an allegation of sexual harassment by school district
officials or the Board may request the Office of Civil Rights (OCR) of the United States
Department of Education to investigate the allegations.

1. Any alleged victim of sexual harassment may appeal a decision of the Affirmative Action
Officer, Superintendent, or the Board to the Office of Civil Rights (OCR).

2. Any person may report an allegation of sexual harassment to the OCR at any time. If the
OCR is asked to investigate or otherwise resolve incidents of sexual harassment of school
staff members, OCR will consider whether:

a. The school district has a policy prohibiting sexual harassment and a grievance
procedure;
b. The school district appropriately investigated or otherwise responded to allegations

of sexual harassment; and

G, The school district has taken immediate and appropriate corrective action responsive
to Quid Pro Quo or Hostile Environment Harassment.

Issued: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Students
5751. SEXUAL HARASSMENT (M)
Date Created: June, 2007
Date Edited: January, 2015

POLICY

5751- SEXUAL HARASSMENT (M)

M

The Board of Education will not tolerate sexual harassment of pupils by school employees, other pupils, or
third parties. Sexual harassment of pupils is a form of prohibited sex discrimination. School district staff
will investigate and resolve allegations of sexual harassment of pupils engaged in by school employees,
other pupils (peers), or third parties.

The Board shall establish a grievance procedure through which school district staff and/or pupils can report
alleged sexual discrimination, including sexual harassment which may include quid pro quo harassment
and hostile environment.

Definitions:

l. Quid pro quo harassment occurs when a school employee explicitly or implicitly conditions
a pupil’s participation in an educational program or activity or bases an educational decision
on the pupil’s submission to unwelcomed sexual advances, requests for sexual favors, or
other favors, or other verbal, nonverbal, or physical conduct of a sexual nature. Quid Pro
Quo Harassment is equally unlawful whether the pupil resists and suffers the threatened
harm or submits and thus avoids the threatened harm.

2. Hostile environment sexual harassment is sexually harassing conduct (which can include
unwelcomed sexual advances, requests for sexual favors, or other favors, or other verbal,
nonverbal, or physical conduct of a sexual nature) by an employee, by another pupil, or by a
third party that is sufficiently severe, persistent, or pervasive to limit a pupil’s ability to
participate in or benefit from an educational program or activity, or to create a hostile or
abusive educational environment.

This Policy protects any “person” from sex discrimination; accordingly both male and female pupils are
protected from sexual harassment engaged in by school district employees, other pupils, or third parties.

Sexual harassment, regardless of the gender of the harasser, even if the harasser and the pupil being
harassed are members of the same gender is prohibited. Harassing conduct of a sexual nature directed
toward any pupil, regardless of the pupil’s sexual orientation, may create a sexually hostile environment
and therefore constitute sexual harassment. Nonsexual touching or other nonsexual conduct does not
constitute sexual harassment.

The regulation and grievance procedure shall provide a mechanism for discovering sexual harassment as
early as possible and for effectively correcting problems.

The Superintendent, or designee, will take steps to avoid any further sexual harassment and to prevent any
retaliation against the pupil who made the complaint, was the subject of the harassment, or against those
who provided the information or were witnesses. The school district staff can learn of sexual harassment
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through notice and any other means such as from a witness to an incident, an anonymous letter or

telephone call.

This policy and regulation on sexual harassment of pupils shall be published and distributed to pupils and
employees to ensure all pupils and employees understand the nature of sexual harassment and that the
Board will not tolerate it. The Board shall provide training for all staff and age-appropriate classroom
information for pupils to ensure the staff and the pupils understand what type of conduct can cause sexual
harassment and that the staff know the school district policy and regulation on how to respond.

In cases of alleged harassment, the protections of the First Amendment must be considered if issues of
speech or expression are involved. Free speech rights apply in the classroom and in all other programs in
the public schools. The Superintendent, or designee, will formulate, interpret, and apply the policy so as to
protect free speech rights of staff, pupils and third parties.

In addition, if the Board accepts Federal funds, the Board shall be bound by Title IX of the Education
Amendments of 1972 prohibiting sexual harassment of pupils. Title IX applies to all public school districts
that receive Federal funds and protects pupils in connection with all the academic, educational, extra-
curricular, athletic, and other programs of the school district, whether they take place in the school
facilities, on the school bus, at a class or training program sponsored by the school in a school building or

at another location.

United States Department of Education - Office of Civil Rights Sexual Harassment Guidance: Harassment
of Students by School Employees, Other Students, or Third Parties (1997)

Adopted: 26 June 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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School District
Section: Students
5751. SEXUAL HARASSMENT OF PUPILS (M)
Date Created: June, 2007
Date Edited: January, 2015

REGULATION

5751. SEXUAL HARASSMENT OF PUPILS (M)

M

Sexual harassment of pupils is prohibited by the Board of Education. The Superintendent and school
district staff will use the following methods to investigate and resolve allegations of sexual harassment of
pupils engaged in by school employees, other pupils (peers), or third parties.

A. Definitions

1. Quid Pro Quo Harassment - When a school employee explicitly or implicitly conditions a
pupil’s participation in an educational program or activity or bases an educational decision
on the pupil’s submission to unwelcomed sexual advances, requests for sexual favors, or
other favors, or other verbal, nonverbal, or physical conduct of a sexual nature. Quid Pro
Quo Harassment is equally unlawful whether the pupil resists and suffers the threatened
harm or submits and thus avoids the threatened harm.

2 Hostile Environment Sexual Harassment - Sexual harassing conduct (which can include
unwelcomed sexual advances, requests for sexual favors, or other favors, or other verbal,
nonverbal, or physical conduct of a sexual nature) by an employee, by another pupil, or by a
third party that is sufficiently severe, persistent, or pervasive to limit a pupil’s ability to
participate in or benefit from an educational program or activity, or to create a hostile or
abusive educational environment.

3. Notice - The school district has notice if it actually “knew, or in the exercise of reasonable
care, should have known” about the harassment. If an agent or responsible employee of the
school district received notice, the school district is deemed to have notice. The school
district may receive notice in many different ways:

a. - A pupil may have filed a grievance or complained to a teacher about fellow pupils
harassing him/her.

b. A pupil, parent, or other pupil may have contacted other appropriate school
personnel.

c. An agent or a responsible employee of the school district may have witnessed the
harassment.

d. The school district may obtain information in an indirect manner such as staff,

community members, newspapers, etc.

4, Constructive Notice - A school district will be in violation if the school district has
“constructive notice” of a sexually hostile environment and fails to take immediate and
appropriate corrective action. Constructive notice exists if the school district “should have”
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& The identity of and relationship between the alleged harasser and the subject or
subjects of the harassment.

d. The number of individuals involved.

€. The age and gender of the alleged harasser and the subject or subjects of the
harassment.

f. The size of the school, location of the incidents, and context in which they occurred.

g. Other incidents at the school.

h. Incidents of gender-based, but non-sexual harassment.

B. Grievance Procedure

The following Grievance Procedure shall be used for an allegation(s) of Harassment of Pupils by
School Employees, Other Pupils, or Third Parties:

1. Reporting of Sexual Harassment Conduct

a. Any person with any information regarding actual and/or potential sexual
harassment of a pupil by any school employee, other pupils, or third parties must
report the information to the school Building Principal, their immediate supervisor
or the Affirmative Action Officer.

(1) If the Building Principal deems it appropriate, he/she may immediately
notify the parent(s) or legal guardian(s) of the alleged harasser(s) or alleged
victim(s) upon receipt of any information prior to notifying the Affirmative
Action Officer.

(2) The Building Principal will not disclose the name(s) of the alleged
harasser(s) or alleged victim(s) to the other party.

b. The school district can learn of sexual harassment through other means such as from
a witness to an incident, an anonymous letter or telephone call.

c. Nothing in the Policy and Regulation on Pupil Sexual Harassment shall preclude the
Building Principal, or designee, from complying with the provisions of Policy No.
5600 - Pupil Discipline in order to maintain the health, safety and welfare of staff
and/or pupils.

d. A report from the school Building Principal or an immediate supervisor will be
forwarded to the school district Affirmative Action Officer within one working day,
even if the school Building Principal or immediate supervisor feels sexual
harassment conduct was not present.

e Upon receipt of an allegation and/or report, the Affirmative Action Officer shall
immediately notify the parent(s) or legal guardian(s) of any alleged harasser(s) and
victim(s) for which a report has been filed even if the Building Principal has
previously notified the parent(s) or legal guardian(s).

f. The Affirmative Action Officer shall notify the parent(s) or legal guardian(s) of all
involved pupils and any other involved individuals of the process to be followed in
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investigating a report or complaint.

2. Affirmative Action Officer’s Investigation

Upon receipt of any report of potential sexual harassment conduct, the Affirmative
Action Officer will begin an immediate investigation. The Affirmative Action
Officer will promptly investigate all alleged complaints of sexual harassment,
whether or not a formal grievance is filed and steps will be taken to resolve the
situation, if needed. This investigation will be prompt, thorough, and impartial. The
investigation will be completed no more than ten working days after receiving

notice.

When a pupil or the parent(s) or legal guardian(s) of a pupil provides information or
complains about sexual harassment of the pupil, the Affirmative Action Officer will
initially discuss what actions the pupil or parent(s) or legal guardian(s) is seeking in
response to the harassment.

The Affirmative Action Officer’s investigation may include, but is not limited to,
interviews with all persons with potential knowledge of the alleged conduct,
interviews with any pupils who may have been sexually harassed by any school
employee, other pupils, or third parties and any other reasonable methods to
determine if sexual harassment conduct existed.

The Affirmative Action Officer will request, if relevant to an investigation, the
parent(s) or legal guardian(s) of any pupil involved in the investigation to assist in
the investigation to determine if sexual harassment conduct exist(ed).

The Affirmative Action Officer will provide a copy of the Board Policy and
Regulation to all persons who are interviewed with potential knowledge and to any
other person the Affirmative Action Officer feels would be served by a copy of such

documents.

The Affirmative Action Officer will explain the avenues for formal and informal
action, including a description of the grievance procedure that is available for sexual
harassment complaints and an explanation on how the procedure works.

Any person interviewed by the Affirmative Action Officer may be provided an
opportunity to present witnesses and other evidence.

The Affirmative Action Officer and/or Superintendent may contact law enforcement
agencies if there is potential criminal conduct by any party.

The school district administrators may take interim measures during an Affirmative
Action Officer’s investigation of a complaint in order to alleviate any conditions
which prohibits the pupil from assisting in the investigation.

If elementary or middle school pupils are involved, it may become necessary to
determine the degree to which they are able to recognize that certain sexual conduct
is conduct to which they can or should reasonably object and the degree to which
they can articulate an objection. The Affirmative Action Officer will consider the
age of the pupil, the nature of the conduct involved, and other relevant factors in
determining whether a pupil had the capacity to welcome sexual conduct.
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k. The Affirmative Action Officer will consider particular issues of welcomeness if the
alleged harassment relates to alleged “consensual” sexual relationships between a
school employee and a pupil.

(1) If elementary or middle school (grades K-8) pupils are involved,
welcomeness will not be an issue. Sexual conduct between a school
employee and an elementary pupil will not be viewed as consensual.

2) If secondary (grades 9-12) pupils are involved, there is a strong presumption
that sexual conduct between a school employee and a secondary pupil is not
consensual.

3) In cases involving older secondary and post-secondary pupils and older
secondary and post-secondary special education pupils, the Affirmative
Action Officer will consider the following to determine whether a school
employee’s sexual advances or other sexual conduct could be considered
welcome:

(a) The nature of the conduct and the relationship of the school
employee to the pupil, including the degree of influence, authority, or
control the employee has over the pupil.

(b) Whether the pupil was legally or practically unable to consent to the
sexual conduct in question.

L. If there is a dispute about whether harassment occurred or whether it was welcome
(in a case which it is appropriate to consider whether the conduct could be welcome)
determinations should be based on the totality of the circumstances. The following
types of information may be helpful in resolving the dispute:

(1) Statements made by any witnesses to the alleged incident.

(2) Evidence about the relative credibility of the alleged harassed pupil and the
alleged harasser. :

3) Evidence that the alleged harasser has been found to have harassed others
may support the credibility of the pupil claiming harassment.

4) Evidence of the allegedly harassed pupil’s reaction or behavior after the
alleged harassment.

(5) Evidence about whether the pupil claiming harassment filed a complaint or
took other action to protest the conduct soon after the alleged incident
occurred.

(6) Other contemporaneous evidence such as did the pupil write about the

conduct and his/her reaction to it soon after it happened in diary or letter
and/or tell friends or relatives.

m. The scope of a reasonable response also may depend upon whether a pupil, or
parent(s) or legal guardian(s) reporting harassment asks that the pupil’s name not be
disclosed to the harasser or that nothing be done about the harassment. The
Affirmative Action Officer:
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(1) Will provide an overview of harassment policy [and Title IX if applicable] to
the pupil, parent(s) or legal guardian(s) guardian which shall include the
prohibition of retaliation. In the event the pupil, parent(s) or legal
guardian(s) request the pupil’s name remain confidential, the Affirmative
Action Officer will inform the pupil, parent(s) or legal guardian(s) that the
request may limit the school district’s ability to respond.

(2) Will evaluate the confidentiality request in the context of its responsibility to
provide a safe and nondiscriminatory environment for all pupils. The factors
to be considered shall be the seriousness of the alleged harassment, the age
of the pupil harassed, whether there have been any other complaints or
reports against the alleged harasser. And the rights of the accused individual
to receive information about the accuser and the allegations if a formal
proceeding with sanctions may result.

(3) May use other means available to address the harassment. Steps that may be
taken to limit the effects of the alleged harassment and prevent its
reoccurrence without initiating a formal complaint and revealing the identity
of the complainant. These steps may require sexual harassment training at
the site where the problem occurred, taking a pupil survey concerning any
harassment problems that may exist, or other systematic measures where the
alleged harassment occurred.

4) By conducting a limited investigation without revealing the name of the
pupil sexually harassed, may be able to learn about or confirm a pattern of
harassment based on claims of different pupils that were harassed by the
same individual. The Affirmative Action Officer may place an individual on
notice of allegation of harassing behavior and counsel appropriately without
revealing, even indirectly, the identity of the pupil who notified the school

district.
3. Investigation Results
a. Upon the conclusion of the investigation, but not later than ten working days after

reported, the Affirmative Action Officer will prepare a summary of findings to the
parties. At the least this shall include the person(s) providing notice to the school
district and the pupil(s) who were alleged to be sexually harassed.

b. The Affirmative Action Officer shall make a determination whether sexual
harassment conduct was present.

c. If the Affirmative Action Officer concludes sexual harassment conduct was not, or is
not present, the investigation is concluded.

d. If the Affirmative Action Officer determines that sexual harassment has occurred,
the school district administrators and staff shall take reasonable, age-appropriate,
and effective corrective action, including steps tailored to the specific situation.
Appropriate steps will be taken to end the harassment such as counseling, warning,
and/or disciplinary action, as specified in pupil and/or staff discipline policies and
regulations. The steps will be based on the severity of the harassment or any record
of prior incidents or both. A series of escalating consequences may be necessary if
the initial steps are ineffective in stopping the harassment.
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e In the event the Affirmative Action Officer determines a hostile environment exists,
the school district administrators and staff shall take steps to eliminate the hostile
environment. The school district administrators may need to deliver special training
or other interventions to repair the educational environment. Other measures may
include directing the harasser to apologize to the harassed pupil, dissemination of
information, distribution of new policy statements or other steps to communicate the
message that the Board does not tolerate harassment and will be responsive to any
pupil that reports such conduct.

f. In some situations, the school district administrators may need to provide other
services to the pupil that was harassed if necessary to address the effects of the
harassment on that pupil. Depending on the type of harassment found, these
additional services may include an independent re-assessment of the harassed pupil’s
work, re-taking a course with a different instructor, tutoring and/or other measures
that are appropriate to the situation.

g. The school district administrators will take steps to avoid any further sexual
harassment and to prevent any retaliation against the pupil who made the complaint,
was the subject of the harassment, or against those who provided the information or
were witnesses. The Affirmative Action Officer will inform the sexually harassed
pupil and his/her parent how to report any subsequent problems and make follow-up
inquiries to see if there has been any new incidents or retaliation.

h. All sexual harassment grievances and accompanied investigation notes will be
maintained in a confidential file by the Affirmative Action Officer.

4. Affirmative Action Officer’s Investigation Appeal Process

a. Any person found by the Affirmative Action Officer’s investigation to be guilty of
sexual harassment conduct, or any pupil who believes they were sexually harassed
but not supported by the Affirmative Action Officer’s investigation, may appeal to
the Superintendent. The Superintendent will make his/her determination within ten
working days of receiving the appeal.

b. Any person who is not satisfied with the Superintendent’s determination may appeal
to the Board. The Board will make its determination within forty-five calendar days
of receiving an appeal from the Superintendent’s determination.

C. Office Of Civil Rights (OCR) Case Resolution

Parents or pupils not satisfied with the resolution of an allegation of sexual harassment by the
school district officials or the Board may request the Office of Civil Rights (OCR) of the United
States Department of Education to investigate the allegations.

1. Any alleged victim of sexual harassment may appeal a decision of the Affirmative Action
Officer, Superintendent, or the Board to the Office of Civil Rights (OCR).

2. Any person may report an allegation of sexual harassment to the OCR at any time. If the
OCR is asked to investigate or otherwise resolve incidents of sexual harassment of pupils,
including incidents caused by employees, other pupils, or third parties, OCR will consider
whether:

a. The school district has a policy prohibiting sex discrimination under Title IX and an
effective Title IX grievance procedure;
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The Affirmative Action Officer shall have a New Jersey standard certification with an administrative,
instructional, or educational services endorsement, pursuant to N.J.A.C. 6A:9B et seq. The Affirmative
Action Officer shall: coordinate the required professional development training for certificated and non-
certificated staff pursuant to N.J.A.C. 6A:7-1.6; notify all students and employees of district grievance
procedures for handling discrimination complaints; and ensure the district grievance procedures, which
include investigative responsibilities and reporting information, are followed.

The Affirmative Action Team shall: develop the Comprehensive Equity Plan pursuant to N.J.A.C. 6A:7-
1.4(c); oversee the implementation of the district's Comprehensive Equity Plan pursuant to N.J.A.C. 6A:7-
1.4(c); collaborate with the Affirmative Action Officer on coordination of the required professional
development training for certificated and non-certificated staff pursuant to N.J.A.C. 6A:7-1.6; monitor the
implementation of the Comprehensive Equity Plan; and conduct the annual district internal monitoring to
ensure continuing compliance with State and Federal statutes governing educational equality and equity,

pursuant to N.J.A.C. 6A:7-1.4(d).

The Board shall provide professional development training to all certificated and non-certificated school
staff members on a continuing basis to identify and resolve problems associated with the student
achievement gap and other inequities arising from prejudice on the basis of race, creed, color, national
origin, ancestry, age, marital status, affectional or sexual orientation, gender, gender identity or expression,
religion, disability, or socioeconomic status. All new certificated and non-certificated staff members shall
be provided with professional development training on educational equality and equity issues within the
first year of employment. Parents and other community members shall be invited to participate in the

professional development training.

The Commissioner or his/her designee shall provide technical assistance to local school districts for the
development of policy guidelines, procedures, and in-service training for Affirmative Action Officers so as
to aid in the elimination of prejudice on the basis of race, creed, color, national origin, ancestry, age, marital
status, affectional or sexual orientation, gender, gender identity or expression, religion, disability, or

socioeconomic status.
N.J.A.C. 6A:7-1.4; 6A:7-1.5; 6A:7-1.6

Approved Revision: 19 December 2014
Revised: 06 January 2015
Revised: 16 August 2016

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N] 08753
ph: (732)255-1500 fax: (732)255-1502

httos://www.straussesmay.com/seportal/secure/DistrictPolicy.aspx?policvid=1140&search=1140 212



9/24/2019 Pleasantville

Pleasantville

Board of Education
Section: Teaching Staff Members
3212. ATTENDANCE
Date Created: February, 2007
Date Edited: March, 2016

POLICY

3212- ATTENDANCE

The regular and prompt attendance of teaching staff members is an essential element in the efficient
operation of the school district and the effective conduct of the educational program. Staff member
absenteeism disrupts the educational program and the Board of Education considers attendance an
important component of a staff member’s job performance.

A teaching staff member who fails to give prompt notice of an absence, misuses sick leave, fails to verify
an absence in accordance with Board policy, falsifies the reason for an absence, is absent without
authorization, is repeatedly tardy, or accumulates an excessive number of absences may be subject to
appropriate consequences, which may include the withholding of a salary increment, dismissal, and/or
certification of tenure charges.

In accordance with N.J.S.A. 18A:30-1, sick leave is defined to mean the absence from work because of a
personal disability due to injury or illness or because the staff member has been excluded from school by
the school medical authorities on account of contagious disease or of being quarantined for such a disease
in the staff member’s immediate household. No teaching staff member will be discouraged from the
prudent, necessary use of sick leave and any other leave provided for in the collective bargaining
agreement negotiated with the member's majority representative, in an individual employment contract, or
provided in the policies of the Board. In accordance with N.J.S.A. 18A:30-4, the Superintendent or Board
of Education may require a physician’s certificate to be filed with the Secretary of the Board in order to
obtain sick leave.

The Superintendent, in consultation with administrative staff members, will review the rate of absence
among the staff members. The review will include the collection and analysis of attendance data, the
training of teaching staff members in their attendance responsibilities, and the counseling of teaching staff
members for whom regular and prompt attendance is a problem.

N.J.S.A. 18A:27-4; 18A:28-5; 18A:30-1 et seq.

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 16 March 2016

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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c. The Principal shall incorporate, and shall direct other supervisors to incorporate, a
teaching staff member’s attendance record in his/her evaluation.
d. The Principal may require teachers to evaluate the work done by substitutes in their
absence.
e The Principal shall report to the Superintendent any teaching staff member whom
he/she suspects of misusing sick leave or falsifying the reasons for absence.
3. In-service Training

The Principal shall meet with the teaching staff members assigned to his/her building at the
beginning of each school year to inform employees of Board policy and district regulations
on attendance, to familiarize employees with the forms to be used in reporting and verifying
absences, to review with employees the cost of absenteeism to the district and the value of
accumulated sick leave to the employee, and to acquaint employees with the degree to
which attendance will affect evaluation reports.

4. Counseling

The Building Principal may, in his/her discretion, call a conference with a teaching
staff member where the number and/or pattern of the members’ absences or the
reasons offered for the member’s absences indicate a misunderstanding of the
teaching staff member’s responsibility to the school district or the possible misuse of
the privilege of paid leave.

Prior to the giving of any admonition or reprimand or imposition of discipline of any
kind, the Principal shall determine the nature of the absences and consider any
extenuating circumstances.

A written report of any attendance conference shall be prepared and retained with
the teaching staff member’s evaluations. The member shall, in accordance with
Board policy on teaching staff member evaluation, be permitted to examine the
report and affix his/her comments, if any, to the report.

Issued: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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C. Review of Absence

1. If the immediate supervisor deems any reason for absence to be
unacceptable or if a staff member has been absent on sick leave
more than four consecutive school days or absent an aggregate
of more than four working days in any one year for any reason,
the immediate supervisor shall conduct an informal discussion
with the employee to help the employee improve his/her
performance. The supervisor shall keep no record of this
conference.

2, If the abuse of absence continues the immediate supervisor
shall:

a. Notify the employee in writing of the date and time for a
formal conference and the reason for the conference,

b. Confer with the employee and, if the employee so
chooses, his/her representative as well,

C. Document the reasons for the absences and offer the
employee the opportunity to verify or rebut the
documentation, and

d. Prepare a report of the conference to be placed in the
employee’s file and provide the employee with the
opportunity to attach written comments and documents
thereto.

D. Record of Attendance

1. A record shall be kept of the attendance of each support staff
member, including administrators. Any absence, for part or all
of a school day, shall be recorded along with the reason for the
absence. An employee’s attendance record shall be part of the
employee’s personnel file.

2. The record will distinguish paid leave, such as sick leave,
personal days, family illness, jury duty, from unpaid leave, such
as excessive sick or personal leave. The employee’s attendance
record will include notation of verification of an absence where
such verification is required by Policy No. 4432.

3. The record will include each employee’s rate of absence as
calculated monthly and annually.

4, At the end of each month, a cumulative attendance record shall
be assembled for each school and for the district. An attendance
summary shall be prepared from the cumulative attendance
record. The attendance summary shall show:

a. The rate of absence for the district and each school in the
district,
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b. The rate of absence for each employee in rate order
showing highest rate first and average rate for the
district,

C. Reasons for absence in the case of employees whose rate

is more than five percent above the average for the
district, and

d. The appointment of substitutes for absent employees and
the wages paid to substitutes.

E. Attendance Improvement Plan

1. The attendance summary shall be analyzed for patterns of
absence, such as excessive absenteeism in a given school or
work place, among certain groups of employees, for certain
specific causes, or on certain days of the week, month, or year.

2. Specific strategies for reducing the rate of absence shall be
developed and submitted to the immediate supervisor.

3 The Principal shall be responsible for implementing the
approved plan for the improvement of staff member attendance
in his/her school building.

F. In-service Training

The Principal or immediate supervisor shall meet with the support staff
members assigned to his/her building at the beginning of each school

year to:

1. Inform employees of Board policy and district regulations on
attendance;

2, Familiarize employees with the procedures to be used in

reporting and verifying absences;

3. Review with employees the cost of absenteeism to the district
and the value of accumulated sick leave to the employee; and

4. Acquaint employees with the degree to which attendance will
affect evaluation reports.

G. Discipline

1. The record of a conference(s) dealing with excessive
absenteeism may serve as an element in the evaluation of any
employee’s performance and may contribute to a salary
recommendation.

2. Employees disciplined who do not improve their record of
attendance shall be recommended to the Board of Education for
non-renewal.

httos:/iwww.straussesmav.com/seportal/Public/DistrictReaulation.aspx?reaulationid=4211&search=4211Rid=f19938d5 7140463227436~ 3hhARa7~2a 1 L7






9/24/2019 Pleasantville

Pleasantville

Board of Education
Section: Teaching Staff Members
3281. INAPPROPRIATE STAFF CONDUCT
Date Created: February, 2007
Date Edited: January, 2015

POLICY

3281- INAPPROPRIATE STAFF CONDUCT

The Board of Education recognizes its responsibility to protect the health, safety and welfare of all pupils
within this school district. Furthermore, the Board recognizes there exists a professional responsibility for
all school staff to protect a pupil’s health, safety and welfare. The Board strongly believes that school staff
members have the public’s trust and confidence to protect the well-being of all pupils attending the school
district.

In support of this Board’s strong commitment to the public’s trust and confidence of school staff, the Board
of Education holds all school staff to the highest level of professional responsibility in their conduct with
all pupils. Inappropriate conduct and conduct unbecoming a school staff member will not be tolerated in
this school district.

The Board recognizes and appreciates the staff-pupil professional relationship that exists in a school
district’s educational environment. This Policy has been developed and adopted by this Board to provide
guidance and direction to avoid actual and/or the appearance of inappropriate staff conduct and conduct
unbecoming a school staff member toward pupils.

School staff’s conduct in completing their professional responsibilities shall be appropriate at all times.

School staff shall not make inappropriate comments to pupils or about pupils and shall not engage in
inappropriate language or expression in the presence of pupils. School staff shall not engage in
inappropriate conduct toward or with pupils. School staff shall not engage or seek to be in the presence of
a pupil beyond the staff member’s professional responsibilities. School staff shall not provide
transportation to a pupil in their private vehicle or permit a pupil into their private vehicle unless there is an
emergency or a special circumstance that has been approved in advance by the Building
Principal/immediate supervisor and the parent/legal guardian.

Inappropriate conduct by a school staff member outside their professional responsibilities may be
considered conduct unbecoming a staff member. Therefore, school staff members are advised to be
concerned with such conduct which may include, but is not limited to, communications and/or publications
using e-mails, text-messaging, social networking sites, or any other medium that is directed and/or
available to pupils or for public display.

A school staff member is always expected to maintain a professional relationship with pupils and to protect
the health, safety and welfare of school pupils. A staff member’s conduct will be held to the professional
standards established by the New Jersey State Board of Education and the New Jersey Commissioner of
Education. Inappropriate conduct or conduct unbecoming a staff member may also include conduct not
specifically listed in this Policy, but conduct determined by the New Jersey State Board of Education, the
New Jersey Commissioner of Education, an arbitration process, and/or appropriate courts to be
mappropriate or conduct unbecoming a school staff member.

School personnel, compensated and uncompensated (volunteers), are required to report to their immediate
supervisor or Building Principal any possible violations of this Policy. In the event the report alleges
conduct by the Building Principal or the immediate supervisor, the school staff member may report directly
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to the Superintendent. In addition, school personnel having reasonable cause to believe a pupil has been
subjected to child abuse or neglect or acts of child abuse or neglect as defined under N.J.S.A. 9:6-8.10 are
required to immediately report to the New Jersey Department of Children and Families in accordance with
N.J.A.C. 6A:16-11.1 and inform the Building Principal or immediate supervisor after making such report.

However, notice to the Building Principal or designee need not be given when the school staff member
believes such notice would likely endanger the referrer or child(ren) involved or when the staff member
believes that such disclosure would likely result in retaliation against the child or in discrimination against

the referrer with respect to his/her employment.

Reports may be made in writing or with verbal notification. The immediate supervisor or Building
Principal will notify the Superintendent of Schools of all reports, including anonymous reports. The
Superintendent will investigate all reports. The Superintendent may, at any time after receiving a report,
take such appropriate action as necessary and as provided for in the law. This may include, but is not
limited to, notifying law enforcement, notifying the New Jersey Department of Children and Families in
accordance with N.J.A.C. 6A:16-11.1, and/or any other measure provided for in the law.

This Policy will be distributed to all school staff and provided to staff members at any time upon request.

N.J.S.A. 18A:28-5 et seq.
N.J.A.C. 6A:16-11.1

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N]J 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

School District
Section: Teaching Staff Members
3281. INAPPROPRIATE STAFF CONDUCT
Date Created: February, 2007
Date Edited: January, 2015

REGULATION

3281. INAPPROPRIATE STAFF CONDUCT

Inappropriate conduct by a school staff member will not be tolerated by the Board of Education. Policy
No. 3281 and this Regulation have been developed and adopted by this Board to provide guidance and
direction to avoid actual and/or the appearance of inappropriate conduct and conduct unbecoming a school
staff member to pupils. ‘

A. Definitions
1. “Building Principal” is the Principal of the building where the staff member is assigned.

2, “Grievance Procedure” is the grievance procedure that provides for prompt and equitable
resolution of inappropriate conduct or conduct unbecoming a school staff member.

3. “Hostile Environment Sexual Harassment” is sexual harassing conduct, which can include
sexual advances, requests for sexual favors, or other favors, or other verbal, nonverbal, or
physical conduct of a sexual nature that is sufficiently severe, persistent, or pervasive to
limit a pupil’s ability to participate in or benefit from an educational program or activity, or
to create a hostile or abusive educational environment.

4. The “immediate supervisor” for teaching staff members may be a Building Principal, a
member of the school district’s non-instructional supervisory staff and/or the School
Business Administrator/Board Secretary.

5. “Inappropriate comments” includes, but is not limited to, comments of a sexual nature,
sexually oriented humor or language, inappropriate comments about a pupil’s clothing or
physical appearance, comments with sexual overtones, comments regarding a pupil’s dating
partner or comments about the staff member’s personal life that are not relevant to the
professional responsibility of the school staff member.

6. “Inappropriate conduct” includes, but is not limited to, sexual misconduct, a request by a
school staff member to a pupil for a social relationship outside the school staff/pupil
relationship, sexually harassing conduct, inappropriate touching by the staff member to a
pupil or permitting a pupil to inappropriately touch a staff member, corporal punishment,
requesting a pupil to expose private parts of their body, other than for school medical
purposes, and a staff member exposing their own private parts of their body to a pupil.
Inappropriate conduct also includes physical contact between a staff member and pupil that
is beyond the staff member/pupil professional relationship. This contact includes, but is not
limited to, kissing, touching or feeling private parts of the body, holding hands or arms, and
other contact that typically shows a sign of affection beyond the staff member/pupil
professional relationship. “Inappropriate conduct” does not include a hug initiated by a
pupil as a sign of the pupil’s appreciation to a school staff member at a school sponsored
activity such as school banquets, school recognition programs, graduations, etc.

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=3281
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“Inappropriate language or expression” includes, but is not limited to, the use of any
profanity, obscene language, public lewdness or the use of public lewdness, comments with
sexual overtones, distribution and/or discussion of any pornography.

“Inappropriate staff conduct” is any conduct prohibited by this Policy and corresponding
Regulation including any other conduct deemed by the Commissioner of Education, the
State Board of Education, statute, administrative code, and/or the judicial case law to be
inappropriate conduct and/or conduct unbecoming a school staff member.

“Quid Pro Quo Sexual Harassment” is when a school employee explicitly or implicitly
conditions a pupil’s participation in an educational program or activity or bases an
educational decision on the pupil’s submission to unwelcomed sexual advances, requests for
sexual favors or other favors, or other verbal, nonverbal, or physical conduct of a sexual
nature. Quid Pro Quo Harassment is equally unlawful whether the pupil resists and suffers
the threatened harm or submits and thus avoids the threatened harm.

“Professional responsibility or responsibilities” is the responsibilities of the staff member
including, but not limited to, all school district sponsored extra-curricular activities, co-
curricular activities, athletic coaching responsibilities; and other instructional or non-
instructional positions and responsibilities appointed and/or assigned by the administration

or Board.

“Promptly report” is reporting by the end of the next school day. If school is not in session
the next day, then by the end of the first day after the weekend or holiday break. If this
reporting time would exceed seventy-two hours, the staff member shall notify the Building
Principal no later than seventy-two hours after the required reporting time.

“Sexual Harassment” is to include quid pro quo sexual harassment and/or hostile
environment sexual harassment.

“Staff member” or “school staff member” is a compensated and/or uncompensated member
of the school district’s staff, including any agents and/or representatives of the school

district.
“Unannounced or uninvited visit” is a pupil visiting, without prior notice to the staff

member or without an invitation from the staff member, the staff member’s residence and/or
other place where the staff member may be when not performing school related professional

responsibilities.

B. Reporting Procedure

Any staff member who believes, or has reason to believe, a pupil is seeking a relationship
with the staff member beyond his/her professional responsibilities must promptly report this
information to the Building Principal or immediate supervisor.

Any staff member who believes, or has reason to believe, a pupil is seeking a relationship
with another staff member beyond the professional responsibilities of the other staff
member or believes, or has reason to believe, another staff member is seeking a relationship
with a pupil beyond the professional responsibilities of the other staff member must
promptly report this information to the Building Principal or immediate supervisor.

Any staff member who believes he/she had, or may have, engaged in conduct prohibited by
this Policy and Regulation must promptly report the conduct to the Building Principal or

immediate supervisor.
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Failure of a staff member to report conduct they know, or had reason to know, is prohibited
by this Policy and Regulation and will result in appropriate disciplinary action.

Any pupil, parent, legal guardian and/or other person(s) who believes, or has reason to
believe, a staff member has engaged in conduct prohibited by this Policy and Regulation
shall promptly report the conduct to the Principal.

Any person, including school staff, may make an anonymous report to the Principal if the
person in good faith believes, or has reason to believe, a staff member has engaged in
conduct prohibited by this Policy and Regulation.

School staff having reasonable cause to believe a pupil has been subjected to child abuse or
neglect or acts of child abuse or neglect as defined under N.J.S.A. 9:6-8.10 are required to
immediately report to the New Jersey Department of Children and Families in accordance
with N.J.A.C. 6A:16-11.1 and inform the Building Principal or immediate supervisor after
making such report.

Investigation of Reports

1.

An immediate supervisor or Building Principal who receives a report a staff member
engaged in, or may have engaged in, conduct prohibited by this Policy and Regulation will
immediately notify the Superintendent of Schools.

The Superintendent will begin a prompt and thorough investigation of every report.

The Superintendent will take such appropriate action as provided for in the law and as
necessary at any time after receiving a report. This action may include, but is not limited to,
notifying law enforcement, notifying the New Jersey Department of Children and Families
if there is reasonable cause to believe a pupil has been subjected to child abuse or neglect or
acts of child abuse or neglect as defined under N.J.S.A. 9:6-8.10 and in accordance with
N.J.A.C. 6A:16-11.1, and/or any other measure provided for in the law.

Preliminary Investigation of Reports by Others

1.

The Superintendent will begin a prompt, thorough, and impartial investigation. The
preliminary investigation will be completed no more than ten working days after the
Superintendent received the report.

The Superintendent’s preliminary investigation may include, but is not limited to,
interviews with staff members who may have potential knowledge of the alleged conduct,
interviews with any pupils who may have potential knowledge of such conduct, interviews
with parent(s)/legal guardian(s) or any other persons who may have potential knowledge of
the alleged conduct, and interview(s) with the school staff member(s) and pupil(s) reported
to have engaged in conduct prohibited by this Policy and Regulation.

The Superintendent will request, if relevant to an investigation, the parent(s)/legal
guardian(s) of any pupil involved in the investigation to assist in the investigation to
determine if inappropriate staff conduct may have existed.

If, based on a preliminary investigation, the Superintendent determines conduct prohibited
by this Policy and Regulation did not exist, he/she will meet with the staff member(s) and
the parent(s)/legal guardian(s) of the pupil(s) reported to review the results of the
preliminary investigation. The preliminary investigation report indicating inappropriate
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conduct did not exist will be in writing and will be provided to the staff member(s) and to
the parent(s)/legal guardian(s) if requested. The Superintendent will maintain a separate file
for all such reports and the report will not be included in the staff member’s personnel file.

If, based on a preliminary investigation, the Superintendent deems inappropriate staff
conduct may have occurred, he/she will immediately notify and meet with the staff
member(s) and the parent(s)/legal guardian(s) of the pupil(s) indicated in the report to
review the procedures to be followed in a continued full investigation. A copy of this
Regulation and corresponding Policy will be provided to the staff member(s) and to the
parent(s)/legal guardian(s) of the pupil indicated in the report upon request.

E. Full Investigation

The Superintendent, finding that inappropriate staff conduct may have occurred after the
preliminary investigation, requires a full investigation. This full investigation may be
conducted in cooperation with the New Jersey Department of Children and Families in
accordance with N.J.A.C. 6A:16-11.1 and/or local law enforcement.

The Superintendent will conduct the full investigation if the New Jersey Department of
Children and Families and/or local law enforcement does not intervene or if the allegations
do not meet the reporting requirements of N.J.A.C. 6A:16-11.1 for reporting to the New
Jersey Department of Children and Families and/or of N.J.A.C. 6A:16-6.3 for reporting to

law enforcement.

The full investigation will include, but not be limited to, interviews with the staff
member(s), pupils, parent(s)/legal guardian(s) and any other persons who know, or would
have reason to know, a staff member may have engaged in inappropriate staff conduct.

The Superintendent will accept testimony and evidence from the staff member(s), pupil(s),
parent(s)/legal guardian(s) and other persons who may have information relevant to the

investigation.

All persons that provide information, testimony and evidence to the Superintendent relative
to a report will be informed the information, testimony and evidence may be used in
additional investigations and/or hearings as determined by the Superintendent of Schools.

Upon the conclusion of the interviews and review of the information, testimony and
evidence, the Superintendent will prepare a written report. The report will provide a
summary of the interviews and information, testimony and evidence and, if possible, a

finding.

If the full investigation report finds inappropriate staff conduct and/or conduct unbecoming
a school staff member did not occur and the Superintendent concurs with the report’s
findings, the Superintendent will notify and meet with the staff member(s) and the
parent(s)/legal guardian(s) of the pupil(s) investigated to review the findings.

If the full investigation report finds inappropriate staff conduct and/or conduct unbecoming
a school staff member may have occurred and the Superintendent concurs with the report’s
findings, the Superintendent may take such appropriate action necessary and as provided for
in the law. This action may include, but is not be limited to:

a. Provide the staff member an opportunity to rebut the findings of the
Superintendent’s full investigation report and findings;
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to the Superintendent. In addition, school personnel having reasonable cause to believe a pupil has been
subjected to child abuse or neglect or acts of child abuse or neglect as defined under N.J.S.A. 9:6-8.10 are
required to immediately report to the New Jersey Department of Children and Families in accordance with
N.J.LA.C. 6A:16-11.1 and inform the Building Principal or immediate supervisor after making such report.

However, notice to the Building Principal or designee need not be given when the school staff member
believes such notice would likely endanger the referrer or child(ren) involved or when the staff member
believes that such disclosure would likely result in retaliation against the child or in discrimination against
the referrer with respect to his/her employment.

Reports may be made in writing or with verbal notification. The immediate supervisor or Building
Principal will notify the Superintendent of Schools of all reports, including anonymous reports. The
Human Resource Administrator will investigate all reports with a final report to the Superintendent of
Schools. The Human Resource Administrator or the Superintendent may, at any time after receiving a
report take such appropriate action as necessary and as provided for in the law. This may include, but is
not limited to, notifying law enforcement, notifying the New Jersey Department of Children and Families
in accordance with N.J.A.C. 6A:16-11.1 and/or any other measure provided for in the law.

This Policy will be distributed to all school staff and provided to staff members at any time upon request.

N.J.S.A. 18A:28-5 et seq.
N.J.A.C. 6A:16-11.1

Adopted: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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“Inappropriate language or expression” includes, but is not limited to, the use of any
profanity, obscene language, public lewdness or the use of public lewdness, comments with
sexual overtones, distribution and/or discussion of any pornography.

“Inappropriate staff conduct” is any conduct prohibited by this Policy and corresponding
Regulation including any other conduct deemed by the Commissioner of Education, the
State Board of Education, statute, administrative code, and/or the judicial case law to be
inappropriate conduct and/or conduct unbecoming a school staff member.

“Quid Pro Quo Sexual Harassment” is when a school employee explicitly or implicitly
conditions a pupil’s participation in an educational program or activity or bases an
educational decision on the pupil’s submission to unwelcomed sexual advances, requests for
sexual favors or other favors, or other verbal, nonverbal, or physical conduct of a sexual
nature. Quid Pro Quo Harassment is equally unlawful whether the pupil resists and suffers
the threatened harm or submits and thus avoids the threatened harm.

“Professional responsibility or responsibilities” is the responsibilities of the staff member
including, but not limited to, all school district sponsored extra-curricular activities, co-
curricular activities, athletic coaching responsibilities; and other instructional or non-
instructional positions and responsibilities appointed and/or assigned by the administration
or Board.

“Promptly report” is reporting by the end of the next school day. If school is not in session
the next day, then by the end of the first day after the weekend or holiday break. If this
reporting time would exceed seventy-two hours, the staff member shall notify the Building
Principal no later than seventy-two hours after the required reporting time.

“Sexual Harassment” is to include quid pro quo sexual harassment and/or hostile
environment sexual harassment.

“Staff member” or “school staff member” is a compensated and/or uncompensated member
of the school district’s staff, including any agents and/or representatives of the school
district.

“Unannounced or uninvited visit” is a pupil visiting, without prior notice to the staff
member or without an invitation from the staff member, the staff member’s residence and/or
other place where the staff member may be when not performing school related professional
responsibilities.

Reporting Procedure

1.

Any staff member who believes, or has reason to believe, a pupil is seeking a relationship
with the staff member beyond his/her professional responsibilities must promptly report this
information to the Building Principal or immediate supervisor.

Any staff member who believes, or has reason to believe, a pupil is seeking a relationship
with another staff member beyond the professional responsibilities of the other staff
member or believes, or has reason to believe, another staff member is seeking a relationship
with a pupil beyond the professional responsibilities of the other staff member must
promptly report this information to the Building Principal or immediate supervisor.

Any staff member who believes he/she had, or may have, engaged in conduct prohibited by
this Policy and Regulation must promptly report the conduct to the Building Principal or
immediate supervisor.
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4. Failure of a staff member to report conduct they know, or had reason to know, is prohibited
by this Policy and Regulation and will result in appropriate disciplinary action.

5. Any pupil, parent, legal guardian and/or other person(s) who believes, or has reason to
believe, a staff member has engaged in conduct prohibited by this Policy and Regulation
shall promptly report the conduct to the Building Principal.

6. Any person, including school staff, may make an anonymous report to the Principal if the
person in good faith believes, or has reason to believe, a staff member has engaged in

conduct prohibited by this Policy and Regulation.

7. School staff having reasonable cause to believe a pupil has been subjected to child abuse or
neglect or acts of child abuse or neglect as defined under N.J.S.A. 9:6-8.10 are required to
immediately report to the New Jersey Department of Children and Families in accordance
with N.J.A.C. 6A:16-11.1 and inform the Building Principal or immediate supervisor after

making such report.

C. Investigation of Reports

1. An immediate supervisor or Building Principal who receives a report a staff member
engaged in, or may have engaged in, conduct prohibited by this Policy and Regulation will

immediately notify the Superintendent of Schools.

2. The Human Resource Administrator will begin a prompt and thorough investigation of
every report.

3. The Human Resource Administrator or the Superintendent will take such appropriate action
as provided for in the law and as necessary at any time after receiving a report. This action
may include, but is not limited to, notifying law enforcement, notifying the New Jersey
Department of Children and Families if there is reasonable cause to believe a pupil has been
subjected to child abuse or neglect or acts of child abuse or neglect as defined under
N.J.S.A. 9:6-8.10 and in accordance with N.J.A.C. 6A:16-11.1 and/or any other measure

provided for in the law.

D. Preliminary Investigation of Reports by Others

L. The Human Resource Administrator will begin a prompt, thorough, and impartial
investigation. The preliminary investigation will be completed no more than ten working
days after the Human Resource Administrator received the report.

2. The Human Resource Administrator’s preliminary investigation may include, but is not
limited to, interviews with staff members who may have potential knowledge of the alleged
conduct, interviews with any pupils who may have potential knowledge of such conduct,
interviews with parent(s)/legal guardian(s) or any other persons who may have potential
knowledge of the alleged conduct, and interview(s) with the school staff member(s) and
pupil(s) reported to have engaged in conduct prohibited by this Policy and Regulation.

3. The Human Resource Administrator will request, if relevant to an investigation, the
parent(s)/legal guardian(s) of any pupil involved in the investigation to assist in the
investigation to determine if inappropriate staff conduct may have existed.

4, If, based on a preliminary investigation, the Human Resource Administrator determines
conduct prohibited by this Policy and Regulation did not exist, he/she will meet with the
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staff member(s) and the parent(s)/legal guardian(s) of the pupil(s) reported to review the
results of the preliminary investigation. The preliminary investigation report indicating
inappropriate conduct did not exist will be in writing and will be provided to the staff
member(s) and to the parent(s)/legal guardian(s) if requested. The Human Resource
Administrator will maintain a separate file for all such reports and the report will not be
included in the staff member’s personnel file.

If, based on a preliminary investigation, the Human Resource Administrator deems
inappropriate staff conduct may have occurred, he/she will immediately notify and meet
with the staff member(s) and the parent(s)/legal guardian(s) of the pupil(s) indicated in the
report to review the procedures to be followed in a continued full investigation. A copy of
this Regulation and corresponding Policy will be provided to the staff member(s) and to the
parent(s)/legal guardian(s) of the pupil indicated in the report upon request.

E. Full Investigation

The Human Resource Administrator, finding that inappropriate staff conduct may have
occurred after the preliminary investigation, requires a full investigation. This full
investigation may be conducted in cooperation with the New Jersey Department of
Children and Families in accordance with N.J.A.C. 6A:16-11.1 and/or local law
enforcement.

The Human Resource Administrator will conduct the full investigation if the New Jersey
Department of Children and Families and/or local law enforcement does not intervene or if
the allegations do not meet the reporting requirements of N.J.A.C. 6A:16-11.1 for reporting
to the New Jersey Department of Children and Families and/or of N.J.A.C. 6A:16-6.3 for
reporting to law enforcement.

The full investigation will include, but not be limited to, interviews with the staff
member(s), pupils, parent(s)/legal guardian(s) and any other persons who know, or would
have reason to know, a staff member may have engaged in inappropriate staff conduct.

The Human Resource Administrator will accept testimony and evidence from the staff
member(s), pupil(s), parent(s)/legal guardian(s) and other persons who may have
information relevant to the investigation.

All persons that provide information, testimony and evidence to the Human Resource
Administrator relative to a report will be informed the information, testimony and evidence
may be used in additional investigations and/or hearings as determined by the
Superintendent of Schools.

Upon the conclusion of the interviews and review of the information, testimony and
evidence, the Human Resource Administrator will prepare a written report to the
Superintendent of Schools. The report will provide a summary of the interviews and
information, testimony and evidence and, if possible, a finding from the Human Resource
Administrator.

If the Human Resource Administrator’s full investigation report finds inappropriate staff
conduct and/or conduct unbecoming a school staff member did not occur and the
Superintendent concurs with the report’s findings, the Human Resource Administrator will
notify and meet with the staff member(s) and the parent(s)/legal guardian(s) of the pupil(s)
investigated to review the findings.
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If the Human Resource Administrator’s full investigation report finds inappropriate staff
conduct and/or conduct unbecoming a school staff member may have occurred and the
Superintendent concurs with the report’s findings, the Superintendent may take such
appropriate action necessary and as provided for in the law. This action may include, but is

not be limited to:

a. Provide the staff member an opportunity to rebut the findings of the Human
Resource Administrator’s full investigation report and findings;

b. Recommend to the Board of Education the withholding of the staff member’s salary
increment/increase for the subsequent school year;

c. Not recommend the staff member be re-appointed for the next school year;

d. Recommend to the Board of Education the staff member be terminated for
inappropriate staff conduct and/or conduct unbecoming a school staff member;

¢. Institute tenure charges (if applicable) in accordance with N.J.S.A. 18A and N.J.A.C.
6A; and/or

f. Recommend to the Board of Education any other disciplinary and/or legal measures
as the Superintendent of Schools determines to be appropriate under the
circumstances and in accordance with any collective bargaining agreements between
the employee representative association and the Board of Education.

If the Superintendent does not concur with the findings of the Human Resource
Administrator’s full investigation, the Superintendent may continue the investigation, which
may include testimony and/or evidence from additional witnesses, a discussion with those
who have already provided information to the Human Resource Administrator, a discussion
with the pupil(s) and parent(s)/legal guardian(s) and any activity the Superintendent
believes would be helpful to the continued investigation. The results of the continued
investigation conducted by the Superintendent will proceed consistent with paragraph 7. and

8. above.

Any person who is not satisfied with the Superintendent’s determination may appeal to the
Board of Education.

Issued: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Teaching Staff Members
3282. USE OF SOCIAL NETWORK SITES
Date Created: December, 2014
Date Edited: January, 2015

POLICY

3282- USE OF SOCIAL NETWORK SITES

The Board of Education has a strong commitment to quality education and the well-being of all pupils, as
well as the preservation of the school district’s reputation. The Board believes staff members must
establish and maintain public trust and confidence and be committed to protecting all pupils attending the
school district. In support of the Board’s strong commitment to the public’s trust and confidence, the
Board holds all staff members to the highest level of professional responsibility.

The Commissioner of Education has determined inappropriate conduct outside a staff member’s
professional responsibilities may determine them as unfit to discharge the duties and functions of their
position. Staff members should be advised communications, publications, photographs, and other
information appearing on social networking sites deemed inappropriate by the Board could be cause for
dismissal of a non-tenured staff member or to certify tenure charges against a tenured staff member to the
Commissioner of Education.

Staff members are advised to be concerned and aware such conduct deemed inappropriate may include, but
is not limited to, communications and/or publications using e-mails, text-messaging, social networking
sites, or any other form of electronic communication that is directed and/or available to pupils or for public
display or publication.

While the Board respects the right of staff members to use social networking sites, staff members should
recognize they are held to a higher standard than the general public with regard to standards of conduct and
ethics. It is important that a staff member’s use of these sites does not damage the reputation of the school
district, employees, pupils, or their families. Staff members who utilize, post or publish images,
photographs, or comments on social networking sites, blogs, or other forms of electronic communication
outside their professional responsibilities shall ensure their use, postings, or publications are done with an
appropriate level of professionalism and are appropriate conduct for a school staff member. Staff members
should exercise care in setting appropriate boundaries between their personal and public online behavior,
understanding that what is private in the digital world often has the possibility of becoming public even
without their knowledge or consent.

The school district strongly encourages all staff members to carefully review the privacy settings on social
networking sites they use and exercise care and good judgment when posting content and information on
such sites. Staff members should adhere to the following guidelines, which are consistent with the
district’s workplace standards on harassment, pupil relationships, conduct, professional communication,
and confidentiality.

When using personal social networking sites, school staff members:

l. Should not make statements that would violate any of the district’s policies, including its
policies concerning discrimination or harassment;

2. Must uphold the district’s value of respect for the individual and avoid making defamatory
statements about the school district, employees, pupils, or their families;
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3. May not disclose any confidential information about the school district or confidential
information obtained during the course of his/her employment, about any individual(s) or
organization, including pupils and/or their families;

4, Shall not use social networking sites to post any materials of a sexually graphic nature;
5. Shall not use social networking sites to post any materials which promote violence;
6. Shall not use social networking sites which would be detrimental to the mission and

function of the district;

7. Are prohibited from using their school district title as well as adding references to the
district in any correspondence including, but not limited to, e-mails, postings, blogs, and
social networking sites unless the communication is of an official nature and is serving the
mission of the district. This prohibition also includes signature lines and personal e-mail

accounts;

8. Shall not post updates to their status on any social networking sites during normal working
hours including posting of statements or comments on the social networking sites of others
during school time unless it involves a school project. Employees must seek approval from
the Superintendent of Schools for such use; and

g. Shall not post or publish any information the Commissioner of Education would deem to be
inappropriate conduct by a school staff member.

The Policy of this district is to maintain a level of professionalism both during and after the school day.
Any publication through any means of electronic communication which is potentially adverse to the
operation, morale, or efficiency of the district, will be deemed a violation of this Policy. If the Board or
Superintendent believes that a staff member’s activity on any social networking site violates the district’s
policies, the Board or Superintendent may request that the employee cease such activity. Depending on the
severity of the incident, the staff member may be subject to disciplinary action.

This Policy has been developed and adopted by this Board to provide guidance and direction to staff
members on how to avoid actual and/or the appearance of inappropriate conduct toward pupils and/or the
community while using social networking sites.

Approved Revision: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Support Staff
4282. USE OF SOCIAL NETWORKING SITES
Date Created: December, 2014
Date Edited: January, 2015

POLICY

4282- USE OF SOCIAL NETWORKING SITES

The Board of Education has a strong commitment to quality education and the well-being of all pupils, as
well as the preservation of the school district’s reputation. The Board believes staff members must
establish and maintain public trust and confidence and be committed to protecting all pupils attending the
school district. In support of the Board’s strong commitment to the public’s trust and confidence, the
Board holds all staff members to the highest level of professional responsibility.

The Commissioner of Education has determined inappropriate conduct outside a staff member’s
professional responsibilities may determine them as unfit to discharge the duties and functions of their
position.  Staff members should be advised communications, publications, photographs, and other
information appearing on social networking sites deemed inappropriate by the Board could be cause for
dismissal of a non-tenured staff member or to certify tenure charges against a tenured staff member to the
Commissioner of Education.

Staff members are advised to be concerned and aware such conduct deemed inappropriate may include, but
is not limited to, communications and/or publications using e-mails, text-messaging, social networking
sites, or any other form of electronic communication that is directed and/or available to pupils or for public
display or publication.

While the Board respects the right of staff members to use social networking sites, staff members should
recognize they are held to a higher standard than the general public with regard to standards of conduct and
ethics. It is important that a staff member’s use of these sites does not damage the reputation of the school
district, employees, pupils, or their families. Staff members who utilize, post or publish images,
photographs, or comments on social networking sites, blogs, or other forms of electronic communication
outside their professional responsibilities shall ensure their use, postings, or publications are done with an
appropriate level of professionalism and are appropriate conduct for a school staff member. Staff members
should exercise care in setting appropriate boundaries between their personal and public online behavior,
understanding that what is private in the digital world often has the possibility of becoming public even’
without their knowledge or consent.

The school district strongly encourages all staff members to carefully review the privacy settings on social
networking sites they use and exercise care and good judgment when posting content and information on
such sites. Staff members should adhere to the following guidelines, which are consistent with the
district’s workplace standards on harassment, pupil relationships, conduct, professional communication,
and confidentiality.

When using personal social networking sites, school staff members:

L. Should not make statements that would violate any of the district’s policies, including its
policies concerning discrimination or harassment;

2. Must uphold the district’s value of respect for the individual and avoid making defamatory
statements about the school district, employees, pupils, or their families;
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3. May not disclose any confidential information about the school district or confidential
information obtained during the course of his/her employment, about any individual(s) or
organization, including pupils and/or their families;

4. Shall not use social networking sites to post any materials of a sexually graphic nature;
5. Shall not use social networking sites to post any materials which promote violence;
6. Shall not use social networking sites which would be detrimental to the mission and

function of the district;

7. Are prohibited from using their school district title as well as adding references to the
district in any correspondence including, but not limited to, e-mails, postings, blogs, and
social networking sites unless the communication is of an official nature and is serving the
mission of the district. This prohibition also includes signature lines and personal e-mail

accounts,

8. Shall not post updates to their status on any social networking sites during normal working
hours including posting of statements or comments on the social networking sites of others
during school time unless it involves a school project. Employees must seek approval from
the Superintendent of Schools for such use; and

9. Shall not post or publish any information the Commissioner of Education would deem to be
inappropriate conduct by a school staff member.

The Policy of this district is to maintain a level of professionalism both during and after the school day.

Any publication through any means of electronic communication which is potentially adverse to the
operation, morale, or efficiency of the district, will be deemed a violation of this Policy. If the Board or
Superintendent believes that a staff member’s activity on any social networking site violates the district’s
policies, the Board or Superintendent may request that the employee cease such activity. Depending on the
severity of the incident, the staff member may be subject to disciplinary action.

This Policy has been developed and adopted by this Board to provide guidance and direction to staff
members on how to avoid actual and/or the appearance of inappropriate conduct toward pupils and/or the

community while using social networking sites.

Approve Revision: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Teaching Staff Members

3283. ELECTRONIC COMMUNICATIONS BETWEEN TEACHING STAFF MEMBERS AND
STUDENTS (M)

Date Created: December, 2014
Date Edited: January, 2015

POLICY

3283- ELECTRONIC COMMUNICATIONS BETWEEN TEACHING STAFF MEMBERS AND
STUDENTS (M)

M

The Board of Education recognizes electronic communications and the use of social media outlets create
new options for extending and enhancing the educational program of the school district. Electronic
communications and the use of social media can help students and teaching staff members communicate
regarding: questions during non-school hours regarding homework or other assignments; scheduling issues
for school-related co-curricular and interscholastic athletic activities; school work to be completed during a
student’s extended absence; distance learning opportunities; and other professional communications that
can enhance teaching and learning opportunities between teaching staff members and students. However,
the Board of Education recognizes teaching staff members can be vulnerable in electronic communications
with students.

In accordance with the provisions of N.J.S.A. 18A:36-40, the Board of Education adopts this Policy to
provide guidance and direction to teaching staff members to prevent improper electronic communications
between teaching staff members and students.

The Commissioner of Education and arbitrators, appointed by the Commissioner, have determined
inappropriate conduct may determine a teaching staff member unfit to discharge the duties and functions of
their position. Improper electronic communications by teaching staff members may be determined to be
inappropriate conduct.

For the purposes of this Policy, “electronic communication” means a communication transmitted by means
of an electronic device including, but not limited to, a telephone, cellular telephone, computer, computer
network, personal data assistant, or pager. “Electronic communications” include, but are not limited to, e-
mails, text messages, instant messages, and communications made by means of an Internet website,
including social media and social networking websites.

For the purposes of this Policy, “professional responsibility” means a teaching staff member’s
responsibilities regarding co-curricular, athletic coaching, and any other instructional or non-instructional
responsibilities assigned to the teaching staff member by the administration or Board of Education.

For the purposes of this Policy, “improper electronic communications” means an electronic communication
between a teaching staff member and any student of the school district when:

L. The content of the communication is inappropriate as defined in this Policy; and/or
2. The manner in which the electronic communication is made is not in accordance with

acceptable protocols for electronic communications between a teaching staff member and a
student as defined in this Policy.
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Inappropriate content of an electronic communication between a teaching staff member and a student
includes, but is not limited to:

Communications of a sexual nature, sexually oriented humor or language, sexual advances,
or content with a sexual overtone;

Communications involving the use, encouraging the use, or promoting or advocating the use
of alcohol or tobacco, the illegal use of prescription drugs or controlled dangerous
substances, illegal gambling, or other illegal activities;

Communications regarding the teaching staff member’s or student’s past or current romantic
relationships;

Communications which include the use of profanities, obscene language, lewd comments, or
pornography;

Communications that are harassing, intimidating, or bullying;

Communications requesting or trying to establish a personal relationship with a student
beyond the teaching staff member’s professional responsibilities;

Communications related to personal or confidential information regarding another school
staff member or student; and

Communications between the teaching staff member and a student that the Commissioner of
Education or an arbitrator would determine to be inappropriate in determining the teaching
staff member is unfit to discharge the duties and functions of their position.

The following acceptable protocols for all electronic communications between a teaching staff member and
a student shall be followed:

E-Mail Electronic Communications Between a Teaching Staff Member and a Student

a. All e-mails between a teaching staff member and a student must be sent or received
through the school district’s e-mail system. The content of all e-mails between a
teaching staff member and a student shall be limited to the staff member’s

professional responsibilities regarding the student.

b. A teaching staff member shall not provide their personal e-mail address to any
student. If a student sends an e-mail to a teaching staff member’s personal e-mail
address, the staff member shall respond to the e-mail through the school district e-
mail system and inform the student his/her personal e-mail address shall not be used
for any electronic communication between the teaching staff member and the

student.

C. A teaching staff member’s school district e-mail account is subject to review by
authorized school district officials. Therefore, a teaching staff member shall have no
expectation of privacy on the school district’s e-mail system.

Cellular Telephone Electronic Communications Between a Teaching Staff Member and a

Student

Communications between a teaching staff member and a student via a personal
cellular telephone shall be prohibited.
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(D However, a teaching staff member may, with prior approval of the Principal
or designee, communicate with a student using their personal cellular
telephone if the need to communicate is directly related to the teaching staff
member’s professional responsibilities for a specific purpose such as a field
trip, athletic event, co-curricular activity, etc. Any such approval for cellular
telephone communications shall not extend beyond the specific field trip,
athletic event, co-curricular activity, etc. approved by the Principal or

designee.
1. Text Messaging Electronic Communications Between Teaching Staff Members and Students
a. Text messaging communications between a teaching staff member and an individual

student are prohibited.

(1) However, a teaching staff member may, with prior approval of the Principal
or designee, text message students provided the need to text message is
directly related to the teaching staff member’s professional responsibilities
with a class or co-curricular activity. Any such text message must be sent to
every student in the class or every member of the co-curricular activity. Any
such approval for text messaging shall not extend beyond the class or activity
approved by the Principal or designee.

1. Social Networking Websites and other Internet-Based Social Media Electronic
Communications Between Teaching Staff Members and a Student

a. A teaching staff member is prohibited from communicating with any student through
the teaching staff member’s personal social networking website or other Internet-
based website. Communications on personal websites are not acceptable between a
teaching staff member and a student.

b. A teaching staff member shall not accept “friend” requests from any student on their
personal social networking website or other Internet-based social media website.
Any communication sent by a student to a teaching staff member’s personal social
networking website or other Internet-based social media website shall not be
responded to by the teaching staff member and shall be reported to the Principal or
designee by the teaching staff member.

g, If a teaching staff member has a student(s) as a “friend” on their personal social
networking - website or other Internet-based social media website they must
permanently remove them from their list of contacts upon Board adoption of this
Policy.

d. Communication between a teaching staff member and a student through social
networking websites or other Internet-based social media websites is only permitted
provided the website has been approved by the Principal or designee and all
communications or publications using such websites are available to: every student
in the class; every member of the co-curricular activity and their parents; and the
Principal or designee.

Reporting Responsibilities

In the event a student sends an improper electronic communication, as defined in this Policy, to a teaching
staff member, the teaching staff member shall report the improper communication to the Principal or
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designee by the next school day. The Principal or designee will take appropriate action to have the student
discontinue such improper electronic communications. Improper electronic communications by a teaching

staff member or a student may result in appropriate disciplinary action.

A teaching staff member and student may be exempt from the provisions outlined in this Policy if a
teaching staff member and student are relatives. The teaching staff member and the student’s parent shall
submit notification to the Principal of the student’s school of their family relationship and their exemption

from the provisions outlined in this Policy.

The provisions of this Policy shall be applicable at all times while the teaching staff member is employed
in the school district and at all times the student is enrolled in the school district, including holiday and

summer breaks.

A copy of this Policy will be made available on an annual basis, to all parents, students, and school
employees either electronically or in school handbooks.

N.J.S.A. 18A:36-40

Approved Revision: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N] 08753
ph: (732)255-1500 fax: (732)255-1502
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4283. ELECTRONIC COMMUNICATIONS BETWEEN SUPPORT STAFF MEMBERS AND
STUDENTS (M)

Date Created: December, 2014
Date Edited: January, 2015

POLICY

4283- ELECTRONIC COMMUNICATIONS BETWEEN SUPPORT STAFF MEMBERS AND
STUDENTS (M)

M

In accordance with the provisions of N.J.S.A. 18A:36-40, the Board of Education adopts this Policy to
provide guidance and direction to support staff members to prevent improper electronic communications
between support staff members and students. The Board of Education recognizes support staff members
can be vulnerable in electronic communications with students.

The Board prohibits all electronic communications between a support staff member and a student.
However, based on a support staff member’s professional responsibilities electronic communications
between a support staff member and a student may be permitted with written approval of the
Superintendent or designee. The approval is only for the school year in which the approval is granted. If
the Superintendent or designee approves electronic communications between a support staff member and a
student, the support staff member shall be required to comply with all the provisions of this Policy.

The Commissioner of Education has determined inappropriate conduct may determine a school staff
member unfit to discharge the duties and functions of their position. Improper electronic communications
by school staff members may be determined to be inappropriate conduct.

For the purposes of this Policy, “electronic communication” means a communication transmitted by means
of an electronic device including, but not limited to, a telephone, cellular telephone, computer, computer
network, personal data assistant, or pager. “Electronic communications” include, but are not limited to, e-
mails, text messages, instant messages, and communications made by means of an Internet website,
including social media and social networking websites.

For the purposes of this Policy, “professional responsibility” means a support staff member’s
responsibilities assigned to the support staff member by the administration or Board of Education.

For the purposes of this Policy, “improper electronic communications” means an electronic communication
between a support staff member and any student of the school district when:

1. The content of the communication is inappropriate as defined in this Policy; and/or

2. The manner in which the electronic communication is made is not in accordance with
acceptable protocols for electronic communications between a support staff member and a
student as defined in this Policy.

Inappropriate content of an electronic communication between a support staff member, who has been
approved by the Superintendent or designee to have electronic communications, and a student includes, but
is not limited to:
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1. Communications of a sexual nature, sexually oriented humor or language, sexual advances,
or content with a sexual overtone;

2. Communications involving the use, encouraging the use, or promoting or advocating the use
of alcohol or tobacco, the illegal use of prescription drugs or controlled dangerous
substances, illegal gambling, or other illegal activities;

3. Communications regarding the support staff member’s or student’s past or current romantic
relationships;

4, Communications which include the use of profanities, obscene language, lewd comments, or
pornography;

5. Communications that are harassing, intimidating, or bullying;

6. Communications requesting or trying to establish a personal relationship with a student

beyond the support staff member’s professional responsibilities;

7. Communications related to personal or confidential information regarding another school
staff member or student; and

8. Communications between the support staff member and a student that the Commissioner of
Education would determine to be inappropriate in determining the support staff member is
unfit to discharge the duties and functions of their position.

The following acceptable protocols for all electronic communications between a support staff member, who
has been approved by the Superintendent or designee to have electronic communications, and a student

shall be followed:

L. E-Mail Electronic Communications Between a Support Staff Member and a Student

a. All e-mails between a support staff member and a student must be sent or received
through the school district’s e-mail system. The content of all e-mails between a
support staff member and a student shall be limited to the staff member’s

professional responsibilities regarding the student.

b. A support staff member shall not provide their personal e-mail address to any
student. If a student sends an e-mail to a support staff member’s personal e-mail
address, the staff member shall respond to the e-mail through the school district e-
mail system and inform the student his/her personal e-mail address shall not be used
for any electronic communication between the support staff member and the student.

C. A support staff member’s school district e-mail account is subject to review by
authorized school district officials. Therefore, a support staff member shall have no
expectation of privacy on the school district’s e-mail system.

2. Cellular Telephone Electronic Communications Between a Support Staff Member and a
Student

a. Communications between a support staff member and a student via a personal
cellular telephone shall be prohibited.

(1) However, a support staff member may, with prior approval of the Principal
or designee, communicate with a student using their personal cellular
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telephone if the need to communicate is directly related to the support staff
member’s professional responsibilities for a specific purpose such as a field
trip, athletic event, co-curricular activity, etc. Any such approval for cellular
telephone communications shall not extend beyond the specific field trip,
athletic event, co-curricular activity, etc. approved by the Principal or

designee.
3, Text Messaging Electronic Communications Between Support Staff Members and Students
a. Text messaging communications between a support staff member and an individual

student are prohibited.

(1) However, a support staff member may, with prior approval of the Principal
or designee, text message students provided the need to text message is
directly related to the support staff member’s professional responsibilities
regarding the student. Any such text message must be sent to every student
in the class or every member of the co-curricular activity. Any such approval
for text messaging shall not extend beyond the activity approved by the
Principal or designee.

4, Social Networking Websites and other Internet-Based Social Media Electronic
Communications Between Support Staff Members and a Student

a. A support staff member is prohibited from communicating with any student through
the support staff member’s personal social networking website or other Internet-
based website. Communications on personal websites are not acceptable between a
support staff member and a student.

b. A support staff member shall not accept “friend” requests from any student on their
personal social networking website or other Internet-based social media website.
Any communication sent by a student to a support staff member’s personal social
networking website or other Internet-based social media website shall not be
responded to by the support staff member and shall be reported to the Principal or
designee by the support staff member.

¢. If a support staff member has a student(s) as a “friend” on their personal social
networking website or other Internet-based social media website they must
permanently remove them from their list of contacts upon Board adoption of this
Policy.

d. Communication between a support staff member and a student through social
networking websites or other Internet-based social media websites is only permitted
provided the website has been approved by the Principal or designee and all
communications or publications using such websites are available to: every student
in the class; every member of the co-curricular activity and their parents; and the
Principal or designee.

Reporting Responsibilities

L. In the event a student sends an electronic communication to a support staff member who
has not been approved by the Superintendent or designee to have electronic
communications, the support staff member shall report the communication to the Principal
or designee. The Principal or designee will take appropriate action to have the student
discontinue such electronic communications. Electronic communications by a support staff
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_ 3432. SICK LEAVE
Date Created: February, 2007
Date Edited: August, 2016

POLICY

3432- SICK LEAVE

The Board of Education shall grant sick leave, in accordance with law, to teaching staff members absent
from work because of personal disability or quarantine. Each steadily employed employee eligible for sick
leave will be entitled annually to the number of paid sick leave days negotiated with the employee’s
majority representative or provided in this policy.

An employee who has been employed in the district at least twelve months and for at least one thousand
two hundred fifty hours in the previous twelve months is eligible for sick leave under the federal Family
and Medical Leave Act. When any such employee with a serious health condition has exhausted his/her
entitlement to paid sick leave, and personal leave and vacation time the Board will grant additional, unpaid
sick leave until the total amount of the employee’s sick leave, both paid and unpaid, is equal to twelve
work weeks in any twelve month period. “Serious health condition” means an illness, impairment, or
physical or mental condition that involves inpatient care in a hospital, hospice, or residential care facility or
continuing treatment by a health care provider. When medically necessary, unpaid sick leave granted under
this paragraph may be taken intermittently or on a reduced leave schedule.

The Board will consider the application of any eligible employee for an extension of sick leave when the
employee has exhausted all statutory entitlements to sick leave.

The Board shall accept by transfer accumulated sick leave days that any new employee may have acquired
in another New Jersey school district, provided that the employee presents, within the first year of
employment, proper certification of accumulated sick leave.

Transferred sick leave will be credited up to twenty days at the rate of one to one.

The Board reserves the right to require of any employee who claims sick leave, sufficient proof, including a
physician’s certification, of the employee’s illness or disability. As a minimum, no day will be considered
to be a sick leave day on which the employee has engaged in or prepared for other gainful employment, has
participated in a work stoppage, or has engaged in any activity that would raise doubts regarding the
validity of the sick leave request. No employee who anticipates being on extended leave, defined as in
excess of five consecutive school days shall leave the vicinity of his or her home without prior consent of
the Superintendent. This applies to all staff on sick leave, FMLA or Workers Compensation. The
Superintendent for compelling medical, personal or family reasons will grant permission.

Employees on extended medical leave from the district will provide an updated medical certification every
30-calendar days or sooner in the event of any significant change in his or her medical condition.
Additionally, employees on extended leave shall be available upon reasonable request to communicate and
meet with district administrative staff as may be necessary. The employee shall ensure that the Department
of Human Resources has a current address, telephone number and e-mail address.

The Superintendent will prepare rules for the administration of the Board’s policy on sick leave, which
shall be binding on all employees.
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School District
Section: Teaching Staff Members
3432. SICK LEAVE
Date Created: February, 2007
Date Edited: August, 2016

REGULATION

3432. SICK LEAVE
Eligibility for Sick Leave

L. Each person steadily employed by this district will be paid in full, to the limit of his/her
entitlement, for days on which the employee is absent from work because of:

a. Personal disability due to the employee’s illness or injury,

b. The employee’s exclusion from school by the school district’s medical authorities on
account of a contagious disease, or

3 The employee’s having been quarantined for a contagious disease in his/her immediate
household.
2. Whatever the claims of disability, no day of absence shall be considered to be a sick leave day on

which the employee:

a. Has engaged in or prepared for gainful employment with an employer other than the Board,
b. Has participated in a concerted work stoppage, or
C. Has engaged in any activity, vocational or avocational, that clearly refutes the employee’s

claim of disability or quarantine.
Call in Procedures
1. An employee who anticipates a day of disability should make every reasonable effort to so notify
the Building Principal no later than the day before the absence, to allow sufficient time for the
securing of substitute services.

2. Notice of the disability should include a reasonable estimate of the duration of the disability.

3. An employee who becomes aware of his/her disability on the morning of the absence must call
965-1144 before 6:15 a.m. or by 10:00 p.m. the night before.

4. An employee who becomes disabled during the school day must so inform the Principal as
promptly as possible and request permission to leave the school premises.

5. In all instances, the employee himself/herself should call the Principal to report sick leave. An
agent may be appointed to call in sick leave only when the employee is so incapacitated as to make

a personal call inadvisable or impossible.

Sick Leave Charges
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Exhaustion of Sick Leave

1. The Human Resources Director will monitor each employee’s sick leave bank and charge the
employee’s bank of accumulated sick leave with sick leave days in accordance with Policy No.
3432 and this regulation.

2, When it is apparent that an employee on extended sick leave will utilize the last sick leave day to
which he/she is entitled within ten working days, the Human Resources Director will so inform the
employee by written notice. The notice will include a statement of the employee’s right to request
the Board for an extension of sick leave.

3, A request for the extension of sick leave should be submitted to the Board of Education at least six
working days in advance of the next Board meeting. The request must be accompanied by a
physician’s signed statement setting forth the nature and anticipated duration of the employee’s
disability.

4. An employee who anticipates an extended period of disability may apply to the Board for a
disability leave of absence pursuant to Policy No. 3431.

5. Employees are reminded that sick leave extensions and disability leaves of absence are not
entitlements and will be granted or denied by the Board on a case by case basis.

6. Employees will receive no compensation or benefits during an unpaid leave of absence, except the
continuation of health insurance coverage for which the employee must recompense the district.

Accumulation of Sick Leave

1. Sick leave will be charged, first, to the sick leave newly available in the employee’s current
contract year and, when that sick leave entitlement is exhausted, to the employee’s bank of
accumulated sick leave.

2. At the beginning of each contract year, up to ten days of sick leave newly available but unused in
the prior contract year will be carried forward and credited to a full-time employee’s bank of sick
leave.

3. The unused sick leave of part-time employees will be accumulated on the basis of hours of work

rather than days of work.

a. At the close of each school year, the number of sick leave days not used by a part-time
employee will be multiplied by the number of hours the employee worked in each day or, if
the employee worked irregular hours, the average number of hours in each contract day.

b. At the beginning of the following school year, the total number of hours accumulated will
be divided by the number of hours, or average number of hours, to be worked in each
contract day. The result constitutes the number of accrued sick leave days the employee
may claim when he/she has exhausted the sick leave days available in the current contract
year.

C. When a part-time employee, continuously employed in the district, is employed full-time,
his/her accumulated sick leave hours will be divided by the number of hours in a full
working day, and the dividend will be multiplied by the number of days he/she worked each
week as a part-time employee. The product will be divided by five, the number of days in a
full-time week. The resulting number, rounded up to the next full day, represents the
number of accrued sick leave days in the employee’s sick leave bank.
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1. A sick leave absence commences when the absence is called in pursuant to paragraph B.

a. An employee who leaves school early because of a disability will not be charged with a sick
leave day provided the absence commences after four hours.

b. A school bus driver who reports a disability after the morning bus runs are completed will
be charged only one-half a sick leave day.

2. A sick leave day once commenced may be reinstated as a working day only with the approval of
the immediate supervisor.

3. An employee absent on sick leave on a day when the school is closed early for emergency reasons
will be charged with a full sick leave day.

4. An employee scheduled for a sick leave absence on a day on which the schools do not open
because of an emergency (such as a snow day) will not be charged with a sick leave day.

Verification of Sick Leave

1. An employee absent for reasons of disability more than five consecutive working days shall submit
the signed statement of his/her physician indicating:

a. The reason for the employee’s absence, as personally known to the physician, and

b. If the employee is not immediately returning to work, the anticipated duration of the
employee’s disability.

2. The Board may, at its discretion, require the employee to submit to examination by the school
medical inspector or a physician designated by the school medical inspector.

3. If the results of the examination conducted pursuant to paragraph D2 are inconsistent with the
statement of the employee’s physician, the two examining physicians shall agree in good faith on a
third physician, who shall examine the employee and whose medical opinion shall be conclusive
and binding as to the employee’s disability on days claimed for sick leave.

4. No employee who anticipates being on extended leave, defined as in excess of five consecutive
school days shall leave the vicinity of his or her home without prior consent of the Superintendent.
This applies to all staff on sick leave, FMLA or Workers Compensation. The Superintendent for
compelling medical, personal or family reasons will grant permission. Any employee on extended
leave shall be available upon reasonable request to communicate and meet with district
administrative staff as may be necessary. The employee shall ensure that the Department of Human
Resources has a current address, telephone number and e-mail address.

Readmission After Disability

1. An employee who wishes to return to work after sick leave of more than ten consecutive working
days shall submit a signed statement of his/her physician indicating the employee’s fitness to

perform his/her duties.

2. The Board may, at its discretion, require the employee to submit to examination by the school
medical inspector or a physician designated by the school medical inspector.
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If the results of the examination conducted pursuant to paragraph D2 is inconsistent with the
statement of the employee’s physician, the two examining physicians shall agree in good faith on a
third physician, who shall examine the employee and whose medical opinion shall be conclusive
and binding as to the employee’s fitness to return to service.

Exhaustion of Sick Leave

The Human Resources Director will monitor each employee’s sick leave bank and charge the
employee’s bank of accumulated sick leave with sick leave days in accordance with Policy No.
4432 and this regulation.

When it is apparent that an employee on extended sick leave will utilize the last sick leave day to
which he/she is entitled within ten working days, the Human Resources Director will so inform the
employee by written notice. The notice will include a statement of the employee’s right to request
the Board for an extension of sick leave.

A request for the extension of sick leave should be submitted to the Board of Education at least six
working days in advance of the next Board meeting. The request must be accompanied by a
physician’s signed statement setting forth the nature and anticipated duration of the employee’s
disability.

An employee who anticipates an extended period of disability may apply to the Board for a
disability leave of absence, during which the employee will receive no compensation or benefits,
pursuant to Policy No. 4431.

Employees are reminded that sick leave extensions and disability leaves of absence are not
entitlements and will be granted or denied by the Board on a case-by-case basis.

Accumulation of Sick Leave

Sick leave will be charged, first, to the sick leave newly available in the employee’s current
contract year and, when that sick leave entitlement is exhausted, to the employee’s bank of
accumulated sick leave.

At the beginning of each contract year, up to ten days of sick leave newly available but unused in
the prior contract year will be carried forward and credited to a full-time employee’s bank of sick
leave.

The unused sick leave of part-time employees will be accumulated on the basis of hours of work
rather than days of work.

a. At the close of each contract year, the number of sick leave days not used by a part-time
employee will be multiplied by the number of hours the employee worked in each day or, if
the employee worked irregular hours, the average number of hours in each contract day.

b. At the beginning of the following contract year, the total number of hours accumulated will
be divided by the number of hours, or average number of hours, to be worked in each
contract day. The result constitutes the number of accrued sick leave days the employee
may claim when he/she has exhausted the sick leave days available in the current contract
year.

e When a part-time employee, continuously employed in the district, is employed full-time,
his/her accumulated sick leave hours will be divided by the number of hours in a full
working day, and the dividend will be multiplied by the number of days he/she worked each
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week as a part-time employee. The product will be divided by five, the number of days in a
full-time week. The resulting number, rounded up to the next full day, represents the
number of accrued sick leave days in the employee’s sick leave bank.

Records

1. The personnel file of each person employed by this district will include an accurate record of the
employee’s attendance in accordance with Policy No. 4211.

2. Each employee’s attendance record will record the reason for any absence.
3 The attendance record will include the accumulated unused sick leave in the employee’s sick leave
bank.

Issued: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 16 August 2016

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N]J 08753
ph: (732)255-1500 fax: (732)255-1502

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?RegulationlD=4432 4/4



9/24/2019 Pleasantville

Pleasantville

Board of Education
Section: Teaching Staff Members
3151. ASSESSMENT OF PAY
Date Created: February, 2007
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POLICY

3151- ASSESSMENT OF PAY

The Board of Education believes that the proper performance of a teaching staff member's professional
duties requires the punctual commencement and proper completion of all assigned services.

The administration shall assess the following penalties when a teaching staff member fails to render or only
partially renders services for which the Board has contracted:

1. The accumulation of six unexcused instances of tardiness in an assigned period in any one
school year will result in a wage deduction in the amount of one day;

2. Each unexcused instance of tardiness after the sixth in the same school year will result in a
wage deduction in the amount of one full day for each such instance;

3. Any unexcused absence during the working day will result in a wage deduction equal to the
ratio of the periods missed to the total periods scheduled, times one two-hundredths of the
employee's annual salary.

The administration shall determine whether a teaching staff member's tardiness or absence is excused or
unexcused.

A record of instances of tardiness and absences will be maintained in each teaching staff member's
personnel file in accordance with Board Policy No. 3212.

The Superintendent is authorized to direct properly cautioned teaching staff members who are repeatedly
tardy not to report at all on those days when they cannot report on time and to suffer such wage penalties as
may be appropriate.

N.J.S.A. 18A:25-7; 18A:27-4; 18A:29-4

Adopted: 13 February 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Administration

1631. RESIDENCY REQUIREMENT FOR PERSON HOLDING SCHOOL DISTRICT OFFICE,
EMPLOYMENT, OR POSITION

Date Created: December, 2014
Date Edited: January, 2015

POLICY

1631- RESIDENCY REQUIREMENT FOR PERSON HOLDING SCHOOL DISTRICT OFFICE,
EMPLOYMENT, OR POSITION

Every person holding an office, employment, or position in a school district shall have his or her principal
residence in New Jersey in accordance with the provisions of N.J.S.A. 52:14-7.

For the purpose of this Policy, “school district” means any local or regional school district established
pursuant to Chapter 8 or Chapter 13 of Title 18A of the New Jersey Statutes and any jointure commission,
county vocational school, county special services district, educational services commission, educational
research and demonstration center, environmental education center, and educational information and
resource center.

For the purpose of this Policy, a person may have at most one principal residence and the State of a
person's principal residence means the State where the person spends the majority of his or her nonworking
time, which is most clearly the center of his or her domestic life, and which is designated as his or her legal
address and legal residence for voting. Having a home in New Jersey is not significant enough by itself to
meet the principal residence requirement of the law. The fact that a person is domiciled in New Jersey
shall not by itself satisfy the requirement of principal residency.

A person, regardless of the office, employment, or position, who holds an office, employment, or position
in the school district on September 1, 2011, but does not have his or her principal residence in New Jersey
on September 1, 2011, shall not be subject to this residency requirement of N.J.S.A. 52:14-7 while the
person continues to hold office, employment, or position without a break in public service of greater than
seven days.

A person may request an exemption from the provisions of N.J.S.A. 52:14-7 on the basis of critical need or
hardship. The request shall be made to a five-member committee established in accordance with the
provisions of N.J.S.A. 52:14-7 to consider applications for such exemptions. The decision on whether to
approve an application from any person shall be made by a majority vote of the members of the committee,
and those voting in the affirmative shall so sign the approved application. If the committee fails to act on
an application within thirty days after the receipt thereof, no exemption shall be granted and the residency
requirement of N.J.S.A. 52:14-7 shall be operative.

Any person holding or attempting to hold an office, employment, or position in violation of N.J.S.A. 52:14-
7 shall be considered as illegally holding or attempting to hold the office, employment, or position;
however, the person shall have one year from the time of taking the office, employment, or position to
satisfy the requirement of principal residency. If such person fails to satisfy the requirement of principal
residency as defined in N.J.S.A. 52:14-7 after the 365-day period, that person shall be deemed unqualified
for holding the office, employment, or position. The Superior Court shall, in a civil action in lieu of
prerogative writ, give judgment of ouster against such person, upon the complaint of any officer or citizen
of the State, provided that any such complaint shall be brought within one year of the alleged 365-day
period of failure to have his or her principal residence in this State.

https://www.straussesmay.com/seportal/secure/DistrictPolicy.aspx?policyid=1631&search=1631 1/2
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POLICY \ Pleasantville

Board of Education
Section: Teaching Staff Members
3159. TEACHING STAFF MEMBER/SCHOOL DISTRICT REPORTING RESPONSIBILITIES
Date Created: December, 2014
Date Edited: August, 2016

3159- TEACHING STAFF MEMBER/SCHOOL DISTRICT REPORTING RESPONSIBILITIES

All certificate holders shall report their arrest or indictment for any crime or offense to the Superintendent
of Schools within fourteen calendar days of the arrest or indictment in accordance with the provisions of
N.J.A.C. 6A:9B-4.3. For purposes of this policy, “certificate holders” shall include all individuals who
hold certificates, credentials, certificates of eligibility (CEs), and certificates of eligibility with advance
standing (CEASs) issued by the State Board of Examiners. For purposes of this Policy, the term
“certificate” shall include all standard, emergency and provisional certificates, all credentials, and all CEs
and CEASs issued by the State Board of Examiners.

The report submitted to the Superintendent shall include the date of arrest or indictment and charge(s)
lodged against the certificate holder. Such certificate holders shall also report to the Superintendent the
disposition of any charge within seven calendar days of the disposition. Failure to comply with these
reporting requirements may be deemed “just cause” for revocation or suspension of certification pursuant
to N.JLA.C. 6A:9B-4.4. The school district shall make these reporting requirements known to all new
employees upon initial employment and to all employees on an annual basis.

The Superintendent of Schools shall notify the New Jersey State Board of Examiners when:

L Tenured teaching staff members who are accused of criminal offenses or unbecoming
conduct resign or retire from their positions;

2. Nontenured teaching staff members, including substitute teachers, who are accused of
criminal offenses or unbecoming conduct resign, retire, or are removed from their positions;

3. A certificate holder fails to maintain any license, certificate, or authorization that is
mandated pursuant to N.J.A.C. 6A:9B for the holder to serve in a position;

4. The Superintendent of Schools becomes aware that a certificate holder has been convicted
of a crime or criminal offense while in the district’s employ; or

5. The Superintendent has received a report from the Department of Children and Families
substantiating allegations of abuse or neglect, or establishing “concerns” regarding a
certificated teaching staff member.

https://www.straussesmay.com/seportal/secure/DistrictPolicy.aspx?policyid=3159&search=3159 12
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In the event the New Jersey State Board of Examiners issues an order to show cause based on the
information that the school district provided about the certificate holder, it shall be the responsibility of the
school district to cooperate with the Board of Examiners in any proceeding arising from the order to show

cause.

The Superintendent of Schools shall also notify the New Jersey State Board of Examiners, in accordance
with the provisions of N.J.S.A. 18A:16-1.3, whenever a nontenured, certificated employee is dismissed
prior to the end of the school year for just cause as a result of misconduct in office. This notification
requirement shall not apply in instances where the employee’s contract is not renewed. The Superintendent
of Schools will comply with the additional notice requirements to the New Jersey State Board of
Examiners in the event it is subsequently determined by a disciplinary grievance arbitration, a court, or an
administrative tribunal of competent jurisdiction that the basis for the dismissal did not constitute
misconduct in office. In addition, whenever the Superintendent of Schools notifies the New Jersey State
Board of Examiners of an employee’s dismissal for reasons of misconduct in accordance with the
provisions of N.J.S.A. 18A:16-1.3, the employee shall receive a simultaneous copy of the notifying

correspondence.

N.J.S.A. 18A:16-1.3
N.J.A.C. 6A:9B-4.3; 6A:9B-4.4

Approved Revision: 19 December 2014
Revised: 06 January 2015
Revised: 16 August 2016

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N]J 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Support Staff
4159. SUPPORT STAFF MEMBER/SCHOOL DISTRICT REPORTING RESPONSIBILITIES
Date Created: December, 2014
Date Edited: August, 2016

POLICY

4159- SUPPORT STAFF MEMBER/SCHOOL DISTRICT REPORTING RESPONSIBILITIES

All support staff members shall be required to report their arrest or indictment for any crime or offense to
the Superintendent of Schools within fourteen calendar days of the arrest or indictment. For purposes of
this policy, “support staff members” shall include all school district employees who hold a position in the
school district for which no certificate issued by the New Jersey State Board of Examiners is required.

The report submitted to the Superintendent shall include the date of arrest or indictment and charge(s)
lodged against the support staff member. Such support staff members shall also report to the
Superintendent the disposition of any charges within seven calendar days of the disposition. Failure to
comply with these reporting requirements may be deemed “just cause” for disciplinary action, which may
include termination or non-renewal of employment in accordance with law.

Teaching staff members are required to report their arrest or indictment for any crime or offense in
accordance with Policy 3159 and N.J.A.C. 6A:9B-4.3.

The school district shall make these reporting requirements known to all new support staff members upon
initial employment and to all employees on an annual basis.

Approve Revision: 19 December 2014
Revised: 06 January 2015
Revised: 16 August 2016

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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a. Nothing in N.J.A.C. 6A:16-5.7 shall be construed as prohibiting the expulsion of a
general education student.

3 A student with a disability who commits an assault pursuant to B.1. above shall be
removed in accordance with N.J.A.C. 6A:14.

C. Procedures — Removal of Students for Assault on Board Members and Employees
1. The Principal or designee shall:
a. Remove a student as set forth in B. above;
b. Isolate the student and place him or her under the supervision of school staff until

the student's parent or an appropriate agency takes custody of the student;
C. Immediately report to the Superintendent the removal of the student;

d. Notify the student's parent of the removal action and the student's due process
rights; and

Notify the appropriate law enforcement official of a possible violation of the New
Jersey Code of Criminal Justice.

®

2. The Board of Education shall provide due process proceedings for all students in
accordance with N.J.A.C. 6A:16-7.2, 7.3, 7.4, and 7.5 and for a student with a disability in
accordance with N.J.A.C. 6A:14-2.7 and 2.8.

Approved Revision: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Nothing in N.J.A.C. 6A:16-5.6 shall be construed to prohibit the expulsion of a general
education student.

The Board shall immediately remove students with disabilities for assaults with weapons
offenses in accordance with N.J.A.C. 6A:14 and applicable Federal regulations.

Procedures — Removal of Students for Assaults with Weapons Offenses

1.

The Principal or designee shall:
a. Remove a student as set forth in B. above;

b. Isolate the student and place him or her under the supervision of school staff until
the student's parent or a law enforcement official takes custody of the student;

c Immediately report to the Superintendent the removal of the student;

d. Notify the appropriate law enforcement agency of a possible violation of the New
Jersey Code of Criminal Justice; and

& Notify the student's parent of the following information:
(1) The removal action;
(2) The law enforcement notification;

3) The change of custody, if it occurs; and

4) A general education student's due process rights, pursuant to N.J.A.C.
6A:16-7.2 through 7.5 or a student with a disability's due process rights, as
set forth in N.J.A.C. 6A:14-2.7 and 2.8 and N.J.A.C. 6A:16-7.2 through 7.5.

A student, other than a student with a disability, removed from the general education
program pursuant to N.J.LA.C. 6A:16-5.6 shall be placed in an alternative education
program, according to the requirements of N.J.A.C. 6A:16-9:

a. If placement in an alternative education program is not available, the general
education student shall be provided home or other out-of-school instruction,
according to N.J.A.C. 6A:16-10, until placement is available.

A student with a disability removed pursuant to B. above shall receive a placement in
accordance with N.J.A.C. 6A:14.

A student, other than a student with a disability, removed pursuant to B. above shall be
entitled to an informal hearing, pursuant to N.J.A.C. 6A:16-7.2 and 7.3, and a hearing
before the Board of Education pursuant to N.J.A.C. 6A:16-7.3.

If it is found that the removed student did not commit the offense(s), the student shall be
immediately returned to the program from which he or she was removed.

Return to General Education Program

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?Regulation|D=5613
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1. The Superintendent shall make the final determination on whether the general education
student is prepared to return to the general education program or will remain in an
alternative education program or receive home or other out-of-school instruction based on
the following criteria:

a. The nature and severity of the offense;

b. The Board’s removal decision;

c. The results of relevant testing, assessment, or evaluation of the student; and

d. The recommendation of the Principal or Director of the alternative education

program or home or other out-of-school instruction program in which the student
has been placed.

E. Exception

1. The provisions of N.J.A.C. 6A:16-5.6 shall not apply to a student who has obtained the
Superintendent’s written authorization to lawfully possess a firearm or other weapon while
participating in a school-sponsored function.

a. - The Superintendent shall not provide authorization to a student who has been
convicted or adjudicated delinquent for possession of a firearm or weapon or for a
crime involving the use of a firearm.

Approved Revision: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

Board of Education
Section: Property
7441. ELECTRONIC SURVEILLANCE IN SCHOOL BUILDINGS AND ON SCHOOL GROUNDS (M)
Date Created: December, 2007
Date Edited: January, 2018

POLICY

7441- ELECTRONIC SURVEILLANCE IN SCHOOL BUILDINGS AND ON SCHOOL GROUNDS (M)
M

The Board of Education authorizes the use of electronic surveillance systems in school buildings and on
school grounds to enhance the safety and security for school district staff, students, community members,
and other building occupants and to protect the school district’s buildings and grounds.

The content produced by the surveillance system under certain circumstances may be considered a student
record and if so it will be subject to the Board of Education policy and regulations regarding confidential
student records. If the content of the surveillance system becomes the subject of a disciplinary proceeding,
it shall be treated like other evidence in the proceeding.

In accordance with the provisions of N.J.S.A. 18A:41-9, if at least one school building of the school district
is equipped with video surveillance equipment that is capable of streaming live video wirelessly to a
remote location, the Board of Education shall enter into a Memorandum of Understanding (MOU) with
local law enforcement authorities providing the authorities with the capacity to activate the equipment and
view live streaming video. The MOU shall include the provisions of N.J.S.A. 18A:41-9 and any additional
information required by law enforcement officials. In the event the parties to the MOU are unable to reach
an agreement regarding any provision required to be included in the MOU as per N.J.S.A. 18A:41-9a, the
County Prosecutor shall make the final determination regarding that provision. Nothing in N.J.S.A.
18A:41-9 shall be construed as to require the installation of video surveillance equipment capable of
streaming live video wirelessly to a remote site from a school building that does not have the ability to
have live streaming video.

The Board of Education shall post signage in a prominent, public place in buildings and on school grounds
where electronic surveillance equipment may be used.

In addition to posting, the district shall notify school staff members, parent(s), and students that electronic
surveillance may be used in school buildings and on school grounds through publication in student and
staff handbooks, school calendars, notice sent home with students, or any other effective means to publish
the district’s use of electronic surveillance equipment in school buildings and on school grounds.

N.J.S.A. 18A:41-9

Adopted: 11 December 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 13 February 2018
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A.

REGULATION

Pleasantville

School District
Section: Property

7441. ELECTRONIC SURVEILLANCE IN SCHOOL BUILDINGS AND ON SCHOOL GROUNDS (M)

Date Created: June, 2007
Date Edited: February, 2018

7441. ELECTRONIC SURVEILLANCE IN SCHOOL BUILDINGS AND ON SCHOOL GROUNDS (M)

In order to enhance a safe and secure environment, the Board authorizes electronic surveillance devices to
be used in school district buildings and on school grounds.

Recording and Notice

1.

Surveillance devices may include, but are not limited to, sound/video cameras, audio
recording devices, and other appropriate devices.

Recordings may be used to monitor and observe the conduct of school district staff,
students, community members, and other person(s) in school buildings or on school
grounds.

Signége will be posted in a prominent public place in school buildings and on school
grounds where electronic surveillance equipment may be used.

Student Records and Notice

School district personnel will comply with the provisions of applicable law regarding student
record requirements including the Family Educational Rights and Privacy Act (FERPA) and the
Individual with Disabilities Education Act (IDEA). Recordings considered for retention, as a part
of a student’s behavioral record, will be maintained in accordance with established student record
procedures governing access, review, and release of student records.

Staff Records and Notice

1. Recordings considered for retention as part of the employee’s personnel record will be
maintained in accordance with established Board personnel policies, administrative
regulations, applicable law, and any labor agreements governing access, review, and release
of employee personnel records.

2. The district will provide notice to students, parent(s), and school staff members that
surveillance devices may be used in school buildings and on school grounds.

Storage/Security

1. All recordings will be stored by the Superintendent or designee, and secured to ensure
confidentiality.

2. Recordings will be retained in accordance with the New Jersey Department of the Treasury

— Records Management Services Records Retention Schedules and will be erased or
discarded, unless there is a legitimate reason for retaining such recording for review, upon
receiving prior authorization from Records Management Services.

https://iwww.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?RegulationID=7441
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E. Use

1. The determination of the location of surveillance devices shall be made by the
Superintendent or designee.

2. Tampering with or otherwise interfering with surveillance equipment is prohibited. Any
individual found tampering with equipment shall be subject to discipline.

F. Viewing or Listening

1. Initial viewing or listening to recordings will be done by the Building Principal or designee, the
Director of Secuity or designee, the Superintendent of Schools or designee.

2. Requests for viewing or listening will be limited to persons with a direct interest in any
proceedings, disciplinary or otherwise, resulting from the recordings, as deemed appropriate
by the Superintendent of Schools or designee, the Building Principal or designee, the Director of Security. or
designee.

3, Only the portion of the recording concerning a specific incident will be made available for
viewing.

4. Viewing or listening to the recording will be permitted on school property or as otherwise
required by law.

5. All viewing will be in the presence of the Building Principal or designee, Director of Security or
designee, the Superintendent of Schools or designee,.

6. A written log will be maintained by the Building Principal or designee, the Director of Security or
designee with a copy forwarded to the Superintendent of Schools of those viewing video recordings
including date of viewing, reason for viewing, the date the recording was made, and the
signature of the viewer.

7. Video recordings remain the property of the school district and may be reproduced only in

L.

accordance with law, including applicable district student records policy and procedures and
district personnel records policy, procedures and applicable labor agreements.

G. Law Enforcement Memorandum of Understanding (MOU) (N.J.S.A. 18A:41-9)

In accordance with the provisions of N.J.S.A. 18A:41-9, if at least one school building of
the school district is equipped with video surveillance equipment that is capable of
streaming live video wirelessly to a remote location, the Board of Education shall enter into
a MOU with local law enforcement authorities providing the authorities with the capacity to
activate the equipment and view live streaming video. The MOU shall include, but need

not be limited to, the following:

a. The designation of individuals who shall be authorized to view live streaming
video;

b. The circumstances under which the designated individuals would view live
streaming video; and

e A detailed plan for preventing and detecting unauthorized access to live streaming
video.

In the case of a school building that is located in a municipality in which there is no
municipal police department, the Board shall enter into a MOU with an entity designated by

httos://www.straussesmav.com/seportal/secure/DistrictReaulationPrint. asnx?ReaulationlD=7441
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13.

14.

15.

16.

Pleasantville

Vehicle use logs shall be maintained for all individual and pool assignments in order to
accurately record all usage of each vehicle, including the driver, mileage, and starting and
destination points.

All complaints of a potential misuse shall be investigated by the school vehicle coordinator
and/or appropriate administrator and appropriate disciplinary action shall be taken. Any
disciplinary action shall be progressive and uniform depending on the specific misuse.

All changes to vehicle assignment, whether pool or individual, shall require prior written
approval of the Superintendent and the authorization of an affirmative majority vote of the
full Board.

No luxury vehicle, one which exceeds the greater of $30,000 or any current dollar limit
established in IRS law or regulation, shall be purchased, lease-purchased, or leased by the
school district. If a vehicle is assigned to the Superintendent, it may be a full size or
intermediate, four-door sedan of the non-luxury class. All other vehicles shall be compact
sedans, unless special passenger, cargo, equipment, or use requirements make the standard
vehicle unsuitable for documented school district needs.

All damage to school district vehicles, regardless of cause, shall be reported within twenty-
four hours to the school vehicle coordinator and the employee assigned to file insurance
claims.

~No physical alterations shall be made to a vehicle without prior Board approval.

Operators of a school district vehicle shall possess a valid driver's license to operate a
vehicle in New Jersey. The school vehicle coordinator(s) shall be responsible to maintain a
copy of each driver’s license on file. In the event a driver’s license is revoked, suspended or
otherwise makes the driver unable to operate a school district vehicle in accordance with
law, the driver shall immediately notify the school vehicle coordinator, who will
immediately revoke the driver’s authorization to operate a school district vehicle.

When a vehicle is due for routine maintenance in accordance with the manufacturer’s
schedule, the driver of an individually assigned vehicle or, in the case of a pool vehicle, the
school vehicle coordinator shall be responsible for ensuring the vehicle receives the
scheduled service.

A driver assigned a school district vehicle shall be responsible for the security of the vehicle
and its contents.

Drivers shall be personally responsible for all fines accrued as a result of traffic violations
related to operation of school district vehicles.

The driver, or the driver's supervisor, if the driver is incapacitated, of a school district
vehicle involved in an accident resulting in damage to the school district vehicle or other
vehicle shall file, within twenty-four hours of the accident, a detailed written report with the
school vehicle coordinator and the school district staff member responsible for making
insurance claims.

Police shall be immediately notified of an accident by the driver or school vehicle
coordinator, if the driver is incapacitated. A copy of the police report shall be submitted to
the school vehicle coordinator and the school district staff member responsible for making
insurance claims as soon as possible.

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?RegulationID=7650
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Usage category such as regular business, maintenance, security, or pupil transportation.

C. Driving Record of Operators of School District Vehicles

The school vehicle coordinator(s) shall be responsible to obtain and maintain the following driving
records of operators of school district vehicles:

Name of driver;

Drivers license number and expiration date;
Insurer and policy number of person assigned;
Motor vehicle code violations;

Incidents of improper or non-business usage;
Accidents; and

Other relevant information.

D. Record of Maintenance, Repair and Body Work for School District Vehicles

The school vehicle coordinator(s) shall be responsible to maintain the following records of
maintenance, repair and body work for each school vehicle:

Vehicle make, model and year;

Vehicle identification numbers (VIN);

Original purchase price;

Date purchased,

License plate number;

Usage category such as regular business, maintenance, security or pupil transportation;
Manufacturer’s routine maintenance schedule;

Category of work performed (routine maintenance, repair or body work);
Purchase order number;

Date work was performed,

Detailed description of work performed,

Mileage on date work was performed; and

Cost of work performed.

All records maintained by the school vehicle coordinator(s) shall be maintained in the school district office
of the school vehicle coordinator(s).

https://www.straussesmay.com/seportal/secure/DistrictRegulationPrint.aspx?RegulationlD=7650

4/5






9/24/2019 Pleasantville

Pleasantville

Board of Education
Section: Operations
8690. MONITORING DEVICES ON SCHOOL VEHICLES
Date Created: June, 2007
Date Edited: January, 2015

POLICY

8690- MONITORING DEVICES ON SCHOOL VEHICLES

The Board of Education recognizes that safe and secure conditions for all pupils transported in school
owned or contracted school vehicles is paramount. Pupils transported in a school owned or contracted
school vehicle must maintain proper discipline in the vehicle at all times.

To maintain the safe and secure conditions for all pupils transported on school owned or contracted school
vehicles, the Board may use devices to monitor and/or observe pupil behavior, teacher and support staff
behavior, school bus driver discipline procedures and/or school bus driver driving techniques. The device
may be a sound video camera, a voice monitoring device or other appropriate devices. Each school vehicle
will have a sign clearly posted in the school vehicle stating that:

“Video And/Or Audio Monitoring Devices Are Used On School Owned And Contracted Vehicles And This
Vehicle May Be Monitored At Any Time.”

The recording may be used in pupil and staff discipline matters, driver evaluations or for driver discipline
or training. Notice of this policy will be provided to parent(s) or legal guardian(s) and all transportation
personnel each year in staff, pupil and/or parent handbooks.

N.JS.A. 18A:11-1
20 USCA 1231g
30 CFR 300.571 Part 99, 300.572, 300.5773

Adopted: 26 June 2007
Revised: 19 December 2014
Revised: 06 January 2015

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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Pleasantville

RE GULATION School District

Section: Operations

8690. MONITORING DEVICES ON SCHOOL VEHICLES
Date Created: June, 2007

Date Edited: April, 2017

8690. MONITORING DEVICES ON SCHOOL VEHICLES

Recording and Notice

1. In order to maintain a safe and secure environment for all pupils transported on school
vehicles the transportation coordinator may cause recording devices to be installed in any
district owned or contracted vehicles and activated at specific times.

2. Monitoring devices may include sound videocameras, audio recording devices and other
appropriate devices.

3. Pupils and drivers will not be notified when a recording device is “on board” and in use on
district vehicles.

4. Each school vehicle shall have a sign, prominently displayed stating that: “Video and/or
audio monitoring devices are used on school district owned and contracted vehicles and this

vehicle may be monitored at any time.”

5. Recordings may be used to monitor and observe the behavior of pupils, teaching and
support staff members and the vehicle operator.

Pupil Records and Notice

1. School district personnel will comply with provisions of law regarding pupil records
requirements including the Family Education and Privacy Act and the Individual with
Disabilities Education Act as applicable in the district’s use of video recordings. Video
recordings considered for retention as a part of the pupil’s behavioral record will be
maintained in accordance with established pupil record procedures governing access,

review and release of pupil records.

2. The school district personnel will include annual notice in parent/pupil handbooks that
monitoring devices may be used on school transportation vehicles transporting pupils to and
from curricular and co-curricular activities.

Staff Records and Notice

1. Recordings considered for retention as part of the employee’s personnel record will be
maintained in accordance with established Board personnel policies, administrative
regulations and labor agreements governing access, review and release of employee

personnel records.

2. The district will include notice to personnel that monitoring devices may be used on
school vehicles.
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3. Staff will not be notified when a video camera is “on board” and in use on district vehicles.
Storage/Security

1. All recordings will be stored and secured by the district to ensure confidentiality.

2. Recordings will be stored for one year after initial recording, whereupon such recordings
will be released and erased, unless there is an incident pending resolution or litigation is
anticipated.

3. Recordings held for review of pupil or staff incident will be maintained in their original
form pending resolution. The recording media will then be either released for erasure or
retained as necessary as a part of the pupil’s behavioral record and/or employee’s personnel
record in accordance with the established district procedures.

Use

1. The decision to activate recording devices on specific vehicles and at specific times shall be
made by the Superintendent or his designee.

2. Monitoring devices will be used on school vehicles.

3. Staff and pupils are prohibited from tampering with or otherwise interfering with recording

l.

2.

equipment. Any individual found tampering with equipment shall be subject to discipline.

Viewing or Listening

Initial viewing or listening to recordings will be done by the Superintendent or his designee.

Requests for viewing or listening will be limited to those parents or guardians, pupils,
teaching or support staff, drivers and district officials with a direct interest in any
proceedings, disciplinary or otherwise resulting from the recordings as deemed appropriate
by the Superintendent or designee.

Only the portion of the video or audio recording concerning a specific incident will be made
available for viewing.

Approvai/denial for viewing or listening will be made within five working days of receipt of
request and so communicated to the requesting individual(s).

Actual viewing or listening to the recording will be permitted at the district office or as
otherwise required by law.

All viewing will be in the presence of the Superintendent or designee.

A written log will be maintained of those viewing video recordings including date of
viewing, reason for viewing, the date the recording was made, vehicle video-taped and
driver and the signature of the viewer.

Video recordings remain the property of the district and may be reproduced only in
accordance with law, including applicable district pupil records policy and procedures and
district personnel records policy, procedures and applicable labor agreements.

Purchase, Maintenance, Replacement of Equipment/Supplies
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Pleasantville

Board of Education
Section: Operations
8462. REPORTING POTENTIALLY MISSING OR ABUSED CHILDREN (M)
Date Created: June, 2007
Date Edited: September, 2018

POLICY

8462- REPORTING POTENTIALLY MISSING OR ABUSED CHILDREN (M)

M

The Board of Education recognizes early detection of missing, abused, or neglected children is important in
protecting the health, safety, and welfare of all children. In recognition of the importance of early detection
of missing, abused, or neglected children, the Board of Education adopts this Policy pursuant to the
requirements of N.J.S.A. 18A:36-24 and 18A:36-25. The Board provides this Policy for its employees,
volunteers, or interns for the early detection of missing, abused, or neglected children through notification
of, reporting to, and cooperation with the appropriate law enforcement and child welfare authorities
pursuant to N.J.S.A. 18A:36-24 and 18A:36-25 et seq., N.J.LA.C. 6A:16-11.1, and N.J.S.A. 9:6-8.10.

Employees, volunteers, or interns working in the school district shall immediately notify designated child
welfare authorities of incidents of alleged missing, abused, and/or neglected children. Reports of incidents
of alleged missing, abused, or neglected children shall be reported to the New Jersey State Central Registry
(SCR) at 1-877 NJ ABUSE or to any other telephone number designated by the appropriate child welfare
authorities. If the child is in immediate danger a call shall be placed to 911 as well as to the SCR.

The person having reason to believe that a child may be missing or may have been abused or neglected
may inform the Principal or other designated school official(s) prior to notifying designated child welfare
authorities if the action will not delay immediate notification. The person notifying designated child
welfare authorities shall inform the Principal or other designated school official(s) of the notification, if
such had not occurred prior to the notification. Notice to the Principal or other designated school official(s)
need not be given when the person believes that such notice would likely endanger the reporter or student
involved or when the person believes that such disclosure would likely result in retaliation against the
student or in discrimination against the reporter with respect to his or her employment.

The Principal or other designated school official(s) upon being notified by a person having reason to
believe that a child may be missing or may have been abused or neglected, must notify appropriate law
enforcement authorities. Notification to appropriate law enforcement authorities hall be made for all
reports by employees, volunteers, or interns working in the school district. Confirmation by another person
is not required for a school district employee, volunteer, or intern to report the suspected missing, abused,
or neglected child situation.

School district officials will cooperate with designated child welfare and law enforcement authorities in all
investigations of potentially missing, abused, or neglected children in accordance with the provisions of
N.J.A.C. 6A:16-11.1(a)5.

The district designates Director of Special Services as the school district’s liaison to designated child
welfare authorities to act as the primary contact person between the school district and child welfare
authorities with regard to general information sharing and the development of mutual training and other
cooperative efforts. The district designates the Superintendent or designee as the school district’s liaison to
law enforcement authorities to act as the primary contact person between the school district and law
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enforcement authorities, pursuant to N.J.A.C. 6A:16-6.2(b)1, consistent with the Memorandum of
Agreement, pursuant to N.J.A.C. 6A:16-6.2(b)13.

An employee, volunteer, or intern working in the school district who has been named as a suspect in a
notification to child welfare and law enforcement authorities regarding a missing, abused, or neglected
child situation shall be entitled to due process rights, including those rights defined in N.J.A.C. 6A:16-

11.1(a)9.

The Superintendent or designee shall provide training to school district employees, volunteers, or interns
on the district’s policy and procedures for reporting allegations of missing, abused, or neglected child
situations. All new school district employees, volunteers, or interns working in the district shall receive the

required information and training as part of their orientation.

There shall be no reprisal or retaliation against any person who, in good faith, reports or causes a report to
be made of a potentially missing, abused, or neglected child situation pursuant to N.J.S.A. 9:6-8.13.

N.J.S.A. 18A:36-24; 18A:36-25 et seq.
N.J.A.C. 6A:16-11.1

Adopted: 26 June 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 25 April 2017
Revised: 21 August 2018

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, N]J 08753
ph: (732)255-1500 fax: (732)255-1502
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REGULATION

Pleasantville

School District

Section: Operations
8462. REPORTING POTENTIALLY MISSING OR ABUSED CHILDREN (M)
Date Created: June, 2007
Date Edited: April, 2017

8462. REPORTING POTENTIALLY MISSING OR ABUSED CHILDREN (M)

M

A. Definitions

a.

1. An “abused child” as defined in N.J.S.A. 9:6-8.9, is a child under the age of eighteen years
whose parent, guardian, or other person having his/her custody and control:

Inflicts or allows to be inflicted upon such child physical injury by other than
accidental means which causes or creates a substantial risk of death, or serious or
protracted disfigurement, or protracted impairment of physical or emotional health
or protracted loss or impairment of the function of any bodily organ;

Creates or allows to be created a substantial or ongoing risk of physical injury to
such child by other than accidental means which would be likely to cause death or
serious protracted disfigurement, or protracted loss or impairment of the function of
any bodily organ;

Commits or allows to be committed an act of sexual abuse against the child,

Or a child whose physical, mental, or emotional condition has been impaired or is in
imminent danger of becoming impaired as the result of the failure of his/her parent,
guardian, or other person having his/her custody and control, to exercise a minimum
degree of care: (1) in supplying the child with adequate food, clothing, shelter,
education, medical, or surgical care though financially able to do so or though
offered financial or other reasonable means to do so; or (2) in providing the child the
proper supervision or guardianship, by unreasonably inflicting or allowing to be
inflicted harm, or substantial risk thereof, including the infliction of excessive
corporal punishment or using excessive physical restraint under circumstances
which do not indicate that the child’s behavior is harmful to himself/herself, others
or property, or by any other act of similarly serious nature requiring the aid of the
court;

Or a child who has been willfully abandoned by his/her parent, guardian, or other
person having his/her custody and control; or

Or a child who is in an institution as defined under N.J.S.A. 9:6-8.21 and: (1) has
been so placed inappropriately for a continued period of time with the knowledge
that the placement has resulted and may continue to result in harm to the child’s
mental or physical well-being; or (2) has been willfully isolated from ordinary social
contact under circumstances which indicate emotional or social deprivation,
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A child shall not be considered abused under N.J.S.A. 9:6-8.9 if the acts or omissions
described therein occur in a day school as defined in N.J.S.A. 9:6-8.21.

2. An “intern” means a post-secondary student or graduate student in a professional field
gaining supervised practical experience.

B. Indications of Child Abuse and/or Neglect

1. The suspicion of child abuse and/or neglect may be based on the complaints of the child or
on the direct observations of the employee, volunteer, or intern. A person should suspect
child abuse and/or neglect when certain conditions appear to be present. The conditions
may be, but are not limited to, whenever:

a. There is evidence of physical injury to a student not likely to have been caused by an
accident, regardless of the student’s explanation of the injury;

b. A student complains of having been injured or having been sexually molested, with
or without external signs of physical injury;

c. A student appears to be malnourished,;

d. A student’s general condition indicates a persistent want of care, such as clothing
inadequate for the weather, inadequate hygiene, lack of sleep, decayed and broken

teeth, and the like;

e. A student complains of or indicates by other means that he/she has been subjected to
threats or emotional abuse;

f. A student is excessively apprehensive, fearful, withdrawn, or aggressive;

g. A student is afraid to go home after school or arrives to school unreasonably early;
h. A parent or the caretaker of a child admits having abused the child,;

L The removal from school by the parent, guardian, or other person having custody

and control of the child that may be an indicator of additional grievous abuses; or

J- School district personnel have any other reason to believe that a child has been
subject to child abuse and/or neglect, to include but not be limited to, physical
abuse, sexual abuse, neglect, educational abuse, and educational neglect.

C. Notification Requirements for School District Employees, Volunteers, or Interns
1. Employees, volunteers, or interns working in the school district shall immediately notify
designated child welfare authorities of incidents of alleged missing, abused, or neglected
children.
a. The person having reason to believe that a child may be missing or may have been

abused or neglected may inform the Principal or other designated school official(s)
prior to notifying designated child welfare authorities if the action will not delay

immediate notification.

b. The person notifying designated child welfare authorities shall inform the Principal
or other designated school official(s) of the notification, if such had not occurred
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prior to the notification.

(1) Notice to the Principal or other designated school official(s) need not be
given when the person believes the notice would likely endanger the reporter
or student involved or when the person believes the disclosure would likely
result in retaliation against the student or in discrimination against the
reporter with respect to his or her employment.

2, Reports of incidents of alleged missing, abused, or neglected children shall be reported to
the New Jersey State Central Registry (SCR) at 1-877 NJ ABUSE or to any other telephone
number designated by the appropriate child welfare authorities. If the child is in immediate
danger a call shall be placed to 911 as well as to the SCR.

D. School District’s Notification to Law Enforcement

1. The Principal or other designated school official(s) upon being notified by a person having
reason to believe that a child may be missing or may have been abused or neglected, must
notify appropriate law enforcement authorities of incidents of potentially missing, abused,
or neglected child situations.

a. Notification procedures to child welfare authorities and law enforcement authorities
regarding alleged incidents of missing, abused, or neglected children shall be
consistent with the Memorandum of Agreement between education and law
enforcement authorities pursuant to N.J.A.C. 6A:16-6.2(b)13.

b. Notification to appropriate law enforcement authorities shall be made for all reports
by employees, volunteers, or interns working in the school district.

(1) The notification to appropriate law enforcement authorities on behalf of a
student attending a receiving school shall be made to the law enforcement
authorities identified in the receiving school’s Memorandum of Agreement
as required by N.J.A.C. 6A:16-6.2(b)13.

2, Confirmation by another person is not required for a school district employee, volunteer, or
intern to report the suspected missing, abused, or neglected child situation.

E. School District Cooperation with Designated Law Enforcement Authorities

1. The school district will cooperate with designated child welfare and law enforcement
authorities in all investigations of potentially missing, abused, or neglected children.

a. Accommodations shall be made permitting the child welfare and law enforcement
investigators to interview the student in the presence of the Principal or other
designated school official(s).

(D If the student is intimidated by the presence of the school representative, the
student shall be requested to name an employee, volunteer, or intern working
in the school district whom he or she feels will be supportive, and who will
be allowed to accompany the student during the interview.

b. District administrative and/or supervisory staff members will assist designated child
welfare and law enforcement authorities in scheduling interviews with any
employee, volunteer, or intern working in the school district who may have
information relevant to the investigation.
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C; In accordance with N.J.A.C. 6A:16-11.1(a)5.iii., the district will release all records
of the student who is the subject of the investigation that are deemed to be relevant
to the assessment or treatment of a potentially missing, abused, or neglected child
pursuant to N.J.S.A. 18A:36-19, N.J.S.A. 9:8-8.40 and allowable under the Family
Education Rights and Privacy Act (FERPA), 34 CFR Part 99.

d. In accordance with N.J.A.C. 6A:16-11.1(a)5.1v., the district will ensure the
maintenance, security, and release of all confidential information about potential
missing, abused, or neglected child situations is in accordance with N.J.S.A.
18A:36-19, N.J.S.A. 9:8-8.40, and N.J.A.C. 6A:32-7.

(D All information regarding allegations of potentially missing, abused, or
neglected children reported to authorities about an employee, volunteer, or
intern working in the school district shall be considered confidential and may
be disclosed only as required in order to cooperate in investigations pursuant
to N.J.A.C. 6A:16-11.1(a)2. and 3. or by virtue of a Court Order. Records
pertaining to such information shall be maintained in a secure location
separate from other employee personnel records and accessible only to the
Superintendent or designee.

8. In accordance with N.J.A.C. 6A:16-11.1(a)5.v., the district will release the student to
child welfare authorities while school is in session when it is necessary to protect the
student or take the student to a service provider.

(1) Such removal shall take place only after the Principal or other designated
school official(s) has been provided, either in advance or at the time removal
is sought, with appropriate documentation that the child welfare authority
has already removed, or has appropriate authority to remove, the student
from his or her home, as specified in N.J.S.A. 9:6-8.27 through 8.30.

f. The district will cooperate in the transfer of a student who has been removed from
his or her home by designated child welfare authorities for proper care and
protection pursuant to N.J.S.A. 9:6-8.28 and 8.29 to another school.

F. Due Process Rights of a School Employee, Volunteer, or Intern Named As a Suspect

l. An employee, volunteer, or intern working in the school district who has been named as a
suspect in a notification to child welfare and law enforcement authorities regarding a
missing-, abused-, or neglected-child situation shall be entitled to due process rights.

2. Temporary reassignment or suspension of an employee, volunteer, or intern working in the
school district named as a suspect pursuant to N.J.A.C. 6A:16-11.1(a)2 shall occur only if
there is reason to believe that the life or health of the alleged victim or other student is in
jeopardy due to continued contact between the employee, volunteer, or intern and the

student.

3. All references to a notification to the designated child welfare authorities of a potential
missing-, abused-, or neglected-child situation involving a school district employee, shall be
removed from the employee's personnel records immediately following the receipt of an
official notice from child welfare authorities that the allegation was unfounded pursuant to

N.J.S.A. 18A:6-7a.

Adopted: 26 June 2007
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(b) The teaching staff member suspected of being under the influence
may include another staff member or a representative of their choice
in this meeting.

b. The Principal or designee shall present to the teaching staff member the report or
information supporting the suspicion the teaching staff member may be under the
influence of a substance.

€ The teaching staff member shall be provided an opportunity to respond to the report
or information presented by the Principal or designee.

d. In the event the Principal or designee believes the teaching staff member may be
under the influence of a substance after meeting with the teaching staff member, the
Principal or designee will arrange for an immediate medical examination to include
a substance test.

e. The teaching staff member shall be transported to the examination and testing
location by means of transportation approved by the Superintendent or designee and
shall be accompanied by the Principal or designee.

f. The teaching staff member, prior to the medical examination and substance test, will
be informed by the physician or the physician’s designee on the type of testing to be
completed and the substances that will be tested.

g. The teaching staff member may, prior to being examined and tested, disclose to the
physician any prescription medicine, over-the-counter medicine or supplements, or
any other reason why the teaching staff member’s test results may be positive.

h. A teaching staff member’s refusal to be examined or tested in accordance with the
provisions of Policy 3218 and this Regulation will be deemed as a positive test for
substances.

2. The medical examination and substance test shall be used by the physician to determine if

the teaching staff member is under the influence of any substance as defined in Policy 3218
and this Regulation. The substance test procedures will provide for a confirming test using
acceptable confirmation test procedures.

3. The physician shall receive the results of the substance test within twenty-four hours of the
test being administered. If the results of the substance test are not available within twenty-
four hours, the physician shall report the results to the Superintendent and the teaching staff
member as soon as the test results are available.

4. If the physician determines, based upon the medical examination and the results of the
substance test, that the teaching staff member was not under the influence of a substance
during work hours or at a school-sponsored function where the teaching staff member was
assigned job responsibilities, the physician will notify the Superintendent of such results
and the teaching staff member shall return to their position in the school district. Any
records or documentation related to the incident shall not be included in the teaching staff
member’s personnel file.

5. If the physician determines, based upon the medical examination and the results of the
substance test, that the teaching staff member was under the influence of a substance during
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work hours or at a school-sponsored function where the teaching staff member was assigned
Job responsibilities, the physician will:

a. Discuss the results of the examination and substance test with the teaching staff
member and provide the teaching staff member an opportunity to present any
medical or other reasons for the physician’s determination.

b. Provide the teaching staff member an opportunity to have the substance test results
confirmed by a State-licensed clinical laboratory selected by the staff member and

approved by the physician.

(D The physician will schedule and coordinate the confirming test procedures,
including the acceptable time period for the confirming test to be conducted
based on the existing test results, and the time in which a confirming test

result would be valid.

(2) The confirming substance test results must be provided to the physician
within the time period required by the physician.

(3) Any confirming test results provided to the physician not within the time
period required by the physician shall not be accepted and the teaching staff
member shall be determined to have waived their right to a have a
confirming substance test considered by the physician.

c. After completing the requirements in a. and b. above the physician shall make a final
determination whether the teaching staff member was under the influence of a
substance during the work hours or at a school-sponsored function where the
teaching staff member was assigned job responsibilities.

(1) If the physician makes a final determination the teaching staff member was
not under the influence during work hours or at a school-sponsored function
where the teaching staff member was assigned job responsibilities, the
physician will report these results to the Superintendent and the teaching
staff member shall return to their position in the school district and any
records or documentation related to the incident shall not be included in the

teaching staff member’s personnel file.

2) If the physician makes a final determination the teaching staff member was
under the influence during work hours or at a school-sponsored function
where the teaching staff member was assigned job responsibilities, the
physician will report these results to the Superintendent of Schools and the
teaching staff member will be required to meet with the Superintendent.

i Procedures to be Followed When a Teaching Staff Member is Determined to be Under the
Influence of a Substance

1. Any teaching staff member who has been determined by the physician to be under the
influence of a substance during work hours or at a school-sponsored function where the
teaching staff member was assigned job responsibilities shall be required to meet with the

Superintendent.

a. The teaching staff member may include a staff member or a representative of their
choice in this meeting.
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In accordance with the requirements of N.J.A.C. 6A:16-6.3(a), any support staff member who, in the
course of their employment, has reason to believe a school staff member has unlawfully possessed or in
any way been involved in the distribution of a controlled dangerous substance, including anabolic steroids,
or drug paraphernalia shall report the matter as soon as possible to the Principal, or in the absence of the
Principal, to the staff member responsible at the time of the alleged violation. Either the Principal or the
staff member shall notify the Superintendent of Schools who shall notify, as soon as possible, the County
Prosecutor or other law enforcement official designated by the County Prosecutor to receive such
information. The Superintendent or designee shall provide to the County Prosecutor or designee all known
information concerning the matter, including the identity of the staff member involved.

In accordance with the provisions of N.J.A.C. 6A:16-6.3(a)3, the Superintendent or designee shall not
disclose the identity of a support staff member who has voluntarily sought and participated in an
appropriate treatment or counseling program for an alcohol or drug abuse problem, provided the support
staff member is not reasonably believed to be involved or implicated in drug-distribution activities. An
admission by a support staff member in response to questioning initiated by the Principal or designee or
following the discovery by the Principal or designee of a controlled dangerous substance, including
anabolic steroids, or drug paraphernalia, shall not constitute a voluntary, self-initiated request for
counseling and treatment.

42 CFR Part 2
N.J.A.C. 6A:16-6.3; 6A:32-6.3

Adopted: 10 July 2007
Revised: 19 December 2014
Revised: 06 January 2015
Revised: 16 March 2016
Revised: 25 April 2017

© 2019 Strauss Esmay Associates, LLP
1886 Hinds Road, Suite 1, Toms River, NJ 08753
ph: (732)255-1500 fax: (732)255-1502
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(a) The support staff member’s supervisor may include another staff
member in this meeting; and

(b) The support staff member suspected of being under the influence may
include another staff member or a representative of their choice in
this meeting.

b. The support staff member’s supervisor shall present to the support staff member the
report or information supporting the suspicion the support staff member may be
under the influence of a substance.

c. The support staff member shall be provided an opportunity to respond to the report
or information presented by the supervisor.

d. In the event the supervisor or designee believes the support staff member may be
under the influence of a substance after meeting with the support staff member, the
supervisor will arrange for an immediate medical examination to include a substance
test.

e. The support staff member shall be transported to the examination and testing
location by means of transportation approved by the Superintendent or designee and
shall be accompanied by the support staff member’s supervisor or designee.

f. The support staff member, prior to the medical examination and substance test, will
be informed by the physician or the physician’s designee on the type of testing to be
completed and the substances that will be tested.

g. The support staff member may, prior to being examined and tested, disclose to the
physician any prescription medicine, over-the-counter medicine or supplements, or
any other reason why the support staff member’s test results may be positive.

h. A support staff member’s refusal to be examined or tested in accordance with the
provisions of Policy 4218 and this Regulation will be deemed as a positive test for
substances.

2. The medical examination and substance test shall be used by the physician to determine if

the support staff member is under the influence of any substance as defined in Policy 4218
and this Regulation. The substance test procedures will provide for a confirming test using
acceptable confirmation test procedures.

3. The physician shall receive the results of the substance test within twenty-four hours of the
test being administered. If the results of the substance test are not available within twenty-
four hours, the physician shall report the results to the Superintendent and the support staff
member as soon as the test results are available.

4. If the physician determines, based upon the medical examination and the results of the
substance test, that the support staff member was not under the influence of a substance
during work hours, the physician will notify the Superintendent of such results and the
support staff member shall return to their position in the school district. Any records or
documentation related to the incident shall not be included in the support staff member’s
personnel file.

5. If the physician determines, based upon the medical examination and the results of the
substance test, that the support staff member was under the influence of a substance during
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Pleasantville

School District
Section: Students

5561. USE OF PHYSICAL RESTRAINT AND SECLUSION TECHNIQUES FOR STUDENTS WITH
DISABILITIES (M)

Date Created: December, 2014
Date Edited: October, 2018

REGULATION

5561. USE OF PHYSICAL RESTRAINT AND SECLUSION TECHNIQUES FOR STUDENTS WITH
DISABILITIES (M)
M

A. Definitions

“Physical restraint” means the use of a personal restriction that immobilizes or reduces the ability
of a student to move all or a portion of his or her body.

“Seclusion technique” means the involuntary confinement of a student alone in a room or area from
which the student is physically prevented from leaving, but does not include a timeout.

“Timeout” means a behavior management technique that involves the monitored separation of a
student in a non-locked setting, and is implemented for the purpose of calming.

B. Physical Restraint

A school district, an educational services commission, or an approved private school for students
with disabilities (APSSD) that utilizes physical restraint on students with disabilities shall ensure

that:

1. Physical restraint is used only in an emergency in which the student is exhibiting behavior
that places the student or others in immediate physical danger;

2. A student is not restrained in the prone position, unless the student’s primary care physician

authorizes, in writing, the use of this restraint technique;
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Staff members who are involved in the restraint of a student receive training in safe
techniques for physical restraint from an entity determined by the Board of Education to be
qualified to provide such training, and that the training is updated at least annually;

The parent of a student is immediately notified when physical restraint is used on the
student. This notification may be by telephone or electronic communication. A full written
report of the incident of physical restraint shall be provided to the parent within forty-eight

hours of the occurrence of the incident;

Each incident in which physical restraint is used is carefully and continuously visually
monitored to ensure it was used in accordance with established procedures set forth in
Policy and Regulation 5561 — Use of Physical Restraint and Seclusion Techniques for
Students with Disabilities, developed in conjunction with the entity that trains staff in safe
techniques for physical restraint, in order to protect the safety of the child and others; and

Each incident in which physical restraint is used is documented in writing in sufficient
detail to enable staff to use this information to develop or improve the behavior intervention
plan at the next individualized education plan meeting.

A school district, an educational services commission, and an APSSD shall attempt to minimize the
use of physical restraints through inclusion of positive behavior supports in the student’s behavior
intervention plans developed by the individualized education plan team.

Physical Restraint Training Requirements

The training requirements on the use of physical restraint shall be as follows:

1.

Building level administrators and school staff members who are involved in the restraint of
a student shall receive training in safe techniques for physical restraint from an entity
determined by the Board to be qualified to provide such training.

The Principal or designee shall determine the school staff members that shall receive

a.
training in safe techniques for physical restraint of a student.

b. Training may include techniques of prevention and de-escalation, as well as

alternatives to physical restraint.
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C. Training may include current professionally accepted practices and standards
regarding behavior management.

d. The training program in safe techniques for physical restraint shall be updated at
least annually.

Interventions
1. Classroom interventions may include, but not be limited to, the following strategies:

a. The staff member may ignore the behavior;

b. The staff member may redirect the student to a task with verbal or non-verbal
prompts or gestures. Proximity and the use of gentle humor may help, when
appropriate;

c. The staff member shall be clear, polite, and respectful when redirecting the student's
behavior. The staff member should make eye contact and tell the student what to do
such as “I can’t teach when you are talking, throwing things, ...”” or “Please stop and
listen, read, write, ...” The staff member should remind the student of consequences
for non-compliance and rewards if they comply with the staff member’s request;

d. The staff member shall be polite at all times. The staff member may repeat steps a.
through c. above and quietly give the student adequate wait time. If the staff
member moves on, the student may comply after the initial confrontation if attention
goes back to the lesson;

e. The staff member may advise the student to proceed to a time out area in the
classroom for a limited time (elementary and middle school); and

N If classroom removal is required, the staff member shall follow school discipline

procedures for notification and request for assistance if necessary.

Security interventions may include, but are not limited to, the staff member:
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a. Standing quietly in the doorway and asking the student to accompany the staff
member; and

b. Informing the student of the violation of the school discipline code and procedure
and assure the student they have the choice to leave the classroom quietly.

Use of Physical Restraint

If necessary, the staff member shall restrain the student until the emergency no longer exists
(i.e. the student stops punching, kicking, spitting, damaging property, etc.).

The school staff member shall immediately contact the appropriate administrator and school
nurse and complete a written report on the physical restraint the staff member used during

the emergency situation.

The Principal’s or designee’s or any school staff member’s report regarding the incident
shall be documented in writing in sufficient detail to enable staff to use this information to
develop or improve the behavior intervention plan at the next individualized education plan
meeting. The documentation of physical restraint shall be placed in the student’s school

file.

The use of physical restraint is subject to the following additional requirements:

a. Physical restraint techniques shall consider the student’s medical conditions and
shall be modified as necessary;

b. Students shall not be subjected to physical restraint for using profanity, other verbal
displays or disrespect, or for non-compliance. A verbal threat will not be considered
as constituting a physical danger unless a student also demonstrates a means of or

intent to carry out the threat;

C. In determining whether a student who is being physically restrained should be
removed from the area where the restraint was initiated, the supervising staff should
consider the potential for injury to the student, the student’s need for privacy, and the
educational and emotional well-being of the other students in the vicinity;
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d. A student shall be released from physical restraint immediately upon a
determination by the staff member administering the restraint that the student is no
longer in imminent danger of causing harm to himself/herself, others, or imminent
property destruction; and

e. The student shall be examined by the school nurse after any restraint.

F. Seclusion Techniques

A school district, an educational services commission, or an APSSD that utilizes seclusion
techniques on students with disabilities shall ensure that:

1. A seclusion technique is used on a student with disabilities only in an emergency in which
the student is exhibiting behavior that places the student or others in immediate physical
danger;

2. Each incident in which a seclusion technique is used is carefully and continuously visually

monitored to ensure that it was used in accordance with established procedures set forth in
Policy and Regulation 5561 — Use of Physical Restraint and Seclusion Techniques for
Students with Disabilities, developed in conjunction with the entity that trains staff in safe
techniques for physical restraint, in order to protect the safety of the child and others; and

3. Each incident in which a seclusion technique is used is documented in writing in sufficient
detail to enable staff to use this information to develop or improve the behavior intervention
plan at the next individualized education plan meeting.

A school district, an educational services commission, and an APSSD shall attempt to minimize the
use of seclusion techniques through inclusion of positive behavior supports in the student’s
behavior intervention plans developed by the individualized education plan team.

Approved Revision: 19 December 2014
Revised: 06 January 2015
Revised: 21 August 2018
Revised: 22 October 2018
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Section: Property
7434. SMOKING ON SCHOOL GROUNDS (M)
Date Created: June, 2007
Date Edited: January, 2015

POLICY

7434- SMOKING ON SCHOOL GROUNDS (M)

M

The Board of Education believes that the right of persons to smoke must be balanced against the right of
nonsmokers to breathe air untainted by tobacco smoke.

For purpose of this Policy, “smoking” means the burning of, inhaling from, exhaling the smoke from, or the
possession of a lighted cigar, cigarette, pipe, or any other matter or substance which contains tobacco or
any other matter that can be smoked, including the use of smokeless tobacco and snuff, or the inhaling or
exhaling of smoke or vapor from an electronic smoking device.

For the purpose of this Policy, “electronic smoking device” means an electronic device that can be used to
deliver nicotine or other substances to the person inhaling from the device, including, but not limited to, an
electronic cigarette, cigar, cigarillo, or pipe.

For the purpose of this Policy, “school buildings” and “school grounds” means and includes land, portions
of land, structures, buildings, and vehicles, owned, operated, or used for the provision of academic or
extracurricular programs sponsored by the district or community provider and structures that support these
buildings, such as school wastewater treatment facilities, generating facilities, and other central facilities
including, but not limited to, kitchens and maintenance shops. “School buildings” and “school grounds”
also includes athletic stadiums; swimming pools; any associated structures or related equipment tied to
such facilities including, but not limited to, grandstands; greenhouses; garages; facilities used for non-
instructional or non-educational purposes; and any structure, building, or facility used solely for school
administration. “School buildings” and “school grounds” also includes other facilities as defined in
N.J.A.C. 6A:26-1.2; playgrounds; and other recreational places owned by local municipalities, private
entities, or other individuals during those times when the school district has exclusive use of a portion of
such land.

In accordance with N.J.S.A. 26:3D-58 and N.J.A.C. 8:6-7.2, the Board prohibits smoking at all times
anywhere in school buildings or on school grounds.

Notwithstanding any provision of this Policy, smoking by pupils is prohibited and governed by Policy No.
5533.

A sign indicating smoking is prohibited in school buildings and on school grounds will be posted at each
public entrance of a school building in accordance with law. The sign shall also indicate violators are
subject to a fine. Pupils and district employees who violate the provisions of this Policy shall be subject to
appropriate disciplinary measures and may be subject to fines in accordance with law.

The Principal or designee may order the departure and removal of any person who continues to smoke in
violation of this Policy and the law after being ordered to stop smoking in school buildings or on school
grounds. The Principal or designee may request the assistance of law enforcement to accomplish this
departure and removal.
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will give direction to substitutes.
Plan books will include:
a. Lesson plans,
b. A seating chart of pupils in the classroom,
c. Daily class schedules, and
d. The names of pupils receiving remedial instruction or removed from the classroom

for specialized instruction during the school day.
Plan books will be submitted to the Principal or subject supervisor as required for review.

Plan books must be available for use by a substitute in an unforeseen situation. Plan books
will not be removed from the classroom overnight.

Plan books will be turned in to the Principal at the end of the school year.

Substitute Lesson Plans

Each teacher shall submit a substitute folder to the Principal or Assistant Principal that contains the

following:

l. Special plans and hints for the substitute;

2. Helpful pupils for each selection;

3. Procedure for opening exercises;

4, Explanation sheet on taking daily attendance;

5. Special lessons to be used by the substitute when you are absent;

6. Procedure for dismissal of each class and dismissal at the end of the day;

7 Special subjects schedule-art, music, physical education, pupils leaving for instrumental
lessons and remedial reading;

8. Fire drill forms;

9. Seating charts;

10. Room rules and regulations;

11.  Names of pupils with special problems, such as physical disabilities.

Substitute folders should be reviewed and updated periodically. Special plans in the substitute
folder will only be necessary should the teacher want a substitute not to follow their regular lesson
plans. To help the substitute and to provide meaningful work for the children when they are absent,
prepare a folder of subject related seatwork activities or ideas which a substitute can utilize if
needed for each class assignment. Every attempt should be made to have the substitute follow the
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