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1581 VICTIM OF DOMESTIC OR SEXUAL VIOLENCE LEAVE

In accordance with the provisions of N.J.S.A. 34:11C-1 et seq., an employee who
was a victim of an incident of domestic violence as defined in Section 3 of
P.L.1991, ¢.261 (C.2C:25-19) or a sexually violent offense as defined in Section 3
of P.L.1998, c.71 (C.30:4-27.26), or whose child, parent, spouse, domestic
partner, or civil union partner was a victim shall be entitled to unpaid leave of no
more than twenty days in one twelve-month period, to be used in the twelve-
month period following any incident of domestic violence or any sexually violent
offense as provided in N.J.S.A. 34:11C-1 et seq.

For the purposes of N.J.S.A. 34:11C-1 et seq. and this Policy, an “employee”
means a person who is employed for at least twelve months by the Board of
Education, with respect to whom benefits are sought under N.J.S.A.
34:11C-1 et seq. — “NJ SAFE Act” for not less than 1,000 hours during the
immediately preceding twelve-month period.

For the purposes of N.J.S.A. 34:11C-3 and this Policy, each incident of domestic
violence or any sexually violent offense shall constitute a separate offense for
which an employee is entitled to unpaid leave, provided the employee has not
exhausted the allotted twenty days for the twelve-month period. The unpaid leave
may be taken intermittently in intervals of no less than one day, as needed for the
purpose of engaging in any of the following activities as they relate to the incident
of domestic violence or a sexually violent offense:

L. Seeking medical attention for, or recovering from, physical or
psychological injuries caused by domestic or sexual violence to the
employee or the employee's child, parent, spouse, domestic
partner, or civil union partner;

e Obtaining services from a victim services organization for the
employee or the employee's child, parent, spouse, domestic
partner, or civil union partner;

3, Obtaining psychological or other counseling for the employee or
the employee's child, parent, spouse, domestic partner, or civil
union partner;
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4. Participating in safety planning, temporarily or permanently
relocating, or taking other actions to increase the safety of the
employee or the employee's child, parent, spouse, domestic
partner, or civil union partner from future domestic or sexual
violence or to ensure economic security;

5. Seeking legal assistance or remedies to ensure the health and safety
of the employee or the employee's child, parent, spouse, domestic
partner, or civil union partner, including preparing for, or
participating in, any civil or criminal legal proceeding related to or
derived from domestic or sexual violence; or

Gi Attending, participating in, or preparing for a criminal or civil
court proceeding relating to an incident of domestic or sexual
violence of which the employee or the employee's child, parent,
spouse, domestic partner, or civil union partner, was a victim.

The Board of Education will require the employee, to use any of the accrued paid
vacation leave, personal leave, or medical or sick leave (in accordance with the
provisions of N.J.S.A. 18A:30-1) during any part of the twenty-day period of
unpaid leave provided under N.J.S.A. 34:11C-1 et seq. In such case, any paid
leave provided by the Board, and accrued pursuant to established policies of the
Board, shall run concurrently with the unpaid leave provided under N.J.S.A.
34:11C-1 et seq. and, accordingly, the employee shall receive pay pursuant to the
Board's applicable paid leave policy during the period of otherwise unpaid leave.
If an employee requests leave for a reason covered by both N.J.S.A. 34:11C-1 et
seq. and the "Family Leave Act," P.L.1989, ¢.261 (C.34:11B-1 et seq.) or the
Federal "Family and Medical Leave Act of 1993," Pub.L..103-3 (29 U.S.C. § 2601
et seq.), the leave shall count simultaneously against the employee's entitlement
under each respective law.

Leave granted under N.J.S.A. 34:11C-1 et seq. and this Policy shall not conflict
with any rights pursuant to the "Family Leave Act," P.L.1989, c¢.261
(C.34:11B-1 et seq.), the "Temporary Disability Benefits Law," P.L..1948, ¢.110
(C.43:21-25 et seq.), or the Federal "Family and Medical Leave Act of 1993,"
Pub.L.103-3 (29 U.S.C. § 2601 et seq.).
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Prior to taking this leave an employee shall, if the necessity for the leave is
foreseeable, provide the Superintendent of Schools with written notice of the need
for the leave. The notice shall be provided as far in advance as is reasonable and
practical under the circumstances.

Nothing contained in N.J.S.A. 34:11C-1 et seq. and this Policy shall be construed
to prohibit the Superintendent from requiring that a period of this leave be
supported by the employee with documentation of the domestic violence or a
sexually violent offense which is the basis for the leave. If documentation is
required, the employee shall be regarded as having provided sufficient
documentation if the employee provides one or more of the following:

I A domestic violence restraining order or other documentation of
equitable relief issued by a court of competent jurisdiction;

2. A letter or other written documentation from the county or
municipal prosecutor documenting the domestic violence or a
sexually violent offense;

3. Documentation of the conviction of a person for the domestic
violence or a sexually violent offense;

+ Medical documentation of the domestic violence or a sexually
violent offense;

3 Certification from a certified Domestic Violence Specialist or the
director of a designated domestic violence agency or Rape Crisis
Center, stating that the employee or employee's child, parent,
spouse, domestic partner, or civil union partner is a victim of
domestic violence or a sexually violent offense; or

6. Other documentation or certification of the domestic violence or a
sexually violent offense provided by a social worker, member of
the clergy, shelter worker, or other professional who has assisted
the employee or employee's child, parent, spouse, domestic
partner, or civil union partner in dealing with the domestic
violence or a sexually violent offenses.
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For the purposes of N.J.S.A. 34:11C-1 et seq. and this Policy, "Certified Domestic
Violence Specialist” means a person who has fulfilled the requirements of
certification as a Domestic Violence Specialist established by the New Jersey
Association of Domestic Violence Professionals; and "designated domestic
violence agency" means a county-wide organization with a primary purpose to
provide services to victims of domestic violence, and which provides services that
conform to the core domestic violence services profile as defined by the Division
of Child Protection and Permanency in the Department of Children and Families
and is under contract with the division for the express purpose of providing the
services.

For the purposes of N.J.S.A. 34:11C-1 et seq. and this Policy, "Rape Crisis
Center" means an office, institution, or center offering assistance to victims of
sexual offenses through crisis intervention, medical and legal information, and
follow-up counseling.

The Board shall display conspicuous notice of its employees' rights and
obligations pursuant to the provisions of N.J.S.A. 34:11C-1 et seq., in such form
and in such manner as the Commissioner of Labor and Workforce Development
shall prescribe, and use other appropriate means to keep its employees so
informed.

No provision of N.J.S.A. 34:11C-1 et seq. and this Policy shall be construed as
requiring or permitting the Board to reduce employment benefits provided by the
Board or required by a collective bargaining agreement which are in excess of
those required by N.J.S.A. 34:11C-1 et seq. Nor shall any provision of N.J.S.A.
34:11C-1 et seq. be construed to prohibit the negotiation and provision through
collective bargaining agreements of leave policies or benefit programs which
provide benefits in excess of those required by N.J.S.A. 34:11C-1 et seq. This
provision shall apply irrespective of the date that a collective bargaining
agreement takes effect.

Nothing contained in N.J.S.A. 34:11C-1 et seq. and this Policy shall be construed
as permitting the Board to:

L. Rescind or reduce any employment benefit accrued prior to the
date on which the leave taken pursuant to N.J.S.A.
34:11C-1 et seq. commenced; or
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e Rescind or reduce any employment benefit, unless the rescission or
reduction of the benefit is based on changes that would have
occurred if an employee continued to work without taking the
leave provided pursuant to N.J.S.A. 34:11C-1 et seq.

All information and/or documentation provided to the Board or Superintendent of
Schools pursuant to N.J.S.A. 34:11C-1 et seq., any information regarding a leave
taken pursuant to N.J.S.A. 34:11C-1 et seq., and any failure of an employee to
return to work, shall be retained in the strictest confidentiality, unless the
disclosure is voluntarily authorized in writing by the employee or is required by a
Federal or State law, rule, or regulation.

The Board of Education shall not discharge, harass or otherwise discriminate or
retaliate or threaten to discharge, harass or otherwise discriminate or retaliate
against an employee with respect to the compensation, terms, conditions or
privileges of employment on the basis that the employee took or requested any
leave to which the employee was entitled pursuant to N.J.S.A. 34:11C-3 or on the
basis that the employee refused to authorize the release of information deemed
confidential pursuant to N.J.S.A. 34:11C-3.f.

N.J.S.A. 34:11C-1 et seq.

Adopted:
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3125 EMPLOYMENT OF TEACHING STAFF MEMBERS

The Board of Education believes it is vital to the successful operation of the
school district that teaching staff member positions be filled with highly qualified
and competent professionals.

In accordance with the provisions of N.J.S.A. 18A:27-4.1, the Board shall
appoint, transfer, remove, or renew a certificated or non-certificated officer or
employee only upon the recommendation of the Superintendent of Schools and by
a recorded roll call majority vote of the full membership of the Board. The Board
shall not withhold its approval for arbitrary and capricious reasons. The Board
shall approve the employment, fix the compensation, and establish the term of
employment for every teaching staff member employed by this district.

No teaching staff member shall be employed unless he/she is a holder of a valid
certificate in accordance with the New Jersey Department of Education and
applicable statutes and administrative codes. The Superintendent shall require
proof of any candidate’s certification or pending application for certification.

The Board will employ substitutes for absent teachers in order to ensure
continuity in the instructional program and will annually approve a list of
substitutes and rate of pay. The Superintendent or designee shall select
substitutes from the list approved by the Board to serve in the place of an absent
teaching staff member.

The Board may use a private contractor to secure a substitute teacher in
accordance with N.J.A.C. 6A:9 et seq.

The Board shall approve the employment, fix the compensation, and set the term
of employment for each person employed in a summer school program. The
Board will employ only those candidates recommended by the Superintendent.
Service as a summer school teacher will not count toward the accrual of tenure or
seniority.
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The Superintendent shall recommend to the Board the employment of qualified
coaches for the district’s interscholastic and/or intramural athletic programs. The
Board will employ as athletic coaches only those persons who have experience in
and knowledge of the specific sport, are properly certified, and possess the
personal characteristics that qualify them to serve as role models to students.

Any teaching staff member in the employ of the Board of Education shall be
permitted to organize public school students for purposes of coaching or for
conducting games, events, or contests in physical education or athletics. In
accordance with the provisions of N.J.A.C. 6A:9-5.18(b), the Superintendent may
recommend to the Board the employment of a qualified candidate for an
interscholastic athletic coaching position who is a holder of either a New Jersey
teaching certificate or a substitute credential, pursuant to N.J.A.C. 6A:9-6.5, to
work in the interscholastic athletic program provided the position has been
advertised. The twenty day limitation noted in N.J.A.C. 6A:9-6.5(b) shall not
apply to coaching situations.

An athletic coach employed by this district who is not a regular employee of this
district shall be employed only for the duration of the specific sport season.
He/She shall be paid the stipend and no out-of-district athletic coach shall be
eligible for tenure or for employment benefits.

An athletic trainer shall possess an educational services certificate issued by the
State Board of Examiners pursuant to N.J.S.A. 18A:26-2.4 and 18A:26-2.5.

The Board of Education shall not employ for pay or contract for the paid services
of any teaching staff member or any other person serving in a position which
involves regular contact with students unless the Board has first determined,
consistent with the requirements and standards of N.J.S.A. 18A:6-7.1 et seq., that
no criminal history record information exists on file in the Federal Bureau of
Investigation, Identification Division, or the State Bureau of Identification which
would disqualify the individual from being employed or utilized in such capacity
or position.

An individual employed by the Board in any substitute capacity or position shall
be required to undergo a criminal history record check in accordance with the
provisions of N.J.S.A. 18A:6-7.1b.
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An individual, except as provided in N.J.S.A. 18A:6-7.1g, shall be permanently
disqualified from employment or service in the school district if the criminal

history record check reveals a record of conviction for any crime or offense as
defined in N.J.S.A. 18A:6-7.1 et seq.

The Board or contracted service provider may employ an applicant on an
emergent basis for a period not to exceed three months, pending completion of a
criminal history record check if the Board or contracted service provider
demonstrates to the Commissioner of Education that special circumstances exist
which justify the emergent employment as prescribed in N.J.S.A. 18A:6-7.Ic. In
the event the criminal history record check is not completed for an emergent hired
employee within three months, the Board or contracted service provider may
petition the Commissioner for an extension of time, not to exceed two months, in
order to retain the employee.

No criminal history record check shall be performed unless the applicant shall
have furnished written consent to such a check. The applicant shall bear the cost
for the criminal history record check, including all costs for administering and
processing the check. The district will deny employment to an applicant if the
applicant is required and refuses to submit to a criminal history record check.

The Board of Education prohibits any relative of a Board member or
Superintendent of Schools from being employed in an office or position in the
school district in accordance with the provisions of N.J.A.C. 6A:23A-6.2 and
Board Policy 0142.1 — Nepotism.

A teaching staff member’s misstatement of fact material to his/her qualifications
for employment or the determination of his/her salary will be considered by the
Board to constitute grounds for dismissal.

N.JL.S.A. 18A:6-5; 18A:6-6; 18A:6-7.1; 18A:6-7.1b; 18A:6-7.1¢c; 18A:6-7.2;
18A:16-1 et seq.; 18A:26-1 et seq.; 18A:27.1 et seq.; 18A:27-4.1;
18A:27-7, 18A:27-8

N.I.S.A. 18A:54-20 [vocational districts]

N.J.A.C. 6A:9-5.18; 6A:9-5.19

Adopted:
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4125 EMPLOYMENT OF SUPPORT STAFF MEMBERS

The Board of Education believes it is vital to the successful operation of the
school district that support staff member positions be filled with highly qualified
and competent professionals.

In accordance with the provisions of N.J.S.A. 18A:27-4.1, the Board shall
appoint, transfer, remove, or renew a certificated or non-certificated officer or
employee only upon the recommendation of the Superintendent of Schools and by
a recorded roll call majority vote of the full membership of the Board. The Board
shall not withhold its approval for arbitrary and capricious reasons. The Board
shall approve the employment, fix the compensation, and establish the term of
employment for every support staff member employed by this district.

The Board will employ substitutes for absent support staff members in order to
ensure continuity in a program and will annually approve a list of substitutes and
rate of pay. The Superintendent or designee shall select substitutes from the list
approved by the Board to serve in the place of an absent support staff member.

The Board may use a private contractor to secure a substitute support staff
member.

The Board of Education shall not employ for pay or contract for the paid services
of any support staff member or any other person serving in a position which
involves regular contact with students unless the Board has first determined
consistent with the requirements and standards of N.J.S.A. 18A:6-7.1 et seq. that
no criminal history record information exists on file in the Federal Bureau of
Investigation, Identification Division, or the State Bureau of Identification which
would disqualify the individual from being employed or utilized in such capacity
or position.

An individual employed by the Board or a school bus contractor holding a
contract with the Board, in the capacity of a school bus driver, shall be required to
meet the criminal history record requirements as outlined in N.J.S.A.
18A:39-19.1.

SUPPORT STAFF MEMBERS
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The Board will employ paraprofessional school aides and/or classroom aides to
assist in the supervision of student activities under the direction of a Principal,
teacher, or other designated certified professional personnel. Aides will serve the
needs of students by performing nonprofessional duties and may work only under
the direct supervision of a teaching staff member(s).

In accordance with the requirements of No Child Lefi Behind Act of 2001,
paraprofessionals hired after January 8, 2002, who work in a program supported
with Title I, Part A funds, with certain exceptions, must meet one of the following

criteria:
1. Completed at least two years of study at an institution of higher
education;
2. Obtained an associate’s (or higher) degree; or
3, Met a rigorous standard of quality and be able to demonstrate,

through a formal State or local academic assessment, knowledge of
and the ability to assist in instructing, reading, writing, and
mathematics (or, as appropriate, reading readiness, writing
readiness, and mathematics readiness).

Paraprofessional staff working in a Title I school, and whose salary is paid for in
whole or in part with Title I funds, must have met one of the criteria listed above
by the end of the 2005-2006 school year. The Superintendent will ensure
paraprofessionals working in a program supported with Title I funds meet the
above stated requirements.

An individual employed by the Board in any substitute capacity or position shall
be required to undergo a criminal history record check in accordance with the
provisions of N.J.S.A. 18A:6-7.1b.

An individual, except as provided in N.J.S.A. 18A:6-7.1g, shall be permanently
disqualified from employment or service in the school district if the criminal
history record check reveals a record of conviction for any crime or offense as
defined in N.J.S.A. 18A:6-7.1 et seq.

SUPPORT STAFF MEMBERS
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The Board or contracted service provider may employ an applicant on an
emergent basis for a period not to exceed three months, pending completion of a
criminal history record check if the Board or contracted service provider
demonstrates to the Commissioner of Education that special circumstances exist
which justify the emergent employment as prescribed in N.J.S.A. 18A:6-7.Ic. In
the event the criminal history record check is not completed for an emergent hired
employee within three months, the Board or contracted service provider may
petition the Commissioner for an extension of time, not to exceed two months, in
order to retain the employee.

No criminal history record check shall be performed unless the applicant shall
have furnished written consent to such a check. The applicant shall bear the cost
for the criminal history record check, including all costs for administering and
processing the check. The district will deny employment to an applicant if the
applicant is required and refuses to submit to a criminal history record check.

The Board of Education prohibits any relative of a Board member or the
Superintendent of Schools from being employed in an office or position in the
school district in accordance with the provisions of N.J.A.C. 6A:23A-6.2 and
Board Policy 0142.1 — Nepotism.

A support staff member’s misstatement of fact material to his/her qualifications
for employment or the determination of his/her salary will be considered by the
Board to constitute grounds for dismissal.

N.J.S.A. 18A:6-5; 18A:6-6; 18A:6-7.1; 18A:6-7.1b; 18A:6-7.1c; 18A:6-7.2;
18A:16-1 et seq.; 18A:26-1 et seq.; 18A:27-1 et seq.; 18A:27-4.1;
18A:27-7;, 18A:27-8; 18A:39-19.1

N.J.S.A. 18A:54-20 [vocational districts]

Adopted:
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6511 DIRECT DEPOSIT

The Board of Education may determine to have the net pay of all school district
employees directly deposited in a specific banking institution in a checking
account, savings account, or share account designated in writing by the employee
in accordance with the provisions of N.J.S.A. 52:14-15h.

If the Board approves a direct deposit program, compliance by an employee shall
be mandatory. However, the Board may grant an exemption from the mandatory
requirements of N.J.S.A. 52:14-15h on such terms and conditions as the Board
deems necessary. The Board may grant an exemption for seasonal and temporary
employees as the Board deems necessary.

The Board shall make available for those employees required to have their net pay
direct deposited in accordance with the provisions of N.J.S.A. 52:14-15h, all
information concerning net pay, any accompanying information approved for
distribution with net pay, and W-2 forms in accordance with applicable Federal
law, only on the Internet with restricted access and policies and procedures to
protect the integrity and confidentiality of the information. The Board will

continue to complete the payroll check distribution verification process as
required in N.JLA.C. 6A:23A-5.7 and Policy 6510.

In the event the Board of Education determines to implement a mandatory direct
deposit program in accordance with N.J.S.A. 52:14-15h, the Board shall annually
adopt a resolution to implement the direct deposit requirements of N.J.S.A.
52:14-15h. The Board approved resolution shall designate the school district’s
banking institution that shall be used to implement the direct deposit program and
shall indicate any employee group or category that are exempt from the Board’s
direct deposit requirements.

N.J.S.A. 52:14-15h
N.J.A.C. 6A:23A-5.7

Adopted:
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7522 SCHOOL DISTRICT PROVIDED
TECHNOLOGY DEVICES TO STAFF MEMBERS

The Board of Education may provide technology devices to staff members for the
express purpose of enhancing productivity and improving operational efficiency.
The purpose of this Policy is to establish general guidelines for the issuance and
utilization of any school district technology device provided to staff members.
For the purposes of this Policy, "technology device" or "device" shall include, but
not be limited to, portable devices such as computers, laptops, tablets, cellular
telephones, or any other computing or electronic devices the school district
provides to staff members to be used in their school business related
responsibilities.

A technology device provided by the school district to a staff member may
include pre-loaded software. Staff are permitted to install and utilize additional
software as needed in support of their job functions and needs. Use of a district
purchased device may be used for personal use subject to administrative policy
and instruction. Our district reserves the right to repossess any device identified
as a vulnerability to our network. Devices may be reimaged at any time to ensure
network security and proper functionality. A staff member(s) will be designated
to administer and implement the issuance of school district technology devices to
staff members.

In the event the Board of Education provides a technology device to a staff
member, the staff member shall be required to sign an agreement with the Board
of Education requiring the staff member to comply with certain provisions. These
provisions may include, but are not limited to:

1. Use of all such devices is subject to the school district’s acceptable
use of technology policies, especially #2360 and #2361, and any
other Board policies regarding appropriate and acceptable conduct
by a staff member;
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2. All technology devices are considered the property of the Board of
Education and shall be returned upon termination of employment
with the school district or immediately upon request by the
Superintendent of Schools or designee;

o Technology devices provided by the school district to staff
members may include the school district's software image and pre-
loaded software for specific tasks;

4. Staff members that are provided technology devices are expected
to take all appropriate measures and precautions to prevent the
loss, theft, damage, and/or unauthorized use of such technology
devices. These appropriate measures and precautions for school
district provided technology devices to staff members shall
include, but are not limited to, the following:

a. Keep the technology device in a locked and secured
environment when not being used,

b. Do not leave the technology device in a vehicle for
prolonged periods of time, especially in extreme
temperatures;

G Keep food and drinks away from all technology devices

and work areas;

d. Prohibit the use of any technology device by any other
person except as authorized by the Superintendent or
designee;

e. Do not leave the technology device unattended at any time
in an unsecured location (e.g., an unlocked empty
classroom or office); and

f. Keep the technology device in sight at all times while in
public places, such as public transportation, airports,
restaurants, etc.
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Sy Should the staff member have reason to believe the technology
device may have been stolen, the staff member must:
a. Immediately report the incident to his/her immediate
supervisor;
b. File an official police report documenting the theft; and
g Provide a copy of the police report to his/her immediate
supervisor.

If a staff member fails to adhere to these procedures, the staff
member will be held legally and financially responsible for the
replacement of such technology device. A staff member may be
financially responsible for the loss or damage of a technology
device;

6. A staff member must contact the district designated staff member
in the event the technology device is not functioning properly or
for repairs and/or required maintenance;

7. The Board of Education is under no legal, financial, or other
obligation to provide a replacement technology device to any
employee whose device is lost, stolen, or damaged;

8. Any technology device provided to a staff member is the property
of the Board of Education. As such, the staff member shall have
no expectation of privacy in the use of such device. The
technology device may have security settings, monitoring or
auditing software, tracking technology, and any other software that
could monitor the use of the technology device;

0. The staff member(s) designated to administer and implement the
issuance of technology devices to staff members shall:
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a. Maintain direct oversight of the inventory of devices,
service contracts, agreements, and internal controls for all
school district provided technology devices provided to
staff members; and

b. Ensure compliance with regulatory policies and procedures
as applicable.

10. Any violation of Board of Education policies or procedures
including, but not limited to, school district provided technology
devices to staff members; acceptable use of computer networks,
computers, and resources; and/or inappropriate staff conduct may
result in appropriate disciplinary action.

A copy of this Policy shall be attached to the agreement that shall be signed by

any staff member who receives a technology device in accordance with the
provisions of this Policy.

Adopted:
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8508 LUNCH OFFER VERSUS SERVE (OVS)

The Board of Education, to be in compliance with the Healthy Hunger Free Kids
Act (HHFKA) of 2010, adopts this Offer Versus Serve (OVS) Policy. Offer
Versus Serve is a Policy for Federally reimbursable meals that allows students to
decline a certain number of food components in the meal to reduce plate waste
and food cost. Board of Education approval to implement a Lunch OVS Policy is
required at the high school level and is optional at all other grade levels. The
provisions of the Lunch OVS Policy shall be in accordance with the requirements
of the HHFKA of 2010.

A school lunch eligible for Federal reimbursement shall offer five food
components in the appropriate amounts per grade grouping:

. Fruit;

- Vegetable;

. Milk;

. Grain; and

. Meat/Meat Alternate.

Students are allowed to decline two of the five required food components, but
must select at least a half cup of either fruit (or fruit combination) or a half cup of
vegetable (or vegetable combination) or half cup of a fruit/vegetable combination.

After selecting the half cup fruit or vegetable requirement, students must select at
least two additional full components in the full amounts (per age/grade grouping
required amounts) to count toward the reimbursable offer versus serve meal.

The student's decision to accept all five food components or to decline two food
components shall not affect the price charged for the meal as the lunch is priced
as a unit. If students do not choose enough food items to comprise a reimbursable
meal, a la carte prices will be charged.
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School staff members cannot make exceptions to the Policy, such as requiring
every child to take a particular food component. It is the student's choice to select
any three, four, or all five components of the reimbursable meal.

Food service staff members will be trained annually on the provisions of the

district’s Lunch OVS Policy. Lunch OVS will be implemented in all schools in
the district.
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