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General
The Ritenour School District is an equal opportunity employer. The District is also committed to maintaining a workplace
and educational environment free from illegal discrimination or harassment in admission or access to, or treatment or
employment in, its programs, activities and facilities. Discrimination or harassment against employees, students or others
on the basis of race, color, religion, sex, national origin, ancestry, disability, age, genetic information or any other
characteristic protected by law is strictly prohibited in accordance with law.
The District also prohibits:
1. Retaliatory actions based on making complaints of prohibited discrimination or harassment based on
participation in an investigation, formal proceeding or informal resolution concerning prohibited discrimination or
harassment.
2. Aiding, abetting, inciting, compelling or coercing discrimination or harassment.
3. Discrimination, harassment or retaliation against any person because of such person’s association with a person
protected from discrimination or harassment due to one or more of the above stated characteristics.
Employees, students and visitors are expected to report immediately to the District Compliance Officer for investigation
any incident or behavior that could constitute illegal discrimination or harassment. If a student alleges sexual misconduct
on the part of any district employee to any person employed by the district, that person is required to immediately report
the allegation to the Children's Division (CD) of the Department of Social Services in accordance with state law. The
district will also investigate and address discrimination, harassment and retaliation that negatively impact the school
environment, including instances that occur off district property or are unrelated to the district's activities when it may
relate to the school environment.
Additional Prohibited Behavior
The District may prohibit behavior because it is unacceptable for the workplace or the educational environment even
though it is not unlawful or does not rise to the level of illegal discrimination or harassment. Examples are demeaning
speech or otherwise harmful actions, particularly if directed at personal characteristics including, but not limited to, socioeconomic level, sexual orientation or perceived sexual orientation.
Boy Scouts of America Equal Access Act
The district will provide equal access to district facilities and related benefits and services and will not discriminate against
any group officially affiliated with the Boy Scouts of America, the Girl Scouts of the United States of America or any other
youth group designated inapplicable federal law.
School Nutrition Programs
The district will not, on the basis of race, color, national origin, sex, age or disability, exclude from participation in, deny
benefits of, or otherwise subject to discrimination any person under a school nutrition program for which the district
receives federal financial assistance from the U. S. Department of Agriculture (USDA) Food and Nutrition Service. School
nutrition programs include the National School Lunch Program, the Special Milk Program, the School Breakfast Program
and the Summer Food Service Program.
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Interim Measures
When a report is made or the district otherwise learns of potential discrimination, harassment or retaliation, the district
will take immediate action to protect the alleged victim. For example, the district may alter a class seating arrangement,
provide additional supervision for a student or suspend an employee pending an investigation. The district may also take
immediate steps to prevent retaliation against the alleged victim, any person associated with the alleged victim, or any
witnesses or participants in the investigation. These steps may include, but are not limited to, notifying students,
employees and others that they are protected from retaliation, insuring that they know how to report future complaints,
and initiating follow-up contact with the complainant to determine if any additional acts of discrimination, harassment or
retaliation have occurred.
Consequences
Employees who violate this policy will be disciplined, up t and including employment termination. Students who violate
this policy will be disciplined, which may include suspension or expulsion. Patrons, contractors, visitors or others who
violate this policy may be prohibited from school grounds or otherwise restricted while on school grounds. Violations of
this policy which may represent child abuse or neglect will be reported to the Children’s Division (CD) of the Department
of Social Services. Law enforcement may be contacted or a court order sought to enforce this policy or when actions may
constitute criminal behavior.
Definitions
Discrimination — Conferring, refusing or denying benefits or providing differential treatment to a person or class of
persons in violation of law based on race, color, religion, sex, national origin, ancestry, disability, age or any other
characteristic protected by law, or based on a belief that such a characteristic exists.
Harassment - A form of discrimination, as defined above, that is sufficiently intimidating, ridiculing, insulting, severe or
pervasive that it unreasonably alters the employment or educational environment. Behaviors that could constitute illegal
harassment include, but are not limited to, the following acts if based on race, color, religion, sex, national origin,
ancestry, disability, age or any other characteristic protected by law or a belief that such a characteristic exists: graffiti;
display of written material or pictures; name-calling; slurs;jokes; gestures; threatening, intimidating or hostile acts;
theft; or damage to property.
Sexual Harassment — A form of discrimination, as defined above, on the basis of sex. Sexual harassment is unwelcome
conduct that occurs when a) benefits or decisions are implicitly or explicitly conditioned upon submission to, or
punishment is applied for refusing to comply with, unwelcome sexual advances, requests for sexual favors or conduct of a
sexual nature; orb) the school or work environment becomes permeated with intimidation, ridicule or insult that is based
on sex or is sexual in nature and that is sufficiently severe or pervasive to alter the conditions of participation in the
District’s programs and activities or the conditions of employment. Sexual harassment may occur between members of
the same or opposite sex. The District presumes a student cannot validly consent to behavior of a sexual nature with an
adult regardless of the circumstance.
Behaviors that could constitute sexual harassment include, but are not limited to:
1. Sexual advances and requests or pressure of any kind for sexual favors, activities or contact.
2. Condition in grades, promotions, rewards or privileges on submission to sexual favors, activities or contact.
3. Punishing or reprimanding persons who refuse to comply with sexual requests, activities or contact.
4. Graffiti, name-calling, slurs, jokes, gestures or communications of a sexual nature or based on sex.
5. Physical contact or touching of a sexual nature, including touching of intimate parts and sexually motivated or
inappropriate patting, pinching or rubbing.
6. Comments about an individual’s body, sexual activity or sexual attractiveness.
7. Physical sexual acts of aggression, assault or violence, including criminal offenses (such as rape, sexual assault
or battery, and sexually motivated stalking) against a person’s will or when a person is not capable of giving
consent due to the person’s age, intellectual disability or use of drugs or alcohol.
8. Gender-based harassment and acts of verbal, nonverbal, written, graphic or physical conduct based on sex or
sex stereotyping, but not involving conduct of a sexual nature.
Grievance/Complaint — A verbal or written report of discrimination or harassment made to the compliance officer.
Working Days -- Days on which the district's business offices are open.
Compliance Officer
The district’s compliance officer is the:
Administrator for Human Resources
2420 Woodson Road
St. Louis, Missouri 63114
314-493-6061
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The compliance officer is responsible for:
1. Coordinating district compliance with this policy and the law.
2. Receiving grievances regarding discrimination, harassment and retaliation in the Ritenour District.
3. Serving as the district’s designated Title IX, Section 504 and Americans with Disabilities Act (ADA) coordinator,
as well as the contact person for compliance with other discrimination laws.
4. Investigating or assigning persons to investigate grievances; monitoring the status of grievances; and
recommending consequences.
5. Reviewing evidence brought in disciplinary matters to determine whether additional remedies are available,
such as separating students in the school environment.
6. Determining whether district employees with knowledge of discrimination, harassment or retaliation failed to
carry out their reporting duties and recommending disciplinary action, if necessary.
7. Communicating with the district's law enforcement units when reported crimes may constitute potential
discrimination, harassment or retaliation.
8. Overseeing discrimination, harassment or retaliation grievances, including identifying and addressing any
patterns of systemic problems and reporting such problems and patterns to the superintendent.
9. Seeking legal advice when necessary to enforce this policy.
10. Reporting to the superintendent and the Board aggregate information regarding the number and frequency of
grievances and compliance with this policy.
11. Making recommendations regarding the implementation of this policy.
12. Coordinating and instituting training programs for district staff and supervisors as necessary to meet the goals
of this policy, including instruction in recognizing behavior that constitutes discrimination, harassment and
retaliation.
In the event the compliance officer is unavailable or is the subject of a report that would otherwise be made to the
compliance officer, reports should instead be directed to the acting compliance officer who is the:
Administrator for Student Services
2420 Woodson Road
St Louis, MO 63119
314 493-6055
Public Notice
Notification of the district's policy will be posted in a public area of each building used for instruction or employment or
open to the public. Information will also be distributed annually to employees, parents and students as well as to newly
enrolled students and newly hired employees. District bulletins, catalogs, application forms, recruitment material and the
district’s website will include a statement that the Ritenour School District does not discriminate in its programs,
activities, facilities or with regard to employment. The District will provide information in alternative formats when
necessary to accommodate persons with disabilities.
Reporting
All persons are encouraged to report incidents that might constitute illegal discrimination, harassment or retaliation
directly to the compliance officer. District employees are required to direct all persons seeking to make a grievance
directly to the compliance officer. Even if the potential victim of discrimination, harassment or retaliation does not file a
grievance, district employees are required to report to the compliance officer any observations, rumors or other
information regarding discrimination, harassment or retaliation prohibited by this policy. If a verbal grievance is made,
the person will be asked to submit a written complaint to the compliance officer. If a person refuses or is unable to submit
a written complaint, the compliance officer will summarize the verbal complaint in writing. A grievance is not needed for
the District to take action upon finding a violation of law, district policy or district expectations. Students, employees and
others are encouraged to address concerns directly with the person alleged to have caused harassment, discrimination or
retaliation in an attempt to resolve the issue, but are not required to do so.
Student-on-Student Harassment
Building-level administrators address student discrimination and harassment in accordance with the usual disciplinary
process, unless a student initiates a grievance. Administrators will report all complaints of harassment and discrimination
to the compliance officer and will inform the parent and student that the compliance officer is available for further
assistance. The compliance officer may determine that the incident has been appropriately addressed or recommend
additional action. When a grievance is filed, the investigation and complaint process detailed below will be used.
Investigation
The District will immediately investigate all grievances. All persons are obligated to cooperate fully in the investigation.
The district compliance officer or other designated investigator may utilize an attorney or other professionals to conduct,
or assist in the conduct, of the investigation.
Factors such as the context in which the alleged incidents occurred, the nature of the behavior, the relationships between
the parties involved, and past incidents will be considered in determining whether the alleged conduct constitutes
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discrimination or harassment and is a violation of this policy. If school officials determine that discrimination, harassment
or other prohibited behavior has occurred, the District will take immediate corrective action.
Grievance Process Overview
1. If a person designated to hear a grievance or appeal is the subject of the grievance, the grievance/appeal will
move to the next higher step in the grievance process.
2. Investigation and reporting deadlines are not mandatory upon the District when more time is necessary to
conduct an investigation adequately and to render a decision. When the timeline is extended, the person filing the
complaint will be notified. If more than twice the allotted time has expired without a response, the appeal may be
taken to the next level.
3. Failure of the person filing the grievance to appeal within the timelines given will be considered acceptance of
the findings and remedial action taken.
4. The District will investigate all grievances, even if an outside enforcement agency such as the Office for Civil
Rights, law enforcement or the Children’s Division is also investigating a complaint arising from the same
circumstances.
5. The District will share information regarding an individually identifiable student or employee only with the
person filing the grievance or other persons allowed by law and in accordance with Board policy.
6. Upon receiving a grievance, district administrators or supervisors, after consultation with the compliance officer,
will take immediate action, if necessary, to prevent further potential discrimination or harassment during the
pending investigation.
Grievance Process
1. Level I — A grievance is filed with the district's compliance officer. The compliance officer may personally
conduct the investigation or designate another supervisor to do so when appropriate.
An investigation will begin as soon as practical, but no later than ten working days after the compliance officer
receives the grievance. Within 30 working days of receiving the grievance, the compliance officer will complete a
written report that 1) summarizes the facts; 2) makes conclusions on whether the facts constitute a violation of
this policy; and 3) if a violation of this policy is found, recommends corrective action to the superintendent. If
someone other than the compliance officer conducts the investigation, the compliance officer will review and sign
the report. The person who filed the grievance will be notified of the decision in writing.
2. Level II –Within five working days after receiving the Level I decision, the person filing the grievance may
appeal the compliance officer’s decision to the superintendent by notifying the superintendent in writing. The
superintendent may designate another person (other than the compliance officer) to review the matter when
appropriate.
Within ten working days, the superintendent will complete a written decision on the appeal, stating whether a
violation of this policy is found and, if so, stating what corrective actions will be implemented. If someone other
than the superintendent conducts the appeal, the superintendent will review and sign the report before it is given
to the person appealing. A copy of the appeal and decision will be given to the compliance officer. The person who
filed the grievance will be notified of the decision in writing.
3. Level III –Within five working days after receiving the Level II decision, the person filing the grievance may
appeal the superintendent’s decision to the Board by notifying the Board secretary in writing. The person filing the
grievance will be allowed to address the Board, and the Board may call for the presence of such other persons
deemed necessary. The Board will issue a decision within 30 working days for implementation by the
administration. The Board’s decision and any actions taken are final. The Board secretary will give the compliance
officer a copy of the appeal and decision. The person who filed the grievance will be notified of the decision in
writing.
Confidentiality and Records
To the extent permitted by law and in accordance with Board policy, the District will keep confidential the identity of the
person filing a grievance and any grievance or other document that is generated or received pertaining to grievances.
Information may be disclosed if necessary to further the investigation, appeal or resolution of a grievance, or if necessary
to carry out disciplinary measures. The District will disclose information to the district’s attorney, law enforcement, the
Children’s Division and others when necessary to enforce this policy or when required by law. In implementing thi policy,
the District will comply with state and federal laws regarding the confidentiality of student and employee records.
Information regarding any resulting employee or student disciplinary action will be maintained and released in the same
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manner as any other disciplinary record.

Individuals with Disabilities Education Act, 20 U.S.C. §§ 1400 - 1487
Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681
Equal Pay Act, 29 U.S.C. § 206(d)
Age Discrimination in Employment Act, 29 U.S.C. §§ 621 - 634
The Rehabilitation Act of 1973, Section 504, 29 U.S.C. § 794
Title VI of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000d - 2000d-7
Title VII of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000e - 2000e-17
Age Discrimination Act of 1975, 42 U.S.C. §§ 6101 - 6107
Americans with Disabilities Act, 42 U.S.C. §§ 12101 - 12213
Richard B. Russell National School Lunch Act, 42 U.S.C. §§ 1751-1760
Legal Refs: Child Nutrition Act of 1966, 42 U.S.C. §§ 1777-1785
7 C.F.R. Parts 210, 215, 220 and 225
Missouri Human Rights Act, §§ 213.010 - 213.137, RSMo.
Female Employees' Wages, §§ 290.400 - .450, RSMo.
Davis v. Monroe County Bd. of Educ., 526 U.S. 629 (1999)
Faragher v. City of Boca Raton, 524 U.S. 775 (1998)
Burlington Industries v. Ellerth, 524 U.S. 742 (1998)
Gebser v. Lago Vista Ind. Sch. Dist., 524 U.S. 274 (1998)
Oncale v. Sundowner Offshore Services, 523 U.S. 75 (1998)
Harris v. Forklift Systems, Inc., 510 U.S. 17 (1993)
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The Ritenour School District does not discriminate on the basis of sex in its education programs and activities, including employment and
admissions, as required by Title IX of the Education Amendments of 1972 (Title IX). All forms of sex-based discrimination are prohibited in
the district, but this policy focuses exclusively on sexual harassment as defined in Title IX that occurs within the education programs and
activities of the district. However, the district will respond promptly to investigate and address any report or complaint of sexual harassment.
"Sexual harassment under Title IX" is conduct on the basis of sex within the scope of the district's education programs or activities (as
defined in this policy) that satisfies one or more of the following:
1. An employee of the district conditioning the provision of an aid, benefit or service of the district on an individual's participation in
unwelcome sexual conduct;
2. Unwelcome conduct determined by a reasonable person to be so severe, pervasive and objectively offensive that it effectively
denies a person equal access to the district's education program or activity; or
3. "Sexual assault" as defined in 20 U.S.C. 1092(f)(6)(A)(v), "dating violence" as defined in 34 U.S.C. 12291(a)(10), "domestic
violence" as defined in 34 U.S.C. 12291(a)(8) or "stalking" as defined in 34 U.S.C. 12291(a)(30).
See the "Definitions Applicable to this Policy" section at the end of this document for definitions of other terms applicable to this policy.
In creating this policy, the district does not relieve any person under the district's jurisdiction from the consequences for violations of other
policies and rules of the district meant to establish an environment conducive to teaching, learning, support services, work and the social
and emotional well-being and development of the students entrusted to the district.
If a student alleges sexual misconduct on the part of any district employee to any person employed by the district, that person will
immediately report the allegation to the Children's Division (CD) of the Department of Social Services in accordance with state law and
district policy. Moreover, nothing in the policy precludes the mandatory or voluntary reporting of any suspected criminal activity to the
appropriate law enforcement agency at any time.
Reporting Sexual Harassment or Title IX Retaliation
Any person may report sexual harassment regardless of whether the person is the alleged victim (complainant). However, Board members
and employees must immediately report to the Title IX coordinator any incident or behavior that could constitute sexual harassment or
retaliation in accordance with this policy. Reports may be made at any time, including during nonbusiness hours, by using the telephone
number, email address or office address listed below.
The Board authorizes the following individual(s) to serve as the Title IX coordinator(s) for the Ritenour School District and coordinate and
implement the district's efforts to comply with the requirements of Title IX.
Compliance Officer
The district’s compliance officer is the:
Administrator for Human Resources
2420 Woodson Road
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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St. Louis, Missouri 63114
314-493-6061
In the event the Title IX coordinator is unavailable or is the respondent to a complaint, reports should instead be directed to the compliance
officer or alternate compliance officer listed in policy AC.
Notice of the Policy against Discrimination on the Basis of Sex
The district will provide notice of the district's prohibition on discrimination on the basis of sex under district policy and Title IX to students,
parents/guardians, employees, applicants for admission and employment, and all unions or professional associations holding collective
bargaining or professional agreements with the district. The notice will:
1. Include the name or title, office address, email address and phone number of the Title IX coordinator;
2. Include information on the district's grievance procedures and grievance process;
3. State that the requirement not to discriminate extends to admission and employment; and
4. Direct inquiries to the Title IX coordinator or the assistant secretary for civil rights at the U.S. Department of Education.
The district's policy prohibiting discrimination on the basis of sex and the contact information of the Title IX coordinator(s) will be
prominently displayed on the district's website and in each handbook or course catalog.
Retaliation Prohibited
No person employed by or associated with the district will intimidate, threaten, coerce or discriminate against any individual for the purpose
of interfering with any right or privilege secured by Title IX or because the individual has made a report or complaint, testified, assisted,
participated or refused to participate in any manner in an investigation, proceeding or hearing under Title IX. While the law allows
individuals to refuse to participate in a Title IX investigation, proceeding or hearing, district policy and the law require that employees
immediately report to the Title IX coordinator any knowledge of an allegation of sexual harassment under Title IX, and employees can be
reprimanded or disciplined for failing to do so.
Intimidation, threats, coercion or discrimination, including charges against an individual for code of conduct violations that do not involve
sex discrimination or sexual harassment under Title IX but arise out of the same facts or circumstances as a report or formal complaint of
sexual harassment under Title IX, for the purpose of interfering with any right or privilege secured by Title IX, constitutes retaliation.
Complaints alleging retaliation must be filed with the Title IX coordinator.
Charging an individual with a code of conduct violation for making a materially false statement in bad faith in the course of the grievance
proceeding is not retaliation, with the understanding that a determination of responsibility for sexual harassment is not sufficient to conclude
that a party made a materially false statement in bad faith.
Intake and Classification of Reports
The Title IX coordinator will receive and review all reports of sexual harassment even if a formal complaint has not been filed. The context
of behavior can make a difference between conduct falling within the technical definition of sexual harassment under Title IX and conduct of
a sexual nature that is offensive or hostile in itself, but which does not constitute harassment within that definition. District policies prohibit
both but, for purposes of its Title IX obligations, the district must specially address cases within the definition under this special, limitedscope policy.
If the Title IX coordinator determines that the report concerns conduct that does NOT involve sexual harassment under Title IX as that term
is defined in this policy or did not occur in the district's education program or activity, the Title IX coordinator will use the grievance process
in policy AC or forward the complaint to the individual responsible for implementing policy AC.
Procedures Prior to or without a Formal Complaint
When the Title IX coordinator has actual knowledge of an allegation of sexual harassment under Title IX in an education program or activity
of the district, the Title IX coordinator will promptly contact the complainant and:
1. Provide information about the supportive measures available to the complainant and inform the complainant that he or she may
receive supportive measures without filing a formal complaint.
2. Consider the complainant's wishes with respect to supportive measures and implement appropriate supportive measures.
3. Explain to the complainant the process for filing a formal complaint.
Parties Enrolled in Special Education
In the case of all reports of sexual harassment, if the complainant or respondent has an individualized education program (IEP) in place,
the Title IX coordinator will consult with the appropriate special education administrator(s) for assistance in determining the appropriate
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supportive measures based on the special needs of the student.
If the district determines that a student's specific circumstances, including disabilities, prevent the district from gathering evidence sufficient
to reach a determination as to the formal complaint or allegations therein, the district will pursue such measures as are available under
district policy and law. Such measures will be designed to restore or preserve the student's equal access to the district's education
programs or activities.
The Formal Complaint Process
Nothing in this process will interfere with any legal right of a parent/guardian to act on behalf of a complainant, respondent or party
including, but not limited to, filing a formal complaint. If a student who is not an eligible student pursuant to the Federal Education Rights
and Privacy Act (FERPA) files a formal complaint, the parent/guardian will be notified.
The complainant may file a formal complaint or choose not to file a formal complaint and simply receive the supportive measures.
If the complainant does not file a formal complaint, the Title IX coordinator may sign a formal complaint initiating the grievance process. The
Title IX coordinator will do so only if initiating the grievance process against the respondent is not clearly unreasonable in light of the known
circumstances.
If no formal complaint is filed by the complainant or signed by the Title IX coordinator, no disciplinary action will be taken against the
respondent on the grounds of sexual harassment under Title IX.
Title IX Grievance Process upon Filing of a Formal Complaint
The district's grievance process will provide a prompt and equitable resolution of complaints and will:
1. Treat complainants and respondents equitably by providing remedies to a complainant where a determination of responsibility for
sexual harassment has been made against the respondent;
2. Comply with Title IX regulations before imposing any disciplinary sanctions or other actions that are not supportive measures
against a respondent;
3. Require a decision-maker to objectively evaluate all relevant evidence, including both inculpatory and exculpatory evidence, and not
make credibility determinations based on a person's status as a complainant, respondent or witness;
4. Require that all Title IX coordinators, investigators, those responsible for facilitating informal resolution processes and decisionmakers not have a conflict of interest or bias for or against complainants or respondents generally or an individual complainant or
respondent;
5. Presume that the respondent is not responsible for the conduct until a determination of responsibility is made at the conclusion of
the grievance process;
6. Follow stated timelines unless the district temporarily delays the grievance process for good cause (including, but not limited to, the
absence of a party, a party's advisor, or a witness; concurrent law enforcement activity; or the need for language assistance or
accommodation of a disability) and notify the parties in writing of the reason for a delay, if any; and
7. Not require, allow, rely upon or otherwise use questions or evidence that constitutes, or seeks disclosure of, information protected
under a legally recognized privilege unless the person holding such privilege has waived the privilege.
Notice to the Parties
When the complainant files a formal complaint, written notice will be provided to all known parties and will include:
1. Notice of the grievance process, including any informal resolution process that is available and the timeline for such process.
2. Notice of the allegations of sexual harassment under Title IX made by the complainant with sufficient details known at the time and
with sufficient time to allow the respondent to prepare before the initial interview. At a minimum, the details will include the identities
of the parties involved in the incident, if known, the conduct and the date and location of the alleged incident if known.
3. A statement that the respondent is presumed not responsible for the conduct and that a determination of responsibility will be made
at the conclusion of the grievance process.
4. A statement that parties may have an advisor of their choice, who may be an attorney.
5. A statement that the parties and their advisors will have an equal opportunity to inspect and review any evidence that is directly
related to the allegations raised in the formal complaint, including evidence upon which the district does not intend to rely, so that
each party can meaningfully respond to the evidence prior to conclusion of the investigation.
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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6. Notice of any provision in the district's discipline code that prohibits knowingly making a false statement or providing false
information during the grievance process.
If in the course of the investigation of sexual harassment under Title IX the district decides to investigate allegations about the complainant
or respondent that were not in the initial notice, notice of the additional allegations will be provided to all known parties.
Range of Possible Disciplinary Sanctions and Remedies
The discipline of employees is addressed in Board policies, which are available on the district's website, and in Missouri law regarding
public employees under contract. An appropriate disciplinary response for an employee found responsible for sexual harassment in this
grievance process may include any suitable response available for the discipline of employees for any other violation of Board policy.
The discipline of students is addressed in the policies, regulations and procedures that establish the district's comprehensive code of
student conduct, which is posted on the district's website.
Remedies may include the imposition upon a responsible respondent of any additional nondisciplinary measures appropriate to effecting a
remedy for sexual harassment and may include such measures as no-contact requirements, scheduling adjustments, removal or exclusion
from extracurricular activities, class reassignments, limits on future class registrations, restrictions on access to various spaces in the
school buildings, reassignment of attendance, and similar measures fine-tuned to respond appropriately to the circumstances surrounding
a successful complainant's right to access the district's education programs and activities.
Interim Action
Emergency Removal
The district may remove the respondent from the district's education programs and activities prior to the start or completion of the grievance
procedure on an emergency basis provided that the district:
1. Performs an individualized safety and risk analysis;
2. Determines that an immediate threat to the physical health or safety of any student or other individual arising from the allegations of
sexual harassment justifies removal; and
3. Provides the respondent with notice and an opportunity to challenge the decision immediately following the removal.
This provision may not be construed to modify any rights under federal disability laws.
Administrative Leave
The district may place an employee respondent on administrative leave during the pendency of the grievance process in accordance with
Board policy and law. This provision may not be construed to modify any rights under federal disability laws.
Investigating a Formal Complaint
Consolidation
Formal complaints may be consolidated as to allegations of sexual harassment under Title IX against more than one respondent, or by
more than one complainant against one or more respondents, or by one party against the other party, where the allegations of sexual
harassment arise out of the same facts or circumstances.
Investigation Process and Scope
After the formal complaint is filed, the investigator will provide an investigative report to the decision-maker. The investigation may be
conducted by someone other than the Title IX coordinator. The investigator will gather evidence sufficient to reach a determination of
responsibility or nonresponsibility and may not require the parties to do so.
During the investigation and the grievance process, the district will:
1. Provide equal opportunity to present witnesses, including fact and expert witnesses, and all evidence, including inculpatory and
exculpatory evidence.
2. Not restrict the parties from discussing the allegations under investigation or gathering and presenting relevant evidence.
3. Provide the same opportunity for parties to have others, including an advisor of their choice, present during any grievance
proceedings and related meetings, though the district may restrict the extent to which advisors may participate as long as the rules
apply to both parties.
4. Provide written notice to parties who are invited or expected to participate of the date, time, location, participants and purpose of all
hearings, investigative interviews or other meetings with sufficient time for the parties to prepare to participate.
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5. Obtain written, voluntary consent before accessing records, such as medical records or counseling notes, that a physician,
psychiatrist, psychologist or other recognized professional or paraprofessional made or maintained in connection with the provision
of treatment to the party. If the party is at least 18 years old or is enrolled in postsecondary education, the party can sign on his or
her own behalf. Otherwise, a parent/guardian must sign on the party's behalf.
6. Provide both parties an equal opportunity to inspect and review any evidence obtained as part of the investigation that is directly
related to the allegations raised in a formal complaint, so that each party can meaningfully respond to the evidence prior to the
conclusion of the investigation. This includes evidence upon which the district does not intend to rely in reaching a determination of
responsibility and inculpatory or exculpatory evidence, whether obtained from a party or other source.
7. Send to each party and the party's advisor, if any, the evidence subject to inspection and review prior to completion of the
investigative report and within 20 business days of the parties receiving notice of the formal complaint. The evidence may be sent in
an electronic format or hard copy. The parties will be given at least ten business days, as required by law, to submit a written
response, which the investigator will consider prior to the completion of the report.
8. Create an investigative report that fairly summarizes relevant evidence and send it in an electronic or hard copy format to each
party and their advisors, if any, for their review and written response. The investigative report must be sent no later than ten
business days prior to the time of determination of responsibility by the decision-maker, as required by law.
Dismissal of the Formal Complaint
If the district determines that the allegations, even if proved, would not constitute sexual harassment under Title IX as defined in this policy,
did not occur in the district's education program or activity, or were not committed against a person in the United States, the formal
complaint will be dismissed. The dismissal does not mean that a complaint cannot be made under another district policy or that any
misbehavior will not be addressed under another policy or the district's code of conduct.
The district may dismiss a formal complaint or any allegations in a formal complaint at any time if:
1. The complainant notifies the Title IX coordinator in writing that the complainant would like to withdraw the formal complaint or any
allegations in the formal complaint;
2. The respondent is no longer enrolled in or employed by the district; or
3. Specific circumstances prevent the district from gathering evidence sufficient to reach a determination of responsibility based on the
merits of the formal complaint or allegations therein.
If the formal complaint is dismissed, the district will notify the parties simultaneously. A party may appeal the dismissal of a formal complaint
by submitting a written notification of appeal to the Title IX coordinator within five business days of receiving the notice that the complaint
was dismissed. If the Title IX coordinator or the investigator dismissed the complaint, the dismissal will be heard by the decision-maker. If
the decision-maker dismissed the complaint, the dismissal will be heard by the appellate decision-maker. The appeal is limited to the
following bases:
1. There was a procedural irregularity that affected the outcome.
2. There is new evidence that was not reasonably available at the time the dismissal was made that could affect the outcome of the
matter.
3. The Title IX coordinator, investigator or decision-maker had a conflict of interest or bias for or against complainants or respondents
generally or an individual complainant or respondent that affected the outcome of the matter.
Time Consumed by the Investigation
It serves all parties when investigations proceed diligently and conclude within a reasonable time, which may vary case by case. Not more
frequently than every other week, any party may request the Title IX coordinator to obtain and provide the parties with a basic status report
on the investigator's progress toward completion.
Submission for a Determination of Responsibility and the Related Findings and Conclusions
The Title IX coordinator will designate someone to serve as the decision-maker to determine whether the respondent is responsible for
sexual harassment under Title IX. The designated person may be a district administrator, an attorney or another appropriate adult. The
person designated cannot have been part of the investigation.
Procedures of the Decision-Maker and Party Questions and Answers
After the parties receive the final investigative report, each party may submit to the decision-maker any written, relevant questions that the
party wants asked of any party or witness. Each party will receive the answers to the questions and will be allowed time to submit limited
follow-up questions. The decision-maker:
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1. Will permit questions and evidence about the complainant's sexual predisposition or prior sexual behavior only if such questions
and evidence are offered to prove that someone other than the respondent committed the conduct alleged by the complainant or if
the questions and evidence concern specific incidents of the complainant's prior sexual behavior with respect to the respondent and
are offered to prove consent.
2. May exclude a question that is not relevant. The party who submitted the question will receive an explanation as to why the
question was judged not relevant.
Preponderance of the Evidence Standard
The decision-maker may find the respondent is responsible for the alleged sexual harassment under Title IX only when the evidence
provided more clearly and more probably favors the complainant's claim (preponderance of the evidence).
Decision-Maker's Findings and Resulting Remedies
Within 20 business days after the closing of the questions period, including follow-up questions, the decision-maker will provide a written
Title IX decision that includes:
1. The allegations potentially constituting sexual harassment under Title IX;
2. A description of the procedural steps taken from the receipt of the formal complaint through the determination, including any
notifications to the parties, interviews with parties and witnesses, site visits and other methods used to gather other evidence and
hearings held;
3. Findings of fact supporting the determination;
4. Conclusions regarding the application of the facts to the district's code of conduct and, if the student code of conduct is implicated, a
referral of a student respondent to district officials charged generally with the discipline of students pursuant to Missouri law;
5. A statement of and rationale for the result as to each allegation, including a determination of responsibility, any disciplinary actions
recommended to the district to be imposed on the respondent, and whether remedies designed to restore or preserve equal access
to the district's education program or activity will be provided to the complainant; and
6. The procedures and permissible bases for the complainant and respondent to appeal.
The written Title IX decision will be provided to the parties simultaneously, and a copy will be provided to the Title IX coordinator.
Finality of the Title IX Decision
If an appeal is filed, the Title IX decision becomes final on the date that the district provides the parties with the written determination of the
result of the appeal. If an appeal is not filed, the Title IX decision becomes final on the date on which an appeal would no longer be
considered timely.
Disciplinary Matters and Implementation of Discipline and Remedies
The Title IX coordinator is responsible for effective implementation of any remedies, including coordination with the district's disciplinary
authorities. The complainant is not a party to the disciplinary procedures concerning a respondent. The administrator(s) responsible for
discipline will base that discipline on the final Title IX decision, recommendations made by the decision-maker and any changes made as a
result of an appeal.
Appeals of the Determinations of Responsibility in the Title IX Decision
Initiating an Appeal of a Title IX Decision—Time, Contents and Assignment
Either party may appeal the determination(s) of responsibility, the dismissal of a formal complaint or any allegation in a formal complaint by
notifying the Title IX coordinator in writing within five business days of the parties receiving the written Title IX decision from the decisionmaker. Appeals must be based on one or more of the following:
1. A procedural irregularity that affected the outcome of the matter.
2. New evidence that was not reasonably available at the time of the determination and that could affect the outcome of the matter.
3. The Title IX coordinator, investigator(s) or decision-maker(s) had a conflict of interest or bias for or against complainants or
respondents generally or an individual complainant or respondent that affected the outcome of the matter.
The party who files the appeal will state the basis or bases for the appeal in writing. If there are multiple determinations of responsibility, the
appeal should specify which ones are affected by the appeal. Appeals filed for any reason other than those listed above will not be heard.
If an appeal is filed, the Title IX coordinator will:
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1. Assign the appeal to an appellate decision-maker who is not the same person as the initial decision-maker, the investigator or the
Title IX coordinator.
2. Notify other parties in writing.
3. Implement the appeals process equally to all parties.
4. Give all parties the opportunity to submit a written statement in support of or challenging the outcome within five business days of
receiving the notice of appeal.
Written statements and other written documents pertaining to the appeal will be shared with all parties.
Conduct of the Appeal
The appellate decision-maker will review the findings of the initial decision-maker and review the written statements filed by the parties
supporting or opposing the appeal ten business days of the close of the period for parties to file their written statements supporting or
opposing the appeal, the appellate decision-maker will issue a written decision describing the result of the appeal and the rationale for the
result to all parties simultaneously. The appellate decision-maker may refer an appealed issue back to a prior point in the grievance
process for correction.
Process for Informal Resolution of Formal Complaints
After a formal complaint has been filed and at any time prior to reaching a determination of responsibility, the district may facilitate an
informal resolution process, such as mediation, that does not involve a full investigation and adjudication. If a party requests the use of an
informal resolution process, the district will provide the parties a written notice that:
1. Discloses the allegations and the requirements of the informal resolution process, including the circumstances under which it
precludes the parties from resuming a formal complaint arising from the same allegations;
2. Discloses that at any time prior to agreeing to a resolution, any party has the right to withdraw from the informal resolution process
and resume the grievance process with respect to the formal complaint;
3. Discloses any consequences resulting from participating in the informal resolution process, including the records that, with voluntary
written consent from the parties, will be maintained or could be shared; and
4. Obtains the parties' voluntary, written consent to the informal resolution process.
The informal resolution process may not be used to resolve allegations that an employee sexually harassed a student.
If the informal resolution process does not resolve the formal complaint 30 business days after both parties consented to use the process,
the Title IX coordinator will resume the grievance process unless both parties again consent to continue using the informal resolution
process.
Training
Title IX coordinators, investigators, decision-makers and any person designated to facilitate an informal resolution process, should the
district offer one, will receive training on the following:
1. The definition of sexual harassment under Title IX as used in this policy.
2. The scope of the district's education programs and activities.
3. How to conduct the investigation and grievance process, including determination of responsibility for sexual harassment, appeals,
and informal resolution processes, as applicable.
4. How to serve impartially, including by avoiding prejudgment of the facts at issue, conflicts of interest, and bias.
5. Issues of relevance necessary to create an investigative report that fairly summarizes the relevant evidence.
6. Issues of relevance of questions and evidence, including when questions and evidence about the complainant's sexual
predisposition or prior sexual behavior are not relevant.
The district will not use training materials that rely on sex stereotypes. All training materials used by the district will promote impartial
investigations and adjudications of formal complaints of sexual harassment under Title IX. These training materials must be publicly
available on the district's website or, if the district does not maintain a website, the materials must be available upon request for inspection
by members of the public.
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Records
The district will maintain the following records for seven years:
1. Records of each investigation of sexual harassment under Title IX, including any determination of responsibility, any disciplinary
sanctions imposed on the respondent and any remedies provided to the complainant designed to restore or preserve equal access
to the district's education program or activity;
2. Any appeal and the result therefrom;
3. Any informal resolution and the result therefrom;
4. All materials used to train Title IX coordinators, investigators, decision-makers and any person who facilitates an informal resolution
process;
5. Documentation if the district did not provide a complainant with supportive measures and the reasons why such a response was not
clearly unreasonable in light of the known circumstances; and
6. Records of any actions, including any supportive measures, taken in response to a report or formal complaint of sexual harassment
under Title IX. These records must document the basis for the conclusion and that the district's response was not deliberately
indifferent.
The district may add documentation of additional steps taken by the district that were not initially provided in conjunction with the initial
complaint filed.
Confidentiality
Except as required by law, as permitted by the FERPA statute or regulations or to carry out the purposes of Title IX, including the conduct of
any investigation, hearing or judicial proceeding arising thereunder, the district will keep confidential the identity of any individual who has
made a report or complaint of sex discrimination, including:
1. Any individual who has made a report or filed a formal complaint of sexual harassment under Title IX;
2. Any complainant;
3. Any individual who has been reported to be the perpetrator of sex discrimination;
4. Any respondent; and
5. Any witness.
The district must maintain as confidential any supportive measures provided to the complainant or respondent to the extent that maintaining
such confidentiality would not impair the ability of the district to provide the supportive measures. The Title IX coordinator is responsible for
coordinating the effective implementation of supportive measures.
Definitions Applicable to this Policy
The following definitions are intended for use only for the purposes of this policy.
Actual Knowledge – Notice of sexual harassment under Title IX or notice of allegations of sexual harassment under Title IX to the district's
Title IX coordinator or to any district official who has the authority to institute corrective measures on behalf of the district or to any
employee of the district, except where the only district official or employee with actual knowledge is also the respondent.
Business Days – Days on which the district's business offices are open.
Complainant – An individual who is alleged to be the victim of conduct that could constitute sexual harassment under Title IX. A Title IX
coordinator who signs a formal complaint is not considered a complainant.
Dating Violence – Violence committed by a person who is or has been in a social relationship of a romantic or intimate nature with the
victim. The existence of such a relationship shall be determined based on consideration of the length of the relationship, the type of
relationship and the frequency of interaction between the persons involved in the relationship. Dating violence includes, but is not limited to,
sexual or physical abuse or the threat of such abuse. Dating violence does not include acts covered under the definition of domestic
violence.
Determination of Responsibility – A formal finding of a decision-maker on each allegation of sexual harassment contained in a formal
complaint that the respondent did or did not engage in conduct constituting sexual harassment under Title IX based on a preponderance of
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the evidence.
Domestic Violence – Felony or misdemeanor crimes of violence committed by a current or former spouse or intimate partner of the victim
by a person with whom the victim shares a child in common; by a person who is cohabitating with or has cohabitated with the victim as a
spouse or intimate partner; by a person similarly situated to a spouse of the victim under the domestic or family violence laws of Missouri;
or by any other person against an adult or youth victim who is protected from that person's acts under the domestic or family violence laws
of Missouri.
Education Program or Activity – Any part of the district-sponsored instruction or employment in the district, including locations, events or
circumstances over which the district exercised substantial control over both the respondent and the context in which the sexual
harassment occurred.
Formal Complaint – A document or electronic submission filed by the complainant or signed by the Title IX coordinator alleging sexual
harassment under Title IX against a respondent and requesting that the district investigate the allegations. When a complainant files a
formal complaint, the document or electronic submission must have the complainant's physical or digital signature or otherwise indicate the
complainant's identity. A formal complaint may be filed only by a complainant participating in or attempting to participate in the district's
education programs or activities.
Informal Resolution Process – Alternative dispute resolution methods designed to resolve allegations of sexual harassment without
completing the formal complaint process. The purpose of the process is to restore or preserve equal access to the district's education
programs or activities for all parties. Such a process may be offered by the Title IX coordinator after a formal complaint has been filed and
after consultation with the district's attorney as to whether an informal resolution process will be sufficient to meet the district's Title IX
obligations.
Investigative Report – The report of the investigator of a formal complaint.
Party/Parties – Complainant(s) and respondent(s).
Remedies – Upon a final determination of responsibility, remedies are actions taken to restore or preserve equal access to the district's
education programs or activities. These may include continued or new supportive measures but may also include imposition of more
burdensome requirements, limitations and conditions upon the respondent, as well as disciplinary referral of the respondent, including
suspension, termination or expulsion.
Report – Information provided by a complainant or any other person to the Title IX coordinator when that information indicates, suggests or
alleges misconduct. This includes the intake information obtained by the Title IX coordinator prior to the filing of a formal complaint.
Respondent – An individual who has been reported to be the perpetrator of conduct that could constitute sexual harassment under Title IX.
Sexual Assault – This includes all behaviors constituting forcible or nonforcible sexual offenses within the scope of the Federal Bureau of
Investigation's national uniform criminal incident reporting system. At present these classifications include any sexual act directed against
another person without the consent of the victim, including instances where the victim is incapable of consent. Sexual assault specifically
includes:
1. Rape (Except Statutory Rape) – The carnal knowledge of a person, without the consent of the victim, including instances where the
victim is incapable of giving consent because of his or her age or because of his or her temporary or permanent mental or physical
incapacity.
2. Sodomy – Oral or anal sexual intercourse with another person, without the consent of the victim, including instances where the
victim is incapable of giving consent because of his or her age or because of his or her temporary or permanent mental or physical
incapacity.
3. Sexual Assault with an Object – To use an object or instrument to unlawfully penetrate, however slightly, the genital or anal opening
of the body of another person, without the consent of the victim, including instances where the victim is incapable of giving consent
because of his or her age or because of his or her temporary or permanent mental or physical incapacity.
4. Fondling – The touching of the private body parts of another person for the purpose of sexual gratification without the consent of the
victim, including instances where the victim is incapable of giving consent because of his or her age or because of his or her
temporary or permanent mental or physical incapacity.
5. Incest – Nonforcible sexual intercourse between persons who are related to each other within the degrees wherein marriage is
prohibited by Missouri law.
6. Statutory Rape – Nonforcible sexual intercourse with a person who is under the statutory age of consent pursuant to Missouri law.
Stalking – Engaging in a course of conduct directed at a specific person that would cause a reasonable person to fear for his or her safety
or the safety of others or suffer substantial emotional distress.
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Supportive Measures – Nondisciplinary, nonpunitive individualized services offered as appropriate, as reasonably available, and without fee
or charge to the complainant or the respondent before or after the filing of a formal complaint or where no formal complaint has been filed.
Such measures are designed to restore or preserve equal access to the district's education programs or activities without unreasonably
burdening the other party, including measures designed to protect the safety of all parties or the district's educational environment or deter
sexual harassment. Supportive measures may include counseling, extensions of deadlines or other course-related adjustments,
modifications of work or class schedules, safety escort services, mutual restrictions on contact between the parties, changes in work
locations, leaves of absence, increased security and monitoring of certain areas of the campus, and other similar measures.
Title IX Decision – The comprehensive decisional document of the independent decision-maker concluding the Grievance Process, as may
be amended or affected by the results of an appeal.
Voluntary Consent – Consent given freely and without coercion.

Note: The reader is encouraged to check the index located at the beginning of this section for
other pertinent policies and to review administrative procedures and/or forms for related
information.
Adopted:
Revised:
Cross Refs: GBCB, Staff Conduct
GBCC, Staff Use of Communication Devices
GBH, Staff/Student Relations
GBL, Personnel Records
GBLB, References
GCPD, Suspension of Professional Staff Members
GCPE, Termination of Professional Staff Members
GDPD, Suspension of Support Staff Members
GDPE, Nonrenewal and Termination of Support Staff Members
IGD, District-Sponsored Extracurricular Activities and Groups
IICC, School Volunteers
JFCF, Bullying
JFCG, Hazing
JG, Student Discipline
JHG, Reporting and Investigating Child Abuse and Neglect
KL, Public Concerns and Complaints
KLA, Concerns and Complaints Regarding Federal Programs
Legal Refs: §§ 105.255, 160.261, 162.068, 167.161, .171, 213.010 - .137, 290.400 - .450, RSMo.
Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681
34 C.F.R. Part 106
Bostock v. Clayton County, Georgia, 590 U.S.____, 140 S.Ct. 1731 (2020)
Obergefell v. Hodges, 576 U.S. 644 (2015)
Davis v. Monroe County Bd. of Educ., 526 U.S. 629 (1999)
Faragher v. City of Boca Raton, 524 U.S. 775 (1998)
Burlington Indust. v. Ellerth, 524 U.S. 742 (1998)
Gebser v. Lago Vista Ind. Sch. Dist., 524 U.S. 274 (1998)
Oncale v. Sundowner Offshore Serv., 523 U.S. 75 (1998)
Harris v. Forklift Syst., Inc., 510 U.S. 17 (1993)
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Foundations and Basic Commitments

Title

Educational Equity

Code

ACJ

Status

Active

Adopted

October 14, 2021

Educational equality means that all students receive equal access to the same educational pathways. The School District Board (Board)
recognizes that simply leveling the field is not enough and will strive for equity in educational opportunities by providing all students with the
unique supports they need to succeed. The Board of Education is committed to the success of every student in each of our schools.
Considering the District’s mission and goals, the District recognizes that elements including, but not limited to, socio-economic status, class,
religion, traumatic experiences, disability, race, ethnicity, sexual orientation, gender and gender identity, can deprive students of educational
equity. The District seeks to remove educational barriers for all children through an equitable allocation of resources. Educational equity is
achieved when educational policies, practices, interactions and resources are representative of, constructed by, and responsive to all
people such that each individual has access to, can participate and make progress in high-quality learning experiences that empower them
toward self-determination and reduces disparities in outcomes regardless of individual characteristics and cultural identities. (Fraser, 1986;
Great Lakes Equity Center, 2012, n.p.)
Yearly Review of Disaggregated Data
The District Board strives to be data driven in our decision making. As such, we commit to review disaggregated data in the following
categories: race, gender, disability, and socioeconomic status. The District Board will review said data on an annual basis as part of
program evaluations and equity audits. The District will examine the data in the above categories to identify areas of potential inequity and
to monitor future progress towards greater educational equity.
The disaggregated data will include the following:
1. State test scores;
2. Staff hiring, retention, and promotions;
3. Building and Course Staffing
4. Discipline data;
5. Family and community engagement activities;
6. Gifted screening;
7. Dual Credit and AP classes; and
8. Sports and Extracurricular activities.
Foundational Questions to Consider when Making Decisions
In our effort to dismantle the status quo and ensure each student receives educational equity, District administration and Board will ask
three approved questions when reviewing or making new policy, programs and other district decisions:
1. Whom does this benefit?
2. Does this differentially impact (racial and ethnic, gender, socio-economic, disabled) groups?
3. What can be included to decrease or eliminate disparities?
******
Legal Refs: IGBA, Programs for Students with Disabilities
IGBCB, Programs for Migratory Students
IGBH, Programs for Students with Limited English Proficiency
IGD, Co-curricular Activities
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IICC, School Volunteers
§§ 160.261, 162.068, .203, 210.115, 213.010 - .137, 290.400 - .450, RSMo.
Individuals with Disabilities Education Act, 20 U.S.C. §§ 1400 - 1417
Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681
Age Discrimination in Employment Act, 29 U.S.C. §§ 621 - 631
The Rehabilitation Act of 1973, Section 504, 29 U.S.C. § 794
Title VI of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000d - 2000d-7
Title VII of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000e-1 - 2000e-17
Genetic Information Nondiscrimination Act, 42 U.S.C. §§ 2000ff - 2000ff-11
Americans with Disabilities Act, 42 U.S.C. §§ 12101 - 12213
7 C.F.R. Parts 210, 215, 220 and 225
Davis v. Monroe County Bd. of Educ., 526 U.S. 629 (1999)
Faragher v. City of Boca Raton, 524 U.S. 775 (1998)
Burlington Indust. v. Ellerth, 524 U.S. 742 (1998)
Gebser v. Lago Vista Ind. Sch. Dist., 524 U.S. 274 (1998)
Oncale v. Sundowner Offshore Serv., 523 U.S. 75 (1998)
Harris v. Forklift Syst., Inc., 510 U.S. 17 (1993)
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School Board Governance and Operation

Title

Vision, Mission, Core Values and Goals

Code

BAA

Status

Active

Adopted

August 10, 1995

Last Revised

July 11, 2013

VISION
Ritenour School District, in partnership with parents and community, will develop leaders recognized for academic
excellence and produce graduates who will become productive citizens and lead lives of personal integrity and fulfillment.
MISSION
The mission of Ritenour School District is to ensure learning occurs in a supportive environment that enables every
student to think critically, solve problems and develop the knowledge and skills necessary for success in our diverse,
global society.
CORE VALUES
We expect our words and actions to be determined by:
Ø Focusing on students first
Ø Maintaining a learning environment that affirms all abilities and interests
Ø Communicating high expectations for all students, families and staff
Ø Valuing and respecting students, parents and staff
Ø Treating each other with dignity and respect
Ø Working together and supporting each other
Ø Demonstrating integrity
Ø Mastering the details
Ø Sustaining a commitment to excellence
Ø Insuring open communication
Ø Acting and speaking with a sense of pride about the Ritenour district
Ø Engaging parents and community as active partners in the learning process
STRATEGIC PERFORMANCE AREAS
Student Achievement — Educate all students to their highest capacities of academic and physical ability, personal
growth and civic responsibility.
Human Resources and Staff Development — Employ the most capable personnel available for all positions, motivate
them to perform at their best, and support ongoing in-service to maximize employees’ continuing growth, currency of
training and effectiveness.
Community Services — Inform, involve, respond to and serve the Ritenour communities and citizens, seek their
participation in lifelong learning programs, and obtain their strong support of the district’s mission.
Business and Finance — Obtain, manage and expend funds to ensure the necessary resources to accomplish the
district’s mission and goals at a level consistent with the citizenry’s commitment and support.
Support Services — Provide administrative support and services and maintain safe, comfortable and functional facilities
which enhance programs designed to accomplish the district’s mission.
Governance and Administration — Provide the leadership, management, policies and procedures which unite all
employees into one team working together to achieve the district’s mission of educational excellence.
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Support Services

Title

Lactation Support

Code

EBBC

Status

Active

Adopted

June 9, 2022

LACTATION SUPPORT
For the convenience of district staff, students and the public and to support the care of children, the district will provide accommodations as
required by law for lactation activities. For the purposes of this policy, "lactation activities" include expressing breast milk, breastfeeding a
child or addressing other needs related to lactation. The district will provide employees and students a minimum of three opportunities
during a school day, at intervals agreed upon by the district and the individual, to express breast milk or breastfeed a child for at least one
year following the child's birth.
Lactation Rooms
In accordance with state law, the district allows breastfeeding or expressing breast milk, with discretion, in any public or private location
where the person is otherwise authorized to be. To further accommodate lactation activities, the superintendent or designee will identify at
least one room that is not a restroom in each school building to be used exclusively for lactation activities. The room will meet the
requirements of state law.
Employees
Employees are encouraged to notify their supervisors in advance if they need accommodations for lactation activities. The supervisor will
work with the employee to address arrangements and scheduling to ensure that the employee's duties are covered during the break time
and minimize disruptions to the school day.
Providing breaks to classroom teachers and other employees who directly supervise students throughout the day is particularly challenging
because students cannot be left unsupervised and student learning cannot be disrupted. The district expects these employees to be
particularly flexible and, when possible, to use planning periods, lunch breaks, routine breaks in their class schedule or other free time to
meet their lactation-related needs.
This policy does not entitle an employee to bring or keep an infant at work during times when the employee is required to be working.
Students
Lactating students should contact the counselor, who will make arrangements with the student to create a schedule that results in the least
amount of missed class time. Students will be allowed to make up work missed due to lactation activities. If it is not possible to make up the
missed work, the student will be provided an alternative assignment.
This policy does not entitle a student to bring an infant to school during the school day when the student is required to be in class.
Public
Members of the public are allowed to engage in lactation activities while on district property and may use the district's designated lactation
rooms to do so.

Cross Refs: AC, Prohibition Against Illegal Discrimination, Harassment and Retaliation
GBA, Exempt and Nonexempt Employees
JECC, Assignment of Students to Grade Levels/Classes
KK, Visitors to District Property/Events
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Legal Refs: §§ 160.995, 191.918, RSMo.
Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681
29 U.S.C. 207
Title VII of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000e‑1 ‑ 2000e‑17
Pregnancy Discrimination Act, 42 U.S.C. § 2000e‑(k)
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Title

Smoke-Free District

Code

EBBF

Status

Active

Adopted

November 11, 1993

Last Revised

May 12, 2022

To promote the health and safety of all students and staff, set a good example for students and promote the cleanliness of district property,
the district prohibits all employees, students and visitors from using, possessing, smoking, vaping, consuming, displaying, promoting or
selling any tobacco products, imitation tobacco products, vaping products or tobacco-related devices in all district facilities, on district
transportation, on all district grounds at all times and at any district-sponsored event or activity while off campus. This prohibition extends to
all facilities the district owns, contracts for or leases to provide educational services, routine healthcare, daycare or early childhood
development services to children.
Legal Refs: 191.765-.777, 290.145 RSMo.
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Title

Student Transportation in Private Vehicles and Common Carriers

Code

EEAE

Status

Active

Adopted

November 11, 1993

Last Revised

May 10, 2018

Section 304.060, RSMo., authorizes the use of 1) private vehicles other than school buses to transport students, and 2)
authorized common carriers only for field trips and other special trips for educational purposes (not to and from home
and school). Requirements and standards for the use of these two forms of transportation are as follows.
Private Vehicles Other Than School Buses
Use of private vehicles must be approved by a school administrator who assures compliance with the following
requirements:
Transporting of no more persons than recommended by the manufacturer of the vehicle.
Vehicles designed only for enclosed passenger transportation, and equipped with operable safety restraints.
Legal licensure and display of a current state safety inspection sticker.
Operation of a private vehicle by a driver with a valid Missouri operator's license. (Private vehicles are defined as
any motor vehicle not regularly used by the general public engaged in the transportation of persons or property for
hire).
Operation of other vehicles transporting to and from school by a driver licensed in accordance with Section
302.272, RSMo.
Drivers at least 21 years of age and in compliance with applicable state regulations.
Liability insurance coverage must meet the required minimum by State of Missouri Laws.
A written contract between the District and the party providing the service if it is contracted for.
Authorized Common Carriers
Over-the-road intercity-type coaches equipped with reclining seats, air conditioning and restroom facilities and
holding authority from the Missouri Division of Transportation or the Interstate Commerce Commission.
A written contract between the District and party providing the vehicle.
Proof of liability insurance in the amount of five million dollars per accident.
Proof of safety inspections and compliance with applicable Federal Motor Carrier Safety Regulations.
Operation by a driver who holds a valid Missouri commercial driver's license or a similar license valid in any other
state and is in compliance with all applicable driver qualifications of the Federal Motor Carrier Safety Regulations.

Section 304.060, RSMo.
Legal Refs: 5 C.S.R. 30-261.045 (1-3)
Sections 302.272, RSMo.
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The District is committed to adhering to the provisions of copyright and intellectual property laws and expects its
employees to abide by them.
Consequently, copyrighted materials, including print, non-print and computer software, may be duplicated, reproduced,
or distributed only in accordance with "fair use" standards, or when written permission has been obtained from the
copyright holder or when a license agreement to use copyrighted material has been signed.
What constitutes “fair use” cannot be specifically spelled out because it is somewhat dependent on the circumstances of a
given situation. Even given the circumstances, the line between fair and unfair use is not always clear. Copyright statute,
however, does permit limited reproduction of copyrighted work for instructional use (including multiple copies for
classroom use), scholarship, research and news reporting.
The major factors considered in determining fair use are:
Whether the use is for commercial or nonprofit educational purposes,
The nature of the copyrighted work,
The commercial availability and cost of multiple copies of the copyrighted work,
The extent of the portion of the total work being copied, and
The effect of the copying upon the potential market for and value of the copyrighted work.
Unless special permission has been obtained, a computer program may be copied only when a new copy or adaptation is
created:
As an essential step in the use of the computer program in conjunction with the machine and the copy is used in
no other manner, or
For archival purposes only and all archival copies are destroyed if rightful possession of the computer program
ceases.
Employees are expected to make a reasonable effort to be familiar with copyright provisions which relate to their copying
of materials. They are personally responsible for willful violation of the provisions and for the use of district technology in
violation of copyright or other law.
Principals are responsible for establishing practices which enforce this policy at the school level.
Further, the use of district technology to post, publicize or duplicate information in violation of copyright law is prohibited.
If a content owner believes that the district’s technology has been used to infringe upon a copyright, the owner is
encouraged to notify the district’s administrator of community services who is the district’s designated agent to receive
copyright complaints. The designated agent's address is 2420 Woodson Rd, Overland, Mo 63114; telephone 314 4936070. The district’s website will also include information on how to contact the designated agent and a copy of the
district’s copyright policy. The designated agent is responsible for responding to the complaint and for taking actions
necessary to remedy any violation. The U.S.Copyright Office has been duly notified of the designated agent’s identity.
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Legal Refs: 17 U.S.C. §101 et seq
Digital Millennium Copyright Act
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The District’s technology resources are dedicated to educational, research and administrative purposes and uses which
are compatible with the goals and objectives of the District. The District is committed to providing universal access for all
staff and students to the vast, diverse, rich and unique wealth of resources available through technology. All uses of
technology resources are intended ultimately and either directly or indirectly to enhance and maximize student
opportunities and achievement.
Definitions
The following terms are defined for purposes of this policy and related regulations, procedures and forms:
User — any person whom the District permits to use any portion of its technology resources.
User Identification (ID) — any identifier by which a user can access all or a portion of the District's technology
resources.
Password — a unique word, phrase or combination of alphabetic, numeric and non-alpha-numeric characters used to
authenticate a user ID as belonging to a user.
Technology Resources — technologies, devices and resources used to access, process, store or communicate
information including, but not limited to, computers, tablets, cloud devices, modems, printers, scanners, fax machines,
telephonic equipment, audio-visual equipment, Internet, electronic mail, multi-media resources, hardware and software,
management information systems, distance learning and UHF and FM radio systems.
Authorized Users, User Agreement and Privacy
All users must have a signed User Agreement on file with the District before they are permitted to access District
technology resources, unless use is authorized by a school official on an exception basis. A user ID will be issued only
upon condition that the user understands the District has the right to intercept or access all communications accessed,
sent, received or stored by using District technology.Therefore the District does not accord users a legal expectation of
privacy in their use of the District's technology resources.
Electronic communications, the district's cloud resources, downloaded material and all data stored on the District’s
technology resources, including files deleted from a user’s account, may be intercepted, accessed or searched by district
administrators or their designees at any time. It is expected that such action would be reasonable in inception and scope
and in compliance with law.
The Internet, electronic mail (e-mail), computers, tablets and smart phones are to be used in accordance with
agreements signed by the users and for the purpose of executing employees’ and students’ school-related
responsibilities. Internet services are provided by the Missouri Research and Education Network (MOREnet). Users of the
district's technology resources must abide by MOREnet's Acceptable Use Policy, which may be viewed via the Internet at
http://www.more.net/content/service-policies.
Administering the Use of Technology
Accompanying regulations and acceptable use statements and forms further delineate requirements for users of the
District's technology. District technology specialists are expected to implement safeguards which will protect confidential
student and employee information retained or accessible through District technology and protect the District from liability.
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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Managers of technology are expected to administer, maintain and improve resources as required and directed by
administration. This may include removing, changing and exchanging elements of technology among buildings,
classrooms, employees, students or any other District user, loading or deleting new programs or information, installing
new equipment, upgrading or entering a system to correct problems or to investigate user abuses.These functions will be
coordinated and scheduled in consideration of users to the extent practical, but they may occur at any time without prior
notice. Upon departure from the District or transfer to a different location within the District, an employee's electronic
files shall be subject to review by the District to determine appropriate disposition. Upon leaving the District,
an employee's account will be deactivated.
Violations of Technology Usage Policies and Procedures
All users of the district’s technology resources are expected to exercise a high level of personal responsibility. Violation of
district policies or regulations regarding technology usage may result in temporary, long-term or permanent suspension
of user privileges, or suspension of user privileges pending the outcome of an investigation of possible violations.
Employees may also be subject to discipline or termination, and students to disciplinary action, for violation or attempted
violation of technology policies and procedures.
Online Safety, Security and Confidentiality
In addition to the use of a content filter, the district takes measures to prevent minors from using district technology to
access inappropriate matter or materials harmful to minors on the Internet. All minor students are instructed on safety
and security issues, including instruction on the dangers of sharing personal information about themselves or others
when using e-mail, social media, chat rooms or other forms of direct electronic communication. Instruction also
addresses cyber-bullying awareness and response and appropriate online behavior, including interacting with other
individuals on social networking websites and in chat rooms.
This instruction occurs in courses which students are introduced to the computer and the Internet, in the district’s
computer courses, and courses that use the Internet in instruction. Students are required to follow all district rules when
using district technology resources and are prohibited from sharing personal information online unless authorized by the
district.
All district employees must abide by state and federal law and Board policies and procedures when using district
technology resources to communicate information about personally identifiable students to prevent unlawful disclosure of
student information or records.
All users are prohibited from using district technology to gain unauthorized access to a technology system or information;
connect to other systems in evasion of the physical limitations of the remote system; copy district files without
authorization; interfere with the ability of others to utilize technology; secure a higher level of privilege without
authorization;introduce computer viruses, hacking tools, or other disruptive/destructive programs onto district
technology; or evade or disable a content filter.
Prior to using district technology and accessing the Internet, students are required to sign a user agreement,
acknowledging that they are familiar with the district’s requirements for use and access.
Personal Use
The District does not obtain and provide technology for personal use. Employees are permitted, however, to use District
technology for reasonable, incidental personal purposes so long as such use does not interfere with job performance or
the work of the District, violate any law or District policy, hinder the use of technology for the benefit of students,
damage any system, cause the District to incur any cost, nor jeopardize the safety, security or usefulness of any
system.Employees are not permitted to use District technology for personal gain, commercial purposes, political or
organizational activity, access to objectionable or harmful materials, or any purpose inconsistent with District goals and
objectives. Supervisors are authorized and expected to correct any inappropriate use of technology by their
employees. Excessive personal use of District technology, as determined by the District in its sole discretion, may result
in withdrawal of the technology access privilege and/or disciplinary or legal action.
While limited use of district e-mail for personal use, as indicated above, is acceptable, the following specific examples are
intended to provide further guidance and examples in regard to unacceptable usage.
Those examples include posting:
Items such as electronic chain letters and virus hoaxes
Libelous, defamatory, offensive, racist, obscene remarks or inappropriate humor
Political, religious or gambling information or mass-mailing advertisements
A request for copyright infringement, i.e. permission to copy a CD or DVD
Non-academic personal communications without the original author’s prior consent
Bulk or mass e-mail or solicitations
Excessively large attachments (more than 3 megabytes)
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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Social Media Guidelines
Social media refers to any usage of Web 2.0 technologies and sites such as forums, blogging, micro-blogging (Twitter),
photo-sharing(Flickr) and video sharing (YouTube).
The following guidelines are intended to provide direction for the use of social media in the school setting:
Personal blogs should have clear disclaimers that the views expressed by the author in the blog are the author’s
alone and do not represent the views of the district.
Nevertheless, it should be assumed that an online presence reflects the district’s and one’s profession.
Information published should comply with the District’s technology and confidentiality policies EHBC, EHBC-R, JO
and JO-R.
Users should be respectful of the District, other employees and the community and obviously not harass,
cyberbully or cyber stalk anyone.
Protect one’s name, identity and reputation since privacy is not assured with social media technologies.
Personal use of social media during work time or on any district computers or resources is prohibited.
Damages
Users are responsible for damages, including loss of property and staff time, incurred by the District because of the user’s
misuse or abuse of District technology resources.District administrators are authorized to sign criminal complaints against
any user in response to damages incurred as a result of misuse or abuse of District technology.
Content Filtering and Monitoring
As required by The Children's Internet Protection Act, the District monitors the on-line activities of students by operating
a technology protection measure ("filtering/blocking device") on the network in the District with Internet access in order
to maximize Internet safety for minors. The filtering/blocking device protects against access to visual depictions that are
obscene, child pornography, or otherwise harmful to minors.Because filtering/blocking devices are not foolproof, the
District cannot guarantee that users will never be able to access offensive materials using district equipment. Evading or
disabling, or attempting to evade or disable, a filtering/blocking device installed by the district is prohibited; however, a
district administrator may disable the district’s filtering/blocking device for research or other educational purposes which
are consistent with the interests and activities of the District.
Instructional Use of the Internet
When teachers use the Internet for class activities, they are expected to preview sites and materials they require or
recommend students to access in order to determine age appropriateness and relevance to course objectives, and to
guide students toward these related materials. Teachers may also provide guidelines and lists of resources to assist
students in focusing their research activities effectively and properly. Teachers may also help students develop skills to
ascertain the validity of information on the Internet, to distinguish fact from opinion, and to engage in discussions and
analysis of controversial or subjective issues. Teachers may request that the Director of Technology unblock a blocked site
if the site is useful for instructional purposes.
Electronic Mail and Messaging
Employees are responsible for all e-mail and other electronic messages originating from their e-mail or other electronic
messaging accounts.
The following actions are prohibited:
Forgery or attempted forgery of electronic messages.
Unauthorized attempts to read, delete, copy or modify electronic messages of other users.
Sending or attempting to send unsolicited spam, for-profit messages, or chain letters.
Sending district-wide electronic messages without permission from the superintendent or his/her designee.
Users must comply with district policies, regulations and procedures and adhere to the same standards expected in the
classroom.
Closed Forum
The District's technology resources are a closed forum. The District's web page may include information about the District
and district addresses, telephone numbers and e-mail addresses by which the public may communicate with District
personnel;however, the web page is not used as an open forum.
Expressive activities designed to impart knowledge or skills to student participants and audiences, which involve the
District's technology, and which might reasonably be perceived to bear the approval of the District, are considered
curricular publications.As such they are subject to reasonable prior restraint, editing and deletion by school officials. All
other expressive activity involving the District's technology, which is not a curricular publication, is subject to reasonable
prior restraint and subject matter restrictions as allowed by law and Board policy. PTA/PTO and Booster webpages that
are linked to the district pages must follow district guidelines contained in this policy and EHB-R
Retention of Data and Records
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The District will comply with the Public School District Retention Manual and General Records Retention Manual, published
by the Missouri Secretary of State, in establishing and following a schedule for deleting, transferring and archiving data
stored on district technology.
Retention of data which may be relevant to pending or threatened litigation will be subject to the district’s attorney
issuing a litigation hold directive to the superintendent. This directive would take precedence over any records' retention
schedule until the hold has been lifted by the district’s attorney. E-mail and computer accounts of separated employees
that have been placed on litigation hold will be maintained by the district’s information technology department until the
hold is released. Any employee who has been so notified of a litigation hold is prohibited from altering or deleting any
electronic record that falls within the scope of the hold. Violation of the hold may subject the individual to disciplinary
actions, up to and including termination of employment, as well as personal liability for civil and/or criminal sanctions by
the courts or law enforcement agencies.
No Warranty/No Endorsement
The District is strongly committed to insuring the protection and accuracy of data, the quality of its technology products
and services, and the reliability and availability of its technology resources. However, the District makes no warranty,
expressed or implied, and does not assume responsibility for loss of data, delays, non-deliveries, miss deliveries or
service interruptions, nor does it guarantee the level of accuracy or quality of information obtained through the district’s
technology resources.

§§ 170.051, 182.827, 431.055, 537.525, 542.402, 569.095-.099, 610.010-.028, RSMo.
47 C.F.R. Section 54.520
Chapter 109, RSMo
Chapter 573, RSMo
Children's Internet Protection Act, 47 U.S.C. 254 (h),
Electronic Communications Privacy Act, 18 U.S.C. 2510-2523
Family Educational Rights and Privacy Act, 20 U.S.C. 1232g
Federal Rule of Civil Procedure 34
Stored Communications Act, 18 U.S.C. 2701 et seq.
Reno v. ACLU, 521 U.S. 844 (1997)
Hazelwood v. Kuhlmeier, 484 U.S. 260 (1988)
Legal Refs:
Bethel Sch. District No. 403 v. Fraser, 478 U.S. 675 (1986)
Biby v. Bd. of Regents of the Univ. of Nebraska, 419F.3d845 (8th Cir. 2005)
Sony Corporation of America v. Universal City Studios, Inc., 464 US. 417 (1984)
FCC v. Pacifica Foundation, 438 U.S. 726 (1978)
Ginsberg v. New York, 390 U.S. 629 (1968)
Henerey by Henerey v. City of St. Charles School District, 200 F.3d 1128 (8th Cir. 1999)
Bystrom v. Fridley High Sch. Ind. Sch. Dist., 822 F.2d 747 (8th Cir. 1987)
Beussink v. Woodland R-IV Sch. Dist., 30 F. Supp. 2d 1175 (E.D. Mo 1998)
Urofsky v. Gilmore, 216 F.3d 401 (4th Cir. 2000)
J.S. v. Bethlehem Area Sch.Dist., 757 A.2d 412 (Pa. Comw. 2000)

https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#

4/4

6/30/22, 2:43 PM

BoardDocs® Pro

Book

Policy Manual

Section

Personnel

Title

Co-Curricular and Extended Duties

Code

GBAA

Status

Active

Adopted

November 11, 1993

Last Revised

February 9, 2017

The District is committed to providing excellent and extensive co-curricular opportunities for its students and to
supporting staff members as they seek to provide these opportunities and services which complement students’ primary
classroom and academic efforts.
Consequently, sponsors and coaches of major co-curricular and extended duty assignments, clearly in excess of what
should reasonably be expected as a part of the regular assignment, are compensated in accordance with a compensation
schedule established by the Board. These extra duties and responsibilities are in addition to or apart from the regular
teaching assignment, and may or may not be related to one’s teaching assignment. Persons in these roles must be
certificated or work under the supervision of a certificated person. When qualifications are comparable, preference is
given to Ritenour faculty members. These assignments are not subject to the provisions of the Teacher Tenure Act.
The administrative staff annually, and as vacancies otherwise occur, recommends persons for these duties. The
superintendent presents the recommendations to the Board for approval. Appointees are issued a co-curricular or
extended duty agreement which indicates the provisions and compensation for the assignment. Compensation may be an
amount determined either by the criteria of the compensation schedule for an annual or seasonal responsibility, or based
on an hourly or daily rate for extended duties or for duties of an uncertain duration.
Co-curricular and extended duty agreements are completed as soon after the issuance of regular teaching contracts as
practical. These duties are performed under the supervision of the appropriate administrator who is responsible for
evaluating the services and making recommendations for renewal of agreements to the superintendent. In the interest of
providing the best available sponsors and coaches, these agreements are renewed annually and extended at the
recommendation of the superintendent and the mutual discretion of the employee and the Board.
Notwithstanding the importance of co-curricular activities and duties, they are subordinate to the basic teaching
responsibility and assignment which includes requirements such as staff meetings, parent conferences, parent-teacher
meetings, special school functions, supervision, bus duty, staff development and other activities as determined by the
administration or Board. Principals will strive to equalize those duties among teachers.
Legal Refs:

Fair Labor Standards Act 29 U.S.C. sections 201-216
Garcia V. San Antonio Metropolitan Transit Authority, Nos. 82-1913, 82-1915, 15LW4135
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Leave that qualifies under the provisions of the Family and Medical Leave Act (FMLA) of 1993, will be administered in
accordance with the FMLA The District will post information concerning employees’ rights under the FMLA in accordance
with law and will provide such information in any employee handbooks that are distributed.
Employees must give at least 30 days notice of leave if foreseeable, or notice as soon as is practicable if the need for
leave is unforeseeable.
Definitions
The following definitions apply to FMLA leave as referenced in this policy.
Armed Forces — Army, Navy, Air Force, Marine Corps and Coast Guard, including the National Guard and Reserves.
Child — A biological, adopted or foster child; a stepchild;a legal ward; or a child of a person acting as a parent if the
child is under 18, or 18 or over but incapable of self-care due to mental or physical disability or, in the case of covered
service member FMLA leave, any child 18 or over.
Covered Active Duty — Duty during the deployment of an active member of the armed forces to a foreign country.
Covered Service Member — An employee's spouse, child, parent or next of kin who is a member of the armed forces,
National Guard or Reserves, and 1) who is undergoing medical treatment, recuperation, therapy, is otherwise in
outpatient status, or is otherwise on the temporary disability list for a serious injury or illness, or 2) a veteran who was a
member of the armed forces at any time during the period of five years preceding the date the eligible employee takes
FMLA leave to care for the veteran.
Health Care Provider — A doctor of medicine or osteopathy, or other person capable of delivering health care services,
such as podiatrists, dentists, clinical psychologists, optometrists, nurses, chiropractors, clinical social workers, health care
providers recognized by the District or its health insurer, and others specified in the Department of Labor's regulation.
Next of Kin — For the purposes of service member family leave, the nearest blood relative other than a spouse, parent,
son or daughter, in order of priority as established by federal regulation.
Outpatient Status — Covered service member assigned to a military medical treatment facility or a unit established for
the purpose of providing command and control of members of the armed forces as outpatients.
Parent — The biological, adoptive, step or foster parent of an employee or an individual who acted as a parent to an
employee when the employee was a child under 18 or 18 or over but incapable of self-care due to mental or physical
disability or, in the case of service member FMLA leave, any child 18 or over.
Qualifying Exigency — Issues that arise due to covered active duty, or a call to covered active duty, of an employee's
spouse, child or parent, including issues arising from short-notice deployment, military events and related activities,
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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childcare and school activities, the need for financial and legal arrangements, counseling, rest and recuperation, postdeployment activities, parental care, and other activities, as defined by 29 C.F.R. § 825.126.
Serious Health Condition — Illness, injury, impairment or physical or mental condition that involves inpatient care in a
hospital, hospice or residential medical facility or continuing treatment by a health care provider.
Serious Illness or Injury(for military caregiver leave) — In the case of a member of the armed forces, including a
member of the National Guard or Reserves, 1) an injury or illness incurred in the line of duty on active duty in the armed
forces, or that existed before the beginning of the member's active duty and was aggravated by service in the line of
duty, that may render the member medically unfit to perform the duties of the member’s office, grade, rank or rating,
and 2) in the case of a veteran, an injury or illness that meets one or more of the standards listed in 29 C.F.R. 825.127
and that was incurred by the member in the line of duty on active duty in the armed forces, or that existed before the
beginning of the member's active duty and was aggravated by service in the line of duty, and that manifested itself
before or after the member became a veteran.
Spouse — The other person with whom an individual entered nto marriage as defined or recognized under state law in
the state in which the marriage was entered into. If the marriage was entered into outside of any state, the marriage will
be recognized if it is valid in the place where it was entered into and could have been entered into in at least one
state. This definition includes an individual in a same-sex or common law marriage.
Veteran — A person who served in the armed forces and was discharged or released therefrom under conditions other
than dishonorable at any time during the five-year period prior to the first date the eligible employee takes FMLA leave to
care for the veteran. For veterans discharged or released prior to March 8, 2013, the period between October 28, 2009,
and March 8, 2013, does not count toward the determination of the five-year period mentioned in the previous sentence.
Qualifications for Leave
To qualify for FMLA leave, the employee must satisfy each of the following requirements that apply to
his/her case:
A. Have been employed by the district for at least 12 months (consecutive months of employment not required);
B. Have been employed for at least 1,250 hours by the district during the preceding 12-month period;
C. Have given at least 30 days notice before the leave is to begin, if foreseeable, or notice as soon as is practicable if the
need for leave is unforeseeable;
D. If requested for planned medical treatment, have made a reasonable effort to schedule treatment so as not to disrupt
unduly the operation of the district if the need for leave is foreseeable.
Qualifying Reasons for Leave
Absences may qualify for FMLA protection for one of the following reasons:
A. Birth and first year care of the employee’s child;
B. Adoption or foster care of a child by the employee;
C. A serious health condition that makes the employee unable to perform the functions of his/her position;
D. Care for the employee’s spouse, parent, child or next of kin who is a covered service member (including some
veterans) with a serious health condition (see definitions above);
E. A qualifying exigency arising out of the fact that the spouse, child, parent, or next of kin of the employee is on active
duty, or has been notified of an impending call or order to active duty, in the armed forces in support of a contingency
operation.
F. Care for a covered service member with a serious injury or illness if the employee is the spouse, son, daughter, parent
or next of kin of the service member.
Length of Leave
The maximum length of leave available for the purposes described above in subsections A through E is 12 work weeks
during any 12-month period. Under subsection F above, eligible employees are entitled to service member and military
caregiver family leave for a period not to exceed 26 work weeks per leave year. The combined total of FMLA leave during
the leave year may not exceed 26 work weeks during a single 12-month period.
If leave is based upon a serious health condition of the employee, whether or not such condition is based upon an injury
covered by Workers' Compensation, the extent of the leave will be reduced by the number of work weeks (whole or
partial) of leave taken by the employee for a serious health condition during the preceding 12-month period. If the
number of days taken during such time period equals or exceeds 12 work weeks, the employee is not eligible for any
FMLA leave.
Leave Shared by Spouses
When both spouses are employed by the District, and both are entitled to and wish to use FMLA leave for the same
qualifying event, they will be limited to an aggregate total of 12 work weeks during the leave year in all cases, except for
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service member family leave in which case they will be limited to an aggregate total of 26 work weeks of leave.
Intermittent Leave and Instructional Considerations
FMLA leave may be taken intermittently as required for the health of the employee or family member, or as reducedschedule leave in hourly increments. Instructional employees may take intermittent leave only when the employee and
the District reach agreement on how the leave will be used. If the leave equals more than 20 percent of instructional
time, the District may require instructional employees, who take such leave due to medical reasons, to take block leave,
or the District may transfer the employee to an alternate position for which the employee is qualified so long as it has
equivalent pay and benefits and better accommodates the recurring leave than the employee's regular position. If the
leave is necessary for treatment, the employee is also expected to make a reasonable effort to schedule treatment so
that it has as little disruptive effect on district operations as practical.
When an instructional employee is scheduled to return close to the end of a school term, the District has the prerogative
of extending the employee’s leave until the beginning of the next school term, even if the leave is extended beyond the
period for which an FMLA-qualifying reason exists. In such case, the extended leave time would be unpaid and would not
be charged against the employee’s annual FMLA entitlement.
An individual on FMLA leave without pay for the balance of the semester will receive credit for a year of service on the
salary schedule if the individual has completed at least one-half of the contract term during the school year the leave is
granted, provided that such leave shall not be counted as continuous full-time service in computing tenure as set forth in
Section 168.122, RSMo.
Intermittent leave, reduced-schedule leave, and leave near the end of an academic term may be restricted in accordance
with Section 108 of the FMLA. See also 29 CFR 825.600 et seq.
Documentation to Support FMLA Leave
An employee must complete a FMLA Certification of HealthCare Provider form which explains and documents the reason
for which leave is being requested so that the District can determine whether the request qualifies as FMLA leave. In the
case of service member leave, the request for leave must be supported by the Certification of Qualifying Exigency for
Military Family Leave form as well as appropriate documentation, including the covered military member’s active duty
orders. A request for military caregiver leave must be supported by the Certification for Serious Injury or Illness of
Covered Service Member form as well as supporting documentation.
The District will designate leave under FMLA as soon as it learns of and has sufficient documentation of the reason for the
leave to make a determination, and will give the employee notice of such designation. Generally, a determination will
occur when the leave commences, but it can occur after the leave ends if the District has preliminarily designated the
leave as FMLA leave (and given notice of such designation to the employee), but is awaiting medical certification, or if the
District did not know of the reason for the leave at the time it was taken but makes the designation within two days after
the employee's return to work.
The District may require certification (including second and third opinions), and re-certifications, to verify that the
employee is needed to care for a family member under Reason D or that the employee is unable to perform the functions
of the position under Reason C. The District may require a fitness for duty examination with regard to the serious health
condition that caused the need for leave before the employee is permitted to return to work from leave pursuant to this
Policy, except in the case of intermittent leave. The District also will give each employee taking leave notice of the fitness
for duty examination requirement. The District's health care provider may contact an employee's healthcare provider for
clarification of information contained in medical certification, but may not request additional information.
Substitution of Paid Leave
The employee may elect, or the District may require the employee, to substitute paid vacation, sick leave, personal leave
or paid family leave, if any, for FMLA leave. If the District requires substitution of paid leave for FMLA leave, as provided
for in GCBDA, it shall do so within two business days of the employee's notice of the need for leave. Leave taken
pursuant to a disability plan or workers compensation can be credited against FMLA leave entitlement, in which event
paid leave may not be substituted in lieu of such benefits.
Benefits During FMLA Leave
Unless the employee directs otherwise, the District will continue group health benefits as if the employee had continued
employment during the leave (provided that the employee pays his/her share of the premium, if any). If the employee
does not return at the expiration of the leave, benefits will terminate. Under such circumstances the employee may have
the right to purchase health insurance pursuant to COBRA. The District reserves the right to recover premiums paid by it
during the leave if the employee does not return to work following the leave. No length of service or benefits will accrue
during the leave.
Return to Work
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If the employee returns, he/she will be restored to the position of employment held by the employee when the leave
commenced, or restored to an equivalent position with equivalent benefits, pay and other terms and conditions of
employment.
The employee must notify the personnel office in writing by the first day of April of an intention to resume his/her
position at the beginning of the next scholastic year. Employees who take family responsibility leave in the first semester
must notify the personnel office by December 1. Failure to notify the personnel office of such intention will be regarded as
a resignation.
In certain cases, as indicated above under Documentation to Support FMLA Leave, a fitness for duty examination may be
required before the employee is permitted to return to work.
Authority
This policy is construed and applied in accordance with the Family and Medical Leave Act of 1993, as amended, and its
November 17, 2008 Rules and Regulations published by the Department of Labor (Title 29, Part 825.of the Code of
Federal Regulations). This policy, together with the Wage-Hour Division Fact Sheet, will be shown to any employee who
requests leave under the FMLA.
The District will not interfere with, restrain or deny the exercise of any right provided under the FMLA, nor will the District
discharge or discriminate against an employee for opposing any practice made unlawful by the FMLA or for involvement in
any proceeding under or relating to the FMLA.

The Family and Medical Leave Act of 1993, 29 U.S.C. §§ 2611-2619
Legal Refs: 10 U.S.C. § 101 (a) (13)
29 C.F.R., § 1604.10
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Employees may not engage in any activity which would conflict, or raise reasonable questions of conflict, with their
district responsibilities.
Illustrative examples include, but are not limited to:
Using their position to sell goods or services to students or their parents.
Receiving royalties from a patented or copyrighted device or publication from its use in the district schools.
Using information derived from district sources to profit from work outside the District, except as permitted by the
District.
Receiving remuneration for influencing or deciding the selection or purchase of books or other school materials and
services.
Selling goods and supplies to the District, except as provided in BBFA.
Employees are permitted by state law to sell services and real estate to the District, except that the amount sold by
employees may not exceed $500 per transaction or $5000 per year.
The Board may approve exceptions in cases such as a staff member being the low bidder in competitive bidding, except
that real estate transactions do not require competitive bidding.
Employees who accept an item from a vendor or other outside party, which has a value of $50 or more, must report
receiving the item and the circumstances of its receipt to the superintendent. This provision is generally directed at
considerations which are received by and are used by, or become the personal property of, an employee, rather than to
items which are used in the performance of one’s job or become the property of the District. If in doubt about whether it
is appropriate to receive an item, the employee should consult with the superintendent.

Legal Refs: Sections 105.450-.458, 105.462, 105.466, 105.472, 162.391, 168.126, 171.181, RSMo.
Cross Refs: BBFA-CONFLICT OF INTEREST AND FINANCIAL DISCLOSURE
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Employees are expected to conduct themselves in a manner which reflects positively on the District and is conducive to its efficient
operation. Expectations include but are not limited to:
Reporting to work punctually and leaving no sooner than specified by one's supervisor or a handbook;
Notifying one‘s supervisor in a timely fashion when absent from work;
Complying with safety and health requirements;
No use of alcohol on District property or while supervising students as a part of one’s assignment at any location;
No use of tobacco products on District property;
Dressing and grooming appropriately for the occasion;
Efficient and responsible performance of duties;
Refraining from offensive or undesirable conduct.
Failure to do so may, depending on the circumstances as determined by the District, result in progressive discipline or immediate
termination of employment.
Certain conduct is simply prohibited and will subject the individual involved to disciplinary action up to and including termination. The
District has the sole and absolute discretion to determine what type of conduct is prohibited.
Examples of prohibited conduct include but are not limited to:
Use of alcoholic beverages on district property or reporting for work while under the influence of alcoholic beverages;
Use of profanity or abusive language;
Possession of firearms or other weapons on district property;
Insubordination -- the refusal by an employee to follow management's instructions concerning a job-related matter;
Assault on a fellow employee and/or students;
Theft or misuse of district property or of another employee's property;
Gambling on district property;
Falsifying any district record or report, such as an application for employment, or shipping or receiving records or time sheets.
Immoral or indecent conduct.
Possession, sale or use of a controlled substance other than a drug prescribed by a physician.
Engaging in a sexual relationship with a district student, regardless of the real or perceived consensual, or non-consensual nature
of the relationship, the time and location at which the relationship might occur, or the kind of legitimate relationship, if any, which
exists between the employee and student in the school setting
In addition to reporting required under Policy GBEBA for drug offense convictions, an employee is required to notify the superintendent in
writing of any conviction involving a felony, moral turpitude or alcohol no later than five calendar days after the conviction.
Other than commissioned law enforcement officers, school employees shall not perform strip searches, as defined in state law, of students
except in situations where an employee reasonably believes that the student possesses a weapon, explosive or substance that poses an
imminent threat of physical harm to the student or others and a commissioned law enforcement officer is not immediately available.
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Staff members are expected to become familiar with district policies, rules and regulations and to abide by them in the conduct of their
duties and the requirements of their employment. Any employee who violates any of the rules, regulations and/or procedures of the District
during the school year is subject to such discipline, up to and including discharge, as the superintendent in his/her discretion, deems to be
appropriate under the circumstances. The Board may, in its sole and absolute discretion, refuse to re-employ a support staff member.
Maintain courteous and professional relationships with students, parents/guardians, other district employees and the public.
Actively participate in professional development and obtain information necessary to effectively perform the employee's job duties.
Unless otherwise allowed by law, employees may not engage in political campaigning during the working day or during times when they are
performing their official duties.

Legal Refs: 115.646, 168.114, .130, 571.030 RSMo.
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Dress Guidelines
An employee’s attire and grooming can play a pivotal role in how students, parents and even co-workers perceive our
District. It is very important for employees to look their best. Presenting a professional appearance, positive attitude and
terrific customer service reflects positively on both the District and each employee as a professional. It is important that
employees serve as a model of professionalism and put forth a model of success for students. Employees have a
leadership role in the community and need to present themselves as professionals.
Dress and appearance are important. Employees are expected to wear clothes that are clean, in good condition, and
professional looking. Therefore, revealing, provocative, and offensive or controversial clothing are not considered
professional. Administration and RNEA will work collaboratively to ensure professional dress.
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Because employees under the influence of alcohol or controlled substances are a serious risk to themselves, to students and to other
employees, the unlawful possession, use, manufacture, dispensation or distribution of illicit drugs and alcohol on school premises or at the
site of school activities is prohibited. This prohibition applies to any school approved vehicle used to transport students to and from school
or school activities; off school property at any school sponsored or school approved activity, event or function, such as a field trip or athletic
event where students are under the jurisdiction of the District; or during any period of time an employee is supervising students on behalf of
the District or is otherwise performing a responsibility related to student activities.
Any employee who violates this policy will be subject to testing and possibly disciplinary action which may include suspension or
termination from employment, and referral for prosecution.
When it is evident that a staff member has consumed alcoholic beverages or used controlled substances off school property during and/or
before a school activity, the staff member will not be allowed on school property, or to participate in school activities. Staff members who
violate this regulation will be subject to the same penalties as for possession or consumption on school property.
Employees must abide by the terms of this policy as a condition of employment. An employee convicted for a drug offense which occurred
in or on the premises of this District, or while engaged in regular employment must notify the superintendent. Such notification must be
made by the employee to the superintendent in writing no later than five calendar days after conviction. The superintendent will provide
notice in writing of such violation to the United States Department of Education, or other appropriate federal agency within ten calendar
days after the superintendent receives such notification, if the District receives any federal grants directly from such agency, as opposed to
federal grants received through the Department of Elementary and Secondary Education.
The District will take appropriate disciplinary action within 30 days.
Provisions Applicable to Drivers
In addition to the drug testing provisions applicable to all employees, the Ritenour School District, which employs operators of commercial
motor vehicles ("drivers"), is required to implement a drug and alcohol testing program that fulfills federal requirements. The district will use
laboratories certified by the U.S. Department of Health and Human Services to conduct drug specimen analysis. This comprehensive
program shall include conducting pre-employment drug testing and reasonable suspicion, random and post-accident testing for use of
alcohol or drugs by drivers; notifying drivers of the requirements and consequences of the program; maintaining appropriate records;
participating in the Commercial Driver's License Drug and Alcohol Clearinghouse; and complying with the Missouri Department of
Revenue's reporting requirements.
As required by law, no driver shall report for duty within four hours of using alcohol. No driver required to take a post-accident test shall use
alcohol for eight hours following the accident or until he or she undergoes a post-accident alcohol test, whichever comes first.
The District will institute a drug free awareness program to inform employees of the dangers of drug and alcohol abuse in the workplace, of
this policy of maintaining a drug-free workplace, of available counseling and rehabilitation, and of the penalties that may be imposed upon
employees for drug abuse violations occurring in the workplace.
The Board encourages employees who have a chemical dependency problem to seek professional assistance. On the basis of medical
certification, employees with the illness of chemical dependency qualify for the employee benefits and group insurance coverages provided
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by group health and medical insurance policies. The confidential nature of the medical records of employees with chemical dependency will
be preserved in the same manner as other medical records.
Upon the request of the Department of Elementary and Secondary Education or an agency of the United States, the District will certify that
it has adopted and implemented the drug prevention program described in this policy, in the form required by such agency.
This policy is annually reviewed with employees.
Drug-Free Workplace Act of 1988, 41 U.S.C. Sections 701-707
Legal Refs: Section 287.120, RSMo
Controlled Substances Act 21 U.S.C. Section 812, 21 C.F.R. 1300.11-1308.15.
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An employee may be excluded from work if the employee (1)has, or has been exposed to, an acute (short duration) or
chronic (long duration) contagious or infectious disease, and (2) is liable to transmit the contagious or infectious disease,
unless the District determines, based upon medical evidence, that the employee:
No longer has the disease.
Is not in the contagious or infectious stage of an acute disease.
Has a chronic infectious disease that poses little risk of transmission in the school environment if reasonable
precautions are taken.
Employees with acute or chronic contagious or infectious diseases have a right to privacy and confidentiality. Only staff
members who have reason to know the identity and condition of such employees will be informed. Willful or negligent
disclosure of confidential information about an employee’s medical condition by staff members will because for
disciplinary action.
The District will implement reporting and disease outbreak control measures in accordance with the provisions of Missouri
Department of Health publication PACH-16, “Prevention and Control of Communicable Diseases: A Guide for School
Administrators, Nurses, Teachers and Day Care Operators,” a copy of which must be on file in the Human Resources
Office and in the office of each school nurse.
All employees will be issued, and will be expected to follow, the most recently issued guidelines of the Centers for Disease
Control, including an exposure control plan for applying universal precautions in cleaning up body fluid spills, whether or
not an individual with an infected body fluid or blood-borne pathogen is known to be present in the school environment or
related activities. Willful or negligent disregard for precautions by any staff member will be cause for disciplinary action.

Sections 191.650-.695. RSMo.
Americans With Disabilities Act (42 U.S.C. 12101 et seq.)
Legal Refs:
Section 504 of the Rehabilitation Act of 1973, 29 U.S.C. 794
19 CSR 20-20.010 through 20.20.060 and 20-28.010
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Staff members are encouraged to use electronic as well as other modes of communication to interact effectively with
students and parents for educational purposes. In all cases, staff members must maintain professional boundaries with
students, regardless of whether the communication resources are provided by the district or the staff member uses
his/her own personal electronic communication devices, accounts, web pages or other forms of electronic communication.
Staff members are expected to maintain a professional level of communications with students and to discourage
inappropriate communications from students.
The district's policies, regulations, procedures and expectations regarding in-person communications at school and during
the school-day also apply to electronic communications, regardless of when those communications occur.
Staff members are required to abide by the following practices when communicating electronically with
students:
1. District devices, accounts and forms of communication (such as computers, phones, telephone numbers, e-mail
addresses and district-sponsored web pages or social networking sites) should be used when available. Staff members
may communicate with students using district-provided forms of communication without first obtaining supervisor
approval. With district permission, staff members may establish websites or other accounts on behalf of the district that
enable communications between staff members and students or parents. Any such website or account is considered
district-sponsored and must conform to district policies, regulations and procedures. District forms of communication may
be monitored as provided for in Policy EHB.
2. Staff members may use their personal devices to communicate with students if district resources for communication
are unavailable or using them is not feasible. In such instances, supervisors have the prerogative of requiring staff
members to send communications with students simultaneously to the supervisor. Staff members are required to provide
their supervisors with communications with district students upon request. When organizing or facilitating a districtsponsored activity, a staff member is encouraged to consult with his/her supervisor regarding the use of the staff
member's personal electronic devices and to inform parents regarding the authorization and use of personal electronic
communications.
3. Staff use of any electronic communication is also subject to the district policies, regulations, procedures and legal
requirements governing the confidentiality and release of information about identifiable students (see JO and JO-R
particularly). Staff members who obtain pictures or other information about identifiable students through their
connections with the district are prohibited from posting such pictures or information on personal websites or personal
social networking websites without permission from a supervisor.
4. The district discourages staff members from communicating with students electronically for reasons other than
educational purposes. When an electronic communication is not for educational purposes, the staff member must be
prepared to demonstrate that the communications are appropriate. This policy does not limit staff members from
communication with their children, stepchildren or other persons living within the staff member’s home who happen to be
students of the district.
Reporting Violations and Consequences of Violations
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#

1/2

6/30/22, 2:50 PM

BoardDocs® Pro

Any person, including a student, who has concerns about or is uncomfortable with a relationship or activities between a
staff member and a student should bring this concern immediately to the attention of the staff member's supervisor or
the principal. Staff members who possess knowledge or evidence of possible violations of this policy must immediately
make a report to the district's administration. Staff members who have reasonable cause to suspect that a child has been
or may be subjected to abuse or neglect must make, or cause to be made, a report to Children’s Division in accordance
with Policy JHG and as provided by law. Staff members must also immediately report a violation or perceived violation of
the district's discrimination and harassment policy to the district's nondiscrimination compliance officer.
Violation of this policy will result in disciplinary action commensurate with the seriousness of the offense. If illegal
discrimination or harassment is suspected, the process in Policy AC will be followed. The district will not discipline,
terminate or otherwise discriminate or retaliate against a staff member for reporting in good faith any action that may be
a violation of this policy.
Training
The district will provide training to district staff that includes current and reliable information on identifying signs of
sexual abuse in children and potentially abusive relationships between children and adults. The training will emphasize
legal reporting requirements and cover how to establish an atmosphere where students feel comfortable discussing
matters related to abuse.
162.069, 168.114, 210.115, RSMo.
Ross v. Robb, 662 S.W.2d 257 (1983)
Title IX of the Education Amendments of 1972, 20 U.S.C. 1681
Legal Refs:
Davis v. Monroe County Board of Education, 526 U.S. 629 (1999)
Gebser v. Lago Vista Independent School District, 524 U.S. 274 (1998)
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The District maintains complete and current personnel files in the human resources office for all District employees.
Personnel files may contain, but are not limited to, applications, resumes, personal information such as address,
telephone and emergency numbers, certification documents, current transcripts, contracts and letters of commitment,
salary records, work assignment record, summary record of leaves taken, correspondence related to the employee and
performance related documents. Medical records, including health insurance records, are maintained separately.
Immigration records are also kept separate from personnel files. Personnel records will be retained in accordance with the
Missouri Secretary of State's applicable retention manuals.
Personnel files are considered confidential information, to the extent allowed by law, and are accessible only to authorized
administrative personnel, legal counsel or authorized state agencies and to the employee. The following information
specifically is considered a closed record and is kept confidential except as required by law:evaluations, disciplinary
matters, addresses and phone numbers, involuntary dismissals, recommendations for promotion and demotion, medical
records, and individually identifiable records pertaining to applicants for employment.
Salaries and terms of employment of employees are public records which may be accessed through the custodian of
records at a mutually agreeable time and place as required by NCLB.
The District is required by Federal law, at the beginning of each school year, to notify parents/guardians of each student
attending any school receiving Title I funds that they may request information regarding:
Whether the teacher has a Missouri teaching certificate to teach his/her assigned grade levels and subject areas.
Whether the teacher is teaching under an emergency or provisional status.
The qualifications of any paraprofessionals who provide services to the child.
Upon request to and in the presence of the appropriate administrative official, any employee may inspect his/her own
personnel file during regular working hours, with the exception of the ratings, reports and records obtained prior to the
employment of the individual, including confidential placement papers.
Information of a derogatory nature is not entered or filed in the employee’s personnel folder until the employee is given
notice, as well as an opportunity to review the information and comment thereon. The employee has the right to append
a reply to the statement, which will also be included in the folder. If a complaint is received concerning an employee and
the employee requests a conference concerning the complaint, or the supervisor deems a conference desirable, a face-toface meeting between the employee and the complainant will normally be arranged. If the complainant refuses to meet
with the employee, the matter will not generally be made a part of the employee’s record. In case of an exception, the
employee must receive a copy of any item before it is placed in the record, and be given an opportunity to respond and
also place related information in the file.
If the employee is asked to sign materials placed in his/her file, the employee may do so with the understanding that
his/her signature only indicates his/her awareness of the material, not agreement unless specifically required and/or
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indicated on the form. Examples of documents which require signatures indicating agreement include, but are not limited
to, employment contracts, state and federal withholding forms, insurance and absentee forms.
Persons employed after November 6, 1986, are required to submit evidence of identity and eligibility to work, as well as
to complete an Eligibility Verification Form (Form I-9) at the time of employment. The District retains I-9 forms for three
years after date of hire, or one year after termination of employment, whichever is later.
The District participates in a federal work authorization program to further verify the employment eligibility of every new
employee. The District retains a copy of the dated verification report from the verification agency in the same file and for
the same length of time as the employee's I-9 form.
If the District receives a "no-match" letter from the Social Security Administration which indicates a discrepancy in regard
to an employee's social security number, the District will follow the instructions in the letter and file the letter with the
employee's I-9 form.
Personnel records are retained in accordance with the requirements of the Missouri Secretary of State.
Employment contracts are not considered confidential personnel records, and individual Board members may inspect or
copy these contracts upon request.
Sections 168.128, 610.021 (13) RSMo.
Fair Labor Standards Act, 29 U.S.C. 201-216
Garcia v. San Antonio Metropolitan Transit Authority, 469 U.S. 528
Legal Refs: Immigration Reform and Control Act, 8 U.S.C. 1324, et seq
The Elementary and Secondary Education Act of 1965, 20 U.S.C. 6312
Americans with Disabilities Act, 42 U.S.C. §§12101-12213
29 C.F.R. §1630.14
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Definitions
Former Employee — An employee who was terminated or resigned or whose contract was non-renewed; an employee
who has been notified that his/her contract with the district will not be renewed or that the district is pursuing
termination, even if the process has not been completed.
Potential Employer — Another school district, charter school, business or person seeking to hire a current or former
employee or screening the current or former employee for a volunteer position, internship or other activity.
Reference — Information regarding the employment of, or services provided by, a current or former employee including,
but not limited to, specific information regarding dates of employment or service, salary, job duties, performance or
character.
Sexual Misconduct — Engaging in any conduct with a student, on or off district property, that constitutes the crime of
sexual misconduct;illegal sexual harassment as defined in policy AC, as determined by the district; or child abuse
involving sexual behavior, as determined by Children’s Division (CD) of the Department of Social Services.
General
The district will maintain information regarding current and former employees as confidential within the limits of the law.
Only the superintendent or persons specifically designated by the superintendent may respond on behalf of the district to
a reference request for a current or former employee. The superintendent or his/her designee may consult with other
employees for assistance in the preparation of accurate reference information.
Employees other than the superintendent or his/her designees may provide personal references at the request of a
current or former employee, but they must do so as an individual and not within the scope of their employment by the
district, but they may identify the working relationship they have or had with the current or former employee. They may
not use district letterhead or otherwise indicate in any manner that the reference is sponsored by or has the approval of
the district. Federal law prohibits district employees, contractors and agents from writing personal references or otherwise
providing assistance in obtaining a new job for any other school employee, contractor or agent who has been accused of
sexual misconduct regarding a minor or student, as discussed later in this policy.
Content of References
Upon request, the district is required to provide the following information about employees, which does not constitute a
reference, to any member of the public:
1.
2.
3.
4.

Names
Positions
Salary
Length of service

Before providing a reference for a current or former employee, the district may verify that the employee consents to the
release of further information. The district may also obtain a blanket consent from the employee for release of
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information when the employee leaves the district, contact the employee when a request is made, or rely on written
consent provided through the application process.
The district will provide the following factual information about employees when requested. Whether or not to provide
additional information upon request, such as opinions or commentary on job performance, will be determined in
consultation with district counsel or as otherwise required by law.
1. A description of the employee’s job duties when employed.
2. Additional district-sponsored committees, activities or duties the employee volunteered for or was designated to
perform.
3. Honors and awards received by the employee.
4. Factual information on work performance.
5. Whether the employee resigned or was non-renewed or terminated. Based on documentation in the personnel file,
potential employers may be informed whether the employment was ended due to the financial condition of the district, a
decrease in enrollment or reorganization of a department, school or the district.
6. When requested, a “yes” or “no” answer to a question about whether the district would reemploy the current or former
employee if an appropriate position existed, or whether reemployment would be recommended.
7. Allegation of sexual misconduct with a student as required below.
Disclosure of Allegations of Sexual Misconduct to Other Public Schools and Charter Schools
If a potential public or charter school employer requests a reference regarding a former employee whose job involved
contact with children, the district will, in accordance with state law, notify the potential public or charter school employer
if the employee was terminated, non-renewed or allowed to resign in lieu of termination as a result of allegations of
sexual misconduct with a student or as a result of such allegations being substantiated by the CD’s child abuse and
neglect review board.
If a potential public or charter school employer contacts the district for a reference for any former employee about whom
the CD has investigated allegations of sexual misconduct with a student and reached a finding of substantiated, the
district will provide the results of the State of Missouri's investigation to the potential public or charter school employer,
regardless of whether the employee’s job involved contact with children.
The district must provide these notifications regardless of whether the former employee has authorized the release of information. The
district will provide due process as required by law prior to releasing information in accordance with this section, if feasible.
If the employee violated a Board policy related to sexual misconduct, the district is required to disclose the information only if it is
determined to be an actual violation after a contested case due process hearing conducted pursuant to Board policy. This means that when
a violation of Board policy is involved (and not the stated crime or a substantiated claim with the Children’s Division), the district cannot
simply offer a due process hearing prior to disclosing the information but must actually hold the hearing.
Documentation
When the district is contacted for a reference for a current or former employee, the date of the request, the name of the
person and entity requesting the information, the person responding to the request, the method of disclosure, the
information provided and, when applicable, the consent received, will be recorded in the employee’s file.
If the district responds to a request by letter, it is required to forward a copy of the reference letter to the current or
former employee at the employee’s last known address.
Prohibition against Assisting Employees, Contractors or Agents Accused of Sexual Misconduct
In accordance with law, district employees, contractors and agents who know or have probable cause to believe that an
individual who has served as a district employee, contractor or agent has engaged in sexual misconduct with a minor or a
student in violation of law, are prohibited from writing personal references for or otherwise providing assistance to those
individuals in obtaining a new job.
This prohibition does not apply to the routine transmission of administrative and personnel files when that is part of the
current employee’s, contractor’s or agent’s duties. In addition, this prohibition does not apply if the information was
properly reported to law enforcement and other relevant state, federal and local authorities, and:
1. The investigation was officially closed without action; or
2. The prosecutor or law enforcement entity determined there was insufficient information to establish probable cause;
or
3. The individual was charged and acquitted or otherwise exonerated of the alleged misconduct; or
4. The case or investigation remains open and no charges have been filed and no indictment has been issued within four
years of the date on which the alleged misconduct was reported to law enforcement.
Notification to Employees and Potential Employers
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The district will notify all current employees of this policy. Potential employers who contact the district for a reference will
also be notified of the existence of this policy, including a statement that the district’s responses are limited to the scope
of this policy.
Immunity
Any district employee who is permitted under this policy to respond to requests for references regarding former
employees and who communicates only the information authorized by this policy in good faith and without malice is
entitled to immunity against any civil action for damages brought by the former employee arising out of the
communication of such information, in accordance with law. District employees responding to requests for references in
accordance with this policy may request the attorney general to defend them if sued.

Sections 162.068, 290.152, 610.021, RSMo.
Jamison v. State Dept. of Soc. Serv., 218 S.W.3d 399 (Mo. 2007)
Legal Refs: 20 U.S.C. § 7926
49 C.F.R. § 40.311
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Qualifications
Teachers, excepting substitutes, must have at least a Baccalaureate degree and appropriate certification for their
assignments.
Duties and Responsibilities
Teachers work under the immediate supervision of the building principal and perform the duties customarily performed by
teachers.
The teacher’s primary duty is successful instruction of pupils. Although the teacher is permitted considerable latitude in
determining the activities and materials to be used in accomplishing instructional objectives, the content, materials and
activities must be consistent with district objectives, adoptions and practices. Teachers must also assume additional
duties as directed by their supervisors or the superintendent which may include but are not limited to attendance at staff
meetings and parent conferences, supervision of students outside the classrooms and participation in curriculum and staff
development.
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Professional personnel are issued written contracts which include the amount of compensation, beginning and ending dates of employment
and the date of issue. Contracts are issued by order of the Board, signed by the employee and president of the Board, and attested by the
secretary by signature. Contracts and modifications are issued in duplicate, the original to be filed with the District, and a copy provided to
the employee.
Probationary Contract
Teachers new to the District are employed on a probationary contract for one year, or for the remainder of the year during which hired, and
may continue on one-year probationary contracts until qualified for and awarded indefinite contract status.
On or before April 15, the Board must notify probationary teachers in writing if their contracts will not be renewed. If non-renewal is because
of a decrease in student enrollment, district reorganization or the financial condition of the district, the written notice must include the
reason for non-renewal. A teacher may request a concise statement of the reason or reasons for non-renewal in all other cases.
Probationary teachers not notified before April 15 shall be employed for the next school year under the terms of the contract for the
preceding year. Probationary teachers who are informed of re-election by written notice shall be tendered a contract on or before May 15,
and shall provide written notices of acceptance or rejection within 15 days of receiving the contract. Failure to provide notice within this
period is a rejection of the Board's offer. Any teacher employed under a part-time contract by the District shall accrue credit toward
permanent status on a prorated basis.
Indefinite Contract
Permanent teachers, as defined in Section 168.104 (4),RSMo., receive indefinite contracts subject to the tenure laws of Missouri, and/or
modifications of the indefinite contracts, on or before May 15 of each year. This modification may include:
Determination of the date of beginning and length of the next school year;
Fixing the amount of annual compensation for the following year as provided by the salary schedule adopted by the Board of Education,
and applicable to all teachers.
Administrative Contract
Administrators serve in their administrative positions under a limited contract not to exceed three years. However, an administrator who has
previously attained indefinite contract status as a teacher in the District retains that status as a teacher.
Certificated Teachers Ineligible for Tenure
The contracts of certificated teachers not eligible for tenure in their current positions meet the basic requirements of this policy for teachers
and other certificated employees. This section applies to assistant principals, principals, and other certificated employees in positions not
eligible for tenure, except the superintendent. Such employees are notified in writing concerning re-employment on or before April 15 of the
year in which the current contract expires. Failure to provide such notice constitutes re-employment in the same staff position and on the
same terms as provided in the contract for the current fiscal year. The Board will present a contract to each employee notified of reemployment not later than May 15.
Any such employee informed of re-election by written notice or tender of contract must provide a written acceptance or rejection within 15
days, or shall be deemed to have rejected the offer.
Release from Contract
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Any contract may be terminated at any time by mutual consent. Any request for release from contract by a professional staff member other
than the superintendent must be submitted in writing to the superintendent. A teacher will not be released from contract unless a suitable
replacement is available, and then only on conditions set forth in the Missouri Teacher Tenure Act and policy GCPB.
Contract Service Time for Teachers
In addition to regular teaching activities of a minimum of 174 days of student instruction, additional days of contracted services may be
included for orientation, parent conferences, grading exams, curriculum development, in-service education, state or local teachers'
meetings, paid holidays, student instruction, and such other activities as the Board may deem desirable. The maximum number of days of
service, exclusive of holidays and vacation days, is 190 (195 for teachers new to the District).
Due Process and Allegations of Sexual Misconduct with a Student
If a district employee is terminated as a result of an allegation of criminal sexual misconduct involving a child, as defined by § 566.083,
RSMo., or sexual misconduct as defined in Board policy or as determined by the Children's Division of the Department of Social Services,
the district may be legally required to release, or may choose to release, information regarding the allegation to potential employers as
detailed in policy GBLB. In these circumstances, the district will provide the employee or former employee a due process hearing when
required by law if such a hearing was not already provided. The superintendent or designee is authorized to consult with the district's
attorney to determine the appropriate level of due process, if any, to provide.

Legal Refs: Sections 168.101-.126, 70.220, 432.080, RSMo. Mo. Const., Art. III, Sec. 39(3)
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The Board is committed to maintaining competitive salary schedules which attract competent and well prepared new teachers, encourage
teachers to grow professionally while in service, and retain and recognize the value of the most competent teachers.
At the direction of the Board, the superintendent and staff prepare annual or multi-year salary schedules for adoption by the Board and
subsequent implementation by administration. Salary schedules are structured to recognize levels of training and experience.
Only the Board has the authority to increase an employee's compensation. Consequently, teachers will be paid in accordance with a salary
schedule adopted by the Board. All full-time teachers will be paid at least the minimum teacher's salary as required in state law. Noncertificated professional staff and certificated staff members other than teachers will be compensated in accordance with a Board-approved
salary schedule or will receive the amount of compensation approved by the Board for particular positions or particular employees.
The Board may also compensate administrative and non-certificated professional staff based on a salary schedule. When creating a salary
schedule, the Board may recognize characteristics beneficial to the district, such as certification in high-need areas, in addition to traditional
factors, such as experience and education.
Salary Schedule Provisions
The following rules apply to all district salary schedules unless determined otherwise by the Board:
1. The Board will make every effort to adopt salary schedules prior to the statutory deadline for issuing teacher and administrator
contracts. Salary schedules and other compensation must be determined along with the district budget no later than June 30. Any
salary schedule adopted by the Board will remain in effect until Board action is taken to change or eliminate the salary schedule.
2. The Board may freeze the provisions of the salary schedule when warranted by the financial condition of the district or other
relevant reasons, as determined by the Board. Once a salary schedule is frozen, employees will not advance on the salary
schedule until a vote is taken by the Board authorizing movement on the salary schedule.
3. An employee may not advance more than one step vertically and one column horizontally per year on the salary schedule unless
such movement is allowed by the rules adopted by the Board and is uniformly applicable to that particular salary schedule or is
otherwise approved by the Board.
4. An employee cannot progress on the salary schedule after entering into a contract for a school year unless such movement is
specifically authorized in the contract.
5. In some cases, education courses and other professional development may be used to advance on a salary schedule.
6. The Board delegates to the superintendent or designee the authority to set guidelines on which previous experiences qualify. In
addition, the district may recognize military service or work experience that the district considers beneficial to the position. It is the
employee's responsibility to fully apprise the district of his or her relevant background when first being employed in the position.
Once the employee is initially placed on the salary schedule, the district is under no obligation to review the placement.
Salary Determination
Teachers new to the District are generally credited with their number of years of prior service and placed on the next step of the salary
schedule. After joining the District, teachers normally move up one step for a full year of service completed until they reach the top of the
salary channel on which they are placed. One exception is that teachers whose service starts after the beginning of a school year, but
before the beginning of the second semester, move up a step the next school year after they are hired. Those whose service begins during
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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the second semester do not move up on the schedule the following school year. In no case may a teacher move more than one step on the
schedule in one year.
Salary Increases for Advanced Training
Requests to move from one salary schedule channel to another must be supported by transcripts. Such changes may be effected at the
beginning of the school year or at the 13th paycheck near the beginning of the second semester. Transcripts documenting completion of
study must be received no later than October 31 or the last day in February of the semester in which the salary change occurs.
Persons changing channels at the beginning of the school year would also move up a step from their previous year’s step placement.
Those changing channels in the middle of the year would not move up a step unless they are moving from the top of the bachelor’s to the
master’s channel because they would already have moved up a step at the beginning of the year.
Acceptable graduate credit earned after Master’s degree requirements are met may be applied toward the Masters +30 hours salary
channel. Only credits and degrees earned from colleges approved by recognized accrediting agencies are applicable.
After the Personnel administrator has received and verified transcripts to support changes in salary, the superintendent will submit contract
amendments to the Board for approval. Amended salaries become effective from the beginning of the applicable semester and retroactively
if transcripts are received after the beginning of the semester but prior to the deadline.
Compensation Disbursement
In general, professional staff will be paid in equal installments over 12 months, even if the employee's regular work schedule is less than 12
months. However, payment for extra duties that are seasonal or limited to a specific timeframe may be paid during the month(s) the work
was performed.
Professional Staff Sick Leave Incentive Plan
The Board recognizes that a good attendance record reflects positively on a staff member and serves the District well. As an incentive to
maintain a good attendance record and as recognition for extended years of service to the District, the Board provides a sick leave buyback plan, subject to the following terms and conditions.
Eligibility
The employee must be a member of the Public School Retirement System of Missouri (PSRS), must have completed ten or more years of
service in Ritenour, and must be retiring under the guidelines of the retirement system.
a. To receive the fully eligible amount, the teacher will submit a retirement notification to Human Resources by 4:30 pm on January
15th (or the next contract day) of the current school year.
b. If the retirement notification is submitted by 4:30 pm on January 31st (or the next contract day) of the current school year, the
teacher will receive up to $8,500 or $500 less than their fully eligible amount.
c. If the retirement notification occurs after 4:30 pm on January 31st (or the next contract day) of the current school year, the teacher
will receive up to $8,000 or $1,000 less than their fully eligible amount.
Reimbursement
Upon retirement from the District, teachers and administrators will be compensated for remaining accumulated days in her/his sick-leave
bank at the following rates:
The first 1-100 days will be paid at $45/day
The next 50 days will be paid at $75/day (for days >101-150)
The last 30 days will be paid at $90/day (for days >151-180)
The incentive is figured at 7.5 hours per day. Therefore, the maximum sick-leave incentive is 10,950. To be eligible for the retirement sickleave compensation a teacher or administrator must have a minimum of ten years of full-time service in the District and be eligible for full
PSRS benefits at the time of retirement. Such payment will be made upon receipt of written confirmation from PSRS indicating that the
individual is receiving benefits.
a. To receive the fully eligible amount, the teacher will submit a retirement notification to Human Resources by 4:30 pm on January
15 (or the next contract day if January 15 is a weekend or holiday) of the current school year.
b. If the retirement notification is submitted by 4:30 pm on January 31st (or the next contract day if January 31 is a weekend or
holiday) of the current school year, the teacher will receive up to $10,450 or $500 less than their fully eligible amount.
c. If the retirement notification occurs after 4:30 pm on January 31 (or the next contract day if January 31 is a weekend or holiday) of
the current school year, the teacher will receive up to $9,950 or $1,000 less than their fully eligible amount.

Legal Refs:

Sections 163.172, 168.110 (2), RSMo.
Equal Pay Act, 29 U.S.C. § 206(d)
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The District's leave policies are designed and intended to:
Constitute a valuable benefit to employees which also enhances employees’ value to the District.
Provide appropriate time to recuperate from illness.
Provide the security of income in the event of illness or accident.
Enable employees to be absent in the event of an emergency.
Provide for absence to meet personal obligations that can be accomplished only during work time.
In order to meet the above goals, the District provides the following leave provisions for its staff:
1. Family and medical leave (FMLA) GBBDA
2. Sick leave GCBDA
3. Childbirth and adoption leave GCBDA
4. Personal leave GCBDA
5. Election leave GCBDA
6. Jury and witness leave GCBDA
7. Bereavement leave GCBDA
8. Sabbatical leave GCBDB
9. Foreign teaching GCBDB
10. Military duty GCBDB
11. Leave of absence without pay GCBDB
12. Staff development leave GCL
13. Teacher association leave GCQH
Salary deductions are made for absences not covered by paid leave policies.
Teacher Attendance
While the Board wishes to provide generous leave security for necessary absences, it also assumes that professional staff attendance has an
important impact upon the quality of instruction and the educational climate in a school. Consequently, the District applauds and attempts to
recognize outstanding attendance records.
When absences must occur, it is imperative that the teacher give as much notice as possible and provide lesson plans so that qualified
substitutes can minimize instructional loss. Teachers who must be absent for an extended period are required to apply for FMLA leave, which
allows for greater continuity in substitute coverage and for the teacher’s absence to be excluded from determinations of excessive absenteeism.
Cases of excessive absences, which include absences exceeding 8 accumulative absences in a school year, or 3 consecutive absences without
a physician’s signed statement confirming illness and the employee’s inability to work, are reviewed periodically by administration to determine
whether corrective steps need to be taken. A physician’s signed statement confirming illness and the employee’s inability to work may be
required anytime there is a concern regarding misuse of sick leave. Excessive absences or misuse of sick leave may also result in unpaid days of
absence. Annually recurring absences of this magnitude, exclusive of bereavement, jury duty, religious leave and FMLA leave, will be considered
excessive or unreasonable as provided for by the Teacher Tenure Act, unless the reasons for the absences are reconciled to the satisfaction of
the superintendent. Excessive absenteeism may result in disciplinary action, up to and including dismissal.
Legal Refs: Sections 41.1000, .1005, 105.270-.271, 115.102, .639, 168.122, 169.595, 320.200, .330-.339, 494.460, 595.209, RSMo
Fair Labor Standards Act, 29 U.S.C. Sections 201-218(c)
Family and Medical Leave Act of 1993, 29 U.S.C. Sections 2611-2619

Title VII of the Civil Rights Act of 1964 as amended by the Pregnancy Discrimination Act, 42 U.S.C. Section 2000e-1-2000e17
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The District provides the following leave benefits with pay for its full-time professional employees. Additional leave
provisions are covered in policies GBBDA, Family and Medical Leave, and GCBDB, Long-Term Leaves and Absences.
When the term "immediate family" is used in this policy, it is defined as parent, spouse, sibling, children, grandparent,
grandchildren, in-law and step relation and, at the discretion of the superintendent, others with whom the employee had
a comparable relationship.
Employee and Family Illness, Injury or Incapacity
Staff members are entitled to 14 days of sick leave per year which become available at the beginning of the employees’
work year, after the employee reports for his/her first day of work in the new year. Unused days accumulate from year to
year but the accumulated total may not exceed 180 days. Sick leave for staff members scheduled to work half time or
more, but less than full time, is prorated in proportion to the amount of time the employee is scheduled to work. The
employee must have a regular schedule specified by the district; however, the schedule need not be the same each day.
The amount of sick leave available during the first year of employment for new employees who start work after the
beginning of their work year is prorated in proportion to the remaining part of that year.
Absences may be charged against sick leave for the following reasons:
1. Illness, injury or incapacity of the employee including domestic or sexual assault.
2. Up to fourteen days per year for illness, injury or incapacity of a member of the immediate family.
3. Pregnancy, childbirth and adoption leave in accordance with this policy and FMLA provisions.
After three consecutive days of absence or a total of eight days of cumulative absence in the same year, the District may
require a physician’s signed statement confirming illness and the employee’s inability to work. A physician may also be
asked to certify that an employee is able to return to work. In these cases, the District may also require an employee to
be examined by a District physician at District expense.
When an employee’s accumulated leave is exhausted, deductions for additional absences will be made at the employee’s
regular rate of salary.
An employee is not permitted to use paid sick leave while receiving Workers Compensation for time lost to a work-related
accident.
An employee's membership in the retirement system is not interrupted while the employee is on sick leave as provided
for by district policy, or while covered by workers' compensation. The employee may also receive creditable service credit,
not otherwise allowable for such leave, if the employee makes contributions to the system equal to the amount which the
employee would have made had he/she been on active service status. In such case the district would also make matching
contributions on behalf of the employee. Such service credit can be granted only for the actual time of the sick leave
and/or for the duration of workers compensation.
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Childbirth and Adoption Leave — An employee may use up to 30 days of accumulated sick leave for the birth and care
of the employee’s child or the adoption and care of a child by the employee. An employee who becomes a mother through
the birth of a child is also subject to the provisions of the sick leave policy if additional absence is necessary because of
incapacity due to the pregnancy and/or childbirth. Application for childcare leave must be filed with the personnel office at
least three months in advance of the birth of the child, or (in the case of an adoption) at the time the employee is
approved for adoption privileges. The leave will begin as soon as the child is born or is placed with the adoptive parents.
All or any portion of the 30 days sick leave must be used within 45 calendar days of the birth of the child or the child's
placement with the adoptive parents.
Eligible employees may take FMLA leave concurrent with, and beyond the period of, paid sick leave for the birth, first-year
care, adoption or foster care of a child, subject to the provisions set forth in Policy GBBDA, Family and Medical Leave.
Personal Leave — Personal leave is intended to cover absences for obligations which cannot practically be scheduled
outside of work time, e.g., graduations, college orientations for parents, weddings, court appearances. Staff members
may be granted up to three days of personal leave annually, except as modified by perfect attendance. Personal leave
absences are deducted from sick leave. If the personal leave does not fall within the restrictions herein, an appropriate
deduction will be made from salary.
Although staff members are not required to provide a specific reason when requesting personal leave, the leave must be
approved by the director of personnel. Except incases of emergency, an application for personal leave must be submitted
to the personnel office at least one week in advance of the absence. No more than five percent of the teaching faculty in a
given building may be absent for personal leave on the same day unless authorized by the director of personnel.
Unless a special request for personal leave or an emergency is approved by the superintendent, personal leave will not be
approved in relation to holidays, orientation and examinations in the following instances:
A contracted day preceding or following a holiday
A contracted day(s) preceding or succeeding a contracted work day for the employee which is followed by or
preceded by a holiday, if the employee is absent on the day immediately preceding or following the holiday
A district-wide orientation day, or
A school-wide examination day in the school to which the applicant is assigned.
A contracted day preceding or following winter break or spring break.
An “emergency” is defined as an unforeseen circumstance(s), or the resulting consequences thereof, which requires the
employee’s immediate involvement and necessitates his/her absence. Such cases of emergency must be discussed with
the employee’s principal in order to determine whether special approval may be granted. A “special request” must identify
the reason for the request and be approved by the superintendent.
Election Leave — Any employee who is appointed to be an election judge may be absent to perform such duty for the
period of time required by the election authority, provided that the employee notifies the District at least seven days prior
to the absence The employee will not be subject to any adverse action by the District as a result of serving as an election
judge.
Jury and Witness Leave — Staff members called to serve on jury duty, or as a witness, should notify their principals
immediately. If service would result in undue disruption to the instructional program or effective functioning of the total
school program, the superintendent may intervene to have the person excused from jury duty. If the person is absent for
jury duty, he/she will be paid regular pay in addition to jury duty pay and will not be charged with sick or personal leave;
however, paid leave in excess of fifteen days is subject to approval by the superintendent on a case-by-case basis.
Similarly, an employee subpoenaed to appear as a witness in court will not be charged with leave nor required to take
vacation.
Bereavement Leave — Staff are allowed five days absence with pay in case of death of an immediate family member.
No deduction from sick leave will be made for these five days.
Additional time may be granted at the discretion of the superintendent; however, additional time will be deducted from
sick leave or an appropriate salary deduction will be made.
Legal
Refs:

Sections 41.1000, 105, 270.271, 115.102, 115.639, 168.122, 169.595, 320.200, .330-.339, 494.460,
595.209, RSMo.
Title VII of the Civil Rights Act of 1964 as Amended by the Pregnancy Discrimination Act, 42
U.S.C. 2000e(k)
Fair Labor Standards Act, 29 U.S.C. §§201-219
29 C.F.R. 1604.10
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Family and Medical Leave Act of 1993 (29 U.S.C. §§ 2611-2619)
Aubuchon v. Gasconade County R-1 School Dist., 541 S.W.2d 322 (Mo. App. 1976
Stewart v. Bd. of Ed. of Ritenour, 574 S.W.2d 471 (Mo. App.1978)
Willis v. School Dist. of Kansas City, 606-S.W.2d 189 (Mo. App. 1980)
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The Board recognizes that the personal welfare and the professional growth of its employees may require occasional
extended absences from duty. Therefore, the Board may grant the following long-term leaves of absence under specified
conditions.
Sabbatical Leaves of Absence
Upon the recommendation of the superintendent, the Board may grant a leave of absence for one year to a teacher with
a Master’s Degree and seven or more years of service in the Ritenour School District. If the leave is taken to study toward
an advanced degree at a college or university accredited by one of the two national accrediting bodies, the U. S.
Department of Education or the Council for Higher Education Accreditation, or a regional accrediting agency recognized
by one of the two national bodies, one-third of the applicant’s regular salary may be granted. Teachers who meet the
requirement for sabbatical leave may apply for a leave of absence, without compensation, for advanced educational
studies not leading to an advanced degree. Not more than ten percent of the eligible staff members may be on sabbatical
leave at the same time.
Teachers on paid leave will be paid in equal monthly installments during the time for which leave is granted. The teacher
must agree either to remain in the District two years directly after the year of leave or to refund to the District the partial
salary the District paid him/her during the leave of absence. The teacher will advance on the salary schedule as though
he/she had been regularly employed. When a leave of absence extends to the end of the school year, the teacher must
notify the superintendent by March of his/her plans for the following year. Requests for leave must be made by
submitting a letter to the administrator for Human Resources and accompanied by a copy of this policy. Requests should
be submitted by February 1 for the following fall or full year, and by June 1 for the following spring.
Leave for Foreign Teaching
The Board may grant unpaid leave of absence for one year toa teacher for foreign teaching. In order to qualify, the
teacher must have a Master’s Degree and seven or more years of service in the Ritenour District. Applications for leave
must be made in writing prior to January of the year preceding the leave and notice of intent to take the leave must be
given prior to June. A teacher on leave for foreign teaching must notify the superintendent by March of his/her intention
to resume teaching in the District at the beginning of the next scholastic year. Leave for foreign teaching will count as
experience for subsequent salary determination.
Military Leave
Military leave will be granted as required by law cited below.
Other Leave of Absence Without Pay
The Board may grant leave without pay to full-time professional staff for education, extended illness not covered under
other policies, work in public service or other acceptable reason. Requests for leave for an entire school year should
normally be made in writing before April 1 of the preceding year. Such leave may be extended at the discretion of the
Board.
Leave of absence under this provision will not be credited toward advancement on the salary schedule nor tenure.
Employees on leave of absence without pay may continue their insurance coverage at their own cost. Upon return from
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leave an employee will be assigned to the same or similar position or a position for which he/she is qualified. The
employee must notify the personnel office in writing by April 1 of his/her plans for next scholastic year.

Legal Refs:

Sections 41.942, 105.270, 105.271, 168.122, 169.595, RSMo. 16 CSR 10-4.005 to 4.022
Uniformed Services Employment and Re-employment Rights Act of 1994 (USERRA), 38 U.S.C. §§ 4301-4333
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Definition
Unauthorized absence is defined as nonperformance of those duties and responsibilities assigned by the District,
including all duties and responsibilities defined by statute, rules and regulations of the State Board of Education, policies
of the Ritenour Board of Education and administrative procedures and regulations. Unauthorized absence may include,
but is not limited to, collective refusals to provide service; unauthorized absence for personal illness; unauthorized use of
leave benefits;nonattendance at required meetings; failure to perform assigned supervisory functions at school sponsored
activities; and, unauthorized absence after accumulated leave is used.
An employee is deemed to have an unauthorized absence when he/she is absent from required duties without a properly
authorized reason or leave.
Disciplinary Action
Unauthorized absence shall result in a loss of salary, calculated in accordance with Board policy. Furthermore,
unauthorized absence shall constitute a breach of contract and may result in disciplinary action, up to and including the
initiation of dismissal procedures.
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The superintendent is responsible for the assignments of staff and the approval of transfers. The most important
considerations in making assignments are, in the respective order of importance:
The needs of the District
Filling positions with the most qualified person available, and The preference of employees, other considerations being
equal.
Staff members may request transfer from one assignment to another. Approval of transfers is at the discretion of the
superintendent, based on the needs of the District. Principals, in consultation with the administrator for Human Resources
as appropriate, are responsible for the specific assignment and utilization of staff within their buildings.
Vacancies are posted in each building no later than April 15 and through the end of the school year. When vacancies
occur during the year, they will be posted as soon after the vacancy is known, and as long before it is filled, as practical.
When practical, posting of vacancies will occur before the position is advertised outside the District.
A position is not considered vacant if a current employee is assigned to the vacant position and the position was not
posted as a vacancy.
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The Board expects that teaching will be considered and respected as the teacher’s primary responsibility. The teaching
responsibility also includes whatever time is needed for instructional planning, for evaluating and reporting on student
work and achievement, conferring with parents and students, and other duties as delineated in the job description.
The building principal is responsible for determining the time at which staff members are to report to their assigned
stations and the length of time they are required to stay after students are dismissed.
Administrative, supervisory and resource personnel generally observe a uniform working day established by the
superintendent. Schedules of supervisory and administrative personnel vary and are flexible as necessary to fulfill the
requirements of the position.
Plan and Lunch Periods
Classroom teachers are scheduled for an average of at least fifty minutes of plan time per day. This time is subject to the
supervision of the principal when necessary.
Professional staff are assured at least 25 minutes of uninterrupted and duty-free time for lunch, except for emergency
conditions. They may leave the building during this time through arrangements with their supervisor.
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The Board assumes that professional development which is customized and responsive to specific staff needs and student
achievement data, and which is aligned with the Comprehensive School Improvement Plan (CSIP), is a crucial factor in
improving student achievement. Staff members are therefore strongly encouraged, and frequently required, to engage in
professional growth activities throughout their careers in order to keep current in their specialties and to be highly skilled
and prepared to meet the needs of all students.
In support of its strong commitment to an extensive and ongoing professional development program, the District:
Employs expert professional development leadership,
Offers a wide array of professional learning programs and workshops,
Provides release time and partial or full reimbursement of expenses for attendance at conferences, workshops and
educational meetings,
Offers partial reimbursement for university and college work,
Maintains a professional development library and subscribes to professional literature,
Encourages staff membership and active participation in professional organizations,
Builds time into the professional staff calendar for orientation and periodic professional development days, and
Structures the salary schedule to recognize and encourage additional and continuing study and development.
Additional components of the District’s professional development program include:
A Professional Development Committee (PDC) which annually creates and implements a Professional Development
Plan (PDP) which is congruent with the CSIP and the New Teacher Induction Program,
A beginning teacher assistance and mentoring program, as well as a mentoring program for administrators,
Extensive development and coaching in the instructional use and administrative application of technology, research
based instructional strategies and integration of technology, and
Professional development opportunities for administrators and support staff.
The professional development program is evaluated annually by the PDC, with particular attention to:
The program’s alignment with instructional strategies and achievement goals contained in the CSIP,
The impact of professional development on student achievement,
The extent to which the program addresses the Missouri School Improvement Program (MSIP) requirements
regarding professional development,
Its immediacy to and effect on teaching practices and application of new knowledge in the classroom,
The degree to which strands of professional development are sustained and ongoing in order to maximize
coherence and effectiveness of the program, and
The adequacy of funding and resources.
Professional growth activities are coordinated with staff members’ supervisors who assist each individual in developing a
professional growth plan which relates to their responsibilities and their needs and opportunities for growth.

Legal Refs: §§160.530, 163.021.5, 168.400, RSMo.
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The Board encourages staff members to engage in ongoing study and training in order to enhance the quality of the
educational program and to increase the proficiency of employees.
The District, therefore, offers two tiers of tuition reimbursement for approved courses. Tier One reimbursement for
professional staff applies to courses completed toward a graduate degree, as documented by the employee’s university
program progression sheet, or Missouri State certification requirements as specified by a State certification evaluation
form. For support staff, reimbursement applies to courses completed toward a degree or certificate relevant to their
position or a position available in the district, supported by the employee’s university or technical training school program
progression sheet. A maximum of nine semester hours per school year is reimbursable. The reimbursement rate is $300
per semester hour.
Tier Two reimbursement for professional staff applies toward university level course work within an individual’s assigned
core curriculum area or courses prescribed in an individual’s professional improvement plan(PIP). For support staff, Tier
Two reimbursement applies to university or technical training school courses related to one’s position and/or district
programs or courses prescribed in one’s evaluation. A maximum of six semester hours per school year is reimbursable.
The reimbursement rate is $210 per semester hour.
A tuition reimbursement school year is defined as Summer, Fall and Spring terms.
Reimbursement for tuition is subject to the following additional criteria and provisions:
Prior approval by the appropriate administrator.
Earning a grade of A or B or other indication of successful completion of study.
Reimbursement not to exceed costs actually incurred per credit hour and not otherwise reimbursed.
No reimbursement for incidental costs, such as textbooks, supplies and parking.
Subtraction of available state or other tuition reimbursement funds from the amount otherwise due from the
District.
Reimbursement for a maximum of six semester hours or equivalent per fall and spring terms of study. Persons
eligible for Tier One reimbursement may take nine semester hours during a summer.
Submission of an official transcript or equivalent record and tuition receipt to Human Resources within 45 days of
completing the class by the prescribed deadlines for application for reimbursement.
Active full time employment by the Ritenour District at the time of study (no reimbursement for study while on
leave of absence).
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The purpose of this procedure is to secure equitable solutions to grievances for which state and federal laws do not
prescribe procedures (see AC, GCPA and GCPD). In addition, complaints about non-renewal of a probationary teacher’s
contract, or about any other official Board action, must be directed to the Board. Hearings on such complaints, unless
required by law, are discretionary with the Board. If more than one grievance process might apply to a particular
concern, the superintendent will decide which process will govern.
Definitions:
“Grievance” — An employee’s assertion that he/she is adversely affected by a violation, misinterpretation or
misapplication of a district policy, regulation or procedure, or of an employee handbook, employee contract or existing
law, or by any other action that affects the employee’s performance of assigned job responsibilities.
“Days” — Working days (including teacher meeting days, orientation and parent conference). (In reference to deadlines
the day of occurrence or of delivery of responses is not counted as the first day. The deadline day ends at 4:30 p.m.)
“Grievant” — An employee whose primary responsibility is the instruction of students and who does not evaluate other
teachers for tenure or advancement on the salary schedule.
“Supervisor” — A department coordinator, instructional manager, principal, assistant principal, or Central Office
administrator.
Time Limits
Grievances will be processed as rapidly as practical. The number of days as stated at each level are maximums. However,
when mutually agreed upon, the time limits may be extended. If, at any level, the supervisor or administrator does not
respond to the grievant within the specified time period, the grievant may proceed immediately to the next level in the
procedure. Failure at any level of this procedure to appeal a grievance to the next level within the specified time limits
shall be deemed as acceptance of the decision as rendered. If a grievance is filed within 30 days prior to the last day of
school, time limits provided for at Levels One, Two and Three will be reduced by one-half except for notification of
conference under Level Two.
General Provisions
An employee is not permitted to grieve under this policy any professional judgment made by his/her supervisor during
the summative evaluation process, but may grieve a perceived violation of the evaluation process itself. Procedures
involving review or appeal of professional judgments made during the evaluation process are described in the
Performance Based Teacher Evaluation policy.
An employee is not permitted to grieve under this policy a termination, demotion, non-renewal of a contract, or any
employment action for which a hearing is required by law.
The Board reserves the right not to hear a grievance if it was filed solely for the purpose of harassment, or has been
previously addressed, or the complaint is not a proper subject for a grievance.
No reprisals of any kind shall be taken nor permitted by any party to this procedure against any party in interest, any
witness, any representative or any other participant in the grievance procedure by reason of such participation.
All documents, communications and records dealing with the processing of a grievance will be filed separately from the
personnel file of the participant.
All communications, notices and papers required to be in writing will be served personally as shown by signatory witness
or by registered (certified) or first-class U.S. mail.
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Legal counsel fees are paid by their respective parties.
Action on an employee’s appeal may be terminated at the employee’s request, or if the employee resigns or dies (unless
a compensation issue is involved).
Nothing contained herein shall affect the right of any employee to seek redress of a grievance through a court of law.
Procedures — Informal Consultation
The District encourages the resolution of differences between an employee and his/her immediate supervisor through free
and informal efforts. Accordingly, if an employee hasa concern or complaint, it is recommended that the employee
attempt to resolve the issue by meeting with appropriate individuals within 15 days following the act or condition which
gave rise to the concern before initiating a grievance.
If the issue is not resolved informally, the levels established in this policy will be followed, with the exception that a
grievance may begin at Level Two by mutual agreement among the grievant, the supervisor and the superintendent.
If a person designated to hear a grievance is the subject of the grievance, the grievance process will begin at the next
highest step.
Level One — Statement of Formal Grievance to Immediate Supervisor
If the informal efforts as described above are not successful, the grievant may present a formal grievance in writing to
his/her supervisor no later than five days following exhaustion of the informal efforts. The grievant and the supervisor or
his/her designee will confer on the grievance within five days of presentation of the formal grievance in an effort to arrive
at a mutually satisfactory solution to the grievance.
Within five days following the conference, the supervisor will communicate his/her decision to the grievant in writing.
Level Two — Appeal to the Superintendent or Designee
If the grievance is not satisfactorily resolved at Level One, the grievant may appeal to the superintendent within five days
after the grievant has received the Level One decision from his/her immediate supervisor. The appeal shall be submitted
in writing and shall set forth the act or condition being grieved and the grounds upon which the appeal is based.
Within five days of receiving this appeal, the superintendent will schedule a conference with the grievant. Within five days
following the conference, the superintendent will communicate his/her decision and the reasons for it to the grievant in
writing.
Level Three — Appeal to the Board of Education
If the grievance is not satisfactorily resolved at Level Two, the grievant may appeal to the Board of Education within five
days after the grievant has received the superintendent’s decision. The appeal must be submitted in writing through the
superintendent to the Board, and must set forth the fact or condition being grieved and the grounds upon which the
appeal is based. Upon receipt of the written appeal by the superintendent, both the grievant and the Level Two
administrator shall have five days to submit additional information.
A time and date for the hearing will be set by the Board at its next regularly scheduled business meeting following receipt
of the written appeal. The hearing date shall be no later than the following regularly scheduled business meeting of the
Board. All documents exchanged between parties heretofore involved in the grievance, as well as any additional
information from the grievant and/or the Level Two administrator, will be copied and made available to the grievant, the
Level Two administrator and to the Board in sufficient time for their review before the hearing. All testimony will be
restricted to those documents. No additional written information may be submitted by either party during the Board
hearing.
If the grievant wishes a third party present at the hearing, or to introduce witnesses to the grievance, the name of the
person(s) must be included in the appeal. The Board may also elect to have an additional person(s) present. If so, his or
her name(s) must be made known to the grievant in advance of the hearing. Neither party may have more than one
witness, in addition to their party representative, present in the hearing at any time.
Within 15 days following the hearing, the Board will communicate its decision in writing to the grievant.
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The Board assumes that a contract is a binding agreement on both parties. When an employee wishes to be released prematurely from a
contract, the Board will be guided by the following practices and considerations:
The resignation of a tenured teacher received before June 1 will be accepted in all cases.
Probationary teachers will not be released from a signed and returned contract without the consent of the Board.
Acceptance of a resignation received after June 1 to be effective as of the beginning of the next school year, and any resignation
received after the commencement of a new school year to be effective during the same school year, will generally be contingent
upon finding a suitable replacement.
Each case will be handled on its individual merits with medical, personal and professional reasons given particularly sympathetic
consideration.
If the Board does not accept a resignation and the individual does not fulfill the contract, the Board may seek to have the
employee’s Missouri teaching certificate or professional license revoked and/or recover damages and/or equitable relief from the
teacher.
If a former district employee whose job involved contact with children was terminated, non-renewed or allowed to resign in lieu of
termination as a result of an allegation of sexual misconduct with a student, or as a result of such allegations being substantiated by the
Children’s Division (CD) of the Department of Social Services’ child abuse and neglect review board, the district is required by law to
release information regarding the sexual misconduct to a potential public school or charter school employer who contacts the district
regarding the former employee. In addition, if the CD substantiates a complaint of sexual misconduct with a student against a former
employee of the district, the law requires the district to release the results of the CD investigation to any potential public school or charter
school employer who contacts the district.
When employment ends as a result of an allegation of sexual misconduct with a student, the district will provide appropriate due process
prior to the release of information regarding the sexual misconduct to a potential public school or charter school employer, if feasible. If the
employee violated a Board policy related to sexual misconduct, the district is required to disclose the information only if it is determined to
be an actual violation after a contested case due process hearing conducted pursuant to Board policy. This means that when a violation of
Board policy is involved (and not the stated crime or a substantiated claim with the Children’s Division), the district cannot simply offer a
due process hearing prior to disclosing the information but must actually hold the hearing.
For the purposes of this policy, employees are considered“former employees” if they have resigned, been terminated, had their contracts
non-renewed, or been notified that their contracts with the district will not be renewed or that the district is pursuing termination, even if the
process has not been completed.

Legal Refs:

Sections 168.101-.130, RSMo.
U. S. Constitution Amendment XIV
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A teacher is not permitted to tutor a student for pay in any subject area where the teacher is currently responsible for
assigning a grade to the student.
Private tutoring of students on school property for a fee is not permitted except when the school location is clearly
advantageous to the student and his/her family, and the tutor obtains the written permission of the principal to use the
school location.
The District does not award academic credit, promote or recognize promotion for private tutoring.

Legal Refs:
Cross Refs: KG-COMMUNITY USE OF SCHOOL FACILITIES
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The District provides the following paid leave benefits. This policy does not govern unpaid leave under the District's Family and Medical Leave
Act Policy, GBBDA. In the event of conflict between this policy and the FMLA policy, the FMLA policy shall govern.
When the term "immediate family" is used in this policy, it is defined as spouse, parent, sibling, child, grandparent, grandchild, in-law and step
relation. A child means a biological child, adopted child, foster child, stepchild, legal ward, or a child of a person standing in loco parentis, who is
below the age of 18. And Others with whom the employee had a comparable relationship may be considered immediate family members at the
discretion of the superintendent
Paid Sick Leave
Support staff members who regularly work 20 or more hours per week, 12 months a year, are entitled to a maximum of 14 days of paid sick leave
per year which becomes available annually on July 1. Employees (excluding bus drivers) who regularly work 20 or more hours per week, less
than 12 months per year, are entitled to a maximum of 13 days per year. Available sick leave for these part-time employees (excluding bus
drivers) accrues at the rate of 1.3 days per month from the date of their employment. Bus drivers are entitled to a maximum of 10 days per year.
Available sick leave for bus drivers accrues at the rate of 1 day per month from the date of their employment. For employees who work less than
six hours per day, a day of sick leave consists of the scheduled workday on which the employee is absent. The amount of sick leave available
during the first year of employment for new employees who start work after the beginning of their work year is prorated in proportion to the
remaining part of that year. The number of days of sick leave provided does not establish or indicate acceptable standards for support staff
attendance.
Absences may be charged against sick leave for the following reasons:
1. Illness, injury or incapacity of the employee,
2. Up to 14 days per year for illness, injury or incapacity of a member of the immediate family or, with approval of the superintendent, other
relatives/persons,
3. Pregnancy, childbirth and adoption leave in accordance with this policy and FMLA provisions.
4. Domestic or sexual leave in accordance with this policy and FMLA provisions.
Unused days accrue from year to year but the accumulated total may not exceed 180 days.
After three days of absence since the beginning of the fiscal year, or a total of eight days of cumulative absence within the past calendar year, the
District may require a physician’s signed statement confirming illness and stating the employee's inability to work. A physician may also be asked
to certify that an employee is either able to return to work, or to provide a prognosis for the employee's probable recovery and the approximate
time at which the employee is likely to be able to return to work. In these cases the District may require an employee to be examined by a district
physician at district expense to determine whether leave with pay is granted.
Pay is deducted from salary at the regular rate of salary prorated on a daily basis after accumulated leave is exhausted.
An employee is not permitted to use paid sick leave while receiving Workers Compensation for time lost to a work related accident.
All unused paid sick leave is accumulated on an annual basis as sick leave only. Unused leave does not accrue a cash value.

Childbirth and Adoption Leave
An employee may use up to 30 days of accumulated sick leave for the birth and care of the employee’s child or the adoption and care of a child
by the employee. An employee who becomes a mother through the birth of a child is also subject to the provisions of the sick leave policy if
additional absence is necessary because of incapacity due to the pregnancy and/or childbirth. Application for child care leave must be filed with
personnel office at least three months in advance of the birth of the child, or (in the case of an adoption) at the time the employee is approved for
adoption privileges. The leave will begin as soon as the child is born or is placed with the adoptive parents. All or any portion of the 30 days sick
leave must be used within 45 calendar days of the birth of the child or the child's placement with the adoptive parents.
Eligible employees may take FMLA leave concurrent with, and beyond the period of, paid sick leave for the birth, first-year care, adoption or
foster care of a child, subject to the provisions set forth in Policy GCBDBA, Professional Staff Family and Medical Leave.
Personal Leave
Personal leave is intended to cover absences for obligations which cannot practically be scheduled outside of work time, e.g., court
appearances, weddings, graduations. Staff members may be granted up to three days of personal leave annually. Personal leave absences are
deducted from sick leave.
Staff members are not required to provide a specific reason when requesting personal leave; however, the leave must be approved by the
employee’s supervisor. Except in cases of emergency, an application for personal leave must be submitted to the personnel office at least one
week in advance of the absence.
No more than five percent of the classification group of employees in a given building may be absent for personal leave on the same day unless
authorized by the director of personnel.
Personal leave will not be approved for a work day preceding or following a holiday, except for an emergency, or special request approved by the
superintendent. In order to be paid for a holiday, an employee must be paid for both the work day preceding and the work day following a
holiday. Employees would be paid by using available sick, personal, family illness, bereavement or vacation days. If an absence on a work day
either preceding or following a holiday is unpaid, then the employee shall not be paid for the holiday.
An “emergency” is defined as an unforeseen circumstance(s), or the resulting consequences thereof, which requires the employee’s immediate
involvement and necessitates his/her absence. Such cases of emergency must be discussed with the employee’s supervisor in order to
determine whether special approval may be granted. A “special request” must identify the reason for the request and be approved by the
superintendent.
Jury Duty and Witness Leave
Employees called to serve on jury duty should notify their supervisor immediately. The employees will be paid regular pay in addition to jury duty
pay and will not be charged with sick or personal leave. Employees subpoenaed to appear as a witness in court will also not be charged with
leave nor required to take vacation.
Election Leave
Any employee who is appointed to be an election judge may be absent to perform such duty for the period of time required by the election
authority, provided that the employee notifies the District at least seven days prior to the absence. The employee will not be subject to any
adverse action by the District as a result of serving as an election judge.
Leave to Vote
Employees who do not have three successive hours free from work while the polls are open are entitled to the amount of leave which would
provide them three successive hours for the purpose of voting. Requests for such leave must be made prior to election day. The employees'
supervisors may designate when during the work day the leave should be taken.
Bereavement Leave
Staff are allowed five days absence with pay in case of death of an immediate family member. No deduction from sick leave will be made for
these five days.
Additional time may be granted at the discretion of the superintendent; however, additional time will be deducted from sick leave or an
appropriate salary deduction will be made.

Legal Refs:
Sections 41.1000, 105. 270-271, 105.271, 115.102, 115.639, 168.122, 169.595, 320.200, .330-.339, 494.460, 595, .209, RSMo.
Fair Labor Standards Act, 29 U.S.C. Sections 201-219
Title VII, Civil Rights Act of 1964 as Amended by the Pregnancy Discrimination Act, 42 U.S.C. 2000e (k)
29 C.F.R. 1604.10
Family and Medical Leave Act of 1993 (29 U.S.C Sections 2611-2619)
Aubuchon v. Gasconade County R-I School Dist., 541 S.W.2d 322 (Mo.App. 1976)
Stewart v. Bd. of Ed. of Ritenour, 574 S.W.2d 471 (Mo.App.1978)
Willis v. School Dist of Kansas City, 606-S.W.2d 189 (Mo.App.1980)
Cross Ref:

GBBE-Vacations and Holidays
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Academic freedom is the right and responsibility of educators and students to study, investigate, present, interpret and
discuss all facts and ideas relevant to the subject matter of the classroom and appropriate to the maturity and the
intellectual and emotional capacities of the students within a class.
The District is committed to the exercise and preservation of academic freedom and to encouraging the free exchange of
ideas in the classroom. Likewise, the District is responsible for clarifying the academic rights and responsibilities of its
teachers and assuring that they are followed in the exercise of academic freedom within the scope of the curriculum. In
encouraging the exchange of ideas, teachers are expected to use subject matter, teaching methods and aids deemed
appropriate in conducting the class, appropriate to the level of the learner, and in keeping with the mores of the
community.
Academic freedom permits teaching about subjects, points of view, ideologies and philosophies in appropriate contexts
which are in disagreement with the morals and values held by members of the community, but it does not allow for the
advocacy and promotion of such topics. The Board also requires that teachers and students use language appropriate to
the classroom in the exercise of academic freedom.
The Board assumes that it has the responsibility to guarantee academic freedom as well as its appropriate exercise within
the parameters set forth above.
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Academic freedom is the right and responsibility of educators and students to study, investigate, present, interpret and
discuss all facts and ideas relevant to the subject matter of the classroom and appropriate to the maturity and the
intellectual and emotional capacities of the students within a class.
The District is committed to the exercise and preservation of academic freedom and to encouraging the free exchange of
ideas in the classroom. Likewise, the District is responsible for clarifying the academic rights and responsibilities of its
teachers and assuring that they are followed in the exercise of academic freedom within the scope of the curriculum. In
encouraging the exchange of ideas, teachers are expected to use subject matter, teaching methods and aids deemed
appropriate in conducting the class, appropriate to the level of the learner, and in keeping with the mores of the
community.
Academic freedom permits teaching about subjects, points of view, ideologies and philosophies in appropriate contexts
which are in disagreement with the morals and values held by members of the community, but it does not allow for the
advocacy and promotion of such topics. The Board also requires that teachers and students use language appropriate to
the classroom in the exercise of academic freedom.
The Board assumes that it has the responsibility to guarantee academic freedom as well as its appropriate exercise within
the parameters set forth above.
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The Board of Education recognizes that parents/guardians should be the primary source of sexuality education for their children. The Board
also recognizes that effective sexuality education, taught in concert with parents/guardians, helps students avoid risks to their health and
academic success and prepares them to make informed decisions as adults.
The district will offer instruction in human sexuality and will provide instruction regarding sexual abuse as required by law. All instruction will
be appropriate to the age of the students receiving the instruction, and students may be separated by gender for the instruction.
Notice and Opt-Out
The district will notify parents/guardians of each student enrolled in the district of the basic content of the district's human sexuality and
sexual abuse instruction. The district will also notify parents/guardians of their right to remove their student from any part of the district's
instruction on these topics upon written request. The district will make all curriculum materials used in the district's human sexuality and
sexual abuse instruction available for inspection prior to the use of such materials in actual instruction.
Human Sexuality and Sexually Transmitted Diseases
As required by state law, any course materials and instruction relating to human sexuality and sexually transmitted diseases shall be
medically and factually accurate and shall:
1. Present abstinence from sexual activity as the preferred choice of behavior in relation to all sexual activity for unmarried students
because it is the only method that is 100 percent effective in preventing pregnancy, sexually transmitted diseases and the emotional
trauma associated with adolescent sexual activity. Students shall be advised that teenage sexual activity places them at a higher
risk of dropping out of school because of the consequences of sexually transmitted diseases and unplanned pregnancy.
2. Stress that sexually transmitted diseases are serious, possible health hazards of sexual activity. Students shall be provided with the
latest medical information regarding exposure to human immunodeficiency virus (HIV), acquired immune deficiency syndrome
(AIDS), human papillomavirus (HPV), hepatitis and other sexually transmitted diseases.
3. Present students with the latest medically factual information regarding both the possible side effects and health benefits of all
forms of contraception, including the success and failure rates for the prevention of pregnancy and sexually transmitted diseases, or
present students with information on contraceptives and pregnancy in a manner consistent with the provisions of federal abstinence
education law.
4. Include a discussion of the possible emotional and psychological consequences of preadolescent and adolescent sexual activity
and the consequences of adolescent pregnancy, as well as the advantages of adoption, including the adoption of special needs
children, and the processes involved in making an adoption plan.
5. Teach skills of conflict management, personal responsibility and positive self-esteem through discussion and role playing at
appropriate grade levels to emphasize that the student has the power to control personal behavior. Students shall be encouraged to
base their actions on reasoning, self-discipline, sense of responsibility, self-control and ethical considerations, such as respect for
one's self and others. Students shall be taught not to make unwanted physical and verbal sexual advances or otherwise exploit
another person. Students shall be taught to resist unwanted sexual advances and other negative peer pressure.
6. Teach students about consent, sexual harassment and sexual violence. Specifically, students will be taught that:
A) Consent is a freely given agreement to the conduct at issue by a competent person, and that:
An expression of lack of consent through words or conduct does not constitute consent.
Lack of verbal or physical resistance does not constitute consent.
Submission resulting from the use of force, threat of force or fear does not constitute consent.
A current or previous dating, social or sexual relationship between two parties does not by itself constitute consent.
The manner of dress chosen by a person does not constitute consent.
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B) Sexual harassment is uninvited and unwelcome verbal or physical behavior of a sexual nature, especially by a person in
authority toward a subordinate.
C) Sexual violence is causing or attempting to cause another to engage involuntarily in any sexual act by force, threat of
force, duress or without the person's consent.
7. Advise students of the laws pertaining to their financial responsibility to children born in and out of wedlock and advise students
of the provisions of Missouri law pertaining to statutory rape and statutory sodomy.
8. Teach students about the characteristics of and ways to identify sexual predators.
9. Teach students safe and responsible Internet use, including the dangers of online sexual predators, when using electronic
communication methods such as the Internet, mobile phones, text messages, chat rooms, social media, e-mail and instant
messaging.
10. Instill in students the importance of having open communication with responsible adults, reporting any inappropriate situation,
activity or abuse to a responsible adult and, depending on intent and content, to local law enforcement, the Federal Bureau of
Investigation (FBI) or the National Center for Missing and Exploited Children's "CyberTipline."
11. Explain the potential consequences, both personal and legal, of inappropriate text messaging and sexting, even among friends.
The district will not permit a person or entity to offer, sponsor or furnish in any manner any course materials or instruction relating to human
sexuality or sexually transmitted diseases to its students if the person or entity is a provider of abortion services. No district personnel or
agents, acting in their official capacities, will encourage any student to have an abortion.
Sexual Abuse In accordance with law, the district will provide trauma-informed, developmentally appropriate training to students in grades
6–12 regarding sexual abuse including, but not limited to, instruction on:
1. How to recognize sexual abuse;
2. How to report an incident of sexual abuse;
3. How to obtain assistance and intervention; and
4. Resources for students affected by sexual abuse.
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The District recognizes that homeless students are particularly vulnerable and need special assistance to access and benefit from the education
environment. Therefore, in accordance with state and federal law, the District will attempt to promptly identify homeless students and ensure that
they receive access to a free, appropriate public education and related services in the mainstream school environment.
Homeless students are individuals who lack a fixed, regular and adequate night-time residence and include the following:
Youth who are sharing the housing of other persons due to loss of housing, economic hardship or a similar reason; are living in motels, hotels,
trailer parks, camping grounds, cars, parks, public spaces, abandoned buildings, substandard housing, bus or train stations, or other similar
settings due to the lack of alternative adequate accommodations; are living in emergency or transitional shelters; or are abandoned in hospitals.
Youth who have a primary night-time residence which is a public or private place not designated for or ordinarily used as a regular sleeping
accommodation.
Migratory youth who meet one of the above described circumstances.
Enrollment
The selected school must immediately enroll the homeless student even if the student is unable to produce records normally required for
enrollment, such as previous academic records, immunization or other health records, proof of residency, or other documentation, and even if the
student has missed application or enrollment deadlines during any period of homelessness. Outstanding fines, fees or absences cannot be used
as reasons to deny enrollment of the student. However, the district may require a parent/guardian of a homeless student to submit contact
information.
Immediately upon identifying the student as being eligible for homeless services, the selected school will make special efforts to ensure that the
student is attending class and participating fully in school activities.
Placement
If a homeless child requests admission to the District, the District will involve the parent in determining whether it is in the best interest of the child
to be enrolled in the District or to remain in the school of origin. If the youth is unaccompanied by a parent, the district liaison will consider the
views of the youth in deciding where the youth will be educated, as well as student-centered factors related to the student's best interest,
including factors related to the impact of mobility on achievement, education, health and safety of homeless students, giving priority to the
request of homeless student's parent/guardian or the unaccompanied student. The choice regarding placement is not dependent upon whether
the youth lives with his/her homeless parents or has been temporarily placed elsewhere.
If the district determines that placement should be in the school of origin, the student will continue his/her education in the school of origin for the
duration of the homelessness when the student’s family becomes homeless between academic years or during an academic year, and for the
remainder of the academic year even if the student becomes permanently housed during the academic year.
If the district determines that it is not in the best interest of the student to attend either the school of origin or the school requested by the
parent/guardian or unaccompanied student, the district must provide a written explanation of the reasons for its determination. The explanation
must be given in a manner and form understandable to the parents/ guardians or unaccompanied student and will include information regarding
the right to appeal the district’s determination.

If the student is unaccompanied, the district liaison will assist the student in placement or enrollment decisions, will give priority to the view of the
student, and will provide the student with notice of his/her right to appeal the district’s decision.
School of Origin
“School of origin” is defined as the school that the student attended when permanently housed or the school in which the student was last
enrolled, including a public preschool. When the student completes the final grade level served by the school of origin, the term will then include
the designated receiving school at the next grade level for all feeder schools.
Services
Each homeless student will be provided services comparable to services offered to other students in the District including, but not limited to,
transportation services; educational services for which the student is eligible such as educational programs for disadvantaged, disabled, and
gifted and talented students, programs in career and technical education; school nutritional programs; pre-school programs and before and after
school care programs; and programs for students with limited English proficiency. Homeless students will not be segregated in a separate school
or in a separate program within a school based on the students’ status as homeless.
The District will coordinate services for homeless students with local social service agencies and other agencies or entities providing services to
homeless students and their families, including services and programs funded under the Runaway and Homeless Youth Act. The District will also
coordinate transportation, transfer of school records and other inter-district activities with other school districts.
Transportation
If it is deemed to be in the best interest of the homeless youth to attend the school of origin, including a public preschool, transportation to and
from that school will be provided if the parent or, in the case of an unaccompanied youth, the district liaison requests. In such case the Ritenour
School District and the district of origin are responsible for apportioning the responsibility and costs for transporting the child. The costs will be
shared equally unless a different agreement is reached. If a homeless student becomes permanently housed in the middle of the school year, the
District will continue to provide transportation to the school of origin for the remainder of the school year.
Transportation to the school of origin will be provided even if a homeless preschooler who is enrolled in a public preschool moves to another
district that does not provide a widely available or universal preschool.
Records
Any records ordinarily kept by the school, including immunization or other health records, academic records, birth certificates, guardianship
records, and evaluations for special services or programs of each homeless student will be maintained so that appropriate services may be given
the student, so that necessary referrals can be made, and so that records maybe transferred in a timely fashion if the student enters a new
school district. Copies of records shall be made available upon request to students or parents in accordance with the Family Educational Rights
and Privacy Act (FERPA).
Information about a homeless student's living situation will be treated as a student education record and will not be deemed to be directory
information under FERPA.
District Liaison for Homeless Children and Youth
The Assistant Superintendent for Intervention and Student Support
2420 Woodson Road
Overland, Missouri, 63114
Ph: (314) 493-6006; F: (314) 426-9589
The Assistant Superintendent for Intervention and Student Support acts as the District’s liaison for homeless children and youth. The district
liaison will also designate and train another district employee to serve as the liaison in the absence of the district liaison.
District Liaison Responsibilities
The district liaison will attend all required professional development and other technical assistance activities as determined appropriate by the
Department of Elementary and Secondary Education. The District will attempt to inform school personnel, service providers and advocates
working with homeless families of the duties of the district liaison.
The district liaison's duties are to ensure that:
With the assistance of school personnel and other entities and agencies, homeless youth, including preschool age children, are identified,
enrolled in the appropriate school, and have an equal opportunity to succeed in the District schools.
Homeless families and students have access to and receive education services for which they are eligible, including Head Start and Early Head
Start, early intervention services under the Individuals with Disabilities Education Act (IDEA), and preschool programs administered by the
district, as well as referrals to health care services, dental services, mental health and substance abuse services, housing services and other
appropriate services.
Notice of the educational rights of homeless youth is posted and disseminated in schools, family shelters and other locations where such youth
are most likely to receive services.
Enrollment disputes are mediated in accordance with law.
Unaccompanied youth are assisted in placement or enrollment decisions, their views are considered, and they are provided notice of the right to
appeal.

Homeless parents and children are informed of their entitlement to transportation services and assisted in accessing transportation to the school
of attendance.
Assistance is provided in obtaining needed immunizations and immunization and medical records.
School personnel providing services to homeless students and their parents/guardians receive professional development and other support.
Unaccompanied students are 1) enrolled in school; 2) have opportunities to meet the same challenging state academic standards that are
established for other students; and 3) are informed of their status as independent students under laws applicable to higher education and that
they may obtain assistance from the district liaison in order to receive verification of this status for the purposes of applying for federal student
aid.
The District collects and reports reliable, valid and comprehensive data to DESE regarding homeless students.
Homeless high school students receive information and individualized counseling regarding college readiness, college selection, the application
process, financial aid and the availability of on-campus supports.
Effort is made to enroll preschool-age homeless children in preschool.
Disputes
Parents/guardians or unaccompanied youth may appeal district decisions regarding eligibility, enrollment or placement in accordance with the
Standard Complaint Resolution Process adopted by DESE.
1. Parents/guardians or unaccompanied youth will submit disputes to the district liaison, who will carry out the dispute resolution process as
expeditiously as possible. The liaison will provide the parent/guardian or unaccompanied youth a written explanation of any decisions
relating to eligibility, enrollment or placement. The written explanation will include:
A description of any other options the school considered;
The reasons other options were rejected;
A description of any other relevant factors to the district's decision and information related to the eligibility or best interest
determination including the facts, witnesses and evidence relied upon and their sources;
Appropriate timelines to ensure any relevant deadlines are not missed; and
Contact information for the district liaison and the state coordinator for homeless children and youth (state coordinator) and
a brief description of their respective roles.
2. The district liaison will discuss the explanation with the parent/guardian or unaccompanied youth and answer any related questions.
3. If the explanation provided to the parent/guardian or unaccompanied youth does not resolve the dispute, the parent/guardian or
unaccompanied youth should notify the district liaison, who will provide the parent/guardian or unaccompanied youth with the standard
state complaint resolution process and ensure that the parent/guardian or unaccompanied youth has the contact information for the state
coordinator. If requested, the district liaison will assist any unaccompanied youth in submitting the appeal.
The student will remain enrolled and will be allowed to attend and fully participate in all school activities during the dispute process.
If the parent/guardian or unaccompanied youth are English learners, use a native language other than English, or need additional supports due
to a disability, the district will make translators, interpreters or other support services available without charge and in the appropriate language.

§§ 167.020, .181, 210.003, RSMo.
McKinney — Vento Homeless Education Assistance Improvement Act of 2001 42 U.S.C.
§§ 11431 – 11435.
Legal Refs:
19 CSR 20-28.010
Family Educational Rights and Privacy Act of 1974, 20 U.S.C., 1232g
34 C.F.R. Part 99
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The Board recognizes creative and journalistic student expression as an important dimension of the school experience.
Consequently, the Board encourages student production and distribution of publications which provide opportunities for
practical journalistic experience and for the written expression of differing opinions. Publications such as school
newspapers, annual yearbooks and student-created or edited web pages may be an integral part of a course curriculum.
Other publications may be part of a co-curricular activity. All school sponsored student publications will be assigned
faculty sponsor/advisors who guide and instruct students in these activities.
The primary purposes of student newspapers, yearbooks and other student publications are to teach writing, editing,
compiling and publishing skills, to be a medium for creative and journalistic student expression, to teach responsibility
which is obligatory upon journalistic expression, to serve as a forum for communication among members of the student
body, and to be a historical record of school events and activities as viewed by students and sponsors who created the
publications.
While sponsor/advisors guide and instruct students in the production of publications, the principal is ultimately
responsible for assuring that publications meet the standards and expectations of the school. In this role the principal has
the authority and responsibility to delay or prohibit the distribution of publications which are likely to cause substantial
and material disruption in the functioning of the school.
Information from a student's personally identifiable education records will not be disclosed in student publications unless
it is Directory Information or unless the student's parent, or the student if he/she is eligible, has given written permission
to publish the information.
Commercial advertisements must conform with administrative regulations. Sponsors and building administrators are
responsible for determining the cost, if any, of publications made available to students.

Legal Refs: Hazelwood School District v. Kuhlmeier, 484 U.S. 260 (1988)
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No partisan political views, religious faiths or denominations, unorthodox lifestyles, nor other issues of personal choice
may be espoused and advocated by school staff with students when they are under the jurisdiction of their school. No
individual, organization, institution, sect, or cult is permitted to distribute religious or partisan political publications and
materials in school buildings or upon school grounds, nor may school personnel accept such materials for distribution to
students or other school personnel.
Teachers are expected, however, to teach objectively about controversial issues if they are relevant to the subject at
hand, dealt with in a manner appropriate for the developmental and maturity level of the students being taught, and the
content of the curriculum can be known to interested parents and school administrators. Teachers will treat students and
families with respect and dignity by valuing individual perspectives and cultural diversity.
When relevant to the instructional and school settings, teachers are also expected to teach and permitted to advocate for
the principles of freedom and democracy, free market economies, provisions of the national and state Constitutions and
other governmental documents, and nonsectarian values which are widely associated with the American heritage.
The Board expects that teachers and administrators will strive for objectivity, evenhandedness and academic rigor in
selecting curriculum and instructional materials. Materials should also be selected for their relevance to the intended
instructional purposes, their motivational potential, and their artistic quality and appeal. Instructional materials will not be
excluded on the basis of the author’s racial or ethnic identity, political or religious views and affiliations. Books and
instructional materials with broad-based standing and sound reputation and authority will not be excluded or removed
from schools on the basis of partisan or doctrinal approval or disapproval.
At the same time the District will strive to use stimulating, effective materials which are consistent with the collective
community’s values. The District also wishes to be responsive to and respectful of individual parent’s convictions and their
wishes for their children to the extent that it is practical to do so without interrupting and compromising the District’s
curriculum and instructional process.

Mo. Const., Art. I, Sections 5-7
Section 170.340, RSMo
Legal Refs:
U. S. Const., Amendment 1
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Every student has the right to attend school in an environment free of harassment, sexual harassment, offensive use of
sex-oriented jokes or epithets. Such conduct is improper, contrary to district policy, and prohibited for all students and
employees of the District.
Harassment includes verbal or physical conduct based on a person's actual or perceived race, religion, color, national
origin, gender, sexual orientation, disability or other personal characteristics. It includes verbal, written, or physical
conduct which offends, denigrates or belittles an individual because of any of these characteristics. It further includes
derogatory remarks, jokes, demeaning comments or behaviors, name-calling, mimicking, graffiti, innuendo, gestures,
stalking, threatening, bullying, or the display or circulation of written or electronically generated material or pictures.
Sexual harassment includes unwelcome sexual advances, requests for sexual favors, sexually motivated physical conduct,
and other conduct of a sexual nature which has the purpose or effect of interfering with a student's school performance
or creating an intimidating, hostile or offensive school environment. This may include touching, oral or written comments,
sexual name-calling, spreading sexual rumors or jokes, pictures, leers, and overly personal conversation. Sexual
harassment also may include any of the above conduct by a teacher, principal or other school employee, where
submission to or rejection of such conduct by the student is used, or threatened to be used, as the basis for any
educational decision regarding the student.
Any student who feels that he/she has been or is being harassed and/or sexually harassed should tell the offending
person that such behavior is offensive, and should report it to a teacher, principal, or other staff member. (If the
offending person is a teacher, principal, or other staff member, the student should report the conduct to a different
teacher, principal or staff member.)
Any student who makes a complaint of harassment or sexual harassment in good faith shall not be punished or retaliated
against because of such complaint. Likewise, harassment ofa student by another student or staff member on account of
or in retaliation for the student's making of a complaint of harassment or sexual harassment shall itself be considered
harassment and is prohibited.
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Interviews and Interrogations by Law Enforcement Officials
School officials cooperate closely with and support law enforcement officials in the performance of their duties and in their
work with the schools. When law enforcement officials seek to interview or interrogate students while they are in the
school's jurisdiction, school administrators identify the official and attempt to schedule the event away from school and
outside of school-time. If this is not feasible, a school official will normally be present and the session will be conducted in
private. The school attempts to notify the parents before law enforcement officials meet with students unless the officials
have convincing reason that the parents should not be notified.
Removal of Students from School by Law Enforcement Officials
Before a student at school is taken into custody by a law enforcement or other legally authorized person, a school
administrator will verify the official's identity and authority to take the student into custody. Authority usually consists of
a subpoena, a warrant for arrest or an order for civil arrest. The school will attempt to notify the student's parent that the
student is being taken into custody.
A student may also be removed from school into protective custody by an authorized official investigating possible child
abuse. The school will attempt to notify the student's parent that the student is being removed from school, unless the
parent is a subject of the investigation.
When law enforcement officials are called by the school for assistance in handling a student who has committed a serious
offense at school, the procedures of the law enforcement official take precedence over district procedures. In such cases
students may not be arrested unless a sworn complaint is filed, but may be removed from school without an official
complaint or warrant. Parents will be notified at the earliest possible time.
Searches by School Personnel
School officials have the authority to search students and students' property (including purses, backpacks, gym bags,
etc.) provided that the search is justified at its inception and reasonable under all the circumstances. School officials will
exercise discretion to perform searches as they deem necessary to maintain the safety and welfare of students and staff,
to prevent violations of discipline policies, or to prevent interference with the educational process. Strip searches will not
be conducted under any circumstances by school officials, as defined in state law, except in situations where an employee
has reason to believe that the student possesses a weapon, explosive or substance that poses an imminent threat of
physical harm to the student or others, and a commissioned law enforcement officer is not immediately available. Lockers
and desks assigned to students remain the property of the Ritenour School District and may be searched by school
officials with or without notice. Vehicles driven by students to school are likewise subject to search by school officials.
School officials will also call in law enforcement officials (including School Resource Officers) when they deem it necessary
or appropriate or otherwise required by law. Those law enforcement officials may also conduct searches and take other
appropriate action pursuant to their authority as law enforcement officials.
Employees may also remove student clothing to investigate the potential abuse or neglect of a student, give medical
attention to a student, provide health services to a student, or screen a student for medical conditions.
https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#
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Interviews by Children's Division of Department of Social Services (CD) Personnel
In an emergency or when the home setting is inappropriate, the school may permit CD personnel to interview students
at school during the school-day or during periods of co-curricular activities. If practical, the CD worker is expected to
contact a school administrator to make arrangements for an interview prior to coming to the school. The CD worker may
be accompanied by and work in conjunction with a law enforcement official, particularly when the report alleges sexual or
serious physical abuse.The school administrator should discuss and resolve with the CD worker the following and any
other issues relevant to the interview:
The identity of the CD worker and anyone else, including the school person(s), who will be involved in or present at
the interview;
Who will conduct the interview;
The exact place and time of the interview;
Assurance of privacy for the interview setting, adherence to confidentiality mandates, and minimal disruption of
the student’s schedule;
Verification that the CD worker has notified the parent of the student prior to the interview, if the parent is not the
alleged abuser, and that notification occurs as required by law.
Comparable procedures and safeguards apply when it is necessary for a Court Appointed Guardian or Special Advocate to
interview a student during the school-day or during co-curricular activities.

Legal Refs:

§§ 167.166, 210.145, 544.193, RSMo
New Jersey vs. T.L.O., 469 U.S. 325 (1985)
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Definitions
Confinement -- Preventing a student from leaving an enclosed space.
Corporal Punishment -- The use of physical force as a method of correcting student behavior.
Emergency Situation -- Circumstances in which a student's behavior poses a serious threat of imminent physical harm
to self, others, or the destruction of property.
Isolation -- Confinement of a student alone in an enclosed space without locking hardware for reasons other than those
in which supervised in-school suspension, detention or time-out are used as disciplinary consequences.
Locking Hardware -- Mechanical, electrical or other material devices used to lock a door or to prevent egress from a
confined area.
Physical Restraint -- Use of person-to-person physical contact to restrict the free movement of all or a portion of a
student's body. It does not include briefly holding a student without undue force for instructional or other purposes,
briefly holding a student to calm the student, taking a student's hand to transport him/her for safety purposes, physical
escort, or intervening in a fight.
Seclusion -- Confinement of a student alone in an enclosed space from which the student is physically prevented from
leaving by locking hardware.
Time-out -- Brief removal from ongoing educational activities that does not meet the definition of, and is a lesser
response than, seclusion or isolation. The purpose of time-out is to separate the student from attention of staff and other
students.
Corporal Punishment
District employees and volunteers are prohibited from administering corporal punishment to students attending the
Ritenour schools, and from causing such punishment to be administered.
Physical Restraint
In the cases below, staff members are permitted to use the amount of restraint deemed reasonably necessary to:
1.
2.
3.
4.

Prevent a student from hurting himself/herself,
Protect other students from injury,
Protect the teacher’s own well-being,
Prevent destruction of school or personal property.
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Isolation
Isolation of a student is authorized only:
1. In an emergency situation, or
2. When less restrictive measures have not effectively deescalated a difficult situation, or
3. With parental approval as specified in a student's IEP, a Section 504 plan, or other agreed-upon plan to address a
student's behavior.
A student in isolation must be monitored by district staff in face-to-face proximity of the student unless the safety of
persons involved is significantly compromised, in which case technology supported monitoring maybe used. The age of
the student and the circumstances should dictate the length of the isolation, which should not exceed approximately 40
minutes in any case, without a reassessment of the situation and consultation with a parent and/or administrative staff
member, or unless provided for in an IEP, Section 504 plan, or other previous agreement with parents to address the
child's behavior.
Seclusion
Seclusion of a student is authorized only in an emergency situation while awaiting the arrival of law enforcement
personnel.
Notice to Parent
Except as otherwise specified in a student's IEP or Section 504 plan, the parent of the student will be notified of the
incident as soon as practical, but no later than the end of the day during which the incident occurred, if possible. Within
five school-days of the incident, the parent should receive a written report which includes:
1. Date, time of day, location, duration and description of the incident and interventions used,
2. Event(s) that led up to the incident, and
3. Nature and extent of any injury to the student.
Follow-up and Documentation
Within two days following any emergency situation in which a staff member uses physical restraint, isolation or seclusion,
he/she must prepare a written report which includes:
1. Date of incident,
2, Name and age of the student involved,
3. Names of staff members involved,
4. Description of the circumstances which led to the action taken by the staff member,
5. Description of the nature of the action taken,
6. Any significant consequences of the action,
7. If injuries occurred, a description of the injuries and who suffered them,
8. Whether student was disciplined,
9. Whether student has an IEP or Section 504 plan, and
10. When and how parents were notified.

If needed, a follow-up meeting of staff members involved and the principal will also be held. A written report of the
incident is to be kept on file by the building principal and a copy forwarded to the administrator for Student Services.

Legal Refs: Sections 160.261, 171.011, 563.061, RSMo.
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All instructional materials, including teachers' manuals, films, tapes or other supplementary material, which will be used
in connection with any survey, analysis or evaluation, or any survey created by a third party to be administered to
students, must be available for review by the parents of students to be surveyed. "Instructional materials" does not
include academic tests or academic assessments.
Students must have written, prior parental consent to participate in a survey, analysis or evaluation that reveals
information concerning:
Political affiliations or beliefs of the student or the student's parents;
Religious practices, affiliations or beliefs of the student or the student's parents;
Mental and psychological problems to the student or his/her family;
Sexual behavior and attitudes;
Illegal, anti-social, self-incriminating and demeaning behavior;
Critical appraisals of other individuals with whom respondents have close family relationships;
Legally recognized privileged or analogous relationships, such as those of lawyers, physicians and ministers; or
Income (other than that required by law to determine eligibility for participation in a program or for receiving
financial assistance under such program).
The district will take appropriate measures to protect the identification and privacy of participating students, including
limiting access to the completed surveys and results as allowed by law.
The District generally does not collect, disclose or use personal student information for the purposes of marketing or
selling that information or providing the information to others for that purpose. In cases of exception to this practice,
parents are permitted to inspect any instrument to be used before it is administered or distributed to a student and to opt
their child out of participating in the survey.
As required by law, parents will be directly notified of this policy at least annually at the beginning of the school year and
within a reasonable period of time after any substantive change in the policy.

Legal Refs:

§§ 610.010-.028, RSMo
Protection of Pupil Rights Amendment, 20 U.S.C. § 1232h
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Purpose
Suicide is a leading cause of death among youths in Missouri and is a public health concern impacting all Missouri
citizens. The Ritenour School District is committed to maintaining a safe environment to protect the health, safety and
welfare of students.
This policy will outline key protocols and procedures the district will use to educate employees and students on the
resources and actions necessary to promote suicide awareness and prevent suicide. The goal of the district is to help
students who may be at risk of suicide without stigmatizing or excluding students from school. No student will be
excluded from school based solely on the district's belief that the student is at risk of suicide.
Definitions
Crisis Response Team (CRT) A team of district employees trained in suicide awareness and prevention.
Student at Risk of Suicide A student who is demonstrating individual, relationship, community or societal factors that
are associated with suicide and that in combination indicate that an individual might be contemplating suicide.
Suicide Crisis A situation in which a person is attempting to kill him- or herself or is seriously contemplating or planning
suicide. Planning may include, but is not limited to, a timeframe and method for attempting suicide or obtaining or
attempting to obtain the means to attempt suicide. A suicide crisis is considered a medical emergency requiring
immediate intervention.
Crisis Response Team
The district will establish a district-level CRT and, if practical, a team in each building. CRT members will include
administrators, counselors and the school nurse and may also include school social workers, school resource officers,
teachers and community members as appropriate. The CRT will be responsible for implementation of the district's
response plan.
The district will use an evidence-based/informed tool for determining whether a student is at risk of suicide or is having a
suicide crisis. The CRT members, the building administrator and a designee will receive training and coaching in using
this tool to assist in making these determinations and appropriately responding.
Response Plan
District employees will respond immediately in situations where they have a reasonable belief that a student may be at
risk of suicide or may be having a suicide crisis.

Students Who May Be at Risk of Suicide
Any district employee who has a reasonable belief that a student may be at risk of suicide, even though the student is not
having a suicide crisis as defined in this policy, will take the following steps:
1. Make every effort to locate the student immediately, and do not leave the student alone.
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2. Notify a CRT member or the building administrator or designee. If the employee cannot reach the building
administrator, designee or any of the CRT members, the employee will contact the student's parent/guardian. If
the parent/guardian is also unavailable, or at the parent's/guardian's request, the employee will contact
emergency services.
When a CRT member or the building administrator or designee receives notification that a student may be at risk of
suicide, he or she will take the following steps:
1. If the student cannot be located or leaves after being located, a CRT member or the building administrator or
designee will contact the parent/guardian to explain the district's concern.
2. If the student has been located, a CRT member or the building administrator or designee will use an evidencebased/informed tool to determine whether the student is at risk of suicide and the appropriate response.
Regardless of the determination, the building administrator or designee will contact the student's parent/guardian
to discuss the concern.
3. If it is determined that the student may be at risk of suicide, a school counselor and a CRT member will meet
with the student and his or her parents/guardians to discuss support and safety systems, available resources,
coping skills and collaborative ways to support the student.
Students Who May Be Having a Suicide Crisis
If an employee reasonably believes that a student is having a suicide crisis, the employee will take the following steps:
1. Make every effort to locate the student immediately, and do not leave the student alone.
2. Immediately report the situation to a CRT member or the building administrator or designee. If the employee
cannot reach the building administrator, designee or any of the CRT members, the employee will notify the
student's parent/guardian and contact emergency services. The employee may also contact the National Suicide
Prevention Lifeline (800‑273‑8255) for assistance. As soon as practical, the employee will notify the building
administrator or designee.
When a CRT member or the building administrator or designee receives notification that a student is believed to be
having a suicide crisis, he or she will take the following steps:
1. If the student cannot be located or leaves after being located, a CRT member or the building administrator or
designee will contact the parent/guardian to explain the district's concern.
2. If the student has been located, the CRT member or the building administrator or designee will, based on his
or her training and an assessment of the student, determine the appropriate action, including whether to call
emergency services, and implement the appropriate response.
3. At an appropriate time after the crisis has passed, a school counselor and a CRT member will meet with the
student and his or her parents/guardians to discuss support and safety systems, available resources, coping skills
and collaborative ways to support the student.
Confidentiality
Employees are required to share with the CRT and administrators or their designees any information that may be relevant
in determining whether a student is at risk of suicide, is having a suicide crisis or is otherwise at risk of harm. Employees
are prohibited from promising students that information shared by the student will be kept secret when the information is
relevant to the student's safety or the safety of another person.
Release of a student's individually identifiable education records will be made in accordance with the Family Educational
Rights and Privacy Act (FERPA). In accordance with FERPA, information contained in a student's education records may
be revealed at any time to the student's parents/guardians and school personnel who have a legitimate interest in the
information. Education records may be shared with other appropriate persons when necessary to protect the health or
safety of the student or others.
Abuse and Neglect
If any employee of the district has reasonable cause to believe a student has been or may be subjected to abuse or
neglect or observes the student being subjected to conditions or circumstances that would reasonably result in abuse or
neglect, the employee will contact the Child Abuse and Neglect Hotline in accordance with law and Board policy.
Accommodating a Disability
If at any time a parent/guardian informs the district that a student has a medical condition or impairment that could
require accommodation, district employees will contact the district's compliance coordinator to determine whether the
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student has a disability.
School and Community Resources
The district will, in collaboration with local organizations and the Missouri Department of Mental Health, identify local,
state and national resources and organizations that can provide information or support to students and families. Copies
of or links to resources will be available to all students and families on the district's website and in all district schools.
A school counselor or a CRT member will periodically follow up with students and parents/guardians of students who have
been identified as being at risk of suicide or who have had a suicide crisis to offer additional assistance.
Response to Incidents Impacting the School
When the school community is impacted by the attempted suicide or death by suicide of a student, staff member or other
person in the school community, the superintendent or designee will confer with the district-level CRT and, when
appropriate, confer with local community resources and professionals to identify and make available supports that may
help the school community understand and process the behavior or death.
The CRT and the superintendent or designee will determine appropriate procedures for informing the school community of
an attempted suicide or death by suicide and the supports that will be offered. Staff and students who need immediate
attention following an attempted suicide or death by suicide will be provided support and resources available through the
district and will be given information about other resources.
Staff Education on Suicide Prevention and Response Protocol
All district employees will receive information regarding this policy and the district's protocol for suicide awareness,
prevention and response. This information will be provided to current employees and each new employee hired. The
information will focus on the importance of suicide prevention, recognition of suicide risk factors, strategies to strengthen
school connectedness, and response procedures.
The district will also provide opportunities for district staff to participate in professional development regarding suicide
awareness and prevention. Opportunities may include district-led training, access to web-based training, or training
provided in other school districts or by local organizations or health professionals.
Suicide Prevention Education for Students
Starting no later than fifth grade, students will receive age-appropriate information and instruction on suicide awareness
and prevention. Information and instruction may be offered in health education, by the counseling staff or in other
curricula as may be appropriate.
Policy Publication
The district will notify employees, students and parents/guardians of this policy by posting this policy on the district's
website and providing information about the policy to district employees. The district may also include information about
the policy in appropriate district publications and student handbooks.

Legal Refs:

https://go.boarddocs.com/mo/rsdmo/Board.nsf/vpublic#

Section 170.048, RSMo.

3/3

6/30/22, 3:08 PM

BoardDocs® Pro

Book

Policy Manual

Section

Students

Title

Reporting and Investigating Child Abuse and Neglect

Code

JHG

Status

Active

Adopted

November 11, 1993

Last Revised

August 11, 2016

The superintendent is required to designate a district employee as the liaison in handling cases of child abuse and
neglect. In conjunction with the chief investigator of the local office of the Children's Division (CD), the liaison is
responsible for developing protocol to ensure that appropriate school personnel are informed about child abuse and
neglect investigations. The liaison also serves on multi-disciplinary teams with law enforcement, court and agency
representatives which provide protective or preventive social services. Written information received by the liaison or the
District is subject to the provisions of FERPA.
Child abuse is defined to be any physical injury, sexual abuse or emotional abuse inflicted on a child other than by
accidental means, by those responsible for the child's care, custody and control, or by any other person. Neglect is
defined as the failure to provide proper or necessary support, education, nutrition or medical, surgical or other care
necessary for the child’s well-being.
The District must conduct annual training necessary to assist staff members in identifying possible instances of child
abuse and neglect, including annual updates regarding any changes in the law.
The training must:
Provide current and reliable information on identifying signs of sexual abuse in children and danger signals of
potentially abusive relationships between children and adults.
Emphasize how to establish an atmosphere of trust so that students feel that their school has concerned adults
with whom they feel comfortable discussing matters related to abuse.
Make clear that all mandatory reporters, upon finding reasonable cause, are required to directly and immediately
report suspected child abuse or neglect. These reports must be made even if the person suspected of abusing the
child is another mandated reporter, such as another school employee.
Emphasize that no supervisor or administrator may impede or inhibit any required reporting under state law.
Emphasize that no person making a report in accordance with law will be subject to any sanction, including any
adverse employment action, for making such a report.
In accordance with law, if a student reports alleged sexual misconduct on the part of a district employee to an employee
of this district, the employee who receives the report must immediately notify the superintendent of the allegation and
also report it immediately to the CD. The district may investigate the allegations for the purpose of making employment
decisions.
For purposes of this policy, "sexual misconduct" is defined as engaging in any conduct with a student, on or off district
property, that constitutes:
1)the crime of sexual misconduct;
2) illegal sexual harassment as defined in policy AC, as determined by the district; or
3) child abuse involving sexual behavior, as determined by the CE.
Staff members are required to comply with the state child abuse and neglect laws. Accordingly, any employee acting in
his/her official capacity who knows, or has reasonable cause to suspect, that a child has been subjected to abuse or
neglect, or who observes a child being subjected to conditions or circumstances which would reasonably result in abuse
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or neglect, including excessive absences that may indicate educational neglect, is required to make an immediate report
via the Child Abuse Hotline (1-800-392-3738) to the Missouri CD, as required by law. Employees who know or have
reason to believe that another district employee has sexually or physically abused a student have an additional duty to
notify their immediate supervisor immediately. This policy does not preclude any employee from directly reporting abuse
or neglect to CD. The employee must, however, notify the building principal immediately after making a report. No
internal investigation will be initiated until such a report has been made, and even then the investigation may be limited
if the report involves sexual misconduct by a school employee. Employees who make such reports to the CD must notify
the school principal that a report has been made. The principal will notify the superintendent and the district liaison about
the report.
In some cases circumstances may make it advisable for the principal to take additional steps such as involving the school
nurse or retaining the child in school custody until the proper authorities assume control if there is fear for the student’s
safety. The principal will notify the superintendent of the report and keep him/her informed of the status of the case.
If an employee has reason to believe that a victim of such abuse or neglect is a resident of another state or was injured
as a result of an act which occurred in another state, the principal may also make a report to the child protection agency
of the other state, pursuant to the laws of the other state.
Upon request to the local CD office or to the social worker completing the investigation, the school, as a mandated
reporter, is entitled to information and findings concerning the case. The information may be shared with the staff
member who originated the report, but must not be released to anyone else without written authorization from
CD.Parents should be referred to CD if they request information regarding the investigation. After the investigation is
completed, parents are entitled to information from CD records; however, the identity of the person who filed the report
is not released.
Any person who participates in good faith in making child abuse reports, or in any judicial proceeding resulting therefrom,
will be immune from civil or criminal liability. The employee who initiates a report is not responsible for proving that the
child has been neglected or abused.
The reporting requirements above are individual, and no supervisor or administrator may impede or inhibit any required
reporting in this policy. No employee making a report in accordance with law will be subject to any sanction, including any
adverse employment action, for making such a report. Further, the superintendent and other district administrators must
ensure that any employee mandated by law to make a report has immediate and unrestricted access to the
communication technology necessary to make an immediate report. Employees making a mandated report must also be
relieved of other work duties for such time as is required to make the report.
If CD receives a child abuse report alleging that a district employee has abused a student, the report is immediately
referred to the superintendent (or the board president in cases concerning the superintendent) who will conduct an initial
investigation. If the report alleges corporal punishment administered by a certificated school employee in violation of
district policy, the use of reasonable physical force against a student for the protection of other persons or property by
any district personnel, or if it is determined that the sole purpose of the report is to harass a school employee, the
superintendent or board president will jointly investigate the matter with a law enforcement officer. The investigation and
issuance of findings and conclusions will be in accordance with the requirements of Section 160.021,RSMo. All other
reports of any nature received by the superintendent will be returned immediately to CD for investigation.
Sections 160.261, 162.069, 167.122-.123, 210.110 - .165, 865, RSMo.
Legal Refs: Family Educational Rights and Privacy Act of 1974, 20 U.S.C. § 1232g
13 C.S.R. 35-31.010; 34 C.F.R. Part 99
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