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ATTN(NOTE) GENERAL INFORMATION ABOUT THIS UPDATE

All changes to the legal framework provided in this update are currently effective unless otherwise indi-
cated in the explanatory note for that code.

BJCF(LOCAL) SUPERINTENDENT: NONRENEWAL

Recommended revisions to this local policy on nonrenewal of a superintendent align with language at
DFBB(LOCAL) relating to accommodations of disability and the addition of two nonrenewal reasons in-
cluded in Update 126 that were related to Senate Bill 12 from the 89th Legislature.

CAA(LOCAL) FISCAL MANAGEMENT GOALS AND OBJECTIVES: FINANCIAL ETHICS

A cross-reference in the Note has been updated to reflect changes to the DH series of policies, which are
described in more detail below.

CFB(LOCAL) ACCOUNTING: INVENTORIES

As of July 1, 2025, TEA increased the capitalization threshold to $10,000 to align with changes to the fed-

eral definition of equipment. The Financial Accountability System Resource Guide (FASRG) is in the
process of being updated to reflect this change to rule 1.2.4.3 Capitalization of Assets.

Our records indicate that the district's capitalization threshold in CFB(LOCAL) is less than $10,000. Dis-
tricts may continue to use the lower threshold; however, if, after consultation with your auditor and other
advisors, your district wishes to increase the threshold, please contact your policy consultant for assis-
tance with updates.

DC(LOCAL) EMPLOYMENT PRACTICES

The cross-reference at Employment Assistance Prohibited has been updated to reflect changes to the DH
series of policies.

DH(LOCAL) EMPLOYEE STANDARDS OF CONDUCT

The two cross-references to DH(EXHIBIT) have been revised to reflect changes to the DH series of poli-
cies, which are described in more detail below.

DP(LOCAL) PERSONNEL POSITIONS

To accommodate the restructuring of the DP series due to the requirements specific to principals, this lo-
cal policy is recommended for deletion. Materials regarding principal qualifications have been moved to a
new code at DPA(LOCAL), and the language relating to school counselors has been moved to DPB(LO-
CAL).

DPA(LOCAL) PERSONNEL POSITIONS: PRINCIPALS

This new code specifically related to principals now houses principal qualification language that was pre-
viously at DP(LOCAL). Minor revisions have been made to the text at Qualifications to align with the
model job description provided by TASB HR Services. Any posting for a principal position would, at mini-
mum, include the items provided in this list. Other qualifications may be included as provided by the last
item in the list.

DPB(LOCAL) PERSONNEL POSITIONS: OTHER PERSONNEL POSITIONS
This new policy now houses text relating to school counselors that was previously at DP(LOCAL).
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EHBB(LOCAL) SPECIAL PROGRAMS: GIFTED AND TALENTED STUDENTS

Recommended changes at Identification Criteria are the result of amendments to 19 Administrative Code
89.1.

FFF(LOCAL) STUDENT WELFARE: STUDENT SAFETY

The definition of misconduct has been amended to include provisions from Senate Bill 571 from the 89th
Legislative Session. The misconduct definition has also been reformatted to improve readability.
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SUPERINTENDENT
NONRENEWAL

Reasons

BJCF
(LOCAL)

The Board's decision not to renew the Superintendent’s contract
shall not be based on the Superintendent’s exercise of Constitu-
tional rights or based unlawfully on race, color, religion, sex, gen-
der, national origin, age, disability, or any other basis prohibited by
law. Reasons for the nonrenewal of the Superintendent’s contract
shall be:

1. Deficiencies pointed out in evaluations, supplemental mem-
oranda, or other communications.

2. Failure to fulfill duties or responsibilities.
3. Incompetency or inefficiency in the performance of duties.
4. Insubordination or failure to comply with Board directives.

8. Failure to comply with Board policies or administrative regu-
lations.

6. Failure of the District to make measurable progress toward
the goals stated in the District improvement plan. [See BQ]

7. Conducting personal business during school hours when it
results in neglect of duties.

8. Drunkenness or excessive use of alcoholic beverages; or
possession, use, or being under the influence of alcohol or alco-
holic beverages while on District property, while working in the
scope of the employee’s duties, or while attending any school- or
District-sponsored activity.

9. The illegal possession, use, manufacture, or distribution of
a controlled substance, a drug, a dangerous drug, hallucinogens,
or other substances regulated by state statutes.

10. Failure to meet the District's standards of professional con-
duct.

1. Failure to report to the Board any arrest, indictment, convic-
tion, no contest or guilty plea, or other adjudication for any felony,
any crime involving moral turpitude, or other offense listed at
DH(LOCAL). [See DH]

12. Conviction of or deferred adjudication for any felony, any
crime involving moral turpitude, or other offense listed at DH(LO-
CAL); or conviction of a lesser included offense pursuant to a plea
when the original charged offense is a felony. [See DH]

13. Failure to comply with reasonable District requirements re-
garding advanced coursework or professional improvement and
growth.

DATE ISSUED: #5/43/204612/2026 Adopted: 10f4
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SUPERINTENDENT
NONRENEWAL

BJCF
(LOCAL)

14. Disability, not otherwise protected by law, that prevents the
Superintendent from performing the essential functions of the job,
with or without reasonable accommodation.

15. Any activity, school-connected or otherwise, that, because
of publicity given it or knowledge of it among students, faculty, or

the community, impairs or diminishes the Superintendent’s effec-

tiveness in the District.

16. Any breach by the Superintendent of an employment con-
tract or any reason specified in the Superintendent’'s employment
contract.

17. Failure to maintain an effective working relationship, or
maintain good rapport, with parents, the community, staff, or the
Board.

18. Behavior that presents a danger of physical harm to a stu-
dent or other individuals.

19. Assault on a person on District property or at a school-re-
lated function, or on an employee, student, or student’s parent re-
gardless of time or place.

20. Use of profanity in the course of performing any duties of
employment, whether on or off District premises, in the presence of
students, staff, or members of the public, if reasonably character-
ized as unprofessional.

21. Falsification of records or other documents related to the
District’s activities.

22. Falsification or omission of required information on an em-
ployment application.

23. Misrepresentation of facts to the Board or other District offi-
cials in the conduct of District business.

24. Failure to fulfill or maintain requirements for Superintendent
certification, unless granted a waiver by the commissioner of edu-
cation.

25. Any attempt to encourage or coerce a child to withhold in-
formation from the child’s parent or from other District personnel.

26. Any reason that makes the employment relationship void or
voidable, such as a violation of federal, state, or local law.

27. Engaging in or assigning to another individual, whether inten-
tionally or knowingly, an instruction, guidance, activities, or
programming prohibited by law. [See EMB]

DATE ISSUED: #5/43/204612/2026 Adopted: 20f4

UPDATE 408127
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SUPERINTENDENT
NONRENEWAL

Notice of Proposed
Nonrenewal

Request for Hearing

Hearing Procedure

BJCF
(LOCAL)

28. Engaging in or assigning to another individual, whether inten-
tionally or knowingly, diversity, equity, and inclusion duties
prohibited by law.

27-29. Any reason constituting good cause for terminating the con-
tract during its term.

If the Board determines that the Superintendent’s contract should
be considered for nonrenewal, the Board shall deliver to the Super-
intendent written notice of the proposed nonrenewal in accordance
with law.

If the Superintendent desires a hearing after receiving notice of the
proposed nonrenewal, the Superintendent shall notify the Board in
writing not later than the 15th day after receiving the notice. When
the Board receives a timely request for a hearing on proposed non-
renewal, the hearing shall be held not later than the 15th day after
receipt of the request, unless the parties mutually agree to a delay.
The Superintendent shall be given notice of the hearing date as
soon as it is set.

Unless the Superintendent requests that the hearing be open, the
hearing shall be conducted in closed meeting with only the mem-
bers of the Board, the Superintendent, their chosen representa-
tives, and such witnesses as may be called in attendance. Wit-
nesses may be excluded from the hearing until called to present
evidence. The Superintendent and the Board may each be repre-
sented by a person designated in writing to act for them. Notice, at
least five days in advance of the hearing, shall be given by each
party intending to be represented, including the name of the repre-
sentative. Failure to give such notice may result in postponement
of the hearing.

The conduct of the hearing shall be under the presiding officer’s
control and shall generally follow the steps listed below:

1. After consultation with the parties, the presiding officer shall
impose reasonable time limits for presentation of evidence and
closing arguments.

2. The hearing shall begin with the Board’s presentation, sup-
ported by such proof as it desires to offer.

3. The Superintendent may cross-examine any witnesses for
the Board.

4, The Superintendent may then present such testimonial or
documentary proofs, as desired, to offer in rebuttal or in general
support of the contention that the contract be renewed.

DATE ISSUED: #5/43/201612/2026 Adopted: 3of4

UPDATE 406127
BJCF(LOCAL)-A
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SUPERINTENDENT
NONRENEWAL

Board Decision

BJCF
(LOCAL)

5. The Board may cross-examine any witnesses for the Su-
perintendent and offer rebuttal to the testimony of the Superinten-
dent’s witnesses.

6. Closing arguments may be made by each party.

A record of the hearing shall be made so that a certified transcript
can be prepared, if required.

The Board may consider only such evidence as is presented at the
hearing. After all the evidence has been presented, if the Board de-
termines that the reasons given in support of the recommendation
to not renew the Superintendent’s contract are lawful, supported by
the evidence, and not arbitrary or capricious, it shall so notify the
Superintendent by a written notice not later than the 15th day after
the date on which the hearing is concluded. This notice shall also
include the Board’s decision on renewal, which decision shall be fi-
nal.

No Hearing If the Superintendent fails to request a hearing, the Board shall
take the appropriate action and notify the Superintendent in writing
of that action not later than the 30th day after the date the notice of
proposed nonrenewal was sent.

DATE ISSUED: #5/43/201612/2026 ADOPRTED:Adopted: 4 of 4

UPDATE 485127

BJCF(LOCAL)-A
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FISCAL MANAGEMENT GOALS AND OBJECTIVES CAA

FINANCIAL ETHICS

Fraud and Financial

(LOCAL)

All Trustees, employees, vendors, contractors, agents, consultants,
volunteers, and any other parties who are involved in the District's
financial transactions shall act with integrity and diligence in duties
involving the District's fiscal resources.

Note: See the following policies and/or administrative regulations
regarding conflicts of interest, ethics, and financial oversight:

o Code of ethics:
e for Board members — BBF
e for employees — BHDHA
e Financial conflicts of interest:
e for public officials — BBFA
e for all employees — DBD
e for vendors — CHE

*  Compliance with state and federal grant and award require-
ments: CB, CBB

e  Financial conflicts and gifts and gratuities regarding federal
funds: CB, CBB

° Systems for monitoring the District’s investment program:
CDA

o Budget planning and evaluation: CE

e  Compliance with accounting regulations: CFC

e  Activity fund management: CFD

o Criminal history record information for employees: DBAA, DC

o Disciplinary action for fraud by employees: DCD, DCE, and
DF series

The District prohibits fraud and financial impropriety, as defined be-

Impropriety low, in the actions of its Trustees, employees, vendors, contrac-
tors, agents, consultants, volunteers, and others seeking or main-
taining a business relationship with the District.

Definition Fraud and financial impropriety shall include but not be limited to:
1.  Forgery or unauthorized alteration of any document or ac-
count belonging to the District.
2. Forgery or unauthorized alteration of a check, bank draft, or
any other financial document.
DATE ISSUED: 45/29/202512/2026 Adopted: 10f3
UPDATE 424127 41612025
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FISCAL MANAGEMENT GOALS AND OBJECTIVES CAA

FINANCIAL ETHICS

Financial Controls
and Oversight

Fraud Prevention

Reports

(LOCAL)

3. Misappropriation of funds, securities, supplies, or other Dis-
trict assets, including employee time.

4. Impropriety in the handling of money or reporting of District fi-
nancial transactions.

5. Profiteering as a result of insider knowledge of District infor-
mation or activities.

6. Unauthorized disclosure of confidential or proprietary informa-
tion to outside parties.

7. Unauthorized disclosure of investment activities engaged in or
contemplated by the District.

8. Accepting or seeking anything of material value from contrac-
tors, vendors, or other persons providing services or materials
to the District, except as otherwise permitted by law or District
policy. [See CB, DBD]

9. Inappropriately destroying, removing, or using records, furni-
ture, fixtures, or equipment.

10. Failure to provide financial records required by federal, state,
or local entities.

11. Failure to disclose conflicts of interest as required by law or
District policy.

12. Any other dishonest act regarding the finances of the District.

13. Failure to comply with requirements imposed by law, the
awarding agency, or a pass-through entity for state and fed-
eral awards.

Each employee who supervises or prepares District financial re-
ports or transactions shall set an example of honest and ethical be-
havior and shall actively monitor his or her area of responsibility for
fraud and financial impropriety.

The Superintendent shall maintain a system of internal controls to
deter and monitor for fraud or financial impropriety in the District.

Any person who suspects fraud or financial impropriety in the Dis-
trict shall report the suspicions immediately to a person with au-
thority to investigate the suspicions, including any supervisor, the
Superintendent, the Board President, local law enforcement, or the
24-hour fraud and ethics hotline.

Reports of suspected fraud or financial impropriety shall be treated
as confidential to the extent permitted by law. Limited disclosure
may be necessary to complete a full investigation or to comply with

DATE ISSUED: 45/29/2025612/2026 Adopted: 20f3

UPDATE 424127
CAA(LOCAL)-X
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240903
FISCAL MANAGEMENT GOALS AND OBJECTIVES CAA
FINANCIAL ETHICS (LOCAL)

Protection from
Retaliation

Fraud Investigations

Response

Federal Awards
Disclosure

Analysis of Fraud

law. All employees involved in an investigation shall be advised to
keep information about the investigation confidential.

Neither the Board nor any District employee shall unlawfully retali-
ate against a person who in good faith reports perceived fraud or fi-
nancial impropriety. [See DG]

In coordination with legal counsel and other internal or external de-
partments or agencies, as appropriate, the Superintendent, Board
President, or a designee shall promptly investigate reports of po-
tential fraud or financial impropriety.

If an investigation substantiates a report of fraud or financial impro-
priety, the Superintendent shall promptly inform the Board of the
report, the investigation, and any responsive action taken or rec-
ommended by the administration.

If an employee is found to have committed fraud or financial
impropriety, the Superintendent shall take or recommend
appropriate disciplinary action, which may include termination of
employment. If a contractor or vendor is found to have committed
fraud or financial impropriety, the District shall take appropriate
action, which may include cancellation of the District’s relationship
with the contractor or vendor.

When circumstances warrant, the Board, Superintendent, or a de-
signee may refer matters to appropriate law enforcement or regula-
tory authorities. In cases involving monetary loss to the District, the
District may seek to recover lost or misappropriated funds.

The final disposition of the matter and any decision to file a criminal
complaint or to refer the matter to the appropriate law enforcement
or regulatory agency for independent investigation shall be made in
consultation with legal counsel.

In connection with federal awards, the District shall promptly
disclose in writing whenever the District has credible evidence of
the commission of a violation of federal criminal law involving
fraud, conflict of interest, bribery, or gratuity violations found in
federal law, including the Civil False Claims Act. This provision
applies to any activities or subawards of a federal award. [See
CBB]

After any investigation substantiates a report of fraud or financial
impropriety, the Superintendent shall analyze conditions or factors
that may have contributed to the fraudulent or improper activity.
The Superintendent shall ensure that appropriate administrative
procedures are developed and implemented to prevent future mis-
conduct. These measures shall be presented to the Board for re-
view.

DATE ISSUED: 45/29/202512/2026 Adopted: 30of3

UPDATE 424127
CAA(LOCAL)-X

4416/2025



United ISD
240903

EMPLOYMENT PRACTICES DC

Personnel Duties

Superintendent’s
Authority Regarding
Transfers and
Reassignments

Posting Vacancies

Contractual
Vacancies

(LOCAL)

The Superintendent shall define the qualifications, duties, and re-
sponsibilities of all positions and shall ensure that job descriptions
are current and accessible to employees and supervisors.

In accordance with DK(LOCAL) and notwithstanding the provisions
addressing assignment and posting vacancies below, the Superin-
tendent may appoint an employee to fill any vacant position,
whether newly budgeted or currently existing, by a lateral transfer
or reassignment when the employee’s current position and the va-
cant position are of equal pay grade or level and require the same
number of working days.

The guidelines that follow for advertising employment opportunities
and posting notices of vacancies shall advance the Board’s com-
mitment to equal opportunity employment and to recruiting well-
qualified candidates. Current District employees are eligible to ap-
ply for any vacancy.

The continuing need to improve the educational quality of the Dis-
trict makes it imperative that the best qualified person, as deter-
mined by the District, fill each position. [See DC(LEGAL)]

Subject to the provisions for campus-based administrative posi-
tions and Education Code 11.1513, notice of vacancies for contrac-
tual positions shall be advertised by posting public notices for not
fewer than 10 school days. Posting shall be at the District's admin-
istrative offices, at each school campus, and on the District’s inter-
net website. Each principal/director shall further ensure posting in
locations available to employees. For purposes of retaining and
promoting current employees, employment opportunities for all pro-
fessional vacancies in the position of assistant principal, associate
principal, dean, director, or above shall be advertised in the Dis-
trict’s human resources department, local and regional websites,
and the District's administrative offices and school campuses.

The posting of vacancies for contractual positions shall include a
current copy of the job description for the posted position. Any
changes made to current job descriptions prior to posting must be
approved by the Superintendent.

School employees shall be permitted to apply for any vacancy;
however, the needs of the District, as determined by the District,
shall prevail over any assignment or reassignment.

Interested candidates shall complete an application provided by
the District and file it with appropriate documents in the office of
human resources no later than the posted closing date in the an-
nouncement.

DATE ISSUED: 35/4312/2026 Adopted: 10f10
£DU-2026-02UPDATE 127 211842026
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240903
EMPLOYMENT PRACTICES DC
(LOCAL)
Administrator The following procedures shall be followed for administrator vacan-
Vacancies cies in the position of assistant principal, associate principal, dean,
director, or above:

1. All applications shall be reviewed by the human resources de-
partment to ensure that all required materials have been sub-
mitted.

2.  Selection of finalists: A committee comprised of central office
and/or campus personnel shall prescreen qualified personnel.
Once the applications have been prescreened, the committee
shall interview selected candidates, and a list of finalists shall
be established for the appropriate central office supervisor.

3. Final selection: The appropriate central office supervisor shall
conduct the interviews of finalists and make a recommenda-
tion to the Superintendent.

4. The Superintendent shall make recommendations to the
Board until a recommendation is accepted.

5.  Any exception to these provisions in employment must be
specifically approved by the Board.

Classroom The following procedures shall be followed for classroom teacher
Teacher vacancies:
Vacancies _ :

1. All applications shall be reviewed by the human resources de-
partment to ensure that the applicant meets the District’s cri-
teria.

2. Once the applicant meets the criteria, he or she shall become

part of the District’'s pool of qualified applicants.

The process for final selection of classroom teachers shall be con-
ducted as follows:

1.

DATE ISSUED: 35/4312/2026
LDU-2026.02UPDATE 127
DC(LOCAL)-X

An interview committee comprised of the campus principal,
site-based decision-making (SBDM) committee representa-
tives, and other appropriate persons shall interview from the
District’s pool of qualified applicants.

The interview committee shall recommend a list of finalists to
the campus principal.

The principal shall make a recommendation to the Superin-
tendent.

If the vacancy is for the following academic year, the princi-
pal(s) shall be authorized to approve a teacher transfer to fill
the vacant position pursuant to DK(LOCAL).

Adopted: 20f 10
24812026
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EMPLOYMENT PRACTICES DC

Summer School
Positions

Paraprofessional /
Auxiliary Positions

Applications

(LOCAL)

When a teaching vacancy occurs for summer school classroom
teaching positions, the human resources department shall review
and determine the pool of qualified applicants from current District
teachers for the specific vacancy. From the pool of qualified appli-
cants, the campus or summer school principal may proceed to in-
terview candidates from the pool. If the principal chooses not to
make a recommendation from the pool of qualified applicants, the
vacancy shall be advertised according to established procedures,
and a selection shall be made as detailed in this paragraph.

Notice of vacancies for all paraprofessional/auxiliary positions shall
be advertised for five working days by posting a public notice in the
District’'s administrative offices and school campuses. Each princi-
pal/director shall further ensure posting in locations available to
employees. When necessary, all employment opportunities shall
periodically be advertised through local and out-of-town news me-
dia.

Current employees shall be permitted to apply for a vacancy; how-
ever, the needs of the District, as determined by the District, shall
prevail over any assignment or reassignment.

Interested candidates shall complete an application provided by
the District and file it with appropriate documents in the office of
human resources no later than the posted closing date.

The following procedures shall be followed for paraprofes-
sional/auxiliary vacancies:

1. All applications shall be reviewed by the human resources de-
partment to ensure that the applicants meet the District's cri-
teria.

2. Applicants who meet the District's criteria shall become part
of the District’'s pool of qualified applicants.

3. The campus principals and/or central office administrators
shall interview from the District’s pool of qualified applicants
and make a recommendation to the human resources depart-
ment.

All applicants shall complete the application form supplied by the
District. Information in applications for contractual positions shall
be verified before a contract is offered, and information in applica-
tions for noncontractual positions shall be verified before hiring.

[For information related to the evaluation of criminal history
records, see DBAA.]

DATE ISSUED: 35/4312/2026 Adopted: 30f10
LBU-2026-02UPDATE 127 2118/2026
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EMPLOYMENT PRACTICES DC

Applicant’s Former
Employment

Criminal History
Record Check —
Applicants

Confidentiality
Requirement

(LOCAL)

Except as indicated below, an applicant seeking employment shall
not be considered for employment by the District if he or she has
been terminated or nonrenewed by any former employer, was
asked to resign, resigned due to employee misconduct, has nega-
tive references, or has a “do not hire” recommendation from a prior
employer or supervisor. The only exceptions that the District may
take into consideration are when an employer severed the employ-
ment relationship due to:

1. Areason not caused or attributed to any misconduct by the
employee, which said reason shall be documented by the pre-
vious employer, in writing. In the event that the previous em-
ployer does not provide documentation, then third-party docu-
mentation (Texas Workforce Commission documentation)
shall be considered. Documentation must be provided to the
District prior to interviewing/hiring.

2. Lay-off due to the employer's economic conditions.
3. Areduction in force.
4. Atermination that occurred prior to the age of 18.

In addition to the exceptions noted above, and only for a position of
assistant principal or below, the Superintendent shall have the au-
thority to take other factors into consideration to determine whether
the applicant is eligible for hire.

Under authority of the Education Code, the District shall obtain the
criminal history record for each applicant for employment with the
District who, in the opinion of the District, is a serious candidate
and who may be offered a position.

The District shall not issue any applicant a written contract of em-
ployment until it has obtained a criminal history record and re-
viewed it under the guidelines of this policy.

For the purposes of this policy, “conviction” shall include probation,
deferred adjudication, a finding of guilt, or acceptance by the court
of a plea of guilty or nolo contendere.

A person shall not be denied employment solely on the basis of the
deferred adjudication. Rather, the underlying facts that led to the
deferred adjudication shall be examined prior to any recommenda-
tion to employ.

Criminal history information is privileged and for the use of the Dis-
trict and the State Board for Educator Certification. No District em-
ployee shall release or disclose such information to a person other

DATE ISSUED: 35/4312/2026 Adopted: 4 0of 10
LDBU-2026-02UPDATE 127 2/18/2026
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EMPLOYMENT PRACTICES DC

Moral Turpitude

Arrests, Indictments,
Convictions, and
Other Adjudications

(LOCAL)

than the applicant, the legal review committee, or the Superinten-
dent under penalty of law and/or discharge.

No one convicted of a felony or any misdemeanor involving moral
turpitude in the past ten years shall be considered for employment
in the District if the nature of the crime is directly related to the du-
ties and responsibilities of the position. Moral turpitude is an act of
baseness, vileness, or depravity in the private or social duties out-
side the accepted standards of decency that shocks the con-
science of an ordinary person.

No one currently on probation, including deferred adjudication pro-
bation, for any offense shall be considered for employment, unless
allowed by the legal review committee, in accordance with provi-
sions below.

Conviction records shall constitute reliable evidence that a person
engaged in the conduct alleged because the criminal justice sys-
tem requires the highest degree of proof (“beyond a reasonable
doubt”) for a conviction. Therefore, excluding extraordinary circum-
stances, the District shall treat a conviction as proof of guilt.

Arrest records standing alone shall not be considered reliable evi-
dence that a person has actually committed a crime. However, an
arrest record may trigger an inquiry into whether the conduct un-
derlying the arrest occurred and justifies denial of employment or
an adverse employment action. The review committee shall exam-
ine the surrounding circumstances, offer the employee an opportu-
nity to explain, and, if the employee denies engaging in the con-
duct, make the follow-up inquiries necessary to evaluate his or her
credibility. The review committee is not required to conduct an in-
formal trial or an extensive investigation to determine the em-
ployee’s guilt or innocence. However, the review committee shall
make simple inquiries that could shed light on the likelihood of the
individual’'s guilt in committing the underlying offense.

Deferred adjudication involves an individual entering a plea of
guilty or no contest, which the court finds to be substantiated by
evidence of guilt. A grant of deferred adjudication shall be viewed
as more indicative of a conviction. The review committee shall
make inquiries into evidence substantiating guilt similar to the in-
quiries made when an arrest is reported.

Not guilty adjudications and withdrawn or dismissed charges indi-
cate that a court, a jury, or a law enforcement authority did not
have sufficient proof beyond a reasonable doubt, which may or
may not be indicative of guilt. The employee shall be asked to ex-
plain, in writing, the circumstances and must provide a certified
copy of the court paperwork showing the final disposition of every

DATE ISSUED: 35/4312/2026 Adopted: 50f 10
LDU-2026-02UPDATE 127 211812026
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EMPLOYMENT PRACTICES DC
(LOCAL)
charge. The review committee may make additional inquiries into
evidence substantiating guilt.
Felony A felony is an offense designated as such in the Texas Penal

Class A and Class B
Misdemeanors

Class C
Misdemeanor

Multiple Offenses

Unlisted Criminal
History

Code. If the employee was convicted of a felony, the District must
determine if the underlying offense relates to the duties and re-
sponsibilities of the position or if the conviction was for a non-re-
viewable felony. An employee may continue to be eligible for em-
ployment in the District if a felony conviction does not relate to the
duties and responsibilities of the employee’s position and was not
for a nonreviewable offense. If a felony conviction does relate to
the duties and responsibilities of the employee’s position, then the
review committee must consider the likelihood of recurrence of the
employee’s criminal behavior. A determination by the review com-
mittee that the employee’s behavior shall not recur makes the em-
ployee eligible for continued employment; a finding to the contrary
makes the employee ineligible for continued employment.

Class A and Class B misdemeanors are those offenses designated
as such in the Texas Penal Code. An employee may be eligible for
continued employment if the conviction for a Class A or Class B
misdemeanor is not related to duties and responsibilities of the em-
ployee’s position. If the conviction does relate to the duties and re-
sponsibilities of the employee’s position, the employee is ineligible
for continued employment in the District if the review committee
determines there is a high degree of likelihood for the recurrence of
the behavior.

Class C misdemeanors are those offenses designated as such in
the Texas Penal Code. The District shall not employ anyone con-
victed of a Class C misdemeanor involving moral turpitude if the
nature of the crime is directly related to the duties and responsibili-
ties of the projected position. If convicted of a Class C misde-
meanor that does not involve moral turpitude, the employee is ineli-
gible for continued employment in the District if the review
committee determines there is a high degree of likelihood for recur-
rence of the behavior and if the nature of the crime is directly re-
lated to the duties and responsibilities of the projected position.

An employee with multiple offenses that individually do not make
him or her ineligible for employment may be deemed ineligible for
continued employment when repetitious criminal behavior indicates
a high degree of likelihood for recurrence of the behavior and if the
nature of the crime is directly related to the duties and responsibili-
ties of the projected position.

If a criminal history record does not list an event reported by the
employee, he or she shall be asked to explain, in writing, the cir-
cumstances for each reported incident. A certified copy of pertinent
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court paperwork showing final disposition of the charge must be in-
cluded. The review committee may make additional inquiries.

Nondisclosure In accordance with state law, an employee who has successfully
completed a deferred adjudication and who has succeeded in hav-
ing the criminal court grant an order of nondisclosure may there-
after deny the occurrence of the arrest and prosecution.

Juvenile Record An employee shall not be asked to disclose the contents of confi-
dential juvenile records unless the employee was adjudicated as
an adult.

Legal Review The application of a person who has a criminal record that would

Committee preclude employment with the District using the criteria listed
above shall be reviewed by the legal review committee as estab-
lished by the District's human resources department. The school
attorney shall serve in an advisory capacity.

Governing Criteria In determining whether or not to recommend a waiver of the crimi-
for Employment nal history restrictions to employment, the legal review committee
Decisions shall consider the following:

1. The relationship and seriousness of the crime.
2. The nature of the crime.

3.  The nature of the job position.

4

The extent to which employment might offer an opportunity to
engage in further criminal activity of the same type as that in
which the person had previously been involved.

5. The relationship of the crime to the ability, capacity, or fithess
required to perform the duties and the responsibilities of the
position with the District.

6. The age of the person at the time of the commission of the
crime.

7. The time elapsed since the person’s last criminal activity.

8. The evidence of the person’s rehabilitation or rehabilitative ef-
fort while incarcerated or following release.

9. Ifthe person holds a professional license, the results of any
action taken by the licensing authority.

10. The other evidence of the person’s present fitness, including
letters of recommendation from prosecutors, law enforcement
or correctional officers involved in the prosecution, arrest, or
custody of the person; law enforcement officers in the com-
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munity where the person resides or any other persons in con-
tact with the convicted person.
11. The individual's patterns of habitual criminal activity.
12. The publicity surrounding the actual crime.
13. The person’s clear and present danger to other staff, stu-
dents, or the general public.
14. Probable guilt or innocence.
15. The accuracy of the information the employee provided to the
District.
16. The potential impact of the conduct on the educational envi-
ronment.
17. Any extenuating circumstances.
Recommendation If, after applying the criteria outlined above, the legal review com-

Superintendent’s
Decision

Failure to Disclose
Information on
Application

Criminal History
Background Check
— Employees

Penalties for Failing
to Disclose Criminal
Information

mittee believes that the applicant should be considered for employ-
ment, the committee shall jointly sign a recommendation to the Su-
perintendent that such applicant is eligible for hire.

If the Superintendent approves the recommendation, the applicant
shall be considered eligible for hire.

An applicant shall not be employed by the District if he or she fails
to disclose information on the employment application or during
questioning regarding any arrest, criminal conviction, crime, de-
ferred adjudication, or similar type of decree, or if he or she misrep-
resents any information regarding such arrest, criminal conviction,
crime, deferred adjudication, or similar type of decree.

At least once annually, the District shall obtain criminal history
records of Webb County and the counties contiguous to Webb
County. The District may obtain this information from any other
county when it has reason to believe that an employee has been
convicted of a crime related to the employee’s duties and responsi-
bilities.

The District may suspend or terminate the employment of any per-
son convicted of a felony or misdemeanor if the crime directly re-
lates to the duties and responsibilities of the individual.

The legal review committee shall assess the records of employees
found to have criminal records that would bar them from employ-
ment with the District. The committee shall use the following guide-
lines to determine if an employee should be recommended for ter-
mination based on his or her criminal record:
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1. The omission by the employee to not disclose a prior criminal
conviction that would bar him or her from employment when
requested at the time of employment shall be presumed to be
intentional. The District however, shall have the burden of
proof.

2. Ifthe employee was not asked to divulge any previous convic-
tions as a prerequisite to employment, a recommendation for
termination shall be based on the same criteria as required for
applicants.

3.  If a conviction involving a felony or misdemeanor involving
moral turpitude is discovered subsequent to employment, a
recommendation for termination shall be based on the same
criteria as required for applicants as found above.

An employee shall notify the District's human resources office
within three calendar days if he or she is arrested, indicted, con-
victed, pleads no contest, enters a guilty plea, or is granted other
adjudication for any criminal offense. This notification shall be
made in writing to the human resources office. Failure to make
such notification may result in termination of employment.

Any employee placed on deferred adjudication may be recom-
mended for termination based upon the underlying facts that led to
the deferred adjudication. For the purposes of any termination
hearing, the facts to which the individual pleaded in order to obtain
the deferred adjudication shall be presumed to exist and be true
and correct.

The District may suspend or terminate the employment of any per-
son convicted of a felony or misdemeanor if the crime directly re-
lates to the duties and responsibilities of the individual or directly
relates to or adversely affects the mission of the District.

An employee under felony indictment that adversely affects the
mission of the District shall be recommended for suspension with-
out pay pending adjudication of his or her case.

After notification of a proposed suspension without pay or employ-
ment termination, a contract employee may request a hearing in
accordance with the DF series.

The Superintendent has sole authority to make recommendations

Contractual to the Board regarding the selection of contractual personnel in the
Personnel position of associate principal, dean, or above.
The Board retains final authority for employment of contractual per-
sonnel in the position of associate principal, dean, or above. If the
Board rejects the Superintendent's recommendation for contractual
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personnel, the Superintendent shall make alternative recommen-
dations for the Board’s consideration at the next regular Board
meeting, unless otherwise directed by the Board.

The Board delegates to the Superintendent final authority for em-
ployment of all other contractual personnel.

[See DCA, DCB, DCC, and DCE as appropriate]

Note: For employment of a bus driver related to a Board mem-
ber or the Superintendent, see DBE(LEGAL).

The Board delegates to the Superintendent final authority to em-
ploy and dismiss noncontractual employees on an at-will basis.
[See DCD]

No District employee shall assist another employee of the District
or of any school district in obtaining a new job if the employee
knows, or has probable cause to believe, that the other employee
engaged in sexual misconduct regarding a minor or student in vio-
lation of the law. Routine transmission of an administrative or per-
sonnel file does not violate this prohibition. [See CJ for prohibitions
relating to contractors and agents and BE{EXHIBITDHA(LEGAL)
for the Educators’ Code of Ethics.]

No person shall be assigned to a campus or department where a
member of his or her own family who is related by blood (consan-
guinity) within the third degree, or by marriage (affinity) within the
second degree serves as an administrator. The provision of this
policy shall apply prospectively. [See DBE] Adopted or foster rela-
tionships shall be treated as natural relationships. For the purposes
of this policy, the term “administrator” shall not mean school coun-
selor, librarian, or coordinator.

An exit interview shall be conducted, if possible, and an exit report

Exit Reports shall be prepared for every employee who leaves employment with
the District.
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Each District employee shall perform his or her duties in accor-
dance with state and federal law, District policy, and ethical stan-
dards. The District holds all employees accountable to the Educa-
tors’ Code of Ethics. [See DH{EXHIBITDHA(LEGAL)]

Each District employee shall recognize and respect the rights of
students, parents, other employees, and members of the commu-
nity and shall work cooperatively with others to serve the best inter-
ests of the District.

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

Each employee shall comply with the standards of conduct set out
in this policy and with any other policies, regulations, and guide-
lines that impose duties, requirements, or standards attendant to
his or her status as a District employee. Violation of any policies,
regulations, or guidelines, including intentionally making a false
claim, offering a false statement, or refusing to cooperate with a
District investigation, may result in disciplinary action, including ter-
mination of employment. [See DCD, DCE, and DF series]

Each District employee has the responsibility to protect District as-
sets and is expected to be alert to the potential for theft of property,
theft of services, theft of anything of value, fraud, and financial im-

propriety. [See CAA]

Examples of activities constituting inappropriate conduct include,
but are not limited to, the following:

1. Misappropriation of activity funds or any funds collected by
the District;

2. Misappropriation of District furniture, fixtures, or equipment;

3. Misappropriation of funds through fraudulent reporting on
travel records;

4. Forgery or alteration of District checks;
5. Forgery or alteration of District purchase orders; and
6. Forgery or alteration of payroll time sheets.

Any employee who knows or has reason to know of or suspects an
occurrence of fraud, misappropriation, financial impropriety, or cov-
ered activity shall immediately notify his or her supervisor. If the
employee has reason to believe that the supervisor may be in-
volved, the employee shall immediately notify the department of
human resources.
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The employee shall not discuss the matter with anyone other than
his or her supervisor and/or the police department. Employees who
knowingly make false allegations shall be subject to discipline up to
and including dismissal.

During the investigation, employees should:

1. Direct all inquiries from suspected individuals, attorneys, or
representatives to the department of human resources;

2. Not contact the suspected individual in an effort to determine
facts or demand restitution;

3. Not discuss the case, facts, suspicions, or allegations with
anyone outside the organization or those within the organiza-
tion who do not have a legitimate need to know, unless
specifically asked to do so by the department of human re-
sources; and

4. Cooperate with the investigative process by answering ques-
tions, furnishing written statements, and volunteering informa-
tion important to the investigation.

Throughout the course of an official District investigation or inquiry,
every District employee has an affirmative duty to provide all rele-
vant and factual information about the situation to his or her super-
visor or any other District official investigating the matter.

An employee failing to volunteer such information shall receive a
directive from an administrator to provide a statement. Failure to
comply with the directive shall constitute insubordination, a
violation that has grounds for disciplinary action up to and including
termination. [See DCD, DCE, and DF series]

When directed by an administrator or a District investigator, an
employee shall submit a notarized affidavit about his or her
knowledge of the matter under investigation. Intentional
falsification, misstatement, or the concealment of a material fact in
connection with the investigation shall be grounds for disciplinary
action up to and including termination. Additionally, providing false
or incorrect statements under oath may subject the employee to a
criminal charge of perjury.

The District prohibits the use, possession, or display of any firearm,
location-restricted knife, club, or prohibited weapon, as defined at
FNCG, on District property at all times.

Exceptions No violation of this policy occurs when:
1. Use or possession of a firearm by a specific employee is au-
thorized by Board action [see the CKE series];
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2. A District employee who holds a handgun license in accor-
dance with state law stores a handgun or other firearm in a
locked vehicle in a parking lot, parking garage, or other park-
ing area provided by the District, provided the handgun or
other firearm is not in plain view; or
3. The use, possession, or display of an otherwise prohibited
weapon takes place as part of a District-approved activity su-
pervised by proper authorities. [See FOD]
Electronic A certified employee, licensed employee, or any other employee
Communication designated in writing by the Superintendent or a campus principal

Use with Students may use electronic communication, as this term is defined by law,
with currently enrolled students only about matters within the scope
of the employee’s professional responsibilities.

Unless an exception has been made in accordance with the em-
ployee handbook or other administrative regulations, an employee
shall not use a personal electronic communication platform, appli-
cation, or account to communicate with currently enrolled students.

Unless authorized above, all other employees are prohibited from
using electronic communication directly with students who are cur-
rently enrolled in the District. The employee handbook or other ad-
ministrative regulations shall further detail:

1.  Exceptions for family and social relationships;

2. The circumstances under which an employee may use text
messaging to communicate with individual students or student
groups;

3. Hours of the day during which electronic communication is
discouraged or prohibited; and

4. Other matters deemed appropriate by the Superintendent.

In accordance with ethical standards applicable to all District em-
ployees [see BH{EXHIBIFDHA(LEGAL)], an employee shall be
prohibited from using electronic communications in a manner that
constitutes prohibited harassment or abuse of a District student;
adversely affects the student's learning, mental health, or safety;
includes threats of violence against the student; reveals confiden-
tial information about the student; or constitutes an inappropriate
communication with a student, as described in the Educators'
Code of Ethics.

An employee shall have no expectation of privacy in electronic
communications with students. Each employee shall comply with
the District's requirements for records retention and destruction to
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the extent those requirements apply to electronic communication.
[See CPC]

All employees shall be held to the same professional standards in
their public use of electronic communication, including cellular
phones that cannot be used for personal purposes during instruc-
tional time, as for any other public conduct. If an employee’s use of
electronic communication, including cellular phones, takes away
from instructional time; violates state or federal law or District pol-
icy; or interferes with the employee’s ability to effectively perform
his or her job duties, the employee is subject to disciplinary action,
up to and including termination of employment.

In accordance with administrative regulations, an employee shall
notify his or her supervisor when a student engages in improper
electronic communication with the employee.

An employee shall not be required to disclose his or her personal
email address or personal phone number to a student.

An employee is prohibited from intentionally or knowingly engaging
in or assigning to another individual instruction, guidance, activi-
ties, or programming prohibited by law [see EMB].

An employee shall be subject to disciplinary action, including termi-
nation of employment, if the employee, intentionally or knowingly:

o Engages in diversity, equity, and inclusion (DEI) duties.
e  Assigns to another individual DEI duties.
[See BT(LEGAL)]

An employee shall be prohibited from assisting a District student
with social transitioning, as the term is defined in law. This prohibi-
tion includes providing any information to a District student about
social transitioning or guidelines intended to assist a District stu-
dent with social transitioning.

Each employee shall adhere to District safety rules and regulations
and shall report unsafe conditions or practices to the appropriate
supervisor.

An employee shall not engage in prohibited harassment, including

Abuse sexual harassment, of:
1. Other employees. [See DIA]
2. Students. [See FFH; see FFG regarding child abuse and ne-
glect.]
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While acting in the course of employment, an employee shall not
engage in prohibited harassment, including sexual harassment, of
other persons, including Board members, vendors, contractors,
volunteers, or parents.

An employee shall report child abuse or neglect as required by law.
[See FFG]

An employee shall not form romantic or other inappropriate social

relationships with students. Any sexual relationship between a stu-
dent and a District employee is always prohibited, even if consen-

sual.

As required by law, the District shall notify the parent of a student
with whom a District employee or person acting as a service
provider for the District is alleged to have engaged in certain mis-
conduct.

[See FFF for parent notification requirements and DHB and DHC
for reporting requirements.]

An employee is prohibited from possessing or using any type of to-
bacco product, e-cigarette, or any other electronic vaporizing de-
vice while on school property, in a District vehicle, or while attend-
ing an off-campus school-related activity. An employee is also
prohibited from possessing or using any type of nicotine product,
including nicotine pouches, regardless of whether the product con-
tains tobacco, while on District property, in a District vehicle, or
while attending an off-campus school-related activity.

For purposes of this policy, possessing these items shall not in-
clude having the prohibited items inside a personal vehicle parked
on District property. In addition, an employee’s supervisor is autho-
rized to approve an exception to this policy for a smoking cessation
product.

As a condition of employment, an employee shall abide by the
terms of the following drug-free workplace provisions. An employee
shall notify the Superintendent in writing if the employee is con-
victed for a violation of a criminal drug statute occurring in the
workplace in accordance with Arrests, Indictments, Convictions,
and Other Adjudications, below.

An employee shall not manufacture, distribute, dispense, possess,
use, or be under the influence of any of the following substances
during working hours or while on District property or at school-re-
lated activities during or outside of usual working hours:

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

2. Alcohol or any alcoholic beverage.

3. Any abusable glue, aerosol paint, or any other chemical sub-
stance for inhalation.

4. Any other intoxicant or mood-changing, mind-altering, or be-
havior-altering drug.

An employee need not be legally intoxicated to be considered “un-

der the influence” of a controlled substance.

Exceptions It shall not be considered a violation of this policy if the employee:

1. Manufactures, possesses, or dispenses a substance listed
above as part of the employee’s job responsibilities;

2. Uses or possesses a controlled substance or drug authorized
by a licensed physician prescribed for the employee’s per-
sonal use; or

3. Possesses a controlled substance or drug that a licensed
physician has prescribed for the employee’s child or other in-
dividual for whom the employee is a legal guardian.

Sanctions An employee who violates these drug-free workplace provisions
shall be subject to disciplinary sanctions. Sanctions may include:

1. Referral to drug and alcohol counseling or rehabilitation pro-
grams;

2. Referral to employee assistance programs;

3. Termination from employment with the District; and

4. Referral to appropriate law enforcement officials for prosecu-
tion.

Notice Employees shall receive a copy of this policy.
Videotaping of An employee shall obtain written consent of a student’s parent or
Students guardian and from the campus principal before the employee may

Principal’'s Approval

make or authorize the videotaping of a student or record or autho-
rize the recording of a student’s voice, unless the recording is
made by a student for the purpose of facilitating classroom instruc-
tion.

The principal’s written consent shall be obtained prior to videotap-
ing or recording a student even when the law does not require the
consent of a parent or guardian, such as when the videotape or
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recording is to be used for purposes of safety or for a purpose re-
lated to regular classroom instruction, as provided by law. [See FL]
Exception In the case of videotaping a deposition for an employee termination

Care of Nonenrolled
Children

Arrests, Indictments,
Convictions, and
Other Adjudications

Criminal History
Background Check

Electronic Recording

Conversations and
Meetings

Telephone
Conversations

Public or Other
Open Meetings

or grievance action, the only consent to be obtained in advance
shall be that of the student's parent or guardian.

An employee shall not bring his or her own child or another per-
son'’s child to school for the purpose of child care or babysitting.
Personnel are employed to perform District functions while on duty
and shall not bring or care for a child who is not enrolled on the
campus at that time to the building to remain during working hours
of the regular school day or summer school, or after school hours if
the employee is still performing work-related duties. In instances
where an employee has been allowed to enroll his or her child at
his or her campus, the principal may allow for the student to be
cared for by his or her parent after school/work hours.

An employee shall notify his or her principal or immediate supervi-
sor within three calendar days of any arrest, indictment, conviction,
no contest or guilty plea, or other adjudication of the employee.

At least once annually, the District may obtain criminal history
records of Webb County and the counties contiguous to Webb
County. The District may obtain this information from any other
county when it has reason to believe that an employee has been
convicted of a crime in such county or from a police department,
the Department of Public Safety, or the Texas Department of Cor-
rections. [See DC]

An employee under felony indictment shall be recommended for
suspension without pay pending adjudication of his or her case.

An employee shall not electronically record by audio, video, or
other means any conversation or meeting unless each person
present has been notified and consents to being electronically
recorded. Persons wishing to record a meeting shall obtain con-
sent from anyone arriving late.

An employee shall not electronically record telephone conversa-
tions unless all persons participating in the telephone conversation
have consented to be electronically recorded.

These provisions are not intended to limit or restrict electronic
recordings of publicly posted Board meetings, Board committee
meetings, appeals and grievance hearings, or any other Board-
sanctioned meeting recorded in accordance with Board policy.
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Official These provisions are not intended to limit or restrict electronic
Investigations recordings involving authorized investigations conducted by the po-
lice or the department of human resources.

Job Duties An employee shall not conduct private or personal activities during
the workday in lieu of, or while conducting, his or her assigned job
duties and responsibilities. Except as permitted by policy, an em-
ployee shall not conduct or participate in meetings or individual
conferences related to a professional or employee association or
organization in lieu of, or while conducting, his or her assigned job
duties and responsibilities. [See also DGA and DMD]

Solicitation Except as approved in advance by the Superintendent or permitted

Distribution of
Nonschool Literature

by District policy, commercial solicitation by an employee is prohib-
ited on District property. “Commercial solicitation” for purposes of
this policy shall mean:

1. Selling or attempting to sell products or services for personal
profit on behalf of a commercial enterprise or for a purpose
unrelated to the school or District;

2. Requesting contributions, pledges, or donations for a purpose
unrelated to the school or District; or

3. Providing items or making announcements that endorse or
market a personal or commercial enterprise or a product or
service unrelated to the school or District either through per-
sonal contact, or by sending or causing to be sent a commu-
nication through the District’s electronic, telephone, or mail
system.

“Commercial solicitation” does not mean participation in an autho-
rized District procurement process on behalf of the District or ar-
ranged on behalf of District employees.

An employee may neither meet nor make arrangements to meet on
District property with persons conducting commercial solicitation.

An employee shall not engage in the sale of services, books,
equipment, or other items by misrepresenting such services or
items as being endorsed or recommended by the District or its offi-
cials. Such conduct is prohibited at all times on or off District prop-
erty. An employee shall obtain consent from the Superintendent
before engaging in the sale of services or items endorsed or rec-
ommended by the District or its officials. [See also DBD regarding
outside employment and for-profit activities.]

Duplicated, written, or printed materials, including handbills, peti-
tions, photographs, pictures, films, audiotapes, and other visual or
auditory materials concerning private or personal issues shall not
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be circulated, publicly displayed, emitted, or distributed on District
property at any time unless permission has been obtained in accor-
dance with District policy and only in the locations designated by
principals or department supervisors. [See GKDA]

All District employees shall wear their District-issued identification
badges in a clearly visible manner while at any District campus or
facility. The badges must not be altered and must remain free of
any item or material that covers any part of the front surface of the
badge. A District employee that observes anyone on campus with-
out a District-issued identification badge or visitor name badge
shall inquire as to the person’s reason for being at the location. A
visitor without a visitor name badge shall be directed to the front of-
fice or front desk in order to obtain a visitor name badge. Any per-
son who appears to present a security concern shall be reported
immediately to law enforcement and District security.

The employee’s picture on his or her identification badge shall be
used as the picture on the employee’s District email account.

Each District employee issued a District electronic building-access
card shall be responsible for safeguarding the card against loss or
theft. Should loss or theft occur, the employee shall immediately
notify his or her supervisor so that the card can be deactivated.

The District shall replace an employee’s lost or stolen electronic
building-access card no more than two times. Following that, an
employee shall pay a $10 fee each time his or her card needs to
be replaced.
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In addition to the minimal education and certification requirements
established in the job description, a principal shall have at least:

1.
2.

DATE ISSUED: 5/12/2026
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Working knowledge of curriculum and instruction;

The ability to evaluate instructional program and teaching ef-
fectiveness;

The ability to manage budgets and personnel and to coordi-
nate campus functions;

The ability to implement policy and procedures;
The ability to interpret data;

Strong communications, public relations, and interpersonal
skills;

Prior experience in instructional leadership roles; and

Other qualifications deemed necessary by the Board and in-
cluded in the job description.
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School Counselors

In accordance with law, a school counselor shall spend 80 percent
of the counselor’s work time on duties that are components of a
comprehensive school counseling program (CSCP). [See FFEA]

If the Board approves a determination by the administration that
due to District or campus staffing needs or other reasons a school
counselor is prevented from spending 80 percent of the coun-
selor’'s work time on duties that are components of a CSCP, the
Board shall direct the Superintendent to develop a revised job de-
scription for the school counselor that addresses the percentage of
the school counselor's time that shall be spent on duties related to
the components of a CSCP and the duties the school counselor is
expected to perform in the remaining work time. The Superinten-
dent shall report to the Board regarding adjustments to a school
counselor’s duties under this provision.
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Referral

Screening and
Identification
Process

Parental Consent

Selection

Identification
Criteria

Assessments

SelectionMatrix
or Threshold
System

Placement
Committee

Notification

Students may be referred for the gifted and talented program at
any time by teachers, school counselors, parents, or other inter-
ested persons.

The District shall provide assessment opportunities to complete the
screening and identification process for referred students at least
once per school year.

The District shall schedule a gifted and talented program aware-
ness session for parents that provides an overview of the identifi-
cation procedures and services for the program prior to beginning
the screening and identification process.

The District shall obtain written parental consent before any special
testing or individual assessment is conducted as part of the
screening and identification process. All student information col-
lected during the screening and identification process shall be an
educational record, subject to the protections set out in policies at
FL.

The Board-approved program for the gifted and talented shall es-
tablish criteria to identify gifted and talented students. The criteria
shall be specific to the state definition of gifted and talented and
shall ensure the fair assessment of students with special needs,
such as the culturally different, the economically disadvantaged,
and students with disabilities.

Data collected through both objective and subjective assessments
shall be measured against the criteria approved by the Board to
determine individual eligibility for the program. Assessment tools
may include, but are not limited to, the following: achievement
tests, intelligence tests, creativity tests, behavioral checklists com-
pleted by teachers and parents, student/parent conferences, and
available student work products.

If the selection process relies on a matrix or threshold system, the
use of a scoring value based on race, ethnicity, sex, socioeco-
nomic status, or disability shall be prohibited.

A placement committee shall evaluate each referred student ac-
cording to the established criteria and shall identify those students
for whom placement in the gifted and talented program is the most
appropriate educational setting. The committee shall be composed
of at least three professional educators who have received training
in the nature and needs and identification of gifted students, as re-
quired by law.

The District shall provide written notification to parents of students
who qualify for services through the District’s gifted and talented
program. Participation in any program or services provided for
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Reassessment

Transfer Students
Interdistrict

Intradistrict

Furloughs

Exit Provisions

Appeals

Program Evaluation

gifted students shall be voluntary, and the District shall obtain writ-
ten permission from the parents before placing a student in a gifted
and talented program.

If the District reassesses students in the gifted and talented pro-
gram, the reassessment shall be based on a student’s perfor-
mance in response to services and shall occur no more than once
in elementary grades, once in middle school grades, and once in
high school grades.

When a student identified as gifted by a previous school district en-
rolls in the District, the placement committee shall review the stu-
dent's records and conduct assessment procedures when neces-
sary to determine if placement in the District's program for gifted
and talented students is appropriate.

[See FDD(LEGAL) for information regarding transfer students and
the Interstate Compact on Educational Opportunities for Military
Children]

A student who transfers from one campus in the District to the
same grade level at another District campus shall continue to re-
ceive services in the District’s gifted and talented program.

The District may place on a furlough any student who is unable to
maintain satisfactory performance or whose educational needs are
not being met within the structure of the gifted and talented pro-
gram. A furlough may be initiated by the District, the parent, or the
student.

In accordance with the Board-approved program, a furlough shall
be granted for specified reasons and for a specified period of time.
At the end of a furlough, the student may reenter the gifted and tal-
ented program, be placed on another furlough, or be exited from
the program.

The District shall monitor student performance in response to gifted
and talented program services. If at any time the placement com-
mittee or a parent determines the program is not meeting the stu-
dent’s educational needs, the committee shall meet with the parent
and student before finalizing an exit decision.

A parent, student, or educator may appeal any final decision of the
placement committee regarding services in the gifted and talented
program. Appeals shall be made first to the placement committee.
Any subsequent appeals shall be made in accordance with
FNG(LOCAL) beginning at Level Two.

The District shall annually evaluate the effectiveness of the Dis-
trict's gifted and talented program, and the results of the evaluation
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Funding

Community
Awareness

shall be used to modify and update the District and campus im-
provement plans. The District shall include parents in the evalua-
tion process and shall share the information with Board members,
administrators, teachers, school counselors, students in the gifted
and talented program, and the community.

The Superintendent shall develop administrative procedures to en-
sure that 100 percent of the state funds allocated for the gifted and
talented program are spent providing for and enhancing the Dis-
trict's program and that a method accounting for expenditures re-
lated to the gifted and talented program is established and aligns
with the Texas Education Agency’s financial compliance guidance.

The District shall ensure that information about the District’s gifted

and talented program is available to parents and community mem-
bers and that they have an opportunity to develop an understand-

ing of and support for the program.
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STUDENT WELFARE
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Notice of Suspected
Criminal Offense

FFF
(LOCAL)

Note: See policies DHB and DHC for information on other re-
quired reports regarding alleged misconduct against a
student.

The District shall notify a parent of a student with whom a District
employee or a person acting as a service provider for the District is
alleged to have engaged in misconduct, informing the parent:

1.  As soon as feasible that the alleged misconduct may have oc-
curred,

2.  Whether the individual was terminated following an investiga-
tion of the alleged misconduct or resigned before completion
of the investigation; and

3.  Whether a report was submitted to the Texas Education
Agency or State Board for Educator Certification concerning
the alleged misconduct.

For purposes of this policy, misconduct is defined as an individual's

aleged:

1.  Alleged abuse or commission of an otherwise unlawful act
with a student-erinvelvementin;

2. Involvement in or soliciting a romantic relationship, or solicit-
ing or engaging in sexual contact, with a student;

3. Engaging in inappropriate communications with a student; or
4-4. Failing to maintain appropriate boundaries with a student.

Except as provided by state law regarding child abuse investiga-
tions, the District shall notify a parent not later than one business
day after the date an employee first suspects that a criminal of-
fense has been committed against the parent’s child.

[See also FFG for reporting requirements related to child abuse
and FFH for parental notification requirements regarding prohibited
conduct as defined by that policy.]
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