
AGENDA 
ROCKY POINT PUBLIC SCHOOLS 

 BOARD OF EDUCATION MEETING 
May 18, 2021 

 
I Meeting called to Order: 
 
Present:   Susan Sullivan, President 
  Sean Callahan, Vice President 

Gregory Amendola, Trustee 
  Edward Casswell, Trustee 

Jessica Ward, Trustee  
  Scott O’Brien, Ed.D., Superintendent of Schools  
  Susann Crossan, Assistant Superintendent  
  Christopher Van Cott, Assistant Superintendent for Business  
  Kelly White, District Clerk 
Absent:  

  
 
II Executive Session 
 
At  p.m. motion made and seconded to adjourn to Executive Session to  
 
discuss   . 

 
 

Motion  2nd  Vote   
 
 
The Board returned to Open Session at  p.m. 
 
Pledge of Allegiance 
 
Superintendent’s Report 
 

 
CONSENT AGENDA 
 
The items listed below are presented as part of the Consent Agenda which can be adopted 
by the Board of Education under a single motion followed by a second and then a formal 
vote. On the following page the Consent Agenda items are listed in their regular order 
within a group. Before an actual vote is taken, any Consent Agenda item may be removed 
by a Board member without a formal motion or second. If this occurs, the indicated 
resolution will be discussed during its regular order on the agenda and voted on 
individually. 
 
 



III-IX  Consent Agenda Items 
 
BE IT RESOLVED, that the Board of Education accepts the following agenda items as 
one item. 
 

III: Minutes – Regular Meeting April 20, 2021 
IV Budget Transfer Summary – April 2021 
V: Treasurer’s Reports – April 2021 
VI: Extra-Classroom Activity Account Treasurer’s Report – April 2021 
VII: Financial Reports – April 2021 
VIII: Internal Claims Audit Report – April 2021 
IX: Committees on Special Education Schedules 5-18-21-A and 5-18-21-B, 

as recommended by the Superintendent of Schools, to arrange for 
appropriate services, as indicated. 

 
Motion_____________2nd______________Vote______________ 
 

X  Donation of Toaster 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education accepts the donation of a Hamilton Beach Brushed Stainless Steel 
Toaster #22911 from District employee, Dorothy Tis, valued at approximately $25.00. 
 
  Motion____________2nd__________Vote____________ 
 
XI  Donation of Cuisinart Coffeemaker 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education accepts the donation of a Cuisinart Coffee Plus Programmable 
Coffeemaker and Hot Water System, Model #CHW-12 from Middle School employee, 
Jean Murray, valued at approximately $100.00. 
 
  Motion____________2nd__________Vote____________ 
 
XII  Donation of Outdoor Classroom 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education accepts the items below to configure and setup an outdoor 
classroom space as donated by the High School and Middle School Parent Teacher 
Associations.  
 
 Concrete Patio  $11,850.00 
 Benches   $  3,354.32 
 Whiteboard (1)  $     450.65 
 Landscaping  $  1,929.50 
 Total Value of Donation $17,584.47 
 

  Motion____________2nd__________Vote____________ 



XIII  Donation from Ohiopyle Prints 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education approves and accepts the donation from Ohiopyle Prints, Inc.  
 
BE IT RESOLVED, that the Rocky Point Union Free School District hereby approves, 
upon the recommendation of the Superintendent of Schools, to increase the general fund 
budget by $51.23 as a result of the donation from Ohiopyle Prints, Inc.. 
 
BE IT FURTHER RESOLVED, that the following budget code be adjusted to reflect 
that increase: 
A211 05 00 03 0000  $51.23 
 
  Motion____________2nd__________Vote____________ 
 
 
XIV  Board of Education Review and Re-Adoption of Policy  
  Numbers 5670, 6120, 6121, 7551, 7554, 8120 and the Adoption of  
  New Policy Numbers 3421 and 6190 (Second Reading)  
 
BE IT RESOLVED, that the Board of Education reviews and adopts the following 
policies (second reading):  
 

 3421 Title IX and Sex Discrimination (New policy)  
 5670 Records Management  
 6120 Equal Employment Opportunity  
 6121 Sexual Harassment in the Workplace  
 6190 Employee Use of Social Media (New policy)  
 7551 Sexual Harassment of Students  
 7554 Dignity for All Students  
 8120 Equal Educational Opportunities 

 
Motion_____________2nd______________Vote______________ 
 

 
XV  Reaffirm Reserve Accounts & Transfer  
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education reaffirms the District’s existing Reserve Funds and approves the 
potential transfer of fund balance into the Workers’ Compensation, Capital, Employee 
Benefit Accrued Liability, Property Loss Insurance, Unemployment and Retirement 
Reserve Funds (ERS & TRS) in accordance with the District’s Reserve Plan. 
 

Motion_____________2nd______________Vote______________ 
 

 



XVI  2020-21 Reserve Fund Transfers-Out (Re-stated) 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education approves the transfer of funds from the District’s restricted 
reserve funds to the 2020-2021 school budget as reflected in the District’s Adopted 
Budget. 

Motion_____________2nd______________Vote______________ 
 
XVII  Bid #19-01 Asphalt/Concrete Paving & Repair Contract Extension for  
  2021-2022 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Park Line Asphalt Maintenance for 
Asphalt/Concrete Paving and Repair for the 2021-2022 fiscal year at no additional cost as 
per the attached.  
 
  Motion____________2nd__________Vote____________ 
 
XVIII  Bid #19-02 Plumbing Services Contract Extension for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Maccarone Plumbing Inc. for 
Plumbing Services for the 2021-22 fiscal year at no additional cost as per the attached.  
 
  Motion____________2nd__________Vote____________ 
 
XIX  Bid #19-03 Irrigation System Maintenance and Repair Contract  
  Extension for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Watercraft Irrigation for Irrigation 
System Maintenance & Repair for the 2021-22 fiscal year at no additional cost as per the 
attached.  
 
  Motion____________2nd__________Vote____________ 
 
XX  Bid #19-04 HVAC Maintenance and Repair 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Blue Diamond Air Systems (formerly 
Diam-N-Blu Mechanical) for HVAC Maintenance & Repair for the 2021-22 fiscal year at 
no additional cost as per the attached.  
 
  Motion____________2nd__________Vote____________ 
 
 



XXI  Bid #19-05 Integrated Pest Management Services Contract Extension  
  for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Bug Fighters Etc., Inc. for Integrated 
Pest Management Services for the 2021-22 fiscal year at no additional cost as per the 
attached. 

Motion  2nd  Vote   
 
XXII  Bid #19-07 Uniforms – Custodial & Security Contract Extension for  
  2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Woods Mens & Boys Clothing for 
Uniforms – Custodial & Security for the 2021-22 fiscal year at no additional cost as per 
the attached.  
 
  Motion____________2nd__________Vote____________ 
 
XXIII  Bid #19-09 Standby Services for Snow Removal Contract Extension  
  for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Gallino & Sons Trucking for Snow 
Removal for the 2021-22 fiscal year at no additional cost as per the attached.  
 
  Motion____________2nd__________Vote____________ 
 
XXIV  Bid #20-01 District-Wide Printing Contract Extension for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
that the Board of Education renew the agreement with Sav-On Printing for District-wide 
Printing Services for the 2021-2022 fiscal year at no additional cost as per the attached. 
 
  Motion____________2nd__________Vote____________ 
 
XXV  Bid #21-02 Lexmark OEM Toner Cartridges and Supplies Contract  
  Extension for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
that the Board of Education renew the agreement with The Official Pal for Lexmark 
OEM Toner Cartridges and Supplies for the 2021-2022 fiscal year at no additional cost as 
per the attached. 
 
  Motion____________2nd__________Vote____________ 
 



XXVI  Bid #21-04 Phone System Maintenance Contract Extension for 2021- 
  22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with TMT-Excel Communications LLC for 
Phone System Maintenance for the 2021-22 fiscal year at no additional cost as per the 
attached.  
  Motion____________2nd__________Vote____________ 
 
XXVII  Bid #21-05 NEC Telephone Adds, Moves & Changes Contract  
  Extension for 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with TMT-Excel Communications LLC for 
NEC Telephone Adds, Moves and Changes for the 2021-22 fiscal year at no additional 
cost as per the attached.  
 
  Motion____________2nd__________Vote____________ 
 
XXVIII Bid #21-07 Signage-Manufacture and Install Contract Extension for  
  2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education renews the agreement with Alley Cat Signs Design Co. for 
Signage-Manufacture & Install for the 2021-22 fiscal year at no additional cost as per the 
attached.  
  Motion____________2nd__________Vote____________ 
 
XXIX  Bid Award #22-01 – HS / MS Chiller System Full Maintenance  
  Agreement 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
that the Board of Education award Bid #22-01 HS/MS Chiller System Full Maintenance 
Agreement to Carrier Corporation, the overall lowest responsible bidder meeting bid 
specifications, as per the attached.  
 
  Motion____________2nd__________Vote____________ 
 
XXX  Bid Award #22-02 – Repair of District Vehicles 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education awards Bid #22-02 Repair of District Vehicles to CD Automotive 
Enterprises, Inc., the overall lowest responsible bidder meeting bid specifications, as per 
the attached.  
 
  Motion____________2nd__________Vote____________ 



XXXI  RFP #R22-03 External Audit Services Award 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education approves and appoints R.S. Abrams for External Auditor services 
in accordance with the scope of services submitted in response to the District’s requests 
for proposal #R22-03 for the 2021-2022 school year.  
 
  Motion____________2nd__________Vote____________ 
 
 
 
 
XXXII  Educational Data NY/Long Island Cooperative Bid Services 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education authorizes the Assistant Superintendent for Business to enter into 
an agreement with Educational Data Services, Inc. for participation in cooperative bids 
for the purchase of supplies, materials, and equipment for the 2021-2022 fiscal year.  
 

Motion  2nd  Vote   
 

 
 
XXXII I St. Charles Hospital Consultant Contract Extension for 2021-2022 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education authorizes the President of the Board of Education to renew the 
contract with St. Charles Hospital for sports medicine Physician/Physician Assistant, at a 
fee of $175 per game for JV Home Games and No Fee for Varsity Home Games as per 
the attached. 
  Motion____________2nd__________Vote____________ 
 
 
 
XXXIV DDI Special Education Contract 2021-22 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education authorizes the President of the Board of Education to enter into a 
contract with Developmental Disabilities Institute, Inc. for special education students’ 
services for Summer 2021 and the 2021-22 school year, under applicable Individual 
Educational Programs, applicable law and/or District policy.  
 
  Motion____________2nd__________Vote____________ 
 
 
 



XXXV  2020-2021 Health Service Contracts – Hauppauge Public Schools and 
  Three Village Central School District 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education authorizes the President of the Board of Education and the 
Superintendent of Schools to enter into an agreement for health services for the 2020-21 
school year with the following districts: 
 
  Hauppauge Public Schools 
  Three Village Central School District 
 
 

  Motion____________2nd__________Vote____________ 
 
XXXVI Transportation Contract Extension / Montauk Bus Company 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board hereby approves a 31-day transportation contract extension with Montauk Bus 
Company (“Contractor”) located at 209 Wading River Road, Moriches, NY 11934 to 
provide sports charters on an as needed basis.  
 
BE IT FURTHER RESOLVED, that the President of the Board of Education is 
authorized to execute said contract.  
 
  Motion____________2nd__________Vote____________ 
 
XXXVII Independent Audit Reports; Corrective Action Plans  (Revised) 
 
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
that the Board of Education accepts the following audit reports as completed by the 
Internal Auditing firm, Nawrocki Smith, LLC., 
 

 Annual Risk Assessment Updated Pertaining to the Internal Controls of 

District Operations; December 2020 

 Report on the Internal Controls of Pupil Personnel Services Cycle; 

January 2021 

 
 Motion____________2nd__________Vote____________ 

 
XXXVIII Appointment of Poll Clerks and Tellers for the Annual Budget Vote  
  and Election to be held on May 18, 2021 
 
BE IT RESOLVED that the District Clerk is authorized to canvass individuals to serve 
as Poll Clerks/Tellers and Substitute Poll Clerks/Tellers for the Annual Budget Vote and 
Board of Education Election to be held on Tuesday, May 18, 2021, during the hours of 
7:00 a.m. and 9:00 p.m. and is authorized to fill any vacancies in these positions which 
may occur before such date. 

 
 Motion____________2nd__________Vote____________ 

 



XXXIX  Personnel  

BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, 
the Board of Education accepts the attached Personnel changes. 

 
Motion_____________2nd______________Vote_____________ 
 

XL  Recess 
 
I move that the Board of Education recess this meeting at ___________ PM in order to 
accept the results of the budget vote and the election of two (2) Board of Education 
trustees. 
 

Motion_____________2nd______________Vote______________ 
 
 

Meeting reconvened at _________________ PM. 
 
 
XLI   Resolution to Accept the Results of the Budget Vote/Election of 

Trustees 
 

BE IT RESOLVED, that the Board of Education accepts the results of the Budget Vote 
and Election of Trustee. 
 

Motion_____________2nd______________Vote______________ 
 
 

XLII  Executive Session (if necessary) 
 
At ______________ PM motion made and seconded to go into Executive Session to 
discuss ________________________________________________. 
 

Motion_____________2nd______________Vote______________ 
 

XLIII   Adjournment 
 
I move that the Board of Education adjourns the meeting at _______________PM 
  

Motion_______________2nd______________Vote____________ 





























































































































































































































2021 3421 
1 of 20 

 
Community Relations 

 
 
SUBJECT: TITLE IX AND SEX DISCRIMINATION 
 
Overview  
 
 The District is committed to creating and maintaining education programs and activities which are 
free from discrimination and harassment. This policy addresses complaints of sex discrimination, 
including sexual harassment, made under Title IX of the Education Amendments Act of 1972 and its 
implementing regulations (Title IX). It is just one component of the District's overall commitment to 
maintaining a discrimination and harassment-free educational and work environment.  
 
 Title IX prohibits discrimination on the basis of sex in any education program or activity operated 
by a district that receives federal financial assistance. As required by Title IX, the District does not 
discriminate on the basis of sex in its education programs and activities or when making employment 
decisions. 
 
 The District adopts this policy as part of its effort to provide for the prompt and equitable resolution 
of complaints of sex discrimination, including sexual harassment. The District will promptly respond to 
reports of sex discrimination, ensure that all investigations are conducted within a reasonably prompt time 
frame and under a predictable fair grievance process that provides due process protections to 
complainants and respondents, and impose sanctions and implement remedies when warranted. 
 
 Inquiries about this policy or the application of Title IX may be directed to the District's Title IX 
Coordinator(s), the Assistant Secretary for Civil Rights of the United States Department of Education, or 
both. 
 
Scope and Application of Policy 
 
 This policy is limited to addressing complaints of sex discrimination, including sexual harassment, 
that fall within the scope of Title IX which, among other things, has a specific definition of sexual 
harassment and applies only to sex discrimination occurring against a person in the United States. This 
policy applies to any individual participating in or attempting to participate in the District's education 
programs or activities including students and employees. 
 
 Other District policies and documents address sex-based misconduct and may have different 
definitions, standards of review, and grievance procedures. These documents must be read in conjunction 
with this policy as they may cover incidents of sex-based misconduct not addressed by Title IX. 
 
 If the allegations forming the basis of a formal complaint of sexual harassment, if proven, would 
constitute prohibited conduct under Title IX, then the grievance process outlined in this policy would be 
applied to the investigation and adjudication of all the allegations. Depending on the allegations, 
additional grievance procedures may apply. 
 
 The dismissal of a formal complaint of sexual harassment under Title IX does not preclude action 
under another related District policy, procedure, collective bargaining agreement, or other document such 
as the District's Code of Conduct. 
 
 

(Continued) 
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SUBJECT: TITLE IX AND SEX DISCRIMINATION  (Cont'd.) 
 
What Constitutes Sex Discrimination Including Sexual Harassment 
 
 Title IX prohibits various types of sex discrimination including, but not limited to:  sexual 
harassment; the failure to provide equal athletic opportunity; sex-based discrimination in a District's 
science, technology, engineering, and math (STEM) courses and programs; and discrimination based on 
pregnancy.  
 
 Under Title IX, sexual harassment includes conduct on the basis of sex that satisfies one or more of 
the following: 
 

a) 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;  

 
b) 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;  

 
c) Sexual assault, meaning an offense classified as a forcible or nonforcible sex offense under the 

uniform crime reporting system of the Federal Bureau of Investigation;  
 

d) Dating violence, meaning violence committed by a person: 
 

1. Who is or has been in a social relationship of a romantic or intimate nature with the 
victim; and  

 
2. Where the existence of such a relationship will be determined based on a consideration 

of the following factors: 
 

(a) The length of the relationship; 
 

(b) The type of relationship; 
 

(c) The frequency of interaction between the persons involved in the relationship;  
 

e) Domestic violence, meaning 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 the jurisdiction receiving grant monies, 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 the jurisdiction; or 

 
 
 
 

(Continued) 
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SUBJECT: TITLE IX AND SEX DISCRIMINATION  (Cont'd.) 
 

f) Stalking, meaning engaging in a course of conduct directed at a specific person that would 
cause a reasonable person to: 

 
1. Fear for his or her safety or the safety of others; or  

 
2. Suffer substantial emotional distress. 

 
Title IX Coordinator 
 
 The District has designated and authorized the following District employee(s) to serve as its Title 
IX Coordinator(s):  
  

Susann Crossan, Assistant Superintendent 
Christopher Van Cott, Assistant Superintendent for Business 

 
 The Title IX Coordinator(s), who must be referred to as such, will coordinate the District's efforts to 
comply with its responsibilities under Title IX. However, the responsibilities of the Title IX 
Coordinator(s) may be delegated to other personnel.  
 
 Where appropriate, the Title IX Coordinator(s) may seek the assistance of the District's Civil Rights 
Compliance Officer(s) (CRCO(s)) and/or Dignity Act Coordinator(s) (DAC(s)) in investigating, 
responding to, and remedying complaints of sex discrimination, including sexual harassment.  
 
Reporting Allegations of Sex Discrimination 
 
 Any person may report sex discrimination, including sexual harassment, regardless of whether they 
are the alleged victim or not. Reports may be made in person, by using the contact information for the 
Title IX Coordinator, or by any other means that results in the Title IX Coordinator receiving the person's 
oral or written report. This report may be made at any time (including during non-business hours) by 
using the telephone number or email address, or by mail to the office address, listed for the Title IX 
Coordinator. 
 
 Reports of sex discrimination may also be made to any other District employee including a 
supervisor, building principal, or the District's CRCO. All reports of sex discrimination, including sexual 
harassment, will be forwarded to the District's Title IX Coordinator. Reports may also be forwarded to 
other District employees depending on the allegations.  
 
 All District employees who witness or receive an oral or written report of sex discrimination must 
immediately inform the Title IX Coordinator. Failure to immediately inform the Title IX Coordinator 
may subject the employee to discipline up to and including termination.  
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SUBJECT: TITLE IX AND SEX DISCRIMINATION  (Cont'd.) 
 
 Making a report of sexual harassment is not the same as filing a formal complaint of sexual 
harassment. A formal complaint is a document either filed by a complainant or a parent or legal guardian 
who has a right to act on behalf of the complainant or signed by the Title IX Coordinator which alleges 
sexual harassment against a respondent and requests that the District investigate the allegations. While the 
District must respond to all reports it receives of sexual harassment, the Title IX grievance process is only 
initiated with the filing of a formal complaint. 
 
 In addition to complying with this policy, District employees must comply with any other 
applicable District policy, procedure, collective bargaining agreement, or other document such as the 
District's Code of Conduct. This includes, but is not limited to, Policy #7554 -- Dignity for All Students 
(DASA) which requires District employees to make an oral report promptly to the Superintendent or 
principal, their designee, or the DAC not later than one school day after witnessing or receiving an oral or 
written report of harassment, bullying, and/or discrimination of a student. Two days after making the oral 
report, DASA further requires that the District employee file a written report with the Superintendent or 
principal, their designee, or the DAC. 
 
 If the Title IX Coordinator is unavailable, including due to a conflict of interest or other 
disqualifying reason, the report will be directed to another Title IX Coordinator, if the District has 
designated another individual to serve in that capacity. If the District has not designated another Title IX 
Coordinator, the Superintendent will ensure that another person with the appropriate training and 
qualifications is appointed to act as the Title IX Coordinator. 
 
Grievance Process for Complaints of Sex Discrimination Other than Sexual Harassment  
 
 The District will provide for the prompt and equitable resolution of reports of sex discrimination 
other than sexual harassment. In responding to these reports, the Title IX Coordinator will utilize, as 
applicable, the grievance process set forth in Policy #3420 -- Non-Discrimination and Anti-Harassment in 
the District and any other applicable District policy, procedure, collective bargaining agreement, or other 
document such as the District's Code of Conduct. 
 
Grievance Process for Formal Complaints of Sexual Harassment  
 
 The District will respond to allegations of sexual harassment in a manner that is not deliberately 
indifferent whenever it has actual knowledge of sexual harassment in an education program or activity of 
the District. The District is deliberately indifferent only if its response to sexual harassment is clearly 
unreasonable in light of the known circumstances. For purposes of reports and formal complaints of 
sexual harassment under Title IX, education program or activity includes locations, events, or 
circumstances over which the District exercised substantial control over both the respondent(s) and the 
context in which the sexual harassment occurred. 
 
 The District will follow a grievance process that complies with law and regulation before the 
imposition of any disciplinary sanctions or other actions that are not supportive measures against a 
respondent. 
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SUBJECT: TITLE IX AND SEX DISCRIMINATION  (Cont'd.) 
 
 The District will conduct the grievance process in a timely manner designed to provide all parties 
with a prompt and equitable resolution. It is anticipated that, in most cases, the grievance process will be 
conducted within a reasonably prompt manner and follow the time frames established in this policy. 
 
Definitions 
 
a) "Actual knowledge" means notice of sexual harassment or allegations of sexual harassment to a 

District's Title IX Coordinator or any official of the District who has authority to institute corrective 
measures on behalf of the District, or to any District employee. Imputation of knowledge based 
solely on vicarious liability or constructive notice is insufficient to constitute actual knowledge. This 
standard is not met when the only official of the District with actual knowledge is the respondent. 
The mere ability or obligation to report sexual harassment or to inform a student about how to 
report sexual harassment, or having been trained to do so, does not qualify an individual as one who 
has authority to institute corrective measures on behalf of the District. "Notice" as used in this 
paragraph includes, but is not limited to, a report of sexual harassment to the Title IX Coordinator as 
described in this policy. 

 
b) "Complainant" means an individual who is alleged to be the victim of conduct that could constitute 

sexual harassment. 
 
c) "Days" means in session (“school days”) or “calendar days,” as specified. 
 
d) "Formal complaint" means a document filed by a complainant or signed by the Title IX Coordinator 

alleging sexual harassment against a respondent and requesting that the District investigate the 
allegation of sexual harassment. At the time of filing a formal complaint, a complainant must be 
participating in or attempting to participate in the education program or activity of the District with 
which the formal complaint is filed. A formal complaint may be filed with the Title IX Coordinator 
in person, by mail, or by email, by using the contact information required to be listed for the Title 
IX Coordinator, and by any additional method designated by the District. As used in this paragraph, 
the phrase "document filed by a complainant" means a document or electronic submission (such as 
by email or through an online portal provided for this purpose by the District) that contains the 
complainant's physical or digital signature, or otherwise indicates that the complainant is the person 
filing the formal complaint. Where the Title IX Coordinator signs a formal complaint, the Title IX 
Coordinator is not a complainant or otherwise a party, and must comply with the requirements of 
law and regulation. 

 
e) "Respondent" means an individual who has been reported to be the perpetrator of conduct that could 

constitute sexual harassment. 
 
 
 
 
 
  

(Continued) 
 

2021 3421 



6 of 20 
 
Community Relations 

 
 
SUBJECT: TITLE IX AND SEX DISCRIMINATION  (Cont'd.) 
 
f) "Supportive measures" means non-disciplinary, non-punitive 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. These 
measures are designed to restore or preserve equal access to the District's education program or 
activity 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, campus escort services, mutual restrictions on contact 
between the parties, changes in work or housing locations, leaves of absence, increased security and 
monitoring of certain areas of the campus, and other similar measures. 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. 

 
General Requirements for the Investigative and Grievance Process 
 
 During the investigation of a formal complaint and throughout the grievance process, the District 
will ensure that: 
 

 a) Complainants and respondents are treated equitably. This includes applying any provisions, 
rules, or practices incorporated into the District's grievance process, other than those required 
by law or regulation, equally to both parties. 

 
 b) All relevant evidence is objectively evaluated, including both inculpatory and exculpatory 

evidence. Inculpatory evidence implicates or tends to implicate an individual in a crime or 
wrongdoing. Exculpatory evidence frees or tends to free an individual from blame or 
accusation. 

 
c) The Title IX Coordinator, investigator, decision-maker involved in the grievance process, or 

any person designated by the District to facilitate any informal resolution process does not 
have a conflict of interest or bias for or against complainants or respondents generally or an 
individual complainant or respondent. 

 
d) Respondents are presumed not to be responsible for the alleged conduct until a determination 

regarding responsibility is made at the conclusion of the grievance process. 
 

e) The grievance process, including any appeals or informal resolutions, is concluded within a 
reasonably prompt time frame and that the process is only temporarily delayed or extended for 
good cause. Good cause includes, but is not limited to, considerations such as the absence of a 
party, a party's advisor, or a witness; concurrent law enforcement activity; or the need for 
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language assistance or accommodation of disabilities. Whenever the time frame is temporarily 
delayed or extended, written notice will be provided to all complainants and respondents of 
the delay or extension and the reasons for the action.  

 
f) The range of possible disciplinary sanctions and remedies that may be implemented by the 

District following any determination regarding responsibility are described to any known 
party. 

 
 g) The same standard of evidence is used to determine responsibility in all formal complaints. 

 
h) The procedures and permissible bases for an appeal are known to all complainants and 

respondents. 
 

 i) The range of supportive measures available are known to all complainants and respondents. 
 

 j) There is no requirement, allowance of, reliance on, or otherwise use of questions or evidence 
that constitute, or seek disclosure of, information protected under a legally recognized 
privilege, unless the person holding the privilege has waived the privilege. 

 
k) The burden of proof and the burden of gathering evidence sufficient to reach a determination 

regarding responsibility rests on the District and not on the parties. 
 

l) The Title IX Coordinator, the investigator, any decision-maker, or any other person 
participating on behalf the District does not access, consider, disclose, or otherwise use a 
party's records that are made or maintained by a physician, psychiatrist, psychologist, or other 
recognized professional or paraprofessional acting in the professional's or paraprofessional's 
capacity, or assisting in that capacity, and which are made and maintained in connection with 
the provision of treatment to the party, unless the District obtains that party's voluntary, 
written consent to do so for the grievance process. If the party is not an eligible student, as 
defined in FERPA as a student who has reached 18 years of age or is attending a post-
secondary institution, the District will obtain the voluntary, written consent of a parent. 

 
m) The parties have an equal opportunity to present witnesses, including fact and expert 

witnesses, and other inculpatory and exculpatory evidence. 
 

 n) Credibility determinations are not be based on a person's status as a complainant, respondent, 
or witness. 

 
o) The ability of either party to discuss the allegations under investigation or to gather and 

present relevant evidence is not restricted. 
 

p) The parties are provided with the same opportunities to have others present during any 
grievance proceeding, including the opportunity to be accompanied to any related meeting or 
proceeding by the advisor of their choice, who may be, but is not required to be, an attorney, 
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and not limit the choice or presence of advisor for any complainant or respondent in any 
meeting or grievance proceeding. However, the District may establish restrictions regarding 
the extent to which the advisor may participate in the proceedings, as long as the restrictions 
apply equally to both parties. 

 
q) Written notice of the date, time, location, participants, and purpose of all hearings, 

investigative interviews, or other meetings, is provided to any party whose participation is 
invited or expected with sufficient time for the party to prepare to participate. 

 
r) The parties are provided with 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, including the evidence upon which the District does not intend to rely on in 
reaching a determination regarding responsibility and inculpatory or exculpatory evidence 
whether obtained from a party or other source, so that each party can meaningfully respond to 
the evidence prior to conclusion of the investigation.  

 
s) Any document sent to a minor or legally incompetent person is also sent to the party's parent 

or legal guardian. 
 

t) Any document sent to a party is also sent to the party's advisor, if known. 
 
After a Report of Sexual Harassment Has Been Made 
 
 After receiving a report of sexual harassment, the Title IX Coordinator will: 
 

a) Promptly contact the complainant to discuss and offer supportive measures;  
 

b) Inform the complainant both of the range of supportive measures available and that these 
measures are available regardless of whether a formal complaint is filed;  

 
c) Consider the complainant's wishes with respect to supportive measures; and 

 
d) Explain to the complainant the process for filing a formal complaint. 

 
 The Title IX Coordinator may also contact the respondent to discuss and/or impose supportive 
measures. 
 
 Requests for confidentiality or use of anonymous reporting may limit how the District is able to 
respond to a report of sexual harassment.  
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Emergency Removal and Administrative Leave  
 
 At any point after receiving a report or formal complaint of sexual harassment, the District may 
immediately remove a respondent from the District's education program or activity on an emergency 
basis, provided that the District: 
 
 a) Undertakes an individualized safety and risk analysis; 
 
 b) 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 
 
 c) Provides the respondent with notice and an opportunity to challenge the decision immediately 

following the removal. 
 
 The District should coordinate their Title IX compliance efforts with special education staff when 
initiating an emergency removal of a student with a disability from an education program or activity as 
the removal could constitute a change of placement under the IDEA or Section 504.  
 
 The District may place a non-student employee respondent on administrative leave with or without 
pay during the pendency of the grievance process in accordance with law and regulation and any 
applicable District policy, procedure, collective bargaining agreement, or other document such as the 
District's Code of Conduct.  
 
Filing a Formal Complaint 
 
 A complainant may file a formal complaint with the Title IX Coordinator in person or by mail, 
email, or other method made available by the District. The complainant must be participating in or 
attempting to participate in the education program or activity of the District at the time of filing the 
complaint. The filing of a formal complaint initiates the grievance process.  
 
 A formal complaint must be signed by the complainant, the complainant's parent or legal guardian 
as appropriate, or the Title IX Coordinator. Where a parent or legal guardian signs the complaint, the 
parent or legal guardian does not become the complainant; rather the parent or legal guardian acts on 
behalf of the complainant. The Title IX Coordinator may sign the formal complaint, but his or her 
signature does not make him or her a complainant or a party to the complaint. If the formal complaint is 
signed by the Title IX Coordinator, the Title IX Coordinator is still obligated to comply with the 
grievance process outlined in this policy.  
 
 The complainant, or the complainant's parent or legal guardian, must physically or digitally sign the 
formal complaint, or otherwise indicate that the complainant is the person filing the formal complaint. 
When a formal complaint is filed, the Title IX Coordinator must send a written notice of allegations to all 
parties which includes the identities of all known parties. 
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 The District will not discriminate on the basis of sex in its treatment of a complainant or a 
respondent in responding to a formal complaint of sexual harassment.  
 
 The formal complaint form may be obtained from the District's Title IX Coordinator or found on the 
District's website. 
 
Consolidation of Formal Complaints 
 
 The District may consolidate formal complaints of sexual harassment 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.  
 
Written Notice of Allegations  
 
 Upon receipt of a formal complaint, the District will send all known parties written notice of: 
 

a) The District's grievance process, including any informal resolution process; and  
 

b) The allegations of sexual harassment which will: 
 

1. Provide sufficient details known at the time and sufficient time to prepare a response 
before any initial interview. Sufficient details include the identities of the parties 
involved in the incident, if known, the conduct allegedly constituting sexual harassment, 
and the date and location of the alleged incident, if known; 

 
2. State that the respondent is presumed not to be responsible for the alleged conduct and 

that a determination regarding responsibility is made at the conclusion of the grievance 
process; 

 
3. Inform the parties that they may have an advisor of their choice, who may be, but is not 

required to be, an attorney; 
 

4. Inform the parties that they may inspect and review any evidence obtained as part of the 
investigation that is directly related to the allegations raised in the formal complaint; and 

 
5. Include notice of any provision in any applicable District policy, procedure, collective 

bargaining agreement, or other document such as the District's Code of Conduct that 
prohibits knowingly making false statements or knowingly submitting false information 
during the grievance process.  

 
 If, in the course of an investigation, the District decides to investigate allegations about any 
complainant or respondent that were not included in the initial notice, the District will provide another 
notice of the additional allegations to the parties whose identities are known. 
 

(Continued) 
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Investigation of a Formal Complaint 
 
 The Title IX Coordinator will oversee the District's investigation of all formal complaints. During 
the investigation of a formal complaint, the Title IX Coordinator or another District employee may serve 
as the District's investigator. The District may also outsource all or part of an investigation to appropriate 
third parties. The outsourcing of all or part of an investigation does not relieve the District from its 
obligation to comply with law and regulation. 
 
 It is anticipated that most investigations will be completed within thirty (30) school days after 
receiving a formal complaint.  
 
 During the investigation of a formal complaint, the investigator will, as appropriate: 
 

a) Collect, review, and preserve all evidence including, but not limited to, any relevant 
documents, videos, electronic communications, and phone records. 

 
b) Interview all relevant persons including, but not limited to, any complainants, respondents, 

and witnesses. Interviews of complainants and respondents will be conducted separately. If a 
student is involved, the District will follow any applicable District policy, procedure, or other 
document such as the District's Code of Conduct regarding the questioning of students. 

 
c) Create written documentation of the investigation (such as a letter, memo, or email), which 

contains the following: 
 

1. A list of all documents reviewed, along with a detailed summary of relevant documents; 
 

2. A list of names of those interviewed, along with a detailed summary of their statements; 
 

3. A timeline of events; and 
 

4. A summary of prior relevant incidents, reported or unreported. 
 

d) Keep any written documentation and associated documents in a secure and confidential 
location.  

 
 Prior to completion of the investigative report, the District will send to each party and the party's 
advisor, if any, the evidence subject to inspection and review in an electronic format or a hard copy. The 
parties will have at least fifteen (15) calendar days to submit a written response, which the investigator 
will consider prior to completion of the investigative report. 
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 At the end of the investigation, an investigative report will be created that fairly summarizes all 
relevant evidence. 
 
 At least ten (10) school days prior to a hearing or other determination regarding responsibility, the 
investigative report will be sent to each party and the party's advisor, if any, in an electronic format or a 
hard copy, for their review and written response. 
 
Dismissal of a Formal Complaint 
 
 The District must investigate the allegations in a formal complaint. The District must dismiss a 
formal complaint under Title IX if the conduct alleged: 
 
 a) Would not constitute sexual harassment even if proven; 
 
 b) Did not occur in the District's education program or activity; or 
 
 c) Did not occur against a person in the United States. 
 
 Further, the District may dismiss a formal complaint or any of its allegations under Title IX, if at 
any time during the investigation or hearing: 
 

a) A complainant notifies the Title IX Coordinator in writing that the complainant would like to 
withdraw the formal complaint or any of its allegations; 

 
b) The respondent is no longer enrolled or employed by the District; or 

 
c) Specific circumstances prevent the District from gathering evidence sufficient to reach a 

determination as to the formal complaint or any of its allegations. 
 
 Upon a dismissal of a formal complaint, the District must promptly send written notice of the 
dismissal and reason(s) for the dismissal simultaneously to the parties. 
 

The dismissal of a formal complaint under Title IX does not preclude action under another related 
District policy, procedure, collective bargaining agreement, or other document such as the District's Code 
of Conduct.  
 
Informal Resolutions 
 
 Before reaching a determination regarding responsibility, but only after a formal complaint is filed, 
the District may offer and facilitate the use of an informal resolution process, such as mediation, that does 
not involve a full investigation and adjudication of the formal complaint. 
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 It is anticipated that most informal resolutions will be completed within 15 school days. 
 
 The District will not require that parties participate in an informal resolution process. The District 
will not offer or facilitate an informal resolution process to resolve allegations that an employee sexually 
harassed a student. Further, the District will not require the waiver of the right to an investigation and 
adjudication of formal complaints of sexual harassment as a condition of enrollment or continuing 
enrollment, or employment or continuing employment, or enjoyment of any other right. 
 
 If the District offers and facilitates the use of an informal resolution process, it will: 
 

a) Provide written notice to all known parties which details: 
 

1. The allegations in the formal complaint; 
 

2. 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, provided, however, 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. Any consequences resulting from participating in the informal resolution process, 

including the records that will be maintained or could be shared; and 
 

b) Obtain the parties' voluntary, written consent to the informal resolution process. 
 
Hearings and Determination Regarding Responsibility  
 
 The District will designate an individual decision-maker or a panel of decision-makers to issue a 
written determination regarding responsibility. A decision-maker can either be a District employee or, 
where appropriate, a third-party. They cannot be the same individual as either the Title IX Coordinator or 
the investigator(s). 
 
 The District's grievance process may, but is not required to, provide for a hearing. The 
determination as to whether a hearing will be provided will be made on a case-by-case basis. If a hearing 
is provided, the District will make all evidence subject to the parties' inspection and review available to 
give each party equal opportunity to refer to this evidence during the hearing, including for purposes of 
cross-examination. 
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 With or without a hearing, before reaching a determination regarding responsibility, the decision-
maker(s) will afford each party the opportunity to: 
 
 a) Submit written, relevant questions that a party wants asked of any party or witness within five 

(5) school days after the parties have received the investigative report;  
 
 b) Provide each party with the answers given by any party or witness within three (3) calendar 

days of receipt of same; and  
 
 c) Allow for additional, limited follow-up questions and responses from each party to occur 

within three (3) calendar days after the parties have received responses to their initial 
questions.  

 
 Questions and evidence about a complainant's sexual predisposition or prior sexual behavior will 
not be considered, unless the questions and evidence about the complainant's prior sexual behavior 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. The decision-maker(s) will 
explain to the party proposing the questions any decision to exclude a question as not relevant. 
 
 The decision-maker(s) will issue a written determination regarding responsibility to the Title IX 
Coordinator, the Superintendent, and all parties simultaneously within three (3) school days after all 
follow-up questions have been responded to or after the hearing, if one has been provided.  
 

To reach this determination, the decision-maker(s) will use the clear and convincing evidence 
standard which is the standard of evidence that will be applied in all formal complaints of sexual 
harassment. This standard is understood to mean concluding that a fact is highly probable to be true.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
.  
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 The written notice of the determination regarding responsibility will include: 
 

a) Identification of the allegations potentially constituting sexual harassment;  
 

b) 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, methods used to gather other evidence, and hearings held; 

 
c) Findings of fact supporting the determination; 

 
d) Conclusions regarding the application of any applicable District policy, procedure, collective 

bargaining agreement, or other document such as the District's Code of Conduct to the facts;  
 
e) A statement of, and rationale for, the result as to each allegation, including a determination 

regarding responsibility, any disciplinary sanctions the District is imposing on the respondent, 
and whether remedies designed to restore or preserve equal access to the District's education 
program or activity will be provided by the District to the complainant; and 

 
f) The District's procedures and permissible bases for the complainant and respondent to appeal. 

 
 
Finality of Determination Regarding Responsibility 
 
 The determination regarding responsibility becomes final either on the date that the District 
provides the parties with the written determination of the result of the appeal, if an appeal is filed, or if an 
appeal is not filed, the date on which an appeal would no longer be considered timely. 
 
 Where a determination regarding responsibility for sexual harassment has been made against the 
respondent, remedies will be provided to a complainant and disciplinary sanctions may be imposed on a 
respondent. Remedies will be designed to restore or preserve equal access to the District's education 
program or activity. Remedies and disciplinary sanctions will be implemented in accordance with 
applicable laws and regulations, as well as any District policy, procedure, collective bargaining 
agreement, or other document such as the District's Code of Conduct.  
 
 The Title IX Coordinator is responsible for the effective implementation of any remedies and/or 
disciplinary sanctions. The Title IX Coordinator will work with other individuals as necessary to 
effectively implement remedies and/or disciplinary sanctions.  
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Appeals  
 
 Either party may file an appeal from a determination regarding responsibility or from the District's 
dismissal of a formal complaint or any of its allegations. Appeals must be submitted in writing to the Title 
IX Coordinator within thirty (30) calendar days of the written notice of the determination regarding 
responsibility or dismissal of the formal complaint or any of its allegations.  
 
 An appeal may only be based upon one or more of the following bases: 
 

 a) Procedural irregularity that affected the outcome of the matter; 
 

 b) New evidence that was not reasonably available at the time the determination regarding 
responsibility or dismissal was made, that could affect the outcome of the matter; and 

 
 c) The Title IX Coordinator, investigator, or decision-maker(s) had a conflict of interest or bias 

for or against complainants or respondents generally or the individual complainant or 
respondent that affected the outcome of the matter. 

 
 The bases on which a party is seeking an appeal should be specifically stated in the party's written 
appeal. 
 
 Upon receipt of an appeal, the District will: 
 

a) Notify the other party in writing that an appeal has been filed and implement appeal 
procedures equally for both parties; 

 
 b) Ensure that any decision-maker for the appeal: 

 
1. Is not the same person as any decision-maker that reached the initial determination 

regarding responsibility or dismissal, investigator, or Title IX Coordinator; 
 

2. Does not have any conflict of interest or bias for or against complainants or respondents 
generally or an individual complainant or respondent; 

 
 c) Give all parties a reasonable, equal opportunity to submit a written statement in support of, or 

challenging, the outcome. Parties will have to submit these written statements within twenty 
(20) calendar days after the parties have been notified of the appeal;  

 
d) Issue a written decision describing the result of the appeal and the rationale for the result; and 

 
 (Continued) 
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 e) Provide the written decision simultaneously to the Title IX Coordinator, the Superintendent, 
and all parties within thirty (30) calendar days after receiving the parties written statements in 
support of, or challenging, the outcome.  

 
Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
 

The District prohibits retaliation against any individual for the purpose of interfering with his or her 
Title IX rights or because the individual made a report or complaint, testified, assisted, or participated or 
refused to participate in an investigation, proceeding, or hearing under Title IX.  
 

Charging an individual with Code of Conduct or other applicable violations that do not involve sex 
discrimination, including sexual harassment, but arise out of the same facts or circumstances as a report or 
complaint of sex discrimination for the purpose of interfering with any right or privilege secured by Title 
IX, constitutes retaliation. Charging an individual with a Code of Conduct or other applicable violation 
for making a materially false statement in bad faith during a grievance proceeding does not constitute 
retaliation, provided, however, that a determination regarding responsibility, alone, is not sufficient to 
conclude that any party made a materially false statement in bad faith.  
 

All complaints alleging retaliation will be handled in a manner consistent with the District's policies 
and procedures regarding the investigation of discrimination and harassment complaints, including Policy 
#3420 -- Non-Discrimination and Anti-Harassment in the District. 
 
 If the Title IX Coordinator is unavailable, including due to a conflict of interest or other 
disqualifying reason, the report will be directed to another Title IX Coordinator, if the District has 
designated another individual to serve in that capacity. If the District has not designated another Title IX 
Coordinator, the Superintendent will ensure that another person with the appropriate training and 
qualifications is appointed to act as the Title IX Coordinator. 
 
Confidentiality 
 
 Except where disclosure may be permitted or required by law or regulation, the District will keep 
confidential the identity of any: 
 
 a) Individual who has made a report or complaint of sex discrimination; 
 
 b) Individual who has made a report or filed a formal complaint of sexual harassment; 
 
 c) Complainant; 
 
 d) Individual who has been reported to be the perpetrator of sex discrimination; 
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 e) Respondent; and 
 
 f) Witness. 
 
Training 
 
 The District will ensure that:  
 
 a) All Title IX Coordinators, investigators, decision-makers, or persons who facilitate an 

informal resolution process receive training on: 
 

 1. The definition of sexual harassment as defined in Title IX; 
 

 2. The scope of the District's education program or activity; 
 

 3. How to conduct an investigation and grievance process including hearings, appeals, and 
informal resolution processes, as applicable; and 

 
 4. How to serve impartially, including by avoiding prejudgment of the facts at issue, 

conflicts of interest, and bias. 
 
 b) All decision-makers receive training on any technology to be used at a live hearing and on 

issues of relevance of questions and evidence, including when questions and evidence about a 
complainant's sexual predisposition or prior sexual behavior are not relevant. 

 
 c) All investigators receive training on issues of relevance to create an investigative report that 

fairly summarizes relevant evidence. 
 
 d) All District employees receive training on mandatory reporting obligations and any other 

responsibilities that they may have relative to Title IX. 
 
 Materials used to train Title IX Coordinators, investigators, decision-makers, and any person who 
facilitates an informal resolution process will not rely on sex stereotypes and will promote impartial 
investigations and adjudications of formal complaints of sexual harassment. Training materials will be 
made publicly available on the District's website. 
 
Notification 
 
 The District will notify students, parents or legal guardians of students, employees, applicants for 
employment, and all unions or professional organizations holding collective bargaining or professional 
agreements with the District of this policy. 
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 Further, the District will prominently publish this policy and the contact information for the Title IX 
Coordinator(s) on its website and in other publications, including in each handbook or catalog that it 
makes available to the individuals and entities referenced above. 
 
Recordkeeping  
 
 For a period of seven years, the District will retain the following: 
 
 a) Records of each sexual harassment investigation including any: 
 

1. Determination regarding responsibility; 
 

2. Audio or audiovisual recording or transcript required under law or regulation; 
 

3. Disciplinary sanctions imposed on the respondent; and 
 

4. Remedies provided to the complainant designed to restore or preserve equal access to 
the District's education program or activity. 

 
b) Any appeal and its result. 

 
 c) Any informal resolution and its result. 

 
 d) All materials used to train Title IX Coordinators, investigators, decision-makers, and any 

person who facilitates an informal resolution process. 
 

 e) For each response to sexual harassment where the District had actual knowledge of sexual 
harassment in its education program or activity against a person in the United States, records 
of any actions, including any supportive measures, taken in response to a report or formal 
complaint of sexual harassment. In each instance, the District must document the basis for its 
conclusion that its response was not deliberately indifferent, and document that it has taken 
measures designed to restore or preserve equal access to the District's education program or 
activity. If a District does not provide a complainant with supportive measures, then the 
District must document the reasons why such a response was not clearly unreasonable in light 
of the known circumstances. The documentation of certain bases or measures does not limit 
the District in the future from providing additional explanations or detailing additional 
measures taken. 
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20 USC § 1092(f)(6)(A)(v) 
20 USC § 1681, et. seq. 
34 USC § 12291(a)(8, 10, and 30) 
34 CFR Part 106 
Education Law § 13 
8 NYCRR § 100.2(kk) 
 
 
 
 
 
NOTE: Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District 

#6121 -- Sexual Harassment in the Workplace 
#7554 -- Dignity for All Students 
District Code of Conduct 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Adoption Date 5/18/21 
Revision Date 
Review Date  
 



Adoption Date 3/23/09 
Revision Date 5/18/21 
Review Date 

 20072021 5670 
  

 Non-Instructional/Business 
 Operations 
 

 
SUBJECT: RECORDS MANAGEMENT 
 

A Records Management Officer shall be designated by the Superintendent, subject to the 
approval of the Board of Education. Such Records Management Officer shall coordinate the 
development of and oversee a program for the orderly and efficient management of records, including 
the legal disposition or destruction of obsolete records, and be given the authority and responsibility to 
work with other local officials at all levels in the development and maintenance of the records 
management program. 
 

In addition, a Records Advisory Board may be created to assist in establishing and supporting 
the records management program. The District's legal counsel, the fiscal officer, and the 
Superintendent/designee may comprise the Advisory Board.  

 
The Superintendent will designate a Records Management Officer, subject to Board approval, to 

develop and coordinate the District's orderly and efficient records management program. Among other 
aspects, this program includes the legal disposition or destruction of obsolete records and the storage 
and management of inactive records. The Records Management Officer will work with other District 
officials to develop and maintain this program. 
 

The District may create a Records Advisory Board to assist in establishing and supporting the 
records management program. Members of this board may include the District's legal counsel, the 
fiscal officer, and the Superintendent or designee, among others.  

 
 
Retention and Disposition of Records  
 

The Superintendent shall retain records for such a period and dispose of them in the manner 
described in Records Retention and Disposition Schedule ED-1, established pursuant to Part 185, Title 
VIII of the Official Compilation of Codes, Rules and Regulations of the State of New York and 
Article 57-A of the Arts and Cultural Affairs Law. 
 
Special Approvals for Disposition of Records Not Included in Schedule/Records Damaged by Natural 
or Manmade Disasters 
 

Records not listed on a records retention and disposition schedule shall not be disposed of 
without the approval of the Commissioner of Education. 
 

Records that have been damaged by natural or manmade disaster and constitute a human health 
or safety risk also require the Commissioner's prior approval before disposition. 

 
The District will retain records and dispose of them in accordance with the Retention and 

Disposition Schedule for New York Local Government Records (LGS-1) or as otherwise approved by 
the Commissioner of Education. Further, if any law specifically provides a retention period longer 
than that established by this schedule, the retention period established by the law will govern. 
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Replacing Original Records with Microforms or Electronic Images 
 

Digital images of public records may be stored on electronic media, and such electronic records 
may replace paper originals or micrographic copies of these records. To ensure accessibility and 
intelligibility for the life of these records, the School District shall follow the procedures prescribed by 
the Commissioner of Education. 

 
The District will follow procedures prescribed by the Commissioner of Education to ensure 

accessibility for the life of any microform or electronic records that replace paper originals or 
micrographic copies. 

 
 
Retention and Preservation of Electronic Records 
 

The District shall ensure that records retention requirements are incorporated into any program,  
plan and process for design, redesign, or substantial enhancement of an information system that stores 
electronic records. The District will also ensure that electronic records are not rendered unusable 
because of changing technology before their retention and preservation requirements expire. 

 
 
 

Arts and Cultural Affairs Law Section 57-a 

8 New York Code of Rules and Regulations (NYCRR) Part 185 
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY 
 
Overview 
 
 The District is committed to creating and maintaining an environment which is free from 
discrimination and harassment. This policy addresses employment discrimination. It is just one 
component of the District's overall commitment to maintaining a discrimination and 
harassment-free educational and work environment. 
 
 Consistent with this commitment and in accordance with law and regulation, the District is 
an equal opportunity employer that does not discriminate against any employee or applicant for 
employment in its programs and activities on the basis of any legally protected class or category 
including, but not limited to: age; race; creed; religion; color; national origin; sexual 
orientation; gender identity or expression; military status; sex; disability; predisposing genetic 
characteristics; familial status; marital status; status as a victim of domestic violence; and 
criminal arrest or conviction record. 

 
 The District adopts this policy as part of its effort to provide for the prompt and equitable 
resolution of complaints of employment discrimination. The District will promptly respond to 
reports of employment discrimination, ensure that all investigations are conducted within a 
reasonably prompt time frame and under a predictable fair grievance process that provides due 
process protections, and impose disciplinary measures and implement remedies when 
warranted. 
 
 Inquiries about this policy may be directed to the District's Civil Rights Compliance 
Officer(s) (CRCO(s)). 
 
Reporting Allegations of Employment Discrimination 
 
 Any person may report employment discrimination regardless of whether they are the 
alleged victim or not. Reports of employment discrimination may be made orally or in writing to 
the District's CRCO or any other District employee including, but not limited to, a supervisor or 
building principal. 
 
 All District employees who witness or receive an oral or written report of employment 
discrimination must immediately inform the CRCO. Failure to immediately inform the CRCO 
may subject the employee to discipline up to and including termination. If the CRCO is 
unavailable, including due to a conflict of interest or other disqualifying reason, the report will 
be directed to another CRCO, if the District has designated another individual to serve in that 
capacity. If the District has not designated another CRCO, the Superintendent will ensure that 
another person with the appropriate training and qualifications is appointed to act as the 
CRCO. 
 
 Additionally, District employees must comply with reporting requirements in any other 
applicable District policy or document. Applicable policies or documents may include: Policy 
#3420 -- Non-Discrimination and Anti-Harassment in the District. 
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Grievance Process for Complaints of Employment Discrimination  
 
 The District will act to promptly, thoroughly, and equitably investigate all complaints, 
whether oral or written, of employment discrimination and will promptly take appropriate 
action to protect individuals from further discrimination. 

 
 Various District policies and documents address employment discrimination. These 
policies and documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment 
in the District. All complaints will be handled in accordance with the applicable District policies 
and/or documents. 
 
 The determination as to which District policies and/or documents are applicable is fact 
specific, and the CRCO may work with other District staff to determine which District policies 
and/or documents are applicable to the specific facts of the complaint. 

 
 If an investigation reveals that employment discrimination has occurred, the District will 
take immediate corrective action as warranted. This action will be taken in accordance with 
applicable law and regulation, as well as any applicable District policy, regulation, procedure, 
collective bargaining agreement, third-party contract, or other document such as the District's 
Code of Conduct. 
  
Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
 
 The District prohibits retaliation against any individual because the individual made a 
report or complaint, testified, assisted, or participated or refused to participate in an 
investigation, proceeding, or hearing related to a complaint of employment discrimination. 
 
 Complaints of retaliation may be directed to the CRCO. If the CRCO is unavailable, 
including due to a conflict of interest or other disqualifying reason, the report will be directed to 
another CRCO, if the District has designated another individual to serve in that capacity. If the 
District has not designated another CRCO, the Superintendent will ensure that another person 
with the appropriate training and qualifications is appointed to act as the CRCO. 
 
 Where appropriate, follow-up inquiries will be made to ensure that the discrimination has 
not resumed and that those involved in the investigation have not suffered retaliation. 
 
8 USC § 1324b 
29 USC § 206 
42 USC § 1981 
Age Discrimination in Employment Act of 1967 (ADEA), 29 USC § 621 et seq. 
Americans with Disabilities Act (ADA), 42 USC § 12101 et seq. 
Genetic Information Non-Discrimination Act (GINA), 42 USC § 2000ff et seq. 
National Labor Relations Act (NLRA), 29 USC § 151 et seq. 
Section 504 of the Rehabilitation Act of 1973, 29 USC § 790 et seq. 
 

(Continued) 
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Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq. 
Title VII of the Civil Rights Act of 1964, 42 USC § 2000e et seq.  
Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq. 
Uniformed Services Employment and Reemployment Rights Act (USERRA), 38 USC § 4301 et seq. 
28 CFR Part 35 
29 CFR Chapter I – National Labor Relations Board 
29 CFR Chapter XIV – Equal Employment Opportunity Commission 
34 CFR Parts 100, 104, and 106 
45 CFR Part 86 
Civil Rights Law §§ 40, 40-a, 40-c, 47-a, 47-b, and 48-a 
Civil Service Law §§ 75-b and 115 
Correction Law § 752  
Labor Law §§ 194-a, 201-d, 201-g, 203-e, 206-c, and 215  
New York State Human Rights Law, Executive Law § 290 et seq.  
Military Law §§ 242, 243, and 318 
9 NYCRR § 466 et seq.  
 
 
 
NOTE:  
Refer also to Policies  
#3420 -- Non-Discrimination and Anti-Harassment in the District  
#6121 -- Sexual Harassment in the Workplace 
#6122 – Complaints and Grievances by Employees 
 
 



  

Adoption Date 3/23/09 
Revision Date 5/18/21 
Review Date 6/23/14 

SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY  
 
It is the policy of this District to provide, through a positive and effective program, equal opportunities 
for employment, retention and advancement of all people regardless of race, color, creed, religion, 
national origin, political affiliation, sex, sexual orientation, age, marital status, military status, veteran 
status, disability, predisposing genetic characteristics, or use of a recognized guide dog, hearing dog or 
service dog. 
 
 Sexual orientation is defined as heterosexuality, homosexuality, bisexuality or asexuality, 
whether actual or perceived. 
 
 The term "military status" means a person's participation in the military service of the United 
States or the military service of the state, including but not limited to, the armed forces of the United 
States, the army national guard, the air national guard, the New York naval militia, the New York 
guard, and such additional forces as may be created by the federal or state government as authorized 
by law. 
 
Provisions will be provided for the publication and dissemination, internally and externally of this 
policy to ensure its availability to interested citizens and groups.  
 
Additionally, administration shall establish grievance procedures that provide for the prompt and 
equitable resolution of complaints alleging discrimination. Those intending to file a grievance due to 
alleged discrimination must follow the grievance procedure as established by the District. 
 
Prohibition of Retaliatory Behavior 
 
 The Board prohibits any retaliatory behavior directed against complainants, victims, witnesses, 
and/or any other individuals who participated in the investigation of a complaint of discrimination. 
Follow-up inquiries shall be made to ensure that discrimination has not resumed and that all those 
involved in the investigation of the discrimination complaint have not suffered retaliation.  
 
Age Discrimination in Employment Act, 29 United States Code (USC) Section 621 
Americans With Disabilities Act, 42 United States Code (USC) Section 12101 et seq. 
Prohibits discrimination on the basis of disability. 
Genetic Information Nondiscrimination Act of 2008 (GINA) Public Law 110-233 
  Prohibits discrimination in the workplace based upon genetic information. 
Section 504 of the Rehabilitation Act of 1973, 29 United States Code (USC) Section 794 et seq. 
Title VI of the Civil Rights Act of 1964, 42 United States Code (USC) Section 2000d et seq. 
Prohibits discrimination on the basis of race, color or national origin. 
Title VII of the Civil Rights Act of 1964, 42 United States Code (USC) Section 2000e et seq. 
Prohibits discrimination on the basis of race, color, religion, sex or national origin. 
Title IX of the Education Amendments of 1972, 20 United States Code (USC) Section 1681 et seq. 
Prohibits discrimination on the basis of sex. 
Civil Rights Law Section 40-c 
  Prohibits discrimination on the basis of race, creed, color, national origin, sex, sexual orientation, marital 
  status or disability. 
Executive Law Section 290 et seq. 
  Prohibits discrimination on the basis of age, race, creed, color, national origin, sex, sexual orientation, disability, military status, 
predisposing genetic characteristics, marital status, or use of a recognized guide dog, hearing dog or service dog. 
Military Law Sections 242 and 243 
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE 
 
Overview 
 
 The District is committed to creating and maintaining an environment which is free from  
discrimination-free work environment and harassment. Sexual harassment is one form of workplace 
discrimination. This policy addresses sexual harassment in the workplace. and is It is just one 
component of the District's overall commitment to a discrimination and harassment-free educational 
and work environment.  
 

Sexual harassment is a form of employee misconduct, a violation of District policy, and 
unlawful. Employees of every level who engage in sexual harassment, including supervisory personnel 
who engage in sexual harassment, who knowingly allow such behavior to continue, or fail to report 
suspected sexual harassment will be subject to remedial and/or disciplinary action by the District. 
Sexual harassment may also subject the District to liability for harm to targets of sexual harassment. 
Harassers may also be individually subject to liability. 
 
 The District adopts this policy as part of its effort to provide for the prompt and equitable 
resolution of complaints of sexual harassment in the workplace. The District will promptly 
respond to reports of sexual harassment in the workplace, ensure that all investigations are 
conducted within a reasonably prompt time frame and under a predictable fair grievance 
process that provides due process protections, and impose disciplinary measures and implement 
remedies when warranted. 
 
 Inquiries about this policy may be directed to the District's Civil Rights Compliance 
Officer(s) (CRCO(s)) and/or Title IX Coordinator(s). 
 
Scope and Application  
 
 This policy applies to all instances of sexual harassment perpetrated against a "covered person," 
regardless of immigration status, by anyone in the workplace, including a co-worker, supervisor, or 
third-party such as a non-employee, paid or unpaid intern, vendor, building security, visitor, volunteer, 
parent, or student. For purposes of this policy, a "covered person" includes: 
 

a) Employees; 
 

b) Applicants for employment;  
 

c) Paid or unpaid interns; and  
 

d) Non-employees, which include anyone who is (or is employed by) a contractor, 
subcontractor, vendor, consultant, or other person providing services pursuant to a contract 
in the workplace.  

 
(Continued) 
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE  (Cont'd.) 
 
 Sexual harassment in the workplace can occur between any individuals, regardless of their sex or 
gender. Unlawful sexual harassment is not limited to the physical workplace itself. Sexual harassment 
can occur on school grounds, school buses or District vehicles, and at school-sponsored events, 
programs, or activities, including those that take place at locations off school premises school 
property and at school functions which, for purposes of this policy, means a school-sponsored or 
school-authorized extracurricular event or activity regardless of where the event or activity 
takes place, including any event or activity that may take place virtually or in another state.. It 
can also occur while employees are traveling for District business. Calls, texts, emails, and social 
media usage can constitute unlawful workplace harassment, even if they occur away from school 
grounds property, on personal devices, or during non-work hours. Accordingly, conduct or 
incidents of sexual harassment that create or foreseeably create a disruption within the District 
may be subject to this policy in certain circumstances. 
 
 Other District policies and documents such as regulations, procedures, collective 
bargaining agreements, and the District's Code of Conduct may address misconduct related to 
sexual harassment and may provide for additional, different, or more specific grievance 
procedures depending on a number of factors including, but not limited to, who is involved and 
where the alleged sexual harassment occurred. These documents must be read in conjunction 
with this policy. Applicable policies or documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District; and Policy #3421 -- Title IX and Sex 
Discrimination. 
 
 The dismissal of a complaint under one policy or document does not preclude action under 
another related District policy or document. 
 
 
What Constitutes Sexual Harassment 
 

Sexual harassment is a form of sex discrimination and is unlawful under federal, state, and 
(where applicable) local law. Sexual harassment includes harassment on the basis of sex, sexual 
orientation, self-identified or perceived sex, gender expression, gender identity, and the status of being 
transgender. 
 

Sexual harassment includes unwelcome conduct which is either of a sexual nature, or which is 
directed at an individual because of that individual's sex when: 
 

a) Such conduct has the purpose or effect of unreasonably interfering with an individual's 
work performance or creating an intimidating, hostile or offensive work environment, even 
if the reporting individual is not the intended target of the sexual harassment; 

 
b) Such conduct is made either explicitly or implicitly a term or condition of employment; or 

 
 

(Continued) 
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE  (Cont'd.) 

 
c) Submission to or rejection of such conduct is used as the basis for employment decisions 

affecting an individual's employment. 
 
Under New York State Human Rights Law, sexual harassment is unlawful when it subjects an 

individual to inferior terms, conditions, or privileges of employment. Harassment need not be severe 
or pervasive to be unlawful, and can be any harassing conduct that consists of more than petty slights 
or trivial inconveniences.  

 
A sexually harassing hostile work environment includes, but is not limited to, words, signs, 

jokes, pranks, intimidation or physical violence which are of a sexual nature, or which are directed at 
an individual because of that individual's sex. Sexual harassment also consists of any unwanted verbal 
or physical advances, sexually explicit derogatory statements or sexually discriminatory remarks made 
by someone which are offensive or objectionable to the recipient, which cause the recipient discomfort 
or humiliation, which interfere with the recipient's job performance. 
 

Sexual harassment also occurs when a person in authority tries to trade job benefits for sexual 
favors. This can include hiring, promotion, continued employment or any other terms, conditions or 
privileges of employment. This is also called "quid pro quo" harassment. 
 

Any covered person who feels harassed should report the conduct so that any violation of this 
policy can be corrected promptly. Any harassing conduct, even a single incident, can be addressed 
under this policy. 
 
Examples of Sexual Harassment 
 
 The following describes some actions that may constitute unlawful sexual harassment and that 
are strictly prohibited: 
 

a) Physical acts of a sexual nature, such as: 
 

1. Touching, pinching, patting, kissing, hugging, grabbing, brushing against another 
person's body or poking another person's body; and 

 
2. Rape, sexual battery, molestation or attempts to commit these assaults. 

 
b) Unwanted sexual advances or propositions, such as: 
 

 
1. Requests for sexual favors accompanied by implied or overt threats concerning the 

target's job performance evaluation, a promotion or other job benefits or detriments; 
and  

 
2. Subtle or obvious pressure for unwelcome sexual activities. 

 
c) Sexually oriented gestures, noises, remarks or jokes, or comments about a person's 

sexuality or sexual experience, which create a hostile work environment. 
 

 
(Continued) 
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d) Sex stereotyping, which occurs when conduct or personality traits are considered 
inappropriate simply because they may not conform to other people's ideas or perceptions 
about how individuals of a particular sex should act or look. 

 
e) Sexual or discriminatory displays or publications anywhere in the workplace, such as 

pictures, posters, calendars, graffiti, objects, promotional material, reading materials, or 
other materials that are sexually demeaning or pornographic. This includes such sexual 
displays on workplace computers or cell phones and sharing such displays while in the 
workplace. 

 
f) Hostile actions taken against an individual because of that individual's sex, sexual 

orientation, gender identity, and the status of being transgender, such as: 
 

1. Interfering with, destroying or damaging a person's workstation, tools or equipment, 
or otherwise interfering with the individual's ability to perform the job; 

 
2. Sabotaging an individual's work; and  

 
3. Bullying, yelling, or name-calling. 

 
Prohibition of Retaliatory Behavior (Whistle-Blower Protection) 
 
 Unlawful retaliation can be any action that could discourage a covered person from coming 
forward to make or support a sexual harassment claim. Adverse action need not be job-related or occur 
in the workplace to constitute unlawful retaliation (e.g., threats of physical violence outside of work 
hours).  
 

The District prohibits any retaliatory behavior directed against complainants, victims, witnesses, 
and/or any other individuals who participate in the investigation of a complaint of sexual harassment. 
Such retaliation is unlawful under federal, state, and (where applicable) local law. The New York State 
Human Rights Law protects any individual who has engaged in "protected activity." Protected activity 
occurs when a person has: 
 

a) Made a complaint of sexual harassment, either internally or with any anti-discrimination 
agency;  
 

b) Testified or assisted in a proceeding involving sexual harassment under the Human Rights 
Law or other anti-discrimination law;  
 

c) Opposed sexual harassment by making an verbal oral or informal complaint of harassment to 
a supervisor, building principal, other administrator, or the Civil Rights Compliance Officer 
(CRCO);  

 
 
 
 
 

(Continued) 



20202021 6121 
5 of 911 

 
Personnel 

 
 
 
SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE  (Cont'd.) 
 
 

d) Reported that another employee has been sexually harassed; or  
 

e) Encouraged a fellow employee to report harassment. 
 

Even if the alleged harassment does not turn out to rise to the level of a violation of law, the 
individual is protected from retaliation if the person had a good faith belief that the practices were 
unlawful. However, the retaliation provision is not intended to protect persons making intentionally 
false charges of harassment. 
 
Reporting Allegations of Sexual Harassment 
 

Preventing sexual harassment is everyone's responsibility. The District cannot prevent or remedy 
sexual harassment unless it knows about it. Any covered person who has been subjected to behavior 
that may constitute sexual harassment is encouraged to report such behavior to a supervisor, building 
principal, other administrator, or the CRCO. Anyone who witnesses or becomes aware of potential 
instances of sexual harassment should report such behavior.  
 

Reports of sexual harassment may be made verbally orally or in writing. A form for submission 
of a written complaint is posted on the District website, and all covered persons are encouraged to use 
this complaint form. Persons who are reporting sexual harassment on behalf of another person should 
use the complaint form and note that it is being submitted on another person's behalf. 

 
District employees must comply with reporting requirements in any other applicable 

District policy or document. Applicable policies or documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District; and Policy #3421 -- Title IX and Sex 
Discrimination. 
 

Any person who believes they have been a target of sexual harassment may also seek assistance 
in other available forums, as explained below in the section on Legal Protections in this policy. 
 
Supervisory Responsibilities 
 

All supervisors, building principals, and other administrators who receive a complaint or 
information about suspected sexual harassment, observe what may be sexually harassing behavior or 
for any reason suspect that sexual harassment is occurring, are required to report such suspected sexual 
harassment to the CRCO. In the event the CRCO is the alleged harasser, the report will be directed to 
another CRCO, if the District has designated another individual to serve in that capacity, or to the 
Superintendent. If the CRCO is unavailable, including due to a conflict of interest or other 
disqualifying reason, the report will be directed to another CRCO, if the District has designated 
another individual to serve in that capacity. If the District has not designated another CRCO, 
the Superintendent will ensure that another person with the appropriate training and 
qualifications is appointed to act as the CRCO. 
 
 

 (Continued) 
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In addition to being subject to discipline if they engaged in sexually harassing conduct 
themselves, supervisors, building principals, and other administrators will be subject to discipline for 
failing to report suspected sexual harassment or otherwise knowingly allowing sexual harassment to 
continue.  
 

Supervisors, building principals, and other administrators will also be subject to discipline for 
engaging in any retaliation. 
 
Investigating Complaints of Sexual Harassment 
 

All complaints or information about sexual harassment will be investigated, whether that 
information was reported in verbal oral or written form. Investigations will be conducted in a timely 
manner, and will be confidential to the extent possible. 
 

An investigation of any complaint, information or knowledge of suspected sexual harassment 
will be prompt and thorough, commenced immediately and completed as soon as possible. The 
investigation will be kept confidential to the extent possible. Disclosure may, however, be necessary to 
complete a thorough investigation of the charges and/or notify law enforcement officials. All persons 
involved, including complainants, witnesses, and alleged harassers will be accorded due process, as 
outlined below, and in accordance with any applicable collective bargaining agreements to protect 
their rights to a fair and impartial investigation.  
 

The District will not tolerate retaliation against anyone who files complaints, supports another's 
complaint, or participates in an investigation regarding a violation of this policy. 
 

While the process may vary from case to case, investigations should be done in accordance with 
the following steps: 
 

a) a) Upon receipt of a complaint, the CRCO will conduct an immediate review of the 
allegations, and take any interim actions (e.g., instructing the respondent to refrain from 
communications with the complainant), as appropriate. In the event that the CRCO is the 
alleged harasser, the complaint will be directed to another CRCO or District designee for 
investigation. 

If the CRCO is unavailable, including due to a conflict of interest or other 
disqualifying reason, the report will be directed to another CRCO, if the District has 
designated another individual to serve in that capacity. If the District has not 
designated another CRCO, the Superintendent will ensure that another person with 
the appropriate training and qualifications is appointed to act as the CRCO. 

 
b) If a complaint is verbal, encourage the individual to complete the complaint form, which is 

available on the District website, in writing. If he or she refuses, prepare a complaint form 
based on the verbal reporting. All complaints of sexual harassment will be investigated 
regardless of the form in which those complaints are made. For oral complaints, the 
individual will be encouraged to complete the complaint form, which is available on 
the District website, in writing. If he or she refuses, a complaint form based on the 
oral report will be prepared. The complainant will be provided a copy of the 
completed complaint form. 

(Continued) 
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c) If documents, emails, or phone records are relevant to the investigation, take steps to obtain 
and preserve them.  

 
d) Request and review all relevant documents, including all electronic communications. 

 
  

e) Interview all parties involved, including any relevant witnesses. If a student is involved, the 
District will follow all applicable District policies and procedures regarding questioning 
students.  

 
f) Create written documentation of the investigation (such as a letter, memo or email), which 

contains the following: 
 

1. A list of all documents reviewed, along with a detailed summary of relevant 
documents; 

 
2. A list of names of those interviewed, along with a detailed summary of their 

statements; 
 

3. A timeline of events; 
 

4. A summary of prior relevant incidents, reported or unreported; and 
 

5. The basis for the decision and final resolution of the complaint, together with any 
corrective action(s). 

 
g) Keep the written documentation and associated documents in a secure and confidential 

location. 
 

h) Promptly notify the individual who reported and the individual(s) about whom the 
complaint was made of the final determination and implement any corrective actions 
identified in the written document. 

 
i) i) Inform the individual who reported of the right to file a complaint or charge externally as 

outlined in the next section this policy. 
 

 Additionally, other District policies and documents address sexual harassment. These 
policies and documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment 
in the District; and Policy #3421 -- Title IX and Sex Discrimination. All complaints will be 
handled in accordance with the applicable District policies and/or documents. 
 
 The determination as to which District policies and/or documents are applicable is fact 
specific, and the CRCO may work with other District staff such as the District's Title IX 
Coordinator(s) to determine which District policies and/or documents are applicable to the 
specific facts of the complaint. 

(Continued) 
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 If an investigation reveals that discrimination or harassment  sexual harassment has occurred, 
the District will take immediate corrective action as warranted. This action will be taken in accordance 
with applicable laws and regulations, as well as any and all relevant codes of conduct, District policies 
and administrative regulations, collective bargaining agreements, and/or third-party contracts. 
applicable District policy, regulation, procedure, collective bargaining agreement, third-party 
contract, or other document such as the District's Code of Conduct. 
 
Annual Training 
 
 The District will provide a sexual harassment prevention training program to all employees on 
an annual basis. The training will be interactive and will include:  
 

a) An explanation of sexual harassment consistent with guidance issued by the Department of 
Labor in consultation with the Division of Human Rights; 

 
b) Examples of conduct that would constitute unlawful sexual harassment; 

 
c) Information concerning the federal and state statutory provisions concerning sexual 

harassment and remedies available to victims of sexual harassment; 
 

d) Information concerning employees’ rights of redress and all available forums for 
adjudicating complaints; and  

 
e) Information addressing conduct by supervisors and any additional responsibilities for such 

supervisors. 
 
Notice Notification 
 

 The District will provide this policy to all employees in writing. The District will post this 
policy prominently throughout the District to the extent practicable.  

 
At the time of hiring and at every annual sexual harassment prevention training program, the 

District will provide each employee a notice containing this policy and the information presented at 
the District’s sexual harassment prevention training program.   

 
This notice will be provided in English and in the language identified by the employee as his or 

her primary language, provided that the New York State Department of Labor Commissioner has 
published a template of the model materials in that language.  

 
 The notice will be delivered in writing, either in print or digitally. The notice will either link to 

or include, as an attachment or printed copy, the policy and training materials.  
 
 

(Continued) 
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Legal Protections and External Remedies 
 

Sexual harassment is not only prohibited by the District but is also prohibited by state, federal, 
and, where applicable, local law. 
  

Aside from the District’s internal process, individuals may also choose to pursue legal remedies 
with the following governmental entities. While a private attorney is not required to file a complaint 
with a governmental agency, an individual may seek the legal advice of an attorney. 
 

In addition to those outlined below, individuals may have additional legal protections.  
 
State Human Rights Law (HRL) 
 

The Human Rights Law (HRL), codified as N.Y. Executive Law, art. 15, § 290 et seq., applies to 
all employers in New York State with regard to sexual harassment, and protects covered persons, 
regardless of immigration status. A complaint alleging violation of the Human Rights Law  HRL may 
be filed either with the Division of Human Rights (DHR) or in New York State Supreme Court. 
 

Complaints with DHR may be filed any time within one year (three years beginning August 12, 
2020) of the harassment. If an individual did not file with DHR, they can sue directly in state court 
under the HRL, within three years of the alleged sexual harassment. An individual may not file with 
DHR if they have already filed a HRL complaint in state court. 
 

Complaining internally to the District does not extend your the time to file with DHR or in court. 
The one year or three years is counted from the date of the most recent incident of harassment. 
 

Individuals do not need an attorney to file a complaint with DHR, and there is no cost to file with 
DHR. 
 

DHR will investigate your the complaint and determine whether there is probable cause to 
believe that sexual harassment has occurred. Probable cause cases are forwarded to a public hearing 
before an administrative law judge. If sexual harassment is found after a hearing, DHR has the power 
to award relief, which varies but may include requiring your employerthe District  to take action to 
stop the harassment, or redress the damage caused, including paying of monetary damages, attorney's 
fees and civil fines. 
 
 

DHR's main office contact information is: NYS Division of Human Rights, One Fordham Plaza, 
Fourth Floor, Bronx, New York 10458. Individuals may call (718) 741-8400 or visit: 
www.dhr.ny.gov. 
 

Contact DHR at (888) 392-3644 or visit dhr.ny.gov/complaint for more information about filing 
a complaint. The website has a complaint form that can be downloaded, filled out, notarized and 
mailed to DHR. The website also contains contact information for DHR's regional offices across New 
York State.  

 
(Continued) 

 



20202021 6121 
       10 of 911 
 

Personnel 
 
 
SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE  (Cont'd.) 
 
Civil Rights Act of 1964 
 

The United States Equal Employment Opportunity Commission (EEOC) enforces federal anti-
discrimination laws, including Title VII of the 1964 federal Civil Rights Act (codified as 42 USC § 
2000e et seq.). An individual can file a complaint with the EEOC anytime within 300 days from the 
harassment. There is no cost to file a complaint with the EEOC. The EEOC will investigate the 
complaint, and determine whether there is reasonable cause to believe that discrimination has 
occurred, at which point the EEOC will issue a Right to Sue letter permitting the individual to file a 
complaint in federal court.  

The EEOC does not hold hearings or award relief, but may take other action including pursuing 
cases in federal court on behalf of complaining parties. Federal courts may award remedies if 
discrimination is found to have occurred. In general, private employers must have at least 15 
employees to come within the jurisdiction of the EEOC. 
 

An individual alleging discrimination at work can file a "Charge of Discrimination." The EEOC 
has district, area, and field offices where complaints can be filed. Contact the EEOC by calling 1-800-
669-4000 (TTY: 1-800-669-6820), visiting their website at www.eeoc.gov or via email at 
info@eeoc.gov. 
 

If an individual filed an administrative complaint with DHR, DHR will file the complaint with 
the EEOC to preserve the right to proceed in federal court. 
 
Title IX 

Title IX of the Education Amendments of 1972 prohibits discrimination on the basis of sex in 
any federally funded education program or activity. The U.S. Department of Education’s Office for 
Civil Rights (OCR) enforces Title IX of the Education Amendments of 1972.  

For more information about how to file a complaint, contact OCR at 800-421-3481 (TDD 800-
877-8339) or visit: https://www2.ed.gov/about/offices/list/ocr/docs/howto.html. The website contains 
information about filing the complaint online, by mail, or by email.  
 
Local Protections 
 

Many localities enforce laws protecting individuals from sexual harassment and discrimination. 
An individual should contact the county, city or town in which they live to find out if such a law 
exists.  
 
Local Police Department 
 

If the harassment involves unwanted physical touching, coerced physical confinement or coerced 
sex acts, the conduct may constitute a crime. Contact the local police department. 
 

(Continued) 
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Title VII of the Civil Rights Act of 1964, 42 USC § 2000e et seq. 
Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq. 
29 CFR § 1604.11(a) 
34 CFR Subtitle B, Chapter I  
Civil Service Law § 75-Bb 
Executive Law Article 15 New York State Human Rights Law, Executive Law § 290 et seq.  
Labor Law § 201-g 
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     Personnel 
 
SUBJECT: EMPLOYEE USE OF SOCIAL MEDIA 
 
The Board respects the importance of integrating current technology tools, including new methods of 
electronic communication, into the classroom to enhance student learning.  It further recognizes the 
importance of employees, students and parents engaging, learning, collaborating and sharing in digital 
environments as part of 21st Century learning.   
 
The Board strives to ensure that electronic communication tools incorporated into the school 
curriculum are used responsibly and safely.  As practicable, the Board will provide access to secure 
social media tools and Board-approved technologies for use during instructional time and for school-
sponsored initiatives in accordance with District policies. 
 
The Board acknowledges that school employees may determine to engage in the use of Social 
Network Sites (SNS) during their personal time.  School employees who use SNS for personal 
purposes must be mindful that they are responsible for their public conduct even when not acting in 
their capacities as school system employees.  All school employees, including student teachers and 
affiliated independent contractors shall comply with the requirements of this policy when using 
electronic social media for personal purposes.  Examples of SNS include, but are not limited to 
Facebook, Twitter, YouTube, Google+, and Instagram. 
 
District Policies, Rules and Regulations 
 
Employees are expected to follow all District policies, rules and regulations when utilizing SNS. The 
same laws, professional expectations and guidelines for interactions with students, fellow employees 
and use of District emblems and identifying characteristics apply online as in the “real world.” 
Employees may be personally liable for anything posted to a SNS to the same extent that they would 
be for any other professional action. 
 
Personal Use and Responsibility 
 
While mindful of employees’ First Amendment free speech rights, District personnel who participate 
in SNS, including the District social networking sites, shall not post any material which may result in 
the disruption of academic or other District activities. 
 
Comments related to the District should always meet the highest standards of professional discretion. 
When posting, employees should act on the assumption that all postings are in the public domain. 
Remember that posted information could be interpreted as an extension of your office or classroom--
what is inappropriate in your office or classroom is also inappropriate online.  When posting 
comments or viewpoints on topics related to the District using any online medium, it is to be stated 
that the submission is representative of the writer’s views and opinions and not necessarily the views 
and opinions of the District. 
 
Disciplinary Sanctions 
 
District personnel who violate any provision of this policy shall be subject to appropriate disciplinary 
measures up to and including termination of employment in accordance with legal guidelines, District 
policy and regulations, and the applicable collective bargaining agreement. 
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS 
 
Overview 
 
The District is committed to creating and maintaining an environment which is free from 
discrimination and harassment. This policy addresses sexual harassment of students. It is just 
one component of the District's overall commitment to maintaining a discrimination and 
harassment-free educational and work environment. 
 
Consistent with this commitment and in accordance with law and regulation, the District 
prohibits all forms of sexual harassment of students by any individual on school property and at 
school functions which, for purposes of this policy, means a school-sponsored or school-
authorized extracurricular event or activity regardless of where the event or activity takes place, 
including any event or activity that may take place virtually or in another state. 
 
The District adopts this policy as part of its effort to provide for the prompt and equitable 
resolution of complaints of sexual harassment of students. The District will promptly respond to 
reports of sexual harassment of students, ensure that all investigations are conducted within a 
reasonably prompt time frame and under a predictable fair grievance process that provides due 
process protections, and impose disciplinary measures and implement remedies when 
warranted. 
 
Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s) 
(CRCO(s)), Title IX Coordinator(s), and/or the Dignity Act Coordinator(s) (DAC(s)). 
 
What Constitutes Sexual Harassment 
 
 Sexual harassment is a form of sex discrimination and is unlawful. It includes harassment 
on the basis of sex, sexual orientation, self-identified or perceived sex, gender expression, gender 
identity, and the status of being transgender. Sexual harassment can occur between any 
individuals, regardless of their sex or gender. 
 
 Generally stated, sexual harassment consists of subjecting an individual to unwelcome 
conduct which is either of a sexual nature or which is directed at an individual because of that 
individual's sex.  
 
 This conduct may, among other things, have the purpose or effect of: creating an 
intimidating, hostile, or offensive environment; substantially or unreasonably interfering with a 
student's educational performance, opportunities, benefits, or well-being; or otherwise adversely 
affecting a student's educational opportunities. Petty slights or trivial inconveniences generally 
do not constitute harassing conduct. 

 
Determinations as to whether conduct or an incident constitutes sexual harassment will be 

made consistent with applicable law and regulation, as well as any applicable District policy, 
regulation, procedure, or other document such as the District's Code of Conduct. The examples 
below are intended to serve as a general guide for individuals in determining what may 
constitute sexual harassment. These examples should not be construed to add or limit the rights 
that students possess as a matter of law.  
 

(Continued) 
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS  (Cont'd.) 
 
Examples of Sexual Harassment 
 
 Sexual harassment can be verbal, non-verbal, or physical. Examples of this conduct may 
include, but are not limited to, the following: 

 
a) Unwanted physical acts of a sexual nature, such as: 

 
1. Touching, pinching, patting, kissing, hugging, grabbing, brushing against 

another person's body, or poking another person's body; and 
 

2. Rape, sexual battery, molestation, or attempts to commit these assaults. 
 

b) Engaging in sexual conduct with an individual who is unable to consent due to age, 
use of drugs or alcohol, intellectual disability, or other disability. 

 
c) Unwanted sexual advances or propositions, such as: 

 
1. Demanding sexual favors of a student, insinuating that refusal to acquiesce to 

such favors will adversely affect a student's grades, references, academic or 
scholastic placement, and/or participation in extracurricular activities; and  

 
2. Subtle or obvious pressure for unwelcome sexual activities. 

 
d) Verbal abuse or ridicule, including profanity, innuendoes, stories, and jokes that are 

sexual in nature and/or gender-related. This might include inappropriate sex-oriented 
comments on appearance, including dress or physical features. 

 
e) Asking or commenting about an individual's sexual activities. 

 
f) Hostile actions taken against an individual because of that individual's sex, sexual 

orientation, gender identity, and the status of being transgender.  
 
g) Displaying or distributing pornographic or other sexually explicit materials (print or 

digital) such as magazines, pictures, cartoons, etc. 
 

h) Unwelcome staring, leering, or gesturing which is sexually suggestive in nature. 
 

i) Unwelcome and/or offensive public displays of sexual or physical affection. 
 

j) Clothing that reflects sexually obscene and/or sexually explicit messages, slogans, or 
pictures. 

 
k) Any other unwelcome and unwanted sexually oriented and/or gender-based behavior 

which is sexually demeaning, belittling, intimidating, or perpetrates sexual stereotypes 
and attitudes. 

 
 

(Continued) 
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS  (Cont'd.) 
 
Reporting Allegations of Sexual Harassment  
 
 In order for the District to enforce this policy, and to take corrective action as warranted, it 
is essential that students who believe that they have been a victim of sexual harassment in the 
school environment, as well as any other person who has knowledge of or witnesses any possible 
sexual harassment, immediately report the alleged conduct or incident. Reports of sexual 
harassment may be made orally or in writing to any District employee including, but not limited 
to, a teacher, building principal, CRCO, Title IX Coordinator, or DAC. 
 
 
 
All District employees who witness or receive an oral or written report of sexual harassment 
must immediately inform the CRCO. Failure to immediately inform the CRCO may subject the 
employee to discipline up to and including termination. If the CRCO is unavailable, including 
due to a conflict of interest or other disqualifying reason, the report will be directed to another 
CRCO, if the District has designated another individual to serve in that capacity. If the District 
has not designated another CRCO, the Superintendent will ensure that another person with the 
appropriate training and qualifications is appointed to act as the CRCO. 
 
Additionally, District employees must comply with reporting requirements in any other 
applicable District policy or document. Applicable policies or documents may include: Policy 
#3420 -- Non-Discrimination and Anti-Harassment in the District; Policy #3421 -- Title IX and 
Sex Discrimination; Policy #7550 -- Dignity for All Students; and the District's Code of Conduct. 
 
Grievance Process for Complaints of Sexual Harassment 
 
The District will act to promptly, thoroughly, and equitably investigate all complaints, whether 
oral or written, of sexual harassment of students and will promptly take appropriate action to 
protect students from further sexual harassment. 
 
Various District policies and documents address sexual harassment of students. These policies 
and documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the 
District; Policy #3421 -- Title IX and Sex Discrimination; Policy #7550 -- Dignity for All 
Students; and the District's Code of Conduct. All complaints will be handled in accordance with 
the applicable District policies and/or documents. 
 
The determination as to which District policies and/or documents are applicable is fact specific, 
and the CRCO may work with other District staff such as the District's Title IX Coordinator(s) 
and/or DAC(s) to determine which District policies and/or documents are applicable to the 
specific facts of the complaint. 
 
If an investigation reveals that sexual harassment has occurred, the District will take immediate 
corrective action as warranted. This action will be taken in accordance with applicable law and 
regulation, as well as any applicable District policy, regulation, procedure, collective bargaining 
agreement, third-party contract, or other document such as the District's Code of Conduct. 
 

(Continued) 
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS  (Cont'd.) 
 
Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
 
The District prohibits retaliation against any individual because the individual made a report or 
complaint, testified, assisted, or participated or refused to participate in an investigation, 
proceeding, or hearing related to a complaint of sexual harassment. 
 
Complaints of retaliation may be directed to the CRCO. If the CRCO is unavailable, including 
due to a conflict of interest or other disqualifying reason, the report will be directed to another 
CRCO, if the District has designated another individual to serve in that capacity. If the District 
has not designated another CRCO, the Superintendent will ensure that another person with the 
appropriate training and qualifications is appointed to act as the CRCO. 
 
Where appropriate, follow-up inquiries will be made to ensure that the sexual harassment has 
not resumed and that those involved in the investigation have not suffered retaliation. 
 
Equal Educational Opportunities Act of 1974, 20 USC § 1701 et seq. 
Title IV of the Civil Rights Act of 1964, 42 USC § 2000c et seq. 
Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq. 
34 CFR Parts 106 and 270 
45 CFR Part 86 
Civil Rights Law § 40-c 
Education Law §§ 10-18, 313, 2801, and 3201-a 
New York State Human Rights Law, Executive Law § 290 et seq.  
8 NYCRR § 100.2 
9 NYCRR § 466 et seq. 
 
 
NOTE: Refer also to Policies #3410 --Code of Conduct  

   #3420--Non-Discrimination and Anti-Harassment in the District 
   #6122–Complaints and Grievances by Employees 
  #7550--Dignity for All Students 
  #7553--Hazing of Students 
 District Code of Conduct 
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The Board of Education affirms its commitment to non-discrimination and recognizes its 
responsibility to provide for all District students an environment that is free of sexual harassment and 
intimidation. Sexual harassment is a violation of law and stands in direct opposition to District policy. 
Therefore, the Board prohibits and condemns all forms of sexual harassment by employees, school 
volunteers, students, and non-employees such as contractors and vendors which occur on school 
grounds and at all school-sponsored events, programs and activities including those that take place at 
locations off school premises or those that take place in another state. Generally, sexual harassment is 
defined as unwelcome sexual advances, requests for sexual favors and other verbal or physical 
conduct or communication of a sexual nature when: 
  

a) Submission to or rejection of such sexually harassing conduct and/or communication by a 
student affects decisions regarding any aspect of the student's education, including 
participation in school-sponsored activities; 

 
b) Conditions exist within the school environment that allow or foster obscene pictures, lewd 

jokes, sexual advances, requests for sexual favors or other harassing activities of a sexual 
nature; and 

 
c) Such conduct and/or communication has the purpose or effect of substantially or 

unreasonably interfering with a student's academic performance or participation in an 
educational or extracurricular activity, or creating an intimidating, hostile or offensive 
learning environment; and/or effectively bars the student's access to an educational 
opportunity or benefit. 

 
 The Board acknowledges that in determining whether sexual harassment has occurred the totality 
of the circumstances, expectations, and relationships should be evaluated including, but not limited to, 
the ages of the harasser and the victim; the number of individuals involved; and the type, frequency 
and duration of the conduct. The Board recognizes that sexual harassment can originate from a person 
of either sex against a person of the opposite or same sex, and from a third party such as a school 
visitor, volunteer, or vendor, or any other individual associated with the School District. Sexual 
harassment may occur from student-to-student, from staff-to-student, from student-to-staff, as well as 
staff-to-staff. The District will designate, at a minimum, two (2) Complaint Officers, one (1) of each 
gender. 
 
 In order for the Board to enforce this policy, and to take corrective measures as may be 
necessary, it is essential that any student who believes he/she has been a victim of sexual harassment 
in the school environment, as well as any other person who is aware of and/or who has knowledge of 
or witnesses any possible occurrence of sexual harassment, immediately report such alleged 
harassment; such report shall be directed to or forwarded to the District's designated Complaint 
Officers through informal and/or formal complaint procedures as developed by the District. Such 
complaints are recommended  to be in writing, although  verbal complaints of alleged  sexual 
harassment will also be promptly investigated  in accordance with the terms of this policy. In the event 
 

(Continued) 
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS  (Cont'd.) 
 
that the Complaint Officer is the alleged offender, the report will be directed to the next level of 
supervisory authority. 
 
 Upon receipt of an informal/formal complaint (even an anonymous complaint), the District will 
conduct a thorough investigation of the charges. However, even in the absence of a complaint, if the 
District has knowledge of or has reason to know of or suspect any occurrence of sexual harassment, 
the District will investigate such conduct promptly and thoroughly. To the extent possible, within legal 
constraints, all complaints will be treated as confidentially and privately as possible. However, 
disclosure may be necessary to complete a thorough investigation of the charges, and any disclosure 
will be provided on a "need to know" basis. 
 
 Based upon the results of the investigation, if the District determines that an employee and/or 
student has violated the terms of this policy and/or accompanying regulations, immediate corrective 
action will be taken as warranted. Should the offending individual be a student, appropriate 
disciplinary measures will be applied, up to and including suspension, in accordance with District 
policy and regulation, the Code of Conduct, and applicable laws and/or regulations. Should the 
offending individual be a school employee, appropriate disciplinary measures will be applied, up to 
and including termination of the offender's employment, in accordance with legal guidelines, District 
policy and regulation, the Code of Conduct and the applicable collective bargaining agreement(s). 
Third parties (such as school volunteers, vendors, etc.) who are found to have violated this policy 
and/or accompanying regulations will be subject to appropriate sanctions as warranted and in 
compliance with law. 
 
Prohibition of Retaliatory Behavior 
 
 The Board prohibits any retaliatory behavior directed against complainants, victims, witnesses, 
and/or any other individuals who participated in the investigation of a complaint of sexual harassment. 
Follow-up inquiries shall be made to ensure that harassment has not resumed and that all those 
involved in the investigation of the sexual harassment complaint have not suffered retaliation. 
 
Finding That Harassment Did Not Occur 
 
 At any level/stage of investigation of alleged harassment, if a determination is made that 
harassment did not occur, the Complaint Officer will so notify the complainant, the alleged offender 
and the Superintendent of this determination. Such a finding does not preclude the complainant from 
filing an appeal pursuant to District policy or regulation and/or pursuing other legal avenues of 
recourse. 
 
 However, even if a determination is made that harassment did not occur, the 
Superintendent/designee reserves the right to initiate staff awareness and training, as applicable, to 
help ensure that the school community is not conducive to fostering harassment in the workplace. 
 
 

(Continued) 
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS  (Cont'd.) 
 
 In all cases, the Superintendent will inform the Board of Education of the results of each 
investigation involving a finding that harassment did not occur.  
 
Knowingly Makes False Accusations 
 
 Employees and/or students who knowingly make false accusations against another individual as 
to allegations of harassment may also face appropriate disciplinary action.  
 
Privacy Rights 
 
 As part of the investigation, the District has the right to search all school property and equipment 
including District computers. Rooms, desks, cabinets, lockers, computers, etc. are provided by the 
District for the use of staff and students, but the users do not have exclusive use of these locations or 
equipment and should not expect that materials stored therein will be private. 
 
Development and Dissemination of Administrative Regulations 
 
 Regulations will be developed for reporting, investigating and remedying allegations of sexual 
harassment. An appeal procedure will also be provided to address any unresolved complaints and/or 
unsatisfactory prior determinations by the applicable complaint officer(s). 
 
 Such regulations will be developed in accordance with federal and state law as well as any 
applicable collective bargaining agreement(s). 
 
 The Superintendent/designee(s) will affirmatively discuss the topic of sexual harassment with all 
employees and students, express the District's condemnation of such conduct, and explain the 
sanctions for such harassment. Appropriate training and/or "awareness" programs will be established 
for staff and students to help ensure knowledge of and familiarity with the issues pertaining to sexual 
harassment in the schools, and to disseminate preventative measures to help reduce such incidents of 
prohibited conduct. Furthermore, special training will be provided for designated supervisors and 
managerial employees, as may be necessary, for training in the investigation of sexual harassment 
complaints. 
 
 A copy of this policy and its accompanying regulations will be available upon request and may 
be posted at various locations in each school building. The District's policy and regulations on sexual 
harassment will be published in appropriate school publications such as teacher/employee handbooks, 
student handbooks, and/or school calendars. 
 
 
Civil Rights Act of 1991, 42 United States Code (USC) Section 1981(a) 
Title VII of the Civil Rights Act of 1964, 42 United States Code (USC) Section 2000e et seq. 
Title IX of the Education Amendments of 1972, 20 United States Code (USC) Section 1681 et seq. 
34 Code of Federal Regulations (CFR) Section 100 et seq. 
29 Code of Federal Regulations (CFR) Section 1604.11(a) 
Education Law Section 2801(1) 
Executive Law Sections 296 and 297 
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SUBJECT: DIGNITY FOR ALL STUDENTS ACT 
 
Overview 
 
 The Board of Education recognizes that learning environments that are safe and supportive can 
increase student attendance and improve academic achievement. A student's ability to learn and 
achieve high academic standards, and a school's ability to educate students, is compromised by 
incidents of discrimination or harassment, including but not limited to bullying, taunting and 
intimidation. Therefore, in accordance with the Dignity for All Students Act, Education Law, Article 
2, the District will strive to create an environment free of discrimination and harassment and will 
foster civility in the schools to prevent and prohibit conduct which is inconsistent with the District's 
educational mission.  
 
The District condemns and prohibits all forms of discrimination and harassment of students based on 
actual or perceived race, color, weight, national origin, ethnic group, religion, religious practice, 
disability, sexual orientation, gender, or sex by employees or students on school property and at 
school-sponsored activities and events. 
 
In addition, other acts of harassment, bullying, and/or discrimination that occur off school property 
may be subject to discipline or other corrective action, where such acts create or would foreseeably 
create a risk of substantial disruption within the school environment, where it is foreseeable that the 
conduct, threats, intimidation, or abuse might reach school property. 
 
 The District seeks to create an environment free of harassment, bullying, and discrimination; 
to foster civility in its schools; and to prevent conduct that is inconsistent with its educational 
mission. This policy is just one component of the District's overall commitment to maintaining a 
discrimination and harassment-free educational and work environment.   
 
 The District, therefore, prohibits all forms of harassment and bullying of students by 
employees or other students on school property and at school functions. The District further 
prohibits discrimination against students, including, but not limited to, discriminatory acts based 
on a person's actual or perceived race, color, weight, national origin, ethnic group, religion, 
religious practice, disability, sexual orientation, gender, or sex by employees or other students on 
school property and at school functions. 
 
 In addition, other acts of harassment, bullying, and/or discrimination that occur off school 
property may be subject to discipline or other corrective action, where such acts create or would 
foreseeably create a risk of substantial disruption within the school environment, where it is 
foreseeable that the conduct, threats, intimidation, or abuse might reach school property. 
 
 The District adopts this policy as part of its effort to provide for the prompt and equitable 
resolution of complaints of harassment, bullying, and/or discrimination of students. The District 
will promptly respond to reports of harassment, bullying, and/or discrimination of students, ensure 
that all investigations are conducted within a reasonably prompt time frame and under a 
predictable fair grievance process that provides due process protections, and impose disciplinary 
measures and implement remedies when warranted. 
 
 Inquiries about this policy may be directed to the District's Dignity Act Coordinator(s) 
(DAC(s)). 
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SUBJECT: DIGNITY FOR ALL STUDENTS ACT  (Cont'd.) 
 
Dignity Act Coordinator 
 

At least one (1) employee at every school shall be designated as the Dignity Act 
Coordinator(DAC). The Dignity Act Coordinator(s) will  and receives reports of harassment, bullying, 
and/or discrimination.  Each DAC.will be: 

 
a) Approved by the Board; 
 
b) Licensed and/or certified by the Commissioner as a classroom teacher, school counselor, 

school psychologist, school nurse, school social worker, school administrator or supervisor, or 
Superintendent; 

 
c) Instructed in the provisions of the Dignity for All Students Act and its implementing 

regulations; 
 
d)    Thoroughly trained to handle human relations in the areas of race, color, weight, national 

origin, ethnic group, religion, religious practice, disability, sexual orientation, gender  and sex; 
 
e) Provided with training which addresses: the social patterns of harassment, bullying, and 

discrimination, including, but not limited to, those acts based on a person's actual or perceived 
race, color, weight, national origin, ethnic group, religion, religious practice, disability, sexual 
orientation, gender, and sex;  

 
f) Provided with training in the identification and mitigation of harassment, bullying, and 

discrimination; and  
 
g) Provided with training in strategies for effectively addressing problems of exclusion, bias, and 

aggression in educational settings.  
 

 
The District will widely disseminate the name, designated school, and contact information of each 

DAC to all school personnel, students, and parents or persons in parental relation by: 
 

a) Listing it in the Code of Conduct, with updates posted on the District's website; and 
 

b) Including it in the Code of Conduct's plain language summary provided to all parents or 
persons in parental relation to students before the beginning of each school year; and 

 
c) Providing it to parents or persons in parental relation in at least one District or school mailing 

or other method of distribution each school year, including, but not limited to, electronic 
communication and/or sending information home with each student. If the information 
changes, parents and persons in parental relation will be notified in at least one subsequent 
District or school mailing, or other method of distribution as soon as practicable thereafter; 
and 

 
d) Posting it in highly visible areas of school buildings; and 

 
e) Making it available at the District and school-level administrative offices. 
 

 
(Continued) 
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SUBJECT: DIGNITY FOR ALL STUDENTS ACT  (Cont'd.) 
 
If a Dignity Act CoordinatorDAC vacates his/her position, the District will immediately 

designate another eligible employee as an interim DAC, pending approval of a successor DAC from 
the Board of Education, within thirty (30) days of the date the position was vacated. In the event a 
DAC is unable to perform the duties of the position for an extended period of time, the District will 
immediately designate another eligible employee as an interim DAC, pending the return of the 
previous individual to the position. 
 
Training and Awareness 
 

Each year, all employees will be provided with training to promote a supportive school environment 
that is free from harassment, bullying, and/or discrimination, and to discourage and respond to incidents 
of harassment, bullying, and/or discrimination. This training may be provided in conjunction with 
existing professional developmentlearning, and will be conducted consistent with guidelines approved by 
the Board, and will include training to: 
 

a) Raise awareness and sensitivity to potential acts of harassment, bullying, and/or 
discrimination; 

 
b) Address social patterns of harassment, bullying, and discrimination; 
 
c) Inform employees on the identification and mitigation of harassment, bullying, and 

discrimination; 
 

d) Enable employees to prevent and respond to incidents of harassment, bullying, and/or 
discrimination; 

 
e) Make school employees aware of the effects of harassment, bullying, cyberbullying, and/or 

discrimination on students; 
 

f) Provide strategies for effectively addressing problems of exclusion, bias, and aggression; 
 

g) Include safe and supportive school climate concepts in curriculum and classroom 
management; and 

 
h) Ensure the effective implementation of school policy on conduct and discipline.  

 
 Rules against harassment, bullying, and discrimination will be included in the Code of Conduct, 
publicized District-wide, and disseminated to all staff and parents or persons in parental relation. Any 
amendments to the Code of Conduct will be disseminated as soon as practicable following their adoption. 
The District will provide new employees with a complete copy of the current Code of Conduct upon 
beginning their employment, and distribute an age-appropriate summary to all students at a school 
assembly at the beginning of each school year. 
 
Internal Reports and Investigations of Discrimination and Harassment 
  
 All District employees who witness or receive an oral or written report of harassment, bullying, 
and/or discrimination are required to take action. District employees must make an oral report promptly to 
the Superintendent or principal, their designee, or the Dignity Act Coordinator (DAC) not later than one 
school day after witnessing or receiving an oral or written report of harassment, bullying, and/or 
discrimination. No later than two school days after making the oral report, the District employee must file 
a written report with the Superintendent or principal, their designee, or the DAC. 
 

(Continued) 
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 The Superintendent or principal, their designee, or the DAC will lead or supervise the thorough 
investigation of all reports of harassment, bullying, and/or discrimination and ensure that all 
investigations are promptly completed after the receipt of a written report. In investigating any allegation, 
the investigator may seek the assistance of the District's Civil Rights Compliance Officer(s) (CRCO(s)) 
and/or Title IX Coordinator(s) in investigating, responding to, and remedying complaints of 
harassment, bullying, and/or discrimination. 
 
 Additionally, other District policies and documents address harassment, bullying, and 
discrimination of students. These policies and documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District; Policy #3421 -- Title IX and Sex 
Discrimination; Policy #7551 -- Sexual Harassment of Students; and the District's Code of Conduct. 
All complaints will be handled in accordance with the applicable District policies and/or 
documents. 
 
 The determination as to which District policies and/or documents are applicable is fact 
specific, and the DAC may work with other District staff such as the District's CRCO(s) and/or 
Title IX Coordinator(s) to determine which District policies and/or documents are applicable to the 
specific facts of the complaint. 
 
 When an investigation verifies a material incident of harassment, bullying, and/or discrimination, 
the Superintendent or principal, their designee, or the DAC will take prompt action, consistent with 
applicable laws and regulations as well as the District's Code of Conduct, reasonably calculated to end the 
harassment, bullying, and/or discrimination, eliminate any hostile environment, create a more positive 
school culture and climate, prevent recurrence of the behavior, and ensure the safety of the student or 
students against whom the behavior was directed. 
 
The Superintendent or principal, their designee, or the DAC will promptly notify the appropriate local law 
enforcement agency when it is believed that any harassment, bullying, and/or discrimination constitutes 
criminal conduct. 
 
Reporting Incidents to the Superintendent 
 
 At least once during each school year, each building principal will provide a report on data and 
trends related to harassment, bullying, and/or discrimination to the Superintendent in a manner prescribed 
by the District. This report will be used to submit the annual School Safety and the Educational Climate 
(SSEC) Summary Data Collection form to the State Education Department (SED). 
 
Reporting of Material Incidents to the Commissioner of Education 
 Each school year, the District will submit to the Commissioner a report of material incidents of 
harassment, bullying, and/or discrimination that occurred during the school year in accordance with law 
and regulation. This report will be submitted in a manner prescribed by the Commissioner, on or before 
the basic educational data system (BEDS) reporting deadline or other date determined by the 
Commissioner. 
 
Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
  
Any person who has reasonable cause to suspect that a student has been subjected to harassment, 
bullying, and/or discrimination by an employee or student, on school grounds or at a school function, 
who acts reasonably and in good faith and reports such information to school officials, the 
Commissioner, or law enforcement authorities, shall have immunity from any civil liability that may  

(Continued) 
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arise from making such report. The Board prohibits any retaliatory behavior directed at complainants, 
victims, witnesses and/or any other individuals who participated in the investigation of a complaint of 
discrimination or harassment.  
 
Publication of District Policy 
 At least once during each school year, all employees, students, and parents or persons in parental 
relation will be provided with a written or electronic copy of this policy, or a plain-language summary of 
it. The policy or summary will include information relating to how students, parents or persons in parental 
relation, and may report harassment, bullying, and/or discrimination. Additionally, the District will 
maintain a current version of this policy on its website at all times. 
 
Application 
 Nothing in this policy or its implementing regulations should be interpreted to preclude or limit any 
right or cause of action provided under any local, state, or federal ordinance, law or regulation including, 
but not limited to, any remedies or rights available under the Individuals with Disabilities Education Act, 
Title VII of the Civil Rights Law of 1964, Section 504 of the Rehabilitation Act of 1973, or the 
Americans with Disabilities Act of 1990. 
 
 
 
Education Law Sections 10-18 and 28018 New York Code of Rules and Regulations (NYCRR) Section 
100.2(1)(2) 
Education Law §§ 10-18 and 2801 
8 NYCRR § 100.2 
 
 
NOTE: Refer also to Policies  #1330 -- Appointments and Designations by the Board 

#3410 -- Code of Conduct 
#3420 -- Non-Discrimination and Anti-Harassment in the District 
#3421 -- Title IX and Sex Discrimination 
#5670 -- Records Management 
#3129 -- Acceptable Use Policy - Staff/Students/Visitors To The 
 District For District Network, 1:1 Chromebooks, 
 Computers, E-Mail, And The Internet 
#7551 -- Sexual Harassment of Students 
#7552 -- Student Gender Identity 
#7553 -- Hazing of Students 
#8120 -- Equal Educational Opportunities 
#8242 -- Civility, Citizenship, and Character 

Education/Interpersonal 
Violence Prevention Education 

District Code of Conduct 
 
 
 
 
 
Adoption Date 7/12/2012 
Revision Date 1/13/2020, 5/18/2021 
Review Date 
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SUBJECT: EQUAL EDUCATIONAL OPPORTUNITIES 
 
Overview 
 
 The District is committed to creating and maintaining an environment which is free from 
discrimination and harassment. This policy addresses the provision of equal educational 
opportunities to students. It is just one component of the District's overall commitment to 
maintaining a discrimination and harassment-free educational and work environment. 
 
 Consistent with this commitment and in accordance with law and regulation, the District 
provides equal opportunity for students and does not discriminate against any student enrolled 
in (or any candidate for admission to) its programs and activities on the basis of any legally 
protected class or category including, but not limited to: race; color; religion; disability; national 
origin; sexual orientation; gender identity or expression; military status; sex; age; marital 
status; pregnancy; parental status; weight; ethnic group; or religious practice. Further, the 
District provides equal access to its facilities to any group officially affiliated with the Boy Scouts 
of America or any other youth group listed in Title 36 (as a patriotic society). 
 
 The District adopts this policy as part of its effort to provide for the prompt and equitable 
resolution of complaints of discrimination. The District will promptly respond to reports of 
discrimination, ensure that all investigations are conducted within a reasonably prompt time 
frame and under a predictable fair grievance process that provides due process protections, and 
impose disciplinary measures and implement remedies when warranted. 
 
 Inquiries about this policy may be directed to the District's Civil Rights Compliance 
Officer(s) (CRCO(s)). 
 
Educational Services for Married/Pregnant Students 
 
 The opportunity to participate in all of the programs and activities of the District will not 
be restricted or denied because of pregnancy, parenthood, or marriage. Pregnant students will 
be encouraged to remain and participate in District programs. The forms of instruction 
provided to these students may include any or all of the following: 
 

a) Remain in school with provisions for special instruction, scheduling, and counseling 
as needed; 

 
b) Receive home instruction; 

 
c) Attend BOCES programs. 

 
 The Superintendent or designee, in consultation with student services staff, the school 
physician, and the student's personal physician, may make program modifications which are 
feasible and necessary to accommodate the special needs of these students. 
 

(Continued) 
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Reporting Allegations of Discrimination 
 
 In order for the District to enforce this policy, and to take corrective action as warranted, it 
is essential that students who believe that they have been a victim of discrimination, as well as 
any other person who has knowledge of or witnesses any possible discrimination, immediately 
report the alleged conduct or incident. Reports of discrimination may be made orally or in 
writing to any District employee including, but not limited to, a teacher, building principal, or 
CRCO. 
 
 All District employees who witness or receive an oral or written report of discrimination 
must immediately inform the CRCO. Failure to immediately inform the CRCO may subject the 
employee to discipline up to and including termination. If the CRCO is unavailable, including 
due to a conflict of interest or other disqualifying reason, the report will be directed to another 
CRCO, if the District has designated another individual to serve in that capacity. If the District 
has not designated another CRCO, the Superintendent will ensure that another person with the 
appropriate training and qualifications is appointed to act as the CRCO. 
 
 Additionally, District employees must comply with reporting requirements in any other 
applicable District policy or document. Applicable policies or documents may include: Policy 
#3420 -- Non-Discrimination and Anti-Harassment in the District; Policy #3421 -- Title IX and 
Sex Discrimination; Policy #7550 -- Dignity for All Students; and the District's Code of Conduct. 
 
Grievance Process for Complaints of Discrimination  
 
 The District will act to promptly, thoroughly, and equitably investigate all complaints, 
whether oral or written, of discrimination and will promptly take appropriate action to protect 
students from further discrimination. 

 
 Various District policies and documents address discrimination. These policies and 
documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the 
District; Policy #3421 -- Title IX and Sex Discrimination; Policy #7550 -- Dignity for All 
Students; and the District's Code of Conduct. All complaints will be handled in accordance with 
the applicable District policies and/or documents. 
 
 The determination as to which District policies and/or documents are applicable is fact 
specific, and the CRCO may work with other District staff such as the District's Title IX 
Coordinator(s) and/or Dignity Act Coordinator(s) (DAC(s)) to determine which District policies 
and/or documents are applicable to the specific facts of the complaint. 
 
 If an investigation reveals that discrimination has occurred, the District will take 
immediate corrective action as warranted. This action will be taken in accordance with 
applicable law  
 

(Continued) 
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SUBJECT: EQUAL EDUCATIONAL OPPORTUNITIES  (Cont'd.) 
 
and regulation, as well as any applicable District policy, regulation, procedure, collective 
bargaining agreement, third-party contract, or other document such as the District's Code of 
Conduct. 
  
Prohibition of Retaliatory Behavior (Commonly Known as "Whistle-Blower" Protection) 
 
 The District prohibits retaliation against any individual because the individual made a 
report or complaint, testified, assisted, or participated or refused to participate in an 
investigation, proceeding, or hearing related to a complaint of discrimination. 
 
 Complaints of retaliation may be directed to the CRCO. If the CRCO is unavailable, 
including due to a conflict of interest or other disqualifying reason, the report will be directed to 
another CRCO, if the District has designated another individual to serve in that capacity. If the 
District has not designated another CRCO, the Superintendent will ensure that another person 
with the appropriate training and qualifications is appointed to act as the CRCO. 
 
 Where appropriate, follow-up inquiries will be made to ensure that the discrimination has 
not resumed and that those involved in the investigation have not suffered retaliation. 
 
Age Discrimination Act of 1975, 42 USC § 6101 et seq. 
Americans with Disabilities Act (ADA), 42 USC § 12101 et seq. 
Equal Educational Opportunities Act of 1974, 20 USC § 1701 et seq. 
Section 504 of the Rehabilitation Act of 1973, 29 USC § 790 et seq. 
Title IV of the Civil Rights Act of 1964, 42 USC § 2000c et seq. 
Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq. 
Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq. 
28 CFR Part 35 
34 CFR Parts 100, 104, 106, 110, and 270 
45 CFR Part 86 
Civil Rights Law §§ 40, 40-c, and 47-b 
Education Law §§ 10-18, 313, 2801, 3201, and 3201-a  
New York State Human Rights Law, Executive Law § 290 et seq.  
8 NYCRR § 100.2 
9 NYCRR § 466 et seq.  
 
NOTE: Refer also to Policies  #3410 -- Code of Conduct 

 #3420 -- Non-Discrimination and Anti-Harassment in the District 
#3421 -- Title IX and Sex Discrimination 
#7554 -- Dignity for All Students 
#7551 -- Sexual Harassment of Students 
District Code of Conduct 
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SUBJECT: EQUAL EDUCATIONAL OPPORTUNITIES  
 

It is the policy of this District that each student attending its public schools shall have equal 
educational opportunities and will not be excluded or prevented from participating in or having 
admittance to the educational courses, programs or activities; school services; and extracurricular 
events on the basis of race, color, creed, religion, national origin, political affiliation, sex, sexual 
orientation, age, marital status, military status, disability, or use of a guide dog, hearing dog or service 
dog. Sexual orientation is defined as heterosexuality, homosexuality, bisexuality, or asexuality, 
whether actual or perceived. 
 

Administration shall establish grievance procedures that provide for the prompt and equitable 
resolution of complaints pertaining to discrimination on the basis of race, color, creed, religion, 
national origin, political affiliation, sex, sexual orientation, age, marital status, military status, 
disability, or use of a guide dog, hearing dog or service dog. 
 
Prohibition of Retaliatory Behavior 
 
 The Board prohibits any retaliatory behavior directed against complainants, victims, witnesses, 
and/or any other individuals who participated in the investigation of a complaint of discrimination. 
Follow-up inquiries shall be made to ensure that discrimination has not resumed and that all those 
involved in the investigation of the discrimination complaint have not suffered retaliation.  
 
 
 
Age Discrimination in Employment Act, 29 United States Code Section 621 
Americans With Disabilities Act, 42 United States Code (USC) Section 12101 et seq. 
  Prohibits discrimination on the basis of disability. 
Section 504 of the Rehabilitation Act of 1973, 29 United States Code (USC) Section 794 et seq. 
Title VI of the Civil Rights Act of 1964, 42 United States Code (USC) Section 2000d et seq. 
  Prohibits discrimination on the basis of race, color or national origin. 
Title VII of the Civil Rights Act of 1964, 42 United States Code (USC) Section 2000e et seq. 
  Prohibits discrimination on the basis of race, color, religion, sex or national origin. 
Title IX of the Education Amendments of 1972, 20 United States Code (USC) Section 1681 et seq. 
  Prohibits discrimination on the basis of sex. 
Civil Rights Law Section 40-c 
  Prohibits discrimination on the basis of race, creed, color, national origin, sex, marital status, sexual 
orientation or disability. 
Executive Law Section 290 et seq. 
  Prohibits discrimination on the basis of age, race, creed, color, national origin, sex, sexual orientation, 
  disability, military status, marital status, or use of a recognized guide dog, hearing dog or service dog. 
 
 
 
 
 

























































































































RFP Assessment Worksheet 

School Years 2021-22 through 2025-26 

Project or Service External Auditors. 5 year proposal requested. 
Description 

RS Abrams 

Raw Weighted Raw 

Page 1 of 1 
---- ----

Vendor Scoring (use additional worksheets if necessary) 

Cullen 

Weighted Raw Weighted Raw Weighted Raw 

Selection Criteria Weight• Score .. Score-• Score Score Score Score Score Score Score 

Retainer$ 

District Experience 

Prior School Experience 

Personnel Qualifications 

Other (describe) 

Overall Ranking 

Vendor Selected: 

Approved By: 

Title: 

Date: 

Notes: 

60% 

10% 

20% 

10% 

100% 

RS Abrams 

C Van Cott 

5.00 

5.00 

5.00 

5.00 

Asst Superintendent 

3/26/2021 

3.00 

0.50 

1.00 

0.50 

5 oo I 

• Percentage weights must acid up lo 100%. Price must be weighted the heaviest. 

•• Evaluated on a scale of 1 lo 5: 1 "WO<SI. 5"best. 
••• Wei hi X Raw Score 

3.58 2.15 0.00 . 0.00 . 

5.00 0.50 0.00 . 0.00 . 

5.00 1.00 0.00 . 0.00 . 

5.00 0.50 0.00 . 0.00 . 

4.15 I 

RFP Assessment Comments, if needed: 

N/A 

Weighted 
Score 

. 

. 

. 

. 



























































































































































































































































































APPOINTMENT OF POLL CLERKS AND TELLERS FOR THE ANNUAL 
BUDGET VOTE AND ELECTION TO BE HELD ON MAY 18, 2021 



Last First Position Building Rate BOE Date  Amount Effective Date Description/Comments

Gibaldi Patricia School Teacher Aide DW N/A 5/18/2021  N/A 8/30/2021 Resignation for the purpose of retirement

Trude Lori School Teacher Aide HS Annual 5/18/2021 750.00 4/6/2021
Amended Supplemental Student Assistance 

Stipend 2020-2021 school year.  Salary pro-rated.

Giacalone Eileen School Teacher Aide MS Annual 5/18/2021 750.00 4/6/2021

Amended Supplemental Student Assistance 

Stipend 2020-2021 school year for part-time 

status; Salary pro-rated for two (2) periods per 

day - 5x per week.

Volpe Lisa School Teacher Aide HS Annual 5/18/2021 750.00 4/6/2021

Supplemental Student Assistance Stipend 2020-

2021 school year for part-time status; Salary pro-

rated for one (1) period per day - 5x per week.

DeNicola Nicholas Custodial Worker I DW Annual - Step 0 5/18/2021 32,500 5/20/2021

Full time, twelve-month probationary contractual 

conditional appointment 2020-2021 and 2021-

2022 school years.  Salary pro-rated. 

Raymond Devon Custodial Worker I DW Annual - Step 0 5/18/2021 32,500 7/1/2021

Continuation of full time, twelve-month 

probationary contractual appointment 2021-2022 

school year. 

Carpenter Mary Office Assistant HS Annual - Step 0 5/18/2021 27,080 5/24/2021

Full-time twelve-month probationary  permanent 

appointment as per Civil Service rules and 

regulations. Replaces J. Cambridge.  Salary pro-

rated.

White Kelly Principal Office Assistant HS Annual - Step 6 5/18/2021 43,383 7/26/2021

Promotional provisional probationary 

appointment. Change in title from Senior Office 

Assistant to Principal Office Assistant per Civil 

Service rules and regulations. Replaces R. Monz. 

Salary pro-rated.  

Devine Robin Food Service Worker DW N/A 5/18/2021  N/A 5/10/2021 Resignation for personal reasons

Rocky Point UFSD

Personnel Schedule for Board of Education Approval - 5/18/2021
5/18/2021 Schedule-A Classified Staff

5/18/21 Agenda



Last First Position Bldg. Rate BOE Date Amount Effective Date Description/Comments

Gordon Jennifer FACS Teacher MS Annual, B Step 3 5/18/2021 53,002 8/31/2021

Full-time, ten-month probationary appointment 

commencing 8/31/2021 through 8/30/2025. The 

probationary expiration date will depend on the 

individual's APPR ratings. To receive tenure, Ms. 

Gordon must have overall APPR ratings of 

effective or highly effective in at least three of four 

preceding years. If Ms. Gordon receives an 

ineffective composite or overall APPR rating in her 

final year of probation, she will not be eligible for 

tenure at that time.  Replaces L. Janson.  Effective 

8/31/2021

Wilson Susan 
Executive Director for Educational 

Services
DO N/A 5/18/2021 N/A 6/30/2021 Amended date of retirement

Tribby Carly Mathematics Teacher 7-12 HS N/A 5/18/2021 N/A 8/31/2021 Tenure

Pollina Jacqueline Teaching Assistant DW N/A 5/18/2021 N/A 8/31/2021 Tenure

Capell Daniel Mathematics Teacher 7-12 HS N/A 5/18/2021 N/A 8/31/2021 Tenure

Foley Lauren LOTE Teacher 7-12 HS N/A 5/18/2021 N/A 8/31/2021 Tenure

Pipia Cynthia Special Education Teacher FJC N/A 5/18/2021 N/A 6/30/2021 Resignation for personal reasons

Weis Kathryn ENL Teacher JAE N/A 5/18/2021 N/A 6/30/2021 Resignation for personal reasons

Williams James ENL Teacher FJC Annual, M30 Step 4 5/18/2021 69,780 8/31/2021

Full-time, ten-month probationary appointment 

commencing 8/31/2021 through 8/30/2024. The 

probationary expiration date will depend on the 

individual's APPR ratings. To receive tenure, Mr. 

Williams must have overall APPR ratings of 

effective or highly effective in at least three of four 

preceding years. If Mr. Williams receives an 

ineffective composite or overall APPR rating in his 

final year of probation, he will not be eligible for 

tenure at that time.  New position.  Effective 

8/31/2021

Rocky Point UFSD

Personnel Schedule for Board of Education Approval - 5/18/2021

5/18/2021 Schedule-B Certified Staff

5/18/21 Agenda



Steinberg Nicole ENL Teacher JAE Annual, M15  Step 6 5/18/2021 72,211 8/31/2021

Full-time, ten-month probationary appointment 

commencing 8/31/2021 through 8/30/2024. The 

probationary expiration date will depend on the 

individual's APPR ratings. To receive tenure, Ms. 

Steinberg must have overall APPR ratings of 

effective or highly effective in at least three of four 

preceding years. If Ms. Steinberg receives an 

ineffective composite or overall APPR rating in her 

final year of probation, she will not be eligible for 

tenure at that time.  Replaces K. Weis.  Effective 

8/31/2021

Vandette Erin ENL Teacher JAE Annual, M Step 2 5/18/2021 60,057 8/31/2021

Full-time, ten-month probationary appointment 

commencing 8/31/2021 through 8/30/2025. The 

probationary expiration date will depend on the 

individual's APPR ratings. To receive tenure, Ms. 

Vandette must have overall APPR ratings of 

effective or highly effective in at least three of four 

preceding years. If Ms. Vandette receives an 

ineffective composite or overall APPR rating in her 

final year of probation, she will not be eligible for 

tenure at that time.  New position.  Effective 

8/31/2021

Catandella Heather English Teacher HS N/A 5/18/2021 N/A 6/14/2021

Unpaid leave of absence for the purpose of 

childcare commencing 6/14/2021 through 

6/25/2021. 

Modrzynski Danielle LOTE Teacher 7-12 HS N/A 5/18/2021 N/A 5/18/2021
Unpaid leave of absence for medical reasons 

commencing 5/18/2021 through 6/25/2021. 

5/18/21 Agenda



Last First Position
Bldg. Rate

BOE Date Amount Effective Date Description/Comments

Ahearn Clifford Substitute Custodian DW Hourly 5/18/2021 15.00 5/20/2021 2020-2021 school year

Ginocchio David Substitute Custodian DW Hourly 5/18/2021 15.00 5/20/2021 2020-2021 school year

Rocky Point UFSD

Personnel Schedule for Board of Education Approval - 5/18/2021

5/18/2021 Schedule-C Non-Teaching Substitutes

5/18/21 Agenda



Last First Position
Bldg. Rate BOE Date Amount

Effective 

Date Description/Comments

Alderman Andrew
Per Diem Substitute Teacher/Teaching 

Assistant
DW N/A 5/18/2021 N/A 4/26/2021

Inactivation of 2020-2021 

appointment

Ettlinger Zachariah
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

Dancause Catherine
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

McCarren Meghan
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

Weil Alexis
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

Gibaldi Alexandria
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

Purkis Claudia
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

Post Danielle
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021 2020-2021 school year

Costa Jack
Per Diem Substitute Teacher/Teaching 

Assistant
DW Daily 5/18/2021

125.00 non preferred; 

150.00 preferred
5/20/2021

2020-2021 school year.  

Conditional appointment. 

Rocky Point UFSD

Personnel Schedule for Board of Education Approval - 5/18/2021
5/18/2021 Schedule-D Teaching/Certified Substitutes

5/18/21 Agenda



Last First Position Bldg. Rate BOE Date Amount

Effective 

Date Description/Comments

Buchner Eugene
Event Management and School Safety/Emergency 

Planning
DW Annual 5/18/2021 9,000 4/1/2021

Pro-rated for the period of 4/1/2021 through 

6/30/2021.  (Not to exceed $2,250)

Acritelli Richard MS Baseball (Year 6) DW Annual 5/18/2021 4,444.00 5/10/2021

Coaching appointment 2020 -2021 school year.  

Salary will be pro-rated if season is ended 

prematurely.

DiLorenzo Anthony MS Girls Lacrosse DW N/A 5/18/2021 N/A 4/22/2021 Resignation of 2020-2021 coaching appointment

Walsh, Sr. Thomas Volunteer - Boys Lacrosse DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Kotarski Tyler Volunteer - Boys Lacrosse DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Callahan Kyle Volunteer - Baseball DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Garske Austin Volunteer - Boys & Girls Track & Field DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Krase Joshua Volunteer - Boys Lacrosse DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Lovaglio Nick Volunteer - Boys Lacrosse DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Brown Lucas Volunteer - Boys & Girls Track & Field DW N/A 5/18/2021 N/A 5/18/2021 Volunteer appointment 2020-2021 school year

Domenchello Melissa MS Girls Track & Field (Year 1) DW Annual 5/18/2021 3,888 5/18/2021

Coaching appointment 2020 -2021 school year.  

Salary will be pro-rated if season is ended 

prematurely.

Lynch Reagan JV Softball (Year 1) DW N/A 5/18/2021 N/A 4/30/2021 Resignation of 2020-2021 coaching appointment

Lynch Reagan MS Softball (Year 1) DW Annual 5/18/2021 3,888 5/11/2021

Coaching appointment 2020 -2021 school year.  

Salary will be pro-rated if season is ended 

prematurely.

Schecher Amy HS Band 11-12 HS Annual 5/18/2021 1,000 5/18/2021 2020-2021 school year.  Adjusted stipend.

Butcher Nicholas HS Orchestra 9-12 MS Annual 5/18/2021 1,000 5/18/2021 2020-2021 school year.  Adjusted stipend.

Rocky Point UFSD

Personnel Schedule for Board of Education Approval - 5/18/2021

5/18/2021 Schedule-E Co-Curricular Positions 2020/2021

5/18/21 Agenda



Last First Position Bldg. Rate BOE Date Amount
Effective 

Date
Description/Comments

None

Rocky Point UFSD

Personnel Schedule for Board of Education Approval - 5/18/2021

5/18/2021 Schedule-F Community Education 

 5/18/21 Agenda




