
3.18—EMPLOYMENT  
  

All prospective employees must fill out an application form provided by the District, in addition to 

any resume provided; all of the information provided is to be placed in the personnel file of those 

employed.  
  

If the employee provides false or misleading information, or if he/she withholds information to the 

same effect, it may be grounds for dismissal. In particular, it will be considered a material 

misrepresentation and grounds for termination of contract of employment if an employee’s licensure 

status is discovered to be other than as it was represented by an employee or applicant, either in 

writing on application materials or in the form of verbal assurances or statements made to the school 

district.  
  

It is grounds for termination of contract of employment if an employee fails a criminal background 

check or receives a true report on the Child Maltreatment Central Registry check.1  
  

All teachers who begin employment in the 2021-2022 school year and each school year thereafter 

shall demonstrate proficiency or awareness in knowledge and practices in scientific reading 

instruction as is applicable to their teaching position by completing the prescribed proficiency or 

awareness in knowledge and practices of the scientific reading instruction credential either as a 

condition of licensure or within one (1) year for teachers who are already licensed or employed as a 

teacher under a waiver from licensure.  
  

Before the superintendent may make a recommendation to the Board that an individual be hired by 

the District, the superintendent shall check the Arkansas Educator Licensure System to determine if 

the individual has a currently suspended or revoked teaching license. An individual with a currently 

suspended license or whose license has been revoked by the State Board of Education is not eligible 

to be employed by the District; this prohibition includes employment as a substitute teacher, 

whether directly employed by the District or providing substitute teaching services under contract 

with an outside entity.  
  

The District is an equal opportunity employer and shall not discriminate on the grounds of race, 

color, religion, national origin, sex, pregnancy, sexual orientation, gender identity, age, disability, or 

genetic information.2  
  

Inquiries on nondiscrimination may be directed to Brenda Napier, Superintendent, who may be 

reached at 870-428-8127, meking@dmj.k12.ar.us or by mail at PO Box 56, Deer, AR 72628.  
  

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

in person or by using the mailing address, telephone number, or email address provided above. A 

report may be made at any time, including during non-business hours, and may be on the 

individual’s own behalf or on behalf of another individual who is the person alleged to be the victim 

of conduct that could constitute sex discrimination or sexual harassment.  
  

  



For further information on notice of non-discrimination or to file a complaint, visit 

http://wdcrobcolp01.ed.gov/CFAPPS/OCR/contactus.cfm; for the address and phone number of the 

office that serves your area, or call 1-800-421-3481.  
  

In accordance with Arkansas law5, the District provides a veteran preference to applicants who 

qualify for one of the following categories:  1. a veteran without a service-connected 

disability;   

2. a veteran with a service-connected disability; and  

3. a deceased veteran’s spouse who is unmarried throughout the hiring process.  
  

For purposes of this policy, “veteran” is defined as:   

a. A person honorably discharged from a tour of active duty, other than active duty for training 

only, with the armed forces of the United States; or  

b. Any person who has served honorably in the National Guard or reserve forces of the United 

States for a period of at least six (6) years, whether or not the person has retired or been 

discharged.  
  

In order for an applicant to receive the veteran preference, the applicant must be a citizen and 

resident of Arkansas, be substantially equally qualified as other applicants, and do all of the 

following:  

1. Indicate on the employment application the category the applicant qualifies for;  

2. Attach the following documentation, as applicable, to the employment application:  

• Form DD-214 indicating honorable discharge;  

• A letter dated within the last six months from the applicant’s command indicating years of 

service in the National Guard or Reserve Forces as well as the applicant’s current status;  

• Marriage license;  

• Death certificate;   

• Disability letter from the Veteran’s Administration (in the case of an applicant with a 

service-related disability).  
  

Failure of the applicant to comply with the above requirements shall result in the applicant not 

receiving the veteran preference; in addition, meeting the qualifications of a veteran or spousal 

category does not guarantee either an interview or being hired.  
  

  
Notes: This policy is similar to Policy 8.13. If you change this policy, review 8.13 at the same time to ensure applicable 

consistency between the two.  
  
1A.C.A. § 6-17-411 allows an individual who fails the criminal background check or has a true finding on the  
Child Maltreatment Central Registry to be employed by a district if the State Board grants a waiver. A.C.A. §  
6-17-410 provides that the State Board must receive a written request for a hearing for a waiver within thirty  
(30) days from when notice of the individual’s denial, nonrenewal, or revocation is received. Either the school 

board or the individual seeking employment may request the hearing for a waiver.  
  
A waiver from the State Board for an individual to get a license counts as a waiver for the same offense when 

hiring.  
  



2 A copy of the nondiscrimination statement should be included in all district publications unless the 

publication is intended only for students and parents. Publications intended only for students and parents 

should include the nondiscrimination clause in Policy 4.11—EQUAL EDUCATIONAL OPPORTUNITY.  
  

3 Insert the position(s) designated to be contacted on discrimination inquiries. If you have different 

positions designated to answer questions on disability discrimination (504 coordinator) and sex discrimination 

(Title IX coordinator), then you will need to include the position responsible for each area. Do not include the 

name(s) of the person(s) to be contacted in the policy; changing the name of the person (due to a staffing 

change) would necessitate amending the policy, which would require it to go through the entire adoption 

process.  
  
4 Insert the office address, and phone number, and email address to be used to contact the designated 

position. If you have more than one position designated as set forth in footnote 3, you will need to include a 

contact number, email address, and office address for each position. The contact number and office address 

may be the school/district address and phone number. We recommend making the email address specific to the 

position, such as titleix@districtdomain.org, and having the emails sent to the coordinator’s inbox to prevent 

having to amend the policy due to staff changes.  
  
While 34 C.F.R. § 106.8 requires that an individual be able to submit a report, including by telephone, both 

inside and outside of business hours, we do not believe that this requires that the Title IX Coordinator must be 

on-call to receive phone calls at any time; instead, the number provided for individuals to use must allow 

individuals wanting to report sexual discrimination or sexual harassment to the Title IX Coordinator to be able 

to leave a voice message for the Title IX Coordinator.  
  

5 A.C.A. § 21-3-301 et seq. includes public schools in the list of employers required to provide a 

preference to applicants who qualify for a veteran or a deceased veteran's spouse category when selecting 

interview candidates, during the interview process, and in selecting a new employee.  
  
A.C.A. § 21-3-302 covers the requirements for giving a veteran preference during the application, interview, 

and hiring processes. The statute does not require districts to use a particular scoring method to demonstrate 

giving a preference and districts can continue using the system they have previously been using. However, 

A.C.A. § 21-3-302 and A.C.A. § 21-3-303 require districts be able to demonstrate that any qualifying applicant 

was given a preference during the entire application, interview, and hiring processes.  
  
If a veteran who is not hired requests, the district must provide the veteran with his/her base score, adjusted 

score, and the successful candidate's score. While there is no statutorily required method, ASBA suggests 

districts use a numerical scoring rubric for the entire hiring process. The use of such a rubric makes it easy to 

demonstrate a preference was given as you can point to where qualifying applicants received additional points. 

Districts that don't use a numerical scoring method are required, upon a veteran's request, to provide all 

documentation allowed to be released under FOIA to the veteran to demonstrate how the preference was used 

to develop the list of qualified candidates to be interviewed and to select the person actually hired.   
  

  
Legal References:  Division of Elementary and Secondary Education Rules Governing Background Checks  

A.C.A. § 6-17-301 

A.C.A. § 6-17-410 

A.C.A. § 6-17-411 

A.C.A. § 6-17-428 

A.C.A. § 6-17-429 

A.C.A. § 21-3-302 

A.C.A. § 21-3-303  
28 C.F.R. § 35.106  
29 C.F.R. part 1635  
34 C.F.R. § 100.6  
34 C.F.R. § 104.8  



34 C.F.R. § 106.8  
34 C.F.R. § 106.9  
34 C.F.R. § 108.9  
34 C.F.R. § 110.25  

  

  

  

  

  

  

  

  

  


