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M.C.L. 37.2101 et seq., 37.1101 et seq.

20 U.S.C. 1092(F)(6)(A)(V)

20 U.5.C. 1232g

20 U.5.C. Section 1681, Title [X of Fducation Amendment Act

20 U.S.C. Section 170! et seq., Equal Educational Opportunities Act of 1974
20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R, Part 1635

28 U.S.C. 201 et seq., The Fair Labor Standards Act ("FLSA™)

29 U.S.C. 218d, PUMP for Nursing Mothers Act ("PUMP Act")

29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended
34 C.F.R, Part 110 (7/27/93)

38 U.S.C. Chapter 43 4301-4335 (see in particutar 4311(a) [prohibits discrimination
based on military service] and 4312 [reemployment rights]), Uniformed Services
Employment and Reemployment Rights Act ("USERRA™)

42 U.S.C. 1983
42 U.S.C, 2000d ct seq.

42 U.S5.C. 2000e et seq., Civil Rights Act of 1964 (e.g., Title VI and Title VII), as
amended by the Pregnancy Discrimination Act

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act

42 U.S.C. 2000gg, Pregnant Workers Fairness Act {"PWFA")

42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended

Fourteenth Amendment, U.5. Constitution

November 26, 2012

July 1, 2024
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Replacement Policy - Vol. 40, No. 1

1422 - NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

The Board of Education does not discriminate on the basis of race, <alor, national origin, sex (including pregnancy,
childbirth, and releated medical conditions; sexual orientation; and gencer identity), disability, age, religion, height, weight,
marital or family status, mditary status, ancestry, genetic information, or any other leqgally protected category (collectively,
Protected Classes) in its pragrams and activities, including employment opportunities.

The Board is committed to providing a work environment that is free from Prohibited Conduct, responding promptly and
effectively whaen it has xnowladge of cenduct that reasonably may constitute Prehibited Conduct, and addressing Prohibited
Conduct in its educatian programs or activities. This commitment applies Lo all District operations and this policy apphes to
Prohibited Conduct occurring within or as a part of the District's education programs and activities, whether on school
preperty or at another location during an activity sponsored by the Board.

Persons who commit Prohibited Conduct are subject to the full range of disciplinary sanctions set forth in this policy.

The Board will provide persons who have experienced Prohibited Conduct with ongoing remedics as reasonably necessary
Lo restore or preserve access to the District’s education pregrams or activities.

All school employees share responsibility for avoiding, discouraging, and reporting any form of Prohibited Conduct.
The Board will take immediate action to address the following prohibited acts:

A. Retaliating against a person who has made a report or filed a complaint alleging Prohibited Cenduct, or has
participated in the below-described grievance procedures.

B. Filing a malicious or knowingly false report or complaint of Prohibited Conduct.

C. Disregarding, failing to appropriately address, or delaying action to apprepriately address allegations of Prohihited
Conduct when responsibility for reporting and/or investigating such charges comprises part of one's
administrative/supervisory duties.

Definitions:

Words used in Lhis policy shall have those meanings defined herein; words not defined herein shall be construed according
to their plain and ordinary meanings.

Bullying mecans: any unwanted and repeated written, verbal, or physical behavior, including any threatening, insulting, or
dehumanizing gesture, by an adult, that is sufficiently severe or pervasive to croate an intimidating, hostile, or offensive
work environment; or unreasonably interfere with the individual's work performance or participaticn. It may involve: (2)
threats; [b) intimidation; (¢) stalking; (d} cyberstalking; (e) cyberbullying, {f) physical violence; (g) theft; (h) sexual,
religious, or racial harassment; (i) public humiliation; or (j} destruction of property. Bullying rises to the level of unlawtul
haressrment when one (1) or mare persons systematically and chronically inflict physical hurt or psychological distress on
ane (1) or more employees, and that bullying is based upon one (1) or more Protected Classes, that is, characteristics that
are protected by Federal and/or State civil rights taws, Ordinary teasing, horseplay, arguments, and peer conflict do not
constitute bullying for purposcs of this policy.

Complainant means: an employee who is alleged to have been subjected to conduct that could constitute Prohibited
Conduct; or a person, other than an employee, who 15 alleged to have been subjected ta conduct that could constitute
Prohibited Conduct and who was participating or attempting to participate in the District’s educaticn programs or activities
at the time of the alleged Prohibited Conduct.

Complaint means: an oral or written request to the District that objectively can be understood as a request for the District
to investigate and make a determination about alleged Prohibited Conduct.

Day(s): Unless expressly stated otherwise, the term “day” or "days” as used in this policy means business day(s) (i.e.,
days that the Board office is open fer normal operating hours, Monday — Friday, excluding State-recognized helidays).

Disciplinary sanctions means: ccnsequences imposed on a respondent following a deterrmination that the respondent
engaged in Prohibited Conduct.
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Education programs or activities rcfer to: all the District's operations including, but not limited to, in-person and
onling/remote educational instruction, employment, extracurricular activities, athletics, performances, and community
engagement and outreach programs. The term apolies to all programs and activities operated by the Board on school
grounds or on other property owned or occupied by the Beard. Tt also includes evants and circumstances that take place off
school preperty/grounds but aver which the District asserts disciplinary authority {e.g., at off-campus activities sponsored
by the Board).

Exculpatory evidence means: evidence that is favorable to a respondent because it helps excuse, justify, or absolve a
respondent of alleged wrengdoing and tends to establish that a respondent did not engage in Prohibsted Conduct,

Genetic information mcans: information about: (@) an individual's genetic tests; (b) the genetic tests of that individual's
family members; {c) the manifestation of disease or disorder in family members of the individual (i.e., family medical
history); {d) an individual's request for, or receipt of, genetic services, or the participation in clinical research that includes
genetic services by the individual or a family member of the individual; or {e) the genetic informaticn of a fetus carried by
an individual or a pregnant woman who is a family member of the individual and the genetic information of an embryo
legally held by an individual or family member using assistive reproductive technology.

Harassment means: any threatening, insulting, or dehumanizing gesture, use of technology, or written, verbal, or physical
conduct dirccted against an employee that (a) places the employee in reasonable fear of harm to their person or damage to
their property; (b} has the effect of substantially interfering with the employee's work performance; or (¢) has the effect of
substantially disrupting the orcerly operation of a school. Each of the following types of harassment involves unwelcome
physical, verbal, or nonverbal conduct that is based upon an individual's protected characteristic(s) and has the purpose or
effect of interfering with the individual's work parformance or creating an intimidating, hostile, or offensive work
envirgnment.,

A. Age Harassment means: harassment based on negative perceptions about older workers. It also includes
harassment based on stereolypes about older workers, even if thay are not motivated by animus, such as
pressuring an older employee to transfer to a job that is less technology-focused because of the perception that
older workers are not well-suited to such work or encouraging an older employee to retire.

B. Disability Harassment mears: harassment based upon a person’s disability and inctudes harassment based upon
stereotypes about individuals with disabilities in general or about an individual’s particular disability. Tt also includes
narassment based on traits or characteristics linked to an individual's disability, such as how the person speaks,
looks, or maves. For example, negative comments about an individual's speech patterns, movement, physical
impairments, or defects/appearances, or the like. Disability-based harassment includes: (8) harassment because an
individual requests ar receives reasonable accommodation; (b) harassment because an individual is regarded as
having an impairment, even if the individual does not have an actual disability, or a record of disahility; {c)
harassment because an individual has a record of a disability, even if the individual currently does not have a
disability; and (d) harassment based on the disability of an individual with whom the employes is assoctated. Finally,
disability-based harassrmenl may occur where conduct is directed at or pertains to a person’s genetic information,

C. National Origin/Ancestry Harassment means: harassment due to a person’s {or their ancestor’s) place of origin.
Such harassing conduct can include ethnic slurs or epithets, derogatery comments about individuals of a particular
nationality, and use of stereotypes about a person’s national origin. Additionally, it can include harassment regarding
traits or characteristics linked to an individual’s national origin, such as physical characteristics, ethnic or cultural
characteristics or customs (e.q., surnames, attire, or diet}, or linguistic characteristics (e.g., a person’s manner of
speaking, non-English language accent, or a lack of fluency in English).

. Race/Color Harassment means: unwelcome physical, verbal, or nonverbal conduct that is based upon an
individual's race or color and has the purpose or effect of interfering with the individual's work performance; or
creating an intimidating, hostile, or offensive work environment. Such harassment may vceur where conduct is
directed at the characteristics of a person’s race or colar, such as racial slurs, nicknames implying stereotypes,
epithets, and/or negative references relative to racial customs.

E. Religious (Creed) Harassment means: harassmant based on a persan’s surname, religion (including atheism or
lack of rehgious belief), religious traditions and practices, or religious dress/clothing, and includes making offensive
comments about the same. It also includes religious slurs or epithets, harassing conduct based on religious
stereoty pes, and harassment associated with a person’s request for and/or receipt of religicus accommodation.
Religious harassment also involves explicitly or implicitly coercing an employee to engage in religivus practices at
work.

F. Sexual Harassment means (for purposes of this policy and consistent with Title V11 of the Civil Rights Act of
1964): unwelcome sexual advances, requests for sexual favers, and other verbal or physical conduct of a sexual

aature when: (a) submission to such conduct is made either implicitly or explicitly a term or condition of an
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individual's employment; (b) submission ar rejection of such conduct by an individual is used as the basis for
employment decisions affecting such individual, or {c) such conduct has the purpose or effect of interfering with the
individual's work performance; or creating an intimidating, hostile, or offensive working environment. Sexual
harassmaont may involve the hehavior of a person of any gender against a person of the same or another gender.

1. Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or
Activities is not included in this policy. Allegations of such conduct shall be addressed solely by Policy 2266.

2. Prohibited acts that constitute sexual harassment under this policy may take a variety of forms. Examples of
the kinds of conduct that may constitute sexual harassment include, but are not limited to:

a. Conduct of a sexualized nature, such as unwanted conduct expressing sexual attraction or invelving
sexual activity (e.g., unwelcome sexual propositions, invitations, solicitations, and flirtations;
unwanted physical and/or sexual contact, including tinwelcome and inappropriate touching, patting, or
pinching {(x ); and obscene gestures [END OF OPTION].

b. Sexual attention or sexual coercion, such as demands or pressure for sexual favors (e.g., threats or
insinuations that a person's employment, wages, or other conditions of employment may be adversely
affected by not submitting to sexual advances; giving unwelcome personal gifts such as lingerie that
suggest the desire for a romantic relationship; leering or staring at someone in a sexual way, such as
staring at a person's breasls, bultocks, or groin),

¢. Rape, sexual assault, or other acls of sexual violence.

&

Discussing or displaying visual depictions of sex acts or sexual remarks {(e.g., unwelcome verbal
expressions of a sexual nature, including graphic sexual commaentaries about a person's body, dress,
appearance, or sexual activities; the unwelcome use of sexually degrading language, profanily, jokes
or innuendoes; unwelcome suggestive or insulting sounds or whistles; obscene telephone calls, texts,
elc.; sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings or

literature placed in the work environment; asking or telling about sexual fantasies, sexual
preferences, or sexual activities; speculations ahout a person's sexual activities or sexual history, or
remarks about one's own sexual activities or sexual history}.

o

A consensual sexual relationship where such relationship leads te favoritism of a subordinate
employee with whom the superior is sexually invelved and where such favoritism adversely affects
other employees or otherwise creales a hostile work environment.

f. Verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping
Lthat does not involve conduct of a scxual nature,

©

Non-sexudl conduct based on sex, such as sex-based epithets; sexist comments (such as remarks
that women do not belong in management or that men do not belong in the nursing profession); or
facially sex-neutral offensive conduct motivated by sex (such as bullying directed toward employees of
one sex).

=

Harassment based on pregnancy, childbirth, or related medical condition, which may include issues
pertaining to lactation, using or not using contraception, or deciding whether to have, or not to have,
an abortion.

Not all behavior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct
must be objectively offensive (a reasonable person would find it hostile or abusive), subjectively offensive (the complainant
actually perceived it as abusive), and cither sufficiently severe (& single extremely serious incident) or pervasive (a pattern
of behavior), such that it adversely affects, limits, or denies an individual’'s employment, or creates a hostile or abusive
employment environment.

Inculpatory evidaence means: evidence that links a respondent to alleged wrongdoing anc¢ tends to establish a respondent
engaged in Prohibited Conduct (i.e., has culpability).

Military status means: a person's past, current, or fulure membership, service, or obligation in a uniformed service (e.q.,
Army, Marine Corps, Navy, Air Force, Space Force, Coast Guard, Public Health Service Commissioned Corps, and National
Oceanic and Atmaospheric Administration Commissioned Officer Corps). Service in the uniformed services also means the
performance of duty, on a voluntary basis, or involuntary basis, in a uniformed service, under competent authority, and
includes active duty, active duty for training, initial active duty for training, inactive duty for training, and full-time National
Guard duty. It further includes the period of time for which a person s absent from employment for the purpose of an
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examination to determine the fitness of the person to perfarm any such duty as listed above.
Party mcans: a complainant or respondent.

Pregnancy, childbirth, or related medical conditions means:

A, “Prognancy” and "childbirth” refer to the pregnancy or childbirth of a specific employee and include, but are not
limited to, current pregnarcy; past pregnancy; potential or intended pregnancy (which can include infertility, tertility
treatment, and the use of contraception), labor; and childbirth (inclucing vaginal and cesarean delivery).

B. "Related medical conditions” are medical conditions relating to the pregnancy or childbirth of a specific employee,
and may incluce termination of pregnancy, including via miscarriage, stilbirth, or abortion; ectopic oregnancy;
preterm labor; pelvic prolapse; nerve injuries; cesdrean or perineal wound infection; maternal cardiometabolic
disease; gestational diabetes; preeclampsia; HELLP (hemuolysis, elevated liver enzymes and low platelets)
syndrome; hyperemaesis gravidarum; anemia; encometriosis; sciatica; lumbar lordosis; carpal tunnel syndrome;
chronic migraines; dehydration; hemorrhoids; nausea or vomiting; edema of the legs, ankles, feet, or fingers; high
blood pressure; infection; antenatal (during pregnancy} anxiety, depression, or psychosis, postpartum depression,
anxiety, or psychasis; frequent urination; incontinence; loss of balance; vision changes; varicose veins; changes in
hormone levels; vaginal bleeding; menstruation; and factation and conditions related to lactation, such as low milk
supply, engargement, plugged ducts, mastitis, or fungal infections. The preceding list of related medical conditions is
not exhaustive.

Prohibited Conduct means: unlawful discriminalion or harassment based on 2 person's Protected Class(es) or retaliation,
Such misconduct involves a viclation of Federal and/ar State civil rights laws.

Relevant means: related to the allegations of Prohihited Conduct under investigation as part of the Board's grievance
procedures, Questions are relevant when they seek evidence that may aid in showing whether the alleged Prohibited
Conduct accurred, and evidence is relevant when it may eid a decision=maker in determining whethar the alleged Prohibited
Conduct occurred.

Remedies means: measures provided, as appropriate, to a complainant or any ather persen the District identifies as
having had their equal access Lo the District’s education programs or activities limited or denied by Prohibited Conduct.
These measures are provided to restore or preserve that person’s access Lo the District's education program or activity after
the District determines that Prohibited Conduct occurread.

Respondent means: a person who 15 alleged Lo have engaged in Prohibited Canduct.

Retaliation means: intimidation, threats, coercion, or discrimination against any person hy the District, a student, a Board
employee, or any olher person authorized by the Board to pravide aid, benefit, or service under the District’s education
pragrams or activities, for the purpose of interfering with any right or privilege secured by Federal or State law, or because
the person has reported information, made a complaint, testified, assisted, or participated ar refused to participate in any
manner irn an investigation, proceeding, or hearing under applicable Federal or State laws or regulations.

Schoot District community means: students and Board employees (i.e., administrators and professional and classified
staff), as well as Board members, agents, volunteers, contractors, or other persons subject t¢ the cantrol and supervision
of the Board.

Supportive measures means: non-disciplinary, non-punitive individualized services offered as appropriate, as reasonably
available, without fee or charge to the complainant or the respondent before or after making a report or filing a complaint,
Such measures are designed to restore or preserve that party’s access to the District’s education programs or activities
without unreasonably burdeming Lhe other party, including measures designed to protect the safety of all parties or the
District’s educational enviranment or deter Prohibited Conduct. Supportive measures may include modifications of work
schedules, mutual restrictions of contact between the parties, changes in work locations, leaves of absence, increased
security and monitoring of certain work settings; training related to Prohihited Conduct, {)+eferra-toEmpleyeeAssistenee
PragromEND-OF-OPHONT-and other similar measures.

Third Parties means: guests and/or wisitors on District property (e.g., visiting speakers, participants on opposing athletic
teams, parents), vendors doing business with, or seeking to do business with, the Board, and other individuals who come in
contact with members of the Schoo! District community al school-related events/activitics {whether on or off District
property).

Pregnancy, Childbirth, and Related Medical Conditions

The Board will not discriminate against an employee based on the persan’s current pregnancy, potential or intent to become
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pregnant, past pregnancy, or medical condition related to pregnancy or childbirth, or because the person uses birth cantrol,
or has had ¢r not had an abartion.

Additionally, the Board will provide a reasonable accommodation to an employee's known limitation related to pregnancy,
childbirth, ar a related medical condition, unless the accommodation will cause the District undue hardship.

The Beard will treat pregnancy, childhirth, and related medical cenditions as any othar temporary medical conditions for all
job-related purposes, including commencement, duration, and extensions of leave; accrual of seniority and any other
benefit or service; reinstatement; and under any fringe benefil offered to emplayees by virtue of emplayment.

The Board will provide reasonable break time for an employee to express breast milk while at work for the first year afler
the employee’s child's birth, The Board will provide the empoployee with a space, ather than a bathroem, that is clean,
shielded from view, free from intrusion from coworkers anc the public, and which the employee can use as needed to
express breast milk, See Board Policy 6700 ~ Fair Labor Standards Act.

Nondiscrimination Based on Employee’s Genetic Information

The Board prehihits ciscrimination on the basis of genetic information in all aspects of employment, including hiring, firing,
compensation, job assignments, promotions, layoffs, training, fringe bencfits, cr any other terms, cenditions, or privileges
of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive or tend to
deprive them of employment opportunities or otherwise adversely affect the status of an employee as an employee, based
on genetic information. Harassment of a person because of the individual's genetic informatien is also prohibited. Likewise,
retaliation against an applicant or employee for engaging in protected activity is prohibited.

In accordance with the Genetic Information Nondiscrimination Act ("GINA™), the Board shall not request, reguire, or
purchase genetic information of employees, their family members, or applicants for employment. Further, in compliance
with GINA, employees are directed not to provide any ganetic information, inciuding the individual's family maedical history,
in response to necessary requests for medical information, with the exception that family medical history may be acquired
as part of the certification process for FMLA leave, when an employee 1s asking for leave to care for an immediate famify
member with a serious health condition. Applicants for empioyment are directed not to provide any genetic information,
including the individual's famity medical history, in response to requests for medical information as part of the District's
application process.

[ x] The District recognizes that genetic information may be acquired through commercially and publicly availablie
documents like newspapers, books, magazines, periodicals, talevision shows, or the Intarnet. The District prohibits,
however, its employees from searching such sources with the intent of finding or obtaining genetic infformation or accessing
sources from which they are likely Lo acquire genelic information, [END OF OPTION]

If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the emplover, applicant for employment, or a medical provider, it shall be treated as a confidential
medical record in accordance with law.

The District Compliance Dfficer (see below) shall be responsible for overseeing the District's compliance with

applicable Federal regulations and promptly dealing with any inquiries or complaints. The District Compliance Officer or
designee shall also verify that proper notice of nondiscrimination for Title II of the Genetic Information Nondiscrimination
Act of 2008 is provided to staff members, and that all District requests for health-related information (e.g., to support an
employee's request for reasonable accommodation under the Americans with Disabilities Act ("ADA"} or a request for sick
leave) is accompanied by a written warning that directs the employee or health care provider not to collect or provide
genetic information. The warning shall read as follows:

The Genetic Information Nondiscrimination Act of 2008 ("GINA"} prohibits employers and other entities covered by GINA
Title 11, including the Board of Education, from requesting or requiring genetic information of an individual or family
member of the individual, except as specifically allowed by law. Ta comply with this law, de not provide any genetic
information when responding to this request for medical information {unless the request pertains to a request for FMLA
leave for purposes of caring for an immediate family member with a serious health condition}. "Genetic information,” as
defined by GINA, includes an individual's family medical history, the results of an individual's or family member's genetic
test, the fact that an individual or an individual's family member sought or received genetic services or partiapated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an individual's
family member or an embrye lawfully held by an individual or family member receiving assistive reproductive services,

4
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District Compliance Officer(s)

The Board designates and authorizes the following individual{s) to coardinate its efforts te comply with the Board‘s
responsibilities under Federal and State laws that orohibit discrimination, including harassment, based on Protecied
s

Classes and retaliation {also known as “Civid Rights Coordinator(s}" or "Ant-Harassment. Lomphdnce Officer{s)"}
{hereinafter referred to as the “District Compliance Officer{s)” or "CO{s}"):

Kate Gregory

Asst. Supt, Personnel & Student Services
(810) 626-2100

9525 E. Highland Road

Howell, MI 48843
kategregory@hartlandschools.us

Arnna Kulas Rosenthal

Human Resource Specialist

(810) 626-2129

9525 E. Highland Road

Howell, MI 48843
annakulasrosenthai@nartiandschoois.us

X ] The Board designates _the Superintendent_ as the individua! who is ultimately responsible for aversight over
the Board’s compliance with applicable Federal and State laws and regulations that prohibit discrimination

based on the basis of Protected Classes and retaliation. [END OF OPTION]

[x ] The District Compliance Officer may delegate specific duties to one {1) or more designees., [END OF OPTION]

The contact infarmation cancerning the District Campliance Officer(s) will be published on the School District's website. (

yand-annualivEND-OFOPTION}:
o r-parent/stodentand sttt -handbooks:

[x 1 The District Compliance Officer(s) shall report directly to the Superintendent except when the Superintendent is a
party to a complaint {i.e., cither the complainant or the respondent). Under such circumstances, the CO(s) shall report
directly to [SELECT ONE OF THE FOLLOWING] (x ) the Board President{)-the Beard'stegal-Counset{}
FOTHERIEND-OF-INTERNAL-OPTFIONS]T until the matter in which the Superintendent is a paity is
concluded. [END OF OPTION]

Questions about this policy {)-enrd-AGH422-{ENB-OFR-BRTIONT-should be directed te the District Compliance Officer(s).

The CO(s) 15/are responsinle for coordinating the District's efforts Lo comply with appliceble Federal and State laws and
regulations, including the District's duty to address in a prompt and equitable manner any inguiries or complaints regarding
discnmination, harassment, retaliatior, or derual of equal opportunity/access. The CO(s) shall also verify that proper notice
of nondisceimination for Title 11 of the Americans with Disabilities Act (as amended), Title VI and Title VIT of the Civil Riahts
Act of 1564, Section 504 of the Rehabilitation Act ot 1873 {as amended), Genetic Information Nondiscrimination Act
(GINA}, and Lhe Age Discnmination in Employment Act of 19/5 is provided o stafl members and the general public, £)-Any
WMW%W.WMWWWQW{W WWMQWMMMW
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The CO(s) will be available during regular work hours fo discuss concerns related to Prohibited Conduct, to assist
employees, other members of the District community, and third parties who seek support or advice when informing another
individual about Prohibited Conduct, including unwelcome conduct, or to intercede informally on behalf of the individual in
those instances where cancerns have not resulted in the filing of a formal complaint and where all parties are 1n augreement
Lo participate in an informal process,

I'he CO{s) shall ronitor the Districl's education programs and activities for barriers to reporting information about conduct
that reasonahly may constitute Prohibites Cenduct pursuant to Federal and/or State laws that prohibit
discrimination/harassment based on the basis of a Protected Class/Category and retaliation, and take steps reasonably
calculoted Lo address such barriers,

Notice of Nondiscrimination

The Superintendent shall provide a notice of nondiscrimination to students, parents, guardians, or other authorized legal
representatives of elementary and secondary students; employees; applicants for admission and employmant,; ana all
unions and professinonal organizations holding collective bargaining or professional agreements with the Board. Specifically,
the Superintendent shall post the notice of nondiscrimination on the District’s website and 1n each handbook, catalog,
anncuncement, bulletin, and application form that it makes available to the persons listed above, or which are otherwise
used in connection with the recruitment of employees. }-See-AG1H422andForm422+—Notee-and Statement-of

; wertmination—[LEND-OF OPTION]

NOTIFICATION/REPORTS OF PROHIBITED CONDUCT

Any person may provide information to the CO{s) concerning conduct that reasonably may constitute Prohibited Conduct.
Such infermation may be submitted in person, by mail, by telephone, or by electronic mail using the CO’'s(s") publisnad
contact information, or by any other means (oral or written) that results in the CO(s) receiving the information. Information
may be provided at any time (including during non-work hours). F-ArerymedsFeports-may-be-submitted-using-(-the
Wﬁ%ﬁmﬁe&a{———ammmmmwmwmmm

numbef-}—).—[-ENB—OF—QFHON-}

All Board employees are required to notify the CO({s}) of conduct that reasonably may constitute Prohibited Conduct. For the
Board to fulfill its responsibilities under applicable Federal and/or State laws, if 3 Board employee has knowledge of conduct
that reasonably may constitute Prohibited Conduct, the Board employee must notify thefa CO within two (2) days of
learning the information or receiving the report. The Board employee must also comply with mandatory reporting
esponsibilitics pursuant to Policy 8462 - Student Abuse and Neglect, if applicable. If the Board employee’s knowledne
about the alleged Prohibited Conduct is based on another individual bringing the information to the Board employee’s
attention, and the reperting individual submitted a written notitication/report or complaint to the Board employee, the
Board employee must provide the wrnitten notification/report or complaint to the CO.

Notification can be provided orally or in writing and should be as specific as pessible, The person making the
notification/report should, to the extent known, identify the alleged victim(s}, perpetrator{s), and withess{es), and describe
in detail what occurred, including date(s), time(s}, and location(s).

If a notification/report or complaint involves allegations of Prohibitec Conduct by or involving the CO, the person making
the report {i.e, providing the notification or filing the complaint) should submit it to the Superintendent or another Board
employee who, in turn, will notity the Superintendent of the report/comptaint. The Superintendent will then serve in place
of the CO for purposes of addressing that report of Prohibited Conduct.

When a Board employee notifies the CO of suspected Protibited Conduct, the employee is required to report all known
details ahout the alleged Prohihited Conduct including: (1) the name of the atleged respondent(s); (2) the person who
experienced the alleged Prohibited Conduct (i.e., the complainant); (3) other persons involved in the alleged Prohibited
Conduct {e.g., witnesses); and {4) any other relevant facts, such as date, time, and locatien, Failure to provide such
notification may result in discipline, up to and including suspension or termination of employment.

Any allegations of misconduct nat involving Prohibited Conduct as defined in this policy will be addressed through the

procedures outlined in other Board policies{)-andferadministrativeguidelnesEND-OFORPTHON], the applicable Student
Code of Concuct, apphcable collective bargaining agreemaent, and/or Employec/Administrator Handbook.

Vhen g notification/report or complaint of Prohibited Conduct 's made, the CO shall promptly (1.e., within twoe {2}

cays [DRAFTING NOTE: The applicable laws and/or regulations do not define “promptly” or otherwise specify
within how many days the contact has to be made; Neola suggests “two (2) days.”] of the CO's receipt of the
natification/report or complaint of Prohibited Conduct) contact the purported complainant to discuss the availability of
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supportive measures, consider the complainant’s wishes with respect to supportive measures, inform the complainant of
the availability of supportive measures with or without the filing of a complaint, and explain to the complainant the process
for filing a complaint. The CO is responsible for coordinating the effective implementation of supportive measures. Any
supportive measures provided to the complainant or respondent shall be maintained as confidential, to the extent that
maintaimng such confidentiality will not impair the ahility of the District te provide the supportive measures.

GRIEVANCE PROCEDURES
Overview:

The Board adopts the tollowing grievance procedures to provide for the prompt, effeclive, and equitable resolution of
complaints made by employees, applicants, or other individuals who are participating or attempting to participate in the
District's education programs or activities (i.e., members of the School District community anc Third Parties), or by the CO
alleging any act of Prohibited Cenduct.

These grievance procedures shall be used for all complaints of Prohibited Conduct unless 1t involves conduct involving a
student, in which case the grievance procedures set forth in Policy 2260 or Policy 5517.01 shall apply. These grievances
procedires set forth the means for investigating and resolving claims involving such Prohibited Conduct; in particular, the
procedures provide @ method for assessing - in a prompt, effective, and equitable manner - whether an applicable Federal
or Stale law was violated and, if it was, how best to end the Prohibited Conduct, prevent its recurrence, and remedy its
effects.

Due to the sensitivity surrounding complaints of Prohibited Conduct, timelines are flexible for initiating the grievance
procedures; however, individuals are encouraged to file a complaint within thirty (30) days after the conduct cccurs, Once
tre formal complaint process is begun, the investigation will be completed in a timely manner.

[DRAFTING NOTE: Title VII of the Civil Rights Act of 1964 (“Title VI1"”) prohibits discrimination in
employment. Specifically, it prohibits employment discrimination based on race, color, religion, sex, or
national origin, and applies to employers with fifteen (15) or more employees. Title IX, on the other hand,
speclfically prohibits discrimination based on sex in education programs and activities that receive Federal
financial assistance, including employment within those institutions. Title IX is addressed by Board Policy
2266 and AG 2266. While both laws aim to prevent sex-based discrimination in the workplace, Title VII applies
more broadly to various types of employers, whereas Title IX is limited to educational institutions receiving
Federal funds. Ultimately, both laws aim to ensure equal employment opportunities and protect individuals
from discrimination. When a District Compliance Officer receives a complaint or notification of alleged
misconduct involving sex discrimination (in particular, sexual harassment) that involves an employee
complainant and an employee respondent, the District Compliance Officer should consult with the Title IX
Coordinator and/or the Board’s Legal Counsel concerning which law - it may be both - the District will need to
comply with when investigating the allegations.]

Under all circumstances, the CO shall offer and coordinate supportive measures, as appropriate, in accordance with this
policy3-and-AG 1422 LEND-OF OPTION].

Complaints:

The tollowing people may make a complaint of Prohibited Conduct - i.e., request that the District investigate and determine
whether Prohibited Conduct occurred:

A. a "complainant,” which includes:

1. an emplcyee of the District who is alleged to have been subjected to conduct that could constitute Prohibited
Conduct; or

2. a person other than an employee of the District who is alleged to rave been subjected te conduct that could
constitute Pronbited Conduct at a time whan that individual was participating or attempting to participate in
the District's education programs or activities;

B. an autharized legal representative with the legal right to act on nenalf of 3 complainant;
C. the District Compliance Officer,
A person is entitled 1o make a complaint of unlawful harassment only if they themselves are alleged te have heen subjected

to the unlawful harassment, or if the CO initiates a complaint.
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[DRAFTING NOTE: This paragraph emphasizes that in order for a person to file a complaint of

unlawful harassment, the person has to have been subjected to the alleged misconduct directly or be a person
who has a legal right to act on behalf of the person who was subjected to the alleged misconduct. This is
consistent with the prior paragraph, where the complainant is identified as an employee who was “subjected
to conduct that could constitute Prohibited Conduct.” The following paragraph, on the other hand, expands
who can file a complaint - when the alleged Prohibited Conduct does not involve unlawful harassment, or the
complaint involves allegations of retaliation - to persons who are aware of the alleged Prohibited Conduct,
even if that person was not directly affected by or subject to the alleged Prohibited Conduct.)

With respect to complaints of Prohibited Conduct other than unlawful harassment, or complaints involving allegations of
retaliation, in addition to the people listed above, the following persons have a right to make a complaint:

A, any employee of the District; or

B. any person other than an empioyee who was participating or attempting to participate in the District’s education
programs or activities at the time of the alleged Prohibited Conduct.

The District may consolidate complaints of Prohibited Conduct against more than onc (1) respondent, or by more than cne
(1) complainant against one (1) or more respondents, or by one (1) party against another party, when the allegations of
Prohibited Conduct arise out of the same facls or circumstances. When maoare than one (1) complainant or more Lthan one
(1) respondent is invoived, references below ta a party, complainant, ar respondent inciude the plural, as appiicable.

A person may file criminal charges simuitancously with filing a complaint, A person does not need to wait until the District’s
internal grievance procedures are completed before filing a criminal complaint. Likewise, questions or complaints relating to
alleged violations of applicable Federal or State laws may be filed with the U.S. Department of Education’s Office for Civil
Rights, the U.S, Department of Justice's Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or the
Michigan Department of Civil Rights, al any lime based on the underlying statutory basis for the complaint.

Basic Requirements:
The District will treat complainants and respondents equitably.

All persons involved with implementing the grievance procedures and any other aspects af this Policy, including the District
Compliance Officer, the investigator, the decision=maker, and the appeal decislonmaker, {x ) and the facilitator of the
informai resolution process, [END OF OPTION] snhail be free from any conflicts of interest or bias for or against
complainants or respondents generally or an individual complainant or respondent.

[ x The CO may serve simultaneously as an investigator and/or a decision-maker. [END OF OPTION] [DRAFTING NOTE:
Neola recommends the Board select this OPTION; note it is "may” (i.e., optional) so the CO can decide when to
serve in both roles and when to designate one or more persons to perform these responsibilities in a given
case.]

If the CO does not intend to serve as the investigator/decision-maker in 3 specific case, the CO shall designate one (1} or
more administrators who are appropriately trained to serve in the role.

In circumstances when the CO and trained administrators do not have time/capacity to serve, or are prevented due to a
conflict of interest, bias, or partiality, or other reasons impair the CO and other trained administrators from serving as an
investigator/decision=-maker in a specific case, the CO shall in consultation with ( x) and approval of [END OF OPTION]
the Superintendent or-{-)-Beard (X ) Board President {as appropriate}, [END OF OPTION] secure one (1) or more
independent third parties to serve as the investigator and/or decision=maket,

The District presumes that the respondent is not responsible for the alleged Prohibited Conduct untit a determination is
made at the conclusion of its gricvance procedures,

Under ordinary circumstances, the Board expects to complete the major stages of the grievance procedures within the
timeframe specified below!

A. Evaluation — The District Compliance Officer will determine whether to dismiss a complainl or investigate it within
“ten (10 )} [INSERT AMOUNT] days of receiving the complaint. [DRAFTING NOTE: Neola recommends
that the evaluation stage be completed within ten (10) days of the CO receiving notice of the
complaint.]

B. Investigation - The CO, or designated investigator/decision-maker. shall ordinarily complete the investigation (i.e,,
collect relevanl evidence that ts not otherwise impermissible) and tssue a Determination {i.0., consider the rlevant

and not otherwise impermissible evidence and decide whether Prohibited Conduct occurred) within _twenty

ntps:/lgo boarddocs cormemithart'Baard asf/Private Popen&loginit 10119



107125, 1:20 PM BoardDocs® PL

(20 ) [INSERT AMOUNT] days of the CO determining the charges require investigation. [DRAFTING NOTE:
Recognizing that it is important for investigations to be completed and Determinations issued in a
prompt and equitable manner, Neola recommends that a school district typically complete an
investigation and issue a Determination within twenty (20) days.]

[DRAFTING NOTE: If the investigator/decisionmaker is someone other than the CO, upon written
request from the investigator/decision-maker, the CO should be permitted to approve a reasonable
extension of time for the investigation to be completed and the Determination issued, If the CO is the
investigation/decision-maker: upon written request from the CO, the Superintendent should be
permitted to approve a reasonable extension of time for the investigation to be completed and the
Determination issued. In either situation, the administrator granting the extension should communicate
to the parties the new deadline along with a rationale for the extension.]

If, however, the CO, or designated investigator/decision-maker, determines that the investigation is going to take
longer, the CO will so notify the parties (X ) and the Superintendent [END OF OPTION] and will thereafter keep
the parties (X ) and the Superintendent [END OF OPTION] informed of the status of the matter on a regular
basis [INSERT TIME PERIOD - E.G., BIWEEKLY OR REGULAR] tasis.

C. Appeal - A party filing an appeal of the CO’s decision to dismiss a complaint (x ), or the Determination, [END OF
OPTION] must do so within five__ {_5_) [INSERT AMOUNT] days of receiving the Dismissal (X ) or
Determination [END OF OPTION]. [DRAFTING NOTE: Neola recommends the Board allow limited appeals
based on the Determination. See DRAFTING NOTE below in the appeal section.]

The CQ, or the Superintendent if the CO is the individual requesting an extension, may approve reasonable extensions of
the preceding timeframes on a case-by-case basis for gooad cause wth notice to the parties.

The District will take reasonable steps to protect the privacy of the parties and witnesses, X ] These steps will not restrict
the ability of the parties to present evidence or otherwise participate in the grievance procedures. [END OF OPTION] The
parties shall not engage in retaliation, including against witnesses,

The CO, or designated investigator/decision-maker, shall objectively evaluate all evidence that is relevant and not ctherwise
impermissible — including beth inculpatory and exculpatory evidence. Credibility determinations shall not be based on a
person’s status as a complamant, respandent, or witness.

The following types of evidence, and questions secking such evidence, are impermissible {i.¢., will not be accessed or
considered, except by the District to determine whether one of the exceptions listed below applies; will not be disclosed;
and will not otherwise be used), regardless of whether they are relevant:
A, evidence that is protected under a privilege recognized by Federal or State law, uniess the person to whom the
privilege or confidentiality is owed voluntarily waived the privilege or confidentiality; and

B. a party’s or witness’s records that are made or maintained by a physician, psycholagist, or other recagnized
professional or paraprofessional in connection with the provision of (reatment 1o the parly or witness, unless the
District obtains that party’s or witness’s voiuntary, written consent for use in its grievance procedures,

Notice of Allegations:
Upon initiation of the Board's grievance procedures, the District Compliance Officer shall notify the parties of the following:

A. the Board's grievance procedures {(x ) and informal resolutior process [END OF OPTION] associated with claims
involving Pronibited Conduct; [DRAFTING NOTE: Neola encourages the Board to include an informal
resolution process.]

B. sufficient information available at the time to allow the parties to respond to the allegations, including the identities
of the parties invoived in the incident(s), the ccnduct alleged to constitute Prohibited Cenduct, and the date{s) and
location(s) of the allegec incident{s), and

C. retalation is prohibited.

Should the CO decide, ar any peint, te investigate aliegations that arc materially beyond the scope of the initial written
notice, the CO will pravide a supplemental written notice describing the additional allegations to be investigated.

Dismissal of a Complaint:
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The CC may dismiss a complaint of Prohihited Conduct if:
A, the District is unable Lo identify the respondent after taking reasonable steps to do so,
B. the respondent is not participating in the District’s education program or activity and is not employed by the Board;
C. the complainant voluntarily withdraws any or ali the allegations in the complaint, the CO declines to initiate a
complaint, and the District determines that, without the complainant's withdrawn allegations, the conduct that
remains alleged in the complaint, if any, would not constitute Prohibited Conduct cven if proven; or
D. the District determines the conduct alleged in the complaint, even if proven, would not constitute Prohibited
Conduct. Before dismissing the complaint, the CO will make reasonable efforts to clarify the allegations with the
complainant.
Upon dismissal, the CO will promptly notify, in writing, the complainant of the basis for the dismissal. If the dismissal occurs
after the respondent has been notified of the allegations, the CO will also simultaneously notify, in writing, the respondent
of the dismissal and the hasis for the dismissal,
The CO will further notify the complainant that a dismissal may be appealed and will provide the complainant with an
opportunity to appeal the dismissal of the complaint. If the dismissal occurs after the respondent has been notified of Lthe
allegations, then the CO will also notify the respondent that the dismissal may be appealed.
Dismissals may be appealed on the following bases:

A. orocedural irregularity that would change the outcome,;

B. new evidence that would change the outcome and that was not reasonably available when the dismissal was made;
and

C. the CO had a conflict of interest or bias for or against complainants or respondents generally, or the individual
complainant or respondent, that would change the outcome,

If the dismissal is appealed, the CO will:

A, notify the parties of any appeal, including notice of the allegations, if notice was not previously provided Lo the
respondent;

B. implement appeal procedures equally for the parties;
C. ensure that the appeal decision-maker did not take part in the original dismissal of the complaint;

D. ensure Lhat lhe appeal decision-makar has been trained consistent with this Policy )-ard-AG-1422-{END-OF
OPTIONY;

E. provide the partics a reasonable and equal opportunity to make a statement in support of, or challenging, the
outcome; and

F. notify the parties of the result of the appeal and the rationale for the result,
when a complaint is dismissed, the CO will, at a minimum:
A. offer supportive measures to the complainant as appropriate;

B. if the respondent has been notified of the allegations, offer supportive measures to the respondent as appropriate;
and

C. take other prompt and effective steps, as appropriate, to ensure that Prohibited Conduct does not continue or recur
within the District’s education programs or activities.

[DRAFTING NOTE: Neola encourages the Board to select the following option so the CO can choose, in
appropriate circumstances, to offer the parties the opportunity to participate in an informal resoiution process,
or to honor the parties’ request to use an informal resolution process, to end the Prohibited Conduct, prevent
its recurrence, and remedy its effects.]}
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[x ] [OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS])
Informal Resolution Process:

1n lieu of resolving a complaint through the Board’s formal grievance procedures, the parties may instead elect to
participate in an informal resolution process. The District will not offer informal resolution to resoive a complaint when such
a pracess would conflict with Federal, State, or local law.

[END OF OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
Adding Allegations and/or Consolidating Complaints:

If, in the course of an investigation, the District decides to mnvestigate additional allegations of Prohibited Conduct by the
respondent toward the complainant that are not included in the original Notice of Allegations or to consglidate charges
raised in a different complaint involving the same respondent, the CO will notify the parties of the additional allegations,

Investigation:
The District will provide for an adequate, reliable, and impaitial investigation of complaints.

The burden is on the District — not on the parties — to conduct an investigation that gathers sufficient evidence to
determine whether Prohibited Conduct occurred.

The CO, or the designated investigator/decision-maker, will provide an equal opportunity for the parties te present fact
witnesses and other inculpatory and exculpatory evidence that are relevant and not otherwise impermissible,

The CO, or the designated investigator/decision-maker, will review all evidence gathered through the investigation and
determine what evidence is relevant and what evidence is impermissible, regardless of relevance.

Determination of Whether Prohibited Conduct Occurred:

Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the CO or designated
investigator/decision-maker will:

A. Use the preponderance of the evidence standard of proof to determine whether Prohibited Conduct occurred. This
standard of proof requires the decision-maker Lo evaluale relevant and nol otherwise impermissible evidence for its
persuasiveness, If the decision-maker, applying the applicable standard, is not persuaded by the relevant and not
otherwise impermissible evidence that Prohibiled Conduct occurred, regardless of the guantily of the evidence, the
decision=maker will not determine that Prohibited Conduct occurred. [DRAFTING NOTE: While a board of
education could elect to use the "clear and convincing” evidence standard of proof, Neola does not
recommend it. If a board does select the “clear and convincing” standard, it should use it in all other
comparable proceedings. Neola expects it will be a rare situation when a board chooses to use a clear
and convincing standard of proof.]

B. Notify the parties, in wrltlng, of the determlnatlon whether Prohibited Conduct occurred, |ncludmg the ratuona|e for
such determination RE-PE ; e

apﬁt‘a*-{-ENB-OFOPHQN-}

C. Not impose discipline on a respondent for Prohihited Conduct uniess there is a determination at the conclusion of the
grievance procedures that the respondent engaged in Prohibited Conduct.

D. If there is a determination that Prahibited Conduct occurred, the CO will, as appropriate:
1. coordinate the provision and implementation of remedies to a complainant and other pacple the District

identifies as having had equal access to the District’s education programs or activities limited or denied by
the Prohibited Conduct;

2, coordinate the imposition of any disciplinary sanctions on a respondent-{);-reluding-netifieation-to-the
complatnant-of-any-such-diseiplirarysanctions{END-OF-OPTHIGNT,; and

3. take other appropriate prompt and effective steps to ensure that the Prohibited Conduct does not continue or
recur within the District’s education programs or activities,
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E. Comply with the grievance procedures before the imposition of any disciplinary sanctions against a respondent.

F. Not discipline a party, witness, or others participating in the grievance procedures for making a false
statement based solely on the determimation of whether Prohibited Conduct occurred.

[DRAFTING NOTE: If the CO dismisses a complaint in the Evaluation stage (i.e., prior to commencing an
investigation), the complainant may appeal as set forth above. Neola also recommends the Board include an
appeal process related to the Determination.]

[ x ] [OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]

Appeal of Determinations:

If a parly disagrees with the decision-maker’s determination as to whether Prehibited Conduct occurred, the party may file
an appeal. Appeals must be submitted, in writing, within five (5 ) (INSERT AMOUNT) days of the appeaiing party’s
receipt of the Determination.

A party may appeal a Determination on the fallowing bases:
A, procedural irregularity that would change the outcome;

B. new evidence that would change the outcome and that was not reasonably avadable when the investigation occurred
and the Determination was made; and

C. the CO, or the designated invesligator/decision=maker, had a conflict of interest or bias for or against comgplainants
or respondents generally or the individual complainant or respondent that would change the outcome;

[DRAFTING NOTE: The Board may insert additional grounds on which an appeal may be filed.]

[ x The complainant may not challenge the ultimate disciplinary sanction/conseguence that is imposed. [END OF OPTION]

[DRAFTING NOTE: The following options are offered in case the Board wants the Superintendent to serve as
the appeal decision-maker or the Board wants to nominally be identified as the appeal decision-maker but will
be delegating the responsibility to a person who is properly trained. Neola does not recommend that the Board
itself be named as the appeal decision-maker because of the preference for the decision-maker to be trained to
render a decision, If the Board wants to serve as the appeal decision~-maker, it should discuss this issue with
its Legal Counsel. Select OPTION 1 or OPTION 2 below.]

[x ] [OPTION 2]

The Superintendent shall serve as the appeal decision-maker. provided the Superintendent has not been otherwise involved
in the grievance procedures (i.e,, did not serve as the investigator/decision-maker or informal resolution process facilitator)
and is appropriately trained. If the Superintendent is not cligibie to serve as the appeal decision-maker, the CO will

https:f/go hoarddocs corvmifnart'Board nsf'Private?apen&log nd 141114



11026, 1:20 PM BoardDocs® PL

designate an appeal decision-maker, who will he a persen whe did not conduct the Investigation and render Lhe

Determination, and is appropriately trained (), as-setferth-H-AG 22 TEND-OF INTERNAL-OPTIONT.
[END OF OPTION 2]
[END OF OPTIONS]
If a party appeals the Determinat:on, the CO will;
A. notify the parties of the appeal;
B. implement appeal procedures equally for the parties;

C. provide the parties a reasonabie and equal opportunity to make a statement in support of, or challenging,
the Determinalion;

D. provide the appeal decision-maker with the relevant and not otherwise impermissible evidence and
the Determination; and

E. notify Lhe parties, in writing, of the result of the appeal and the appeal decision-maker’s rationale for the outcome,

Parties Provided a Reasonable and Equal Opportunity to Make a Statement in Support of, or Challenging, the
Dismissal ( x) or Determination [END OF OPTION]

When a party files an appeal, the party must set forth the reason(s)/basis/bases for the appeal, and the other party will
have five  (_5_) [INSERT AMOUNT] days to provide the appeal decision=maker with a statement in support of their
position, Once the decision-maker receives the statement (or the deadline for filing such a statement expires), the appeal
decision=maker will have _ten__ (10__) [INSERT AMOUNT] days to issue a decision un the appeal.

[DRAFTING NOTE: Neola suggests any appeals should be filed within five (5) days of the parties receiving
written notice of the Determination. Neola further suggests that the timeline for the other party submitting a
statement be equivalent to the timeframe in which an appeal has to be filed. Finally, Neola suggests the appeal
decisionmaker have ten (10) days from receipt of the statements to issue a decision.]

While a party appealing a Determination may argue the reason/basis for the appeal is that new evidence has been
discovered/obtaned that wouid change the sutcome and that said now evidence was not reasonably available when the
Determination was originally made, the party may not submit the new or additional evidence during the appeal process.
Rather, the party appealing should identify/describe in detail the evidence, inciuding how and when it was
discovered/obtained, and expiain why it was not reasonably available during the Investigation (i.e., prior to the
Determination). Il the appeal decision«maker accepts the proffered explanation, the appeal decision-maker should remand
the case back to the investigator/decision-maker (i.e., reopen the investigation} so the new evidence may be submitted and
considered by the other party and the investigator/decision-maker.

The appeal decision-maker shall determine the cutcome of the appeal based on the appeal decision-maker’s independent
review of Lthe record {1.e., the relevant and nol otherwise impermissible evidence and the written determination) and the
appeal decision=-maker's application of the law and Board policy to the facts in the record. The appeal decision=imaker must
give due deference and due weight to the decision-maker’s factual findings and credibility determinations and should not
overturn them unless non-testimonial extrinsic evidence in the record justifies a contrary concluston or unless the record
read in its entirety compeis a contrary conclusion, Generally, the appeal decision=maker is expected to uphold the original
Determination unless the appeal decision-maker concludes the original Determination is unlawful, unreasonable, or against
the manifest weight of the evidence, Every reasenable presumpticn must be made in favor of the originat Determination,

The appeal decision-maker shall

[DRAFTING NOTE: The Board must select either OPTION 1 or OPTION 2 uniess the Board appointed an
independent Third Party to serve as the Board's appeal decisionmaker, in which case the Board should select
OPTION 3.]

( x) [OPTION 1]

simultanecusly nolify the parties, in writing, of the result of the appeal and the rationale for the outcome.
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{END-OF-OPTION-1}

The (x ) appeal decisionmaker's<{-)}Boards-{END-BOF-BPTIONT-decisior shall be final.

[END OF OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
Supportive Measures:

The District will offer and coordinate supportive measures as appropriate for the complainant and/or respondent to restore
or preserve that persan’s access to the District's education programs or activities or provide support during the grievance
procedures and/or during the informal resclution process. For allegations of Prohibited Conduct other than prohibited
harassment or retaliation, the District’s provision of support measures does not require the District, Board employeces, or
any other person authorized to provide aid, benefit, or service on the District’s behalf to alter the alleged
discriminatory/retahiatary conduct for the purpase of providing a supportive measure.

The CO shall determine appropriate supportive measures ¢n a case-by-case basis, Supportive measures may vary
depending on what the CO deems to be reasonably available. Supportive measures may include, but are not limited to:
modifications of work schedules, mutual restrictions on contact between the parties; ¢hanges i work locations; leaves of
absence; increased security and monitoring of certain werk settings, training related to Prohibited Conduct; )-referratte

Employeefusistance Hrogram—TEND-OF-ORTION-and other similar measures,

Supportive measures must not unreasonably burden either party and must be designed to protect the safety of the parties
and/or the District's educational environment, or to provice support auring the Board's grievance procedures or the
informal resolution process.

The District will nat impose such measures for punitive ar disciplinary reasons.

The CO may, as appropriate, modify or terminate supportive measures al the conclusion of the grievance procedures, or at
the conclusion of the infermal reselution process, or the District may cantinue them heyond that point.

A party may seek additional madification or termination ¢f a supportive measure applicable to them if circumstances
change materially,

The District will not disclase infarmation abaut any supportive measures to persons cther than the person to whom thoy
apply, including informing one party of supportive measures provided to another party, unless necessary to provide the
supportive measure or restore or preserve a parly’s access to the District's education programs or activities, or as otherwise
permitted under existing law and/or policy.

The Superintendent may place an employee respendent on administrative leave from employment responsibilities during
the pendency of the Board's grievance procedures,

Disciplinary Sanctions and Remedies:
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Following a determination that Prohibited Conduct occurred, the District may impose disciplinary sanctions, which may
include:

A. (x ) oral or written warning;
B. (x ) written reprimands;
C. ( x) required counseling,
D. ( X) required training or education;
E. ( x) demotion;
F. (x ) suspension with pay;
[END OF OPTIONS)
G. suspension without pay;
H. termination; and

1. any other sanction authorized by any applicable Board policy, Employee/Administrator Handbook, and/or collective
bargaining agreement.

The District may also provide remedies, which may include disciplinary sanctions/canscquences. The CO will notify the
Superintendent of the recommended remedies, so an authorized administrator can consider the recommendation and
implement appropriate remedies in compliance wilh applicabie due process procedures, whoether statutory or contractual.

[DRAFTING NOTE: The Board should review applicable policy(ies)/administrative guidelines/employee
handbooks to determine whether changes are needed to establish timelines associated with imposition of
discipline as a resuit of possible delays caused by the Board implementing the preceding grievance
procedures; likewise, the Board may need to discuss with union representatives how implementation of the
grlevance procedures may impact any disciplinary provisions contained in applicable collective bargaining
(e.g., timelines, permitted attendees at investigative interviews, etc.).]

Discipline of an employee will be implemented in accordance with Federal and State law, Board policy, and applicable
provisions of any relevant coliective bargaining agrecment,

Retaliation

Retaliation against a person who makes a report or files a complaint alleging Prohibited Conduct or retaliation, or
participates in an investigation, Is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce, or
discriminate against any individual for the purpose of interfering with any right or privilege secured by the U.S.
Constitution, the Michigan Constitution, Federal or State law, or Lhis policy, or because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in any manner in an investigation, proceeding, or
hearing under this policy. Intimidation, threats, coercion, or discrimination, including initiating a disciplinary process against
a person for a code of conduct violation thal does not invelve Prohibited Conduct but arises out of the same facts and
circumstances as a complaint or information reported about possible Prohibited Conduct, for the purpose of interfering with
the exercise of any right or privilege secured by Federal or State law constitutes retaliation. Retaliation against a person for
making a complaint or participating in an investigation is a serious violation of this policy that can result in the imposition of
disciplinary sanctions/consequences and/or other appropriate remedies.

Complaints alleging retahiation may be filed according to the grievance procedures set forth above. The District shall inttiate
its grievance procedures upon receiving any complaint alleging retaliation,

The exercise of rights protected under the First Amendment of the United States Constitution does nol constitute retaliation
prehibited under this policy.

Charging an individual with a code of conduct violation for meking @ materially false statement in bad faith in the course of
& grievance proceeding under Lhis policy shall not constitute retaliation, provided, howaver, that a determination that
Prohibited Conduct accuwred, alone, is not sufficient ta conclude that any party made a malerially false statement in bad
faith.

Privacy/Confidentiality
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The District will employ all reasonable efforts (o protect the rights of the complainant, the respondenrt(s), and the witnesses
as much as possible, consistent with the Board's leqat obligations to invastigate, to take appropriate action, and to conform
with any discovery or disclosure obligations. The District will keep confidential the identity of any individual who has made a
complaint of Prahibited Concuct, any complainant, any individual who has been reparted te be the perpetrator of Prohibited
Conduct, any respondent, and any witness, except as may be permitted by the Family Educational Rights and Privacy Act
("FERPA™), 20 U,S.C. 12324, or FERPA regulations, 34 C.F.R, part 99, or as required by law, or Lo carry out the purposes ol
relevant Federal cr State law or regulations, including the conduct cf any investigation, hearning, or judicial proceeding
arising thereunder (i.e., the District's obligation Lo maintam confidentiality shall not impair or otherwise affect the
complainant's and respondent’s receipt of the information to which they are entitled related to the investigation and
determination of whether Prohibited Conduct occurred). All records generated under the terms of this policy shall be
maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
respondent must be provided the complainant's identity.

During an investigation, the CO or designated investigator/decisionmaker will instruct each person who is interviewed about
the importance of maintaining canfidentiality, Any individual who is interviewed as part of an investigatian is expected not
Lo cisclose to other members of the School District Cormmunity or Third Parties any information that is learned or provided
during the course of the investigation,

Sanctions and Moanitoring

The Board shall vigorously enforce its prohibitions against Prohibited Conduct by taking appropriate action reasonably
calcwlated w stop and prevent further misconduct. While observing the principles of due process, a violation of this poficy
may result in disciplinary action up to and including the discharge of an employee. All disciplinary action will be taken in
accordance with applicable State law and the terms of the relevant collective bargaining agreement(s). When imposing
discipline, the Superintendent shall consider the totality of the circumstances involved in the matter, In those cases where
Prohibited Conduct is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants
discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s].

Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end

such conduct, prevent its reoccurrence, and remedy its effects.

Application of the First Amendment

The Board will construe and apply this polsw wnmslent with the First Amendment to the U.S. Constitution (J-onrd-the

Training

All employees, investigators, decision-rmakers, faalitators of informal resclution process, the District Compliance Officer{s),
and other persons who are responsible for implementing the Board’s grievance pracedures or have the authority to modify

or terminate supportive measures shall receive training related to their duties under applicable Federal and State laws and

thia policy. £ 3 Fae tonteg shall oe providod promptiy uper Jreg o o chanee of pesibor that alter e debesairder this
policyond-annually-thereafter-END-OF-OPTIONAL-SENTENEE] The training shall not rely on stereotypes invalving

Protected Classes.
x ] Training materials will be made available for inspection upon request by members of the pubiic. [END OF OPTION]
Recordkeeping (including retention of investigatory records and materials)

The District Campliance Officer(s) is/are responsihle for aoverseeing retention of ail records that must ba maintained
pursuant to this policy. All individuals charged with conducting investigations under this policy must retain all information,
documents, electronically stored information, anc electronic media (as defined in Policy 8315) created and received as part
of an investigation. Records and materials associated with the implementation of this policy shall be retained in accordance
vath Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for the period set forth below, unless required to be maintained
for a langer period pursuant to the District’s records retention schedule,

[DRAFTING NOTE: For purposes of uniformity, Neola recommends that the Board use the same seven (7) year
period for recordkeeping that is required by the 2020 Title IX regulations - see Board Policy 2266; if the Board
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selects a different timeframe for maintaining the below specified records, it should verify the time period
selected is consistent with and/or reflected in its record retention schedule - see AG 8310.}

The District shall maintain for a peried of seven (7) calendar years the following records:

A. for each complaint of Prohihited Conduct, records documenting the informal resolution process and/or the grievance
procedures followed and the resulting outcome;

B. for each notification that the District Compliance Officer receives of information about conduct that reasonably may
constitute Prohibited Conduct, records documenting the actions the District took to implement this policy; and

C. all materials used to provide the training referenced above ) anrtd-Hn-AG3422-{END-OF-ORTION].

The information, documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disciosure under Federal and/or State iaw (e.g., student records, medical records).

Outside Appointments, Dual Appointments, and Delegations

The Board retains discretion to appeint suitably qualified persons who are not Board employees to fulfill any function of the
Board under this policy including, but not limited to, District Compliance Officer, investigator, decision-maker, appeal
decision-maker, or facilitator of the informal resolution process.

The Board also retains discretion to appoint two (2} or more persons to jointly fultill the role of District Complianca Officer,
investigator, decisionmaker, appeal decision=maker, and facilitator of the informal resolution process.

The Superintendent may delegate functions assighed to a specific Board employee under this policy including, but not
limited te, the functions assigned to the District Compliance Officer, investigator, decision-maker, appcal decisionmaker, and
facilitator of the informal resolution process Lo any suilably qualified individual, and such delegation may be rescinded by
the Superintendent at any time,

[DRAFTING NOTE: The foliowing option expressly sets forth authority that the Board has, regardless of
whether it is included in this policy, but is offered for those boards of education that may want to affirmatively
communicate to/address these issues for readers of this policy.]

[x ] Discretion in Application

The Board retains discretion to interpret and apply this policy in a manner that is not clearly unrcasonable, even if the
Board’s interpretation or application differs from the interpretation of any specific complainant and/or respondent.

Despite the Board's reasonable efforts to anticipate all eventualities in drafting this policy, it is possible that unanticipated
or extraordinary circumstances may not be specifically or reasonably addressed by the express policy language, i which

case the Board retains discretion to respond to the unanticipated or extraordinary circumstance in a way that is not clearly
unreasonable.

The provisians of this policy are not contractual in nature, whether in their own right or as part of any other express or
implied contract. Accordingly, the Board retains discretion to revise this policy at any time and for any reason. The Board
may apply policy revisions to an active case provided that doing so is not clearly unreasonable,

[END OF OPTION]

© Neola 2025
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M.C.L. 37.2101 et seq., 37.1101 et seq.

20 U.S.C. 1092(F)(6)(A)(V)

20 US.C. 12329

20 U.S.C. Section 1681, Title IX of Education Amendment Act

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974
20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R. Part 1635

29 U.S.C. 201 et seq., The Fair Labor Standards Act {"FLSA")

29 U.S.C. 218d, PUMP for Nursing Mothers Act {("PUMP Act")

29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended
34 C.F.R, Part 110 (7/27/93)

38 U.S.C. Chapter 43 4301-4335 (see in particular 4311(a) [prohibits discrimination
based on military service] and 4312 [reemployment rights]), Uniformed Services
Employment and Reemployment Rights Act ("USERRA")

42 4.5.C. 1983
42 U.S.C. 2000d et seq.

12 U.S.C. 2000e et seq., Civil Rights Act of 1964 (e.q., Title VI and Title VII), as
amended by the Pregnancy Discrimination Act

42 U.S.C, 2000ff el seq., The Genetic Information Nondiscrimination Act

42 1).S.C. 2000gg, Pregnant Workers Fairness Act ("PWFA")

42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C, 12101 et seq., The Americans with Disabilities Act of 1990, as amended

Fourteenth Amendment, U.5. Constitution

November 26, 2012

July 1, 2024
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Replacement Policy - Vol. 40, No, 1

3122 - NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

The Board of Education does not discriminate on the basis of race, color, national origin, sex (including pregnancy,
childbirth, and releated medical conditions; sexual orientation; anc gender identity), disability, age, religion, height, weight,
marital or tamily status, military status, ancestry, genetic information, or any other legally protacted category (collectively,
Protected Classes) in its programs and activities, including employment opportunities.

The Board is committed to providing a work environment that is free from Prohibited Conduct, responding promptly and
effectively when it has knowledge of conduct that reasonably may corstitute Prohibited Conduct, and addressing Prohibited
Conduct in its education programs or activities, This commitment applies Lo all District operations and this policy applies to
Prohibited Conduct occurring within or as a part of the District's education programs and activities, whether on scheol
property or at another lccation during an activity sponsored by the Board.

Persons wro commit Prohibited Conduct are subject to the full range of disciplinary sanctions set forth in this policy.

The Board will provide persons who have experienced Prohibited Conduct with angoing remedies as reasonably necessary
Lo restore or preserve access to the District’s education programs or activities.

All school employees share responsibility for avoiding, discouraging, and reporting any form of Prohibited Conduct.
The Board will take immediate aclicn to address the following prohibited acts:

A. Retaliating against a person who has made a report or filed a complaint alieging Prohibited Cenduct, or has
participated in the below-described grievance procedures.

B. Filing a malicious or knowingly false report or complaint of Prohibited Conduct.

C. Disregarding, failing to appropriately address, or delaying action to apprepriately address allegations of Prohibited
Conduct when rasponsibility for reporting and/or investigating such charges comprises part of one's
administrative/supervisory duties.

Definitions:

Words used in Lhis policy shall have those meanings defined herein; words not defined herein shall be construed according
to their plain and ardinary meanings.

Bullying means: any unwanted and repeated written, verbal, or physical behavior, including any threatening, insulting, or
dehumanizing gesture, by an adult, that is sufficiently severe or pervasive to create an intimidating, hostile, or affansive
work environment; or unreasonably interfere with the individual's work performance or participation. It may involve: {a)
threats; (b) intinuidation; (c) stalking; (d) cyberstalking; {¢) cyberbullying; {f} physical violence; (g} theft; (h) sexual,
religious, or racial harassment; (i} public humiliation; or (j) destructicn of property. Bullying rises te the level ot unlawful
harassment when one (1) or mare persons systematicatly and chronically inflict physical hurt or psychological distress on
one (1} or mare employees, and that bullying is based upon one (1} or more Protected Classes, that is, characteristics that
are protected by Federal and/or State civil rights laws. Ordinary teasing, horseplay, arguments, and peer conflict do not
constitute bullying for purposes of this poficy.

Complainant means: an empleyee who is alleged to have been subjected to conduct that could constitute Prohibited
Conduct; or a person, other than an employee, who is alleged to have been subjected te conduct that could constitute
Prohibited Conduct and who was participating or attempting to participate in the District's education programs or activities
at the time of the alleged Prohibited Conduct.

Complaint means: an oral or written request to the District that objectively can be understood as a request for the District
to investigate and make a determination about alleged Prohibited Conduct,

Day(s): Unless expressly stated otherwise, the term “day” or "days" &s used in this policy means business day(s) (i.e.,
days that the Board office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).

Disciplinary sanctions means: consequences impesed on a respondert following a delerrmination that the respondenrt
engaged in Prohibited Conduct.
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Education programs or activities refer to: all the District’s operations including, but not mited to, in-person and
onling/remote educational instruction, employment, extracurricular activities, athletics, performances, and community
engagemaent and cutreach programs. The term applies to all programs and activitles operated by the Board on school
grounds or on other property owned or occupied by the Board, Tt also includes events and circumstances that take place off
school property/grounds but over which the District asserts disciplinary authority (e.q., at off-campus activities sponsored
Dy the Beard),

Exculpatory evidence means: evidence that is favorable to a respondent because it helps excuse, justify, or absolve a
respondent of alleged wrongdoing and tends to establish that a respondent did not engage in Prohibited Conduct,

Genetic information means: information about: (a) an individual's genetic tests; (b) the genetic tests of that individual's
family members; (c) the manifestation of disease or disorder in family members of the individual {i.e., family mecical
history); (d) an individual's request for, or receipt of, genetic services, or the participation in clinical research that includes
genetic services by the individual or a family member of the individual; or (e} the genetic information of a fetus carried by
an individual or a pregnant woman who is a family member of the individual and the genetic information of an embryo
legally held by an individual or family member using assistive reproductive technology.

Harassment means: any threatening, insulting, or dehumanizing gesture, use of technology, or written, verbal, or physical
conduct directed against an employee that (a) places the employee in reasonable fear of harm to their parson or damage to
their property; (b) has the effect of substantially interfering with the empioyee's work performance; or {(c¢) has the effect of
substantially disrupting the arderly operation of a school. Each of the following types of harassment involves unwelcome
physical, verbal, or nonverbal conduct that is based upon an individual's protected characteristic(s) and has the purpose or
effect of interfering with the individual's work performance or creating an intimidating, hostile, or offensive work
environment.

A. Age Harassment means: harassment based on negative perceptions about older workers. It alse includes
harassment based on stercotypes about older workers, even it they are not mativated by animus, such as
pressuring an older employee to transfer to a job that 1s less technology-focused because of the perception that
older workers are not well-suited to such work or encouraging an older employee to retire,

B. Disability Harassment means: harassment basa¢ upon a person’s disability and includes harassment based upon
stereolypes about individuals with disabilities in general or about an individual's particular disahility. 1t also includes
harassment based on traits or characteristics linked to an individual's disability, such as how the person speaks,
looks, or moves. For example, negative comments about an individual's speech patterns, movement, physical
impairments, or ¢efects/appearances, or the like. Disability-based harassment includes: (a) harassment because an
individual requests or receives reasonable accommodation; {b) harassment because an individual Is regarded as
having an mpairment, aven if the individual does nat have an actual disability, or a record of disability; (c)
harassment because an individual has a record of a disability, even if the individual currently does not have &
disabilily; and (d) harassment based on the disability aof an individual with whom the employee is associataed, Finally,
disahility-based harassment may occur where conduct is directed at or pertains to a person's genetic information.

C. National Origin/Ancestry Harassment means: harassment due to a person's (or their ancestor's) place of origin,
Such harassing conduct can include ethnic slurs or epithets, derogatory comments about individuals of a particular
nationality, and use of stereotypes about a persan’s national origin. Additionally, it can include harassment regarding
traits or characteristics linked to an individual's national origin, such as physical characteristics, ethnic or cultural
characteristics or customs {e.g., surnames, attire, or diet), or linguistic characteristics (e.qg., a persan’s manner of
speaking, non-English language accent, or a lack of fluency in English}.

g

Race/Color Harassment means: unwelcome physical, verbal, or nonverbal conduct that is based upor an
individual's race or color and has the purpose or effect of interfering with the individual's work performance; or
creating an intimidating, hustile, or offensive work environment, Such harassmaent may occur where conduct is
directed at the characteristics of a person's race or color, such as racial slurs, nicknames implying stereotypes,
epithets, and/or negative references relative to racial customs.,

i

Religious (Creed) Harassment mcans: harassment based on a person’s surname, religion (including atheism or
lack of religious beliet}, religious traditions and practices, or religious dress/clothing, and includes making offensive
comments about the same. It alsc includes religious slurs or epithets, harassing conduct based an religious
stercotypes, and harassment associated with a person's request for and/or receipt of religious accommodation.
Religious harassment also involves explicitly or implicitly coercing an employee Lo engage in religious practices at
‘-'-'O"k.

F. Sexual Harassment means (for purposes of this pelicy and consistent with Title V1T of the Civil Rights Act of
1964): unwelcome sexual agvances, requests for sexual tavars, and other verbat or physical conduct of a sexual

nature when: {da) subrmission to such conduct is made either implicitly or exphcitly a term ar condition of an
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individual's employment; (b) submission or rejection of such conduct by an individual is used as the basis for
employment decisions affecting such individual; or (c) such conduct has the purpose or effect of interfering with the
individual’s work performance; or creating an intimidating, hostile, or offensive working environmeant, Sexual
harassment may involve the behaviar of a person of any gender against a person of the same or another gerder.

1. Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or
Activities is not included in this policy, Allegations of such conduct shall be addressed solely by Policy 2266.

2. Prohibited acts that canstitute sexual harassment under this policy may take a variety of forms. Examples of
the kinds of conduct that may constitute sexual harassment include, but are not limited to:

a. Conduct of a sexualized nature, such as unwanted conduct expressing sexual attraction or invelving
sexual activity {e.g., unwelcome sexual propositions, invitations, solicitations, and flirtations;
unwanted physical and/or sexual contact, including unwelcome and inappropriate touching, patting, or
pinching {x ); and obscene gestures [END OF OPTION].

b. Sexual attention or sexual coercion, such as demands or pressure for sexual favors (e.qg., threats or
insinuations that a person's employment, wages, or other conditions of employment may be adversely
affected by not submitting to sexual advances; giving unwelcome personal gifts such as lingerie that
suggest the desire for a romantic relationship; leering or staring at someone in & sexual way, such as
staring at & person’s breasts, buttocks, ar groin}.

C. Rape, sexual assault, or other acts of sexual violence.

d. Discussing or displaying visual depictions of sex acts or sexual remarks {e.qg., unwelcome verbal
expressions of a sexual nature, including graphic sexual commentaries about a person's body, dress,
appearance, or sexual activities; the unwelcome use of sexually degrading language, profanity, jokes
or innuendoes; unwelcome suggestive or insulting sounds or whistles; obscene telephone calls, texts,
etc.; sexually suggestive objects, pictures, graffiti, videos, posters, audio recardings or
literature placed in the work environment; asking or telling about sexual fantasies, sexual
preferences, or sexual activities; spaculations about a person's sexual activities or sexual histery, or
remarks about one's own sexual activities or sexual histary).

€. A consensual sexual relationship where such relatianship leads te favoritism of a subordinate
omployce with whom the superior is sexually involved and where such favoritism adversely affects
other employees or otherwise creates & hostile work environment.

f. Verbal, ncnverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping
that does not involve cenduct of a sexual nature,

g. Non-sexual conduct based on sex, such as sox-hased epithets; sexist camments (such as remarks
that women do not belong in management or that men do not belong 1n the nursing profession); or
facially sex-neutral offensive conduct motivated by sex (such as bullying directed toward employees of
one sex).

h. Harassment based on pregnancy, childhirth, or related medical condition, which may include issues
pertaining to lactation, using or not using contraception, or deciding whether to have, or not to have,
an abortion.

Not all beravior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct
must be objectively offensive (a reasonable person would find it hostile or abusive), subjectively offensive (the complainant
actually perceived it as abusive), and either sufficiently severe {a single extremely serious incident) or pervasive (a pattern
of behavior), such that it adversely affects, limits, or demes an individual's employment, or creates a hostile or abusive
employment environment,

Inculpatory evidence means: evidence that links a respondent to alleged wrongdoing and tends to establish a respondent
engaged in Prombited Conduct (i.e., has culpability).

Military status means: a person’s past, current, or future membership, service, or obligation in a uniformed service (e.g.,
Army, Marine Corps, Navy, Air Farce, Space Force, Coast Guard, Public Health Service Commissioned Corps, and National
Ocearic and Atmaospheric Administration Commissioned Officer Corps}. Service in the uniformed services also means the
performance of duty, on a voluntary basis, or involuntary basis, in a unifermed service, under competent autherity, and
includes active duty, active duty for training, initial active duty for training, inactive duty for training, and full-time National
Guard duty. It further includes the period of Ume for which a person is absent from amployment far the purpose of an
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examination te determine the fitness of the person to perform any such duty as histed above,
Party moans: a complainant or respondent.

Pregnancy, childbirth, or related medical conditions means:

A. "Pregnancy” and “childbirth” refer to the pregnancy or chilebirth of a specific employee and include, but are not
mited to, current pregnancy; past pregnancy; potential or intended pregnancy (which can include infertility, fertibity
treatment, and the use of contracept:on); labor; and childbirth (including vaginal and cesarean delivery).

B. “Related medical conditions” are medical conditions relating to the pregnancy or chakdbirth of a specific employee,
and may include termination of pregnancy, including via miscarriage, stillbirth, or ahartion; ectopic pregnancy;
poreterm labor; pelvic prolapse; nerve injuries; cesarean or perineal wound infection; maternal cardicrmetabolic
disease; gestational diabetes; preeclampsia; HELLP (hemaolysis, elevated liver enzymes and low platelets)
syndrome; hyperemesis gravidarum; anemia; endometriosis,; sciatica; lumbar lordosis; carpal tunnel syndrome;
chronic m:graines; dehydration; hemorrhoids; nausea or vamiting; edema of the legs, ankles, feet, or fingers; high
blood pressure; infection; antenatal (during pregnancy) anxiety, cepression, or psychosis; postpartum depression,
anxiety, or psychosts; frequert urination; incontinence; loss of balance; vision changes,; varicose veins; changes in
hormone levels; vaginal bleeding; manstruation; and lactation and conrditions related to lactation, such as low milk
supply, engorgement, plugged ducts, mastitis, or fungal infections, The preceding list of related medical conditions is
not exhaustive.

Prohibited Conduct mcans: unlawful discrimination or harassment based on a person's Protected Class{es) or retaliation.
Such misconduct involves a violation of Federal and/or State civil rights laws.

Relevant means: related to the allegations of Prohibited Conduct under investigation as part of the Boatd's grievance
procedures. Questions are relevant when they seck ovidence that may aid in showing whether the alleged Prohibited
Conduct occurred, and evidence is relevant when it may aid a decisionmaker in deterrmiring whether the alleged Prohibited
Conduct occurred.

Remedies mcans: measures provided, as appropriate, to a complainant or any other person the District identifies as
having had their equal access Lo the Dislrict’s education programs or activities limited or denied by Prohibited Conduct.
These measures are pravided to restore or preserve that person’s access to the District’s education program or activity after
the District determines that Prohibited Conduct occurred.

Respondent means: a person who is alleged to have engaged in Prohibited Conduct.

Retaliation mecans: intimidaticn, threats, coercion, or discrimination against any person by the District, a student, a Board
employee, or any other person authorized by the Board to provide aid, benefit, or service under the District's education
programs or activities, for the purpose ot interfering with any right or pnvilege secured by Federal or State law, or because
the person has reported information, made a complaint, testified, assisted, or participated or refused to participate in any
manner in an investigation, procceding, or hearing under applicable Federal or State laws or regulations.,

School District community means: students and Beard employees (i.e., acministratars and professional and classified
staff), as well as Board members, agents, volunteers, contractors, or other persons subject to the control and supervision
of the Board.

Supportive measures means: non-disciplinary, non-punitive individualized services offered as appropriate, as reasonably
available, without fee or charge to the complainant or the respondent befare or after making a report or filing @ complaint.
Such measures are designed te restore or preserve that party's access to the District’s education programs or activities
without unreasonably burdening the other party, includiny measures designed to protect the safety of all partics or the
District's educational environment ot deter Prohibited Conduct, Suppartive measures may include modifications of work
schedules, mutual restrictions of contact between the parties, changes in work locations, leaves of absence, increased
security ard monitering of certain werk settings; training related to Prohibited Conduct, €)-referrat-to-EmployecAssistatice
Program—LEND-OF-ORTIONT-and ot~er similar measures.

Third Parties means: guests and/or visitors on District property (e.q., visiting speakers, participants on opposing athletic
teams, parents), vendaors doing business with, or seeking te do business with, the Board, and other individuals who come in
contact with members of the School District community at school-related events/activities (whaether on or off District
property).

Pregnancy, Childbirth, and Related Medical Conditions

The Bodard will not discrimingate against an employee based on Lhe person's current pregnancy, potential or intent to become
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pregnant, past pregnancy, or medical condition related to pregnancy or childbirth, or because the person uses birth control,
or nas had or not had an ahortion.

Additionally, the Board will provide a reasonable accommodation Lo an employee’s known limitatian related to pregnancy,
chilgbirth, or a related medical condition, unless the accammaodation will cause the District undue hardship.

The Board will treat pregrancy, childbirth, and related medical conditions as any other temporary medical conditions for all
job-related purposes, including commancement, duration, and extensions of leave; accruel of seniority and any other
benefil or service; reinstatement; and under any fringe benefit offered to employees by virtue of employment.

The Board will provide reasonable break time for an employee to express breast milk while at work for the first year after
the employee's child's birth. The Board will provide the employee with a space, other than a oathroom, that is cean,
shielded from view;, free from intrusion fram cowarkers and the pubhic, and which the employee can use as needed to
express hreast milk, See Board Policy 6700 - Fair Labor Standarcs Act.

Nondiscrimination Based on Employee’s Genetic Information

The Board prohibits discrimination on the basis of genetic information in all aspects of employment, including hiring, firing,
compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions, or privileges
of employment. The Buard also dees nat limit, segregate, or classify empleyees in any way that would deprive or tend to
deprive them of employment apportunities or otherwise adversely affect the status of an employee as an employee, based
on genetic information, Harassment of @ person because of the incividual's genetic information is also prohibited. Likewise,
retaliation againsl an applicant or employec for engaging in protected activity is prohibited.

In accordance with the Genetic Information Nondiscrimination Act {"GINA"), the Board shall not request, require, or
purchase genetic information of employees, their family members, or applicants for emplayment. Further, in compliance
with GINA, employees are directed not to provide any genctic information, including the individual's family medical history,
in response to necessary requests for medical information, with the exception that family medical history may be acquired
as part of the certification process far FMLA leave, when an employee is asking for leave to care for an immediate famity
member with a serious health condition, Applicants for employment are directed not to provide any genetic information,
including the individual's family medical history, in response o recuests for medical infermation as part of the District's
application process.

[ x] The District recognizes that genetic information may be acquired through commercially and publicly available
documents like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits,
however, its employees from searching such sources with the intent of finding or abtaining genetic information or accessing
sources from which they are likely to acquire genetic information. [END OF OPTION]

If the District either legally and/or inadvertently receives genctic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider, it shall be treated as a confidential
medical record in accordance with law,

The District Compliance Officer {see below) shall be responsible for overseeing the Distrnicl's compliance with

applicable Federal regulations and promptly dealing with any inquiries or complaints. The District Compliance Officer or
designee shall also verify that proper notice of nondiscrimination for Title II of the Genetic Information Nondiscrimination
Act of 2008 is provided to staff members, and that all District requests for health-related information (2.9., to support an
employee's request for reasonable accommodation unaer the Americans with Disabilities Act ("ADA") or a reguest for sick
leave) is accompanied by 2 written warning that directs the employee or health care provider rot Lo collect or provide
genetic information. The warning shall read as follows:

The Genetic Information Nondiscrimination Act of 2008 ("GINA"} prohibits employers and other entities covered by GINA
Title 11, ncluding the Board of Education, from requesting ar requiring genetic infarmation of an individual or family
member of the individual, except as specifically allowed by law. To comply with this faw, do not provide any genetic
information when responding to this request for medical information (unless the request pertains o a request for FMLA
leave for purposes of caring for an immediate family member with a serious health condition). "Genetic information,” as
defined by GINA, includes an individual's family medical history, the results of an individual's or family member's genetic
test, the fact that an individual or an individual’s family member sought ar received genetic services or participated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an indivicual's
family member or an embryc lawfully held by an individual or family membaer receiving assistive reproductive scrvices.

Servieesiprograti-isvoluntary-Genetic-tnformation{such-asfamity-medicat-pistory-may-he-obtainedaspart-of an
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District Compliance Officer(s)

[DRAFTING NOTES:

1.

Neola suggests the Board appoint both a male and a female to serve as the District Compliance Officers.
By appointing two (2) District Compliance Officers, there should always be a District Compliance Officer
available to address a claim that pertains to the other District Compliance Officer. If, however, the
Board appoints more than one (1) District Compliance Officer, Neola recommends that it designate one
(1) of the District Compliance Officers to retain ultimate oversight over the assigned responsibilities and
ensure the Board’s consistent compliance with its responsibilities under applicable Federal and State
laws that prohibit unlawful discrimination/harassment based on protected classes and retaliation.
Alternatively, the Board could appoint a District Compliance Officer and one (1) or more persons to
assist the District Compliance Officer with performance of the responsibilities ldentified in this policy
and its accompanying administrative guidelines. Often the person(s) designated to assist a District
Compliance Officer is/are called Deputy or Assistant Compliance Officer(s). If the Board elects this
alternative approach, it would designate a District Compliance Officer for purposes of this policy, and
then designate the other pasition(s) through its AG. The person(s) in the alternative support role(s) will
need to be trained in the same manner as the District Compliance Officer (see AG 1422).

The Board must list in this policy either the Name(s) or Title(s) of the District Compliance Officer(s);
while the Board may list both the Name(s) and Title(s), Neola suggests that the Board only list the
Title(s) in this policy (so the Board does not need to revise/amend the policy whenever there is a
change in the actual person(s) holding the designated position(s)), but list both the Name(s) and
Title(s) in the requisite notices/postings (e.g., website) and publications (e.g., handbooks). The District
will also need to decide whether to list the Name(s) and Title(s), or just the Title(s), in Administrative
Guideline 1422 if the District elects to identify the District Compliance Officer in the AG (see DRAFTING
NOTE in the AG; again, if the District lists the Name(s) and Title(s), it will need to remember to update
the AG whenever there is a change in the actual person(s) holding the designated position(s). No matter
what, the Board will need to amend its policy and update its AG, requisite notices/postings, and
publications, whenever it changes the Title of the position(s) designated to serve as the District
Compliance Officer(s).

Reminder: Whenever a new person begins to serve as the District Compliance Officer (or in a support
role to the District Compliance Officer), the District needs to make sure the new person is appropriately
trained, in a timely manner, to fulfill the responsibilities of the position to which the person is assigned.]

[END OF DRAFTING NOTES]

The Board designates and authorizes the following individual{s) o coordinate its efforts to comply with the Board’s
responsibilities under Federal and State laws that prohibit discriminaticn, including harassment, based on Protected
Classes and retaliation (also knawn as “Civil Rights Coordinator(s)” or "Anti-Harassment Compliance Officer(s}")
(hercinafter referred to as the "District Compliance Officer(s)” or "CO(s}"):

Kate Gregory

Asst, Supt. Personnel & Student Services
(810) 626-2100

9525 E. Highland Road

Howell, MI 48843
kategregory@hartlandschools.us

Anna Kulas Rosenthal

Human Resource Specialist

(810) 626-2129

9525 E. Highland Road

Howeli, M] 48843
annakulasrasenthal@hartlandschools, us

[DRAFTING NOTE: The District may want to create a static (i.e., fixed) District Compliance Officer -specific
email address and phone number that will not change when the person(s) and/or position(s) designated to be
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the CO(s) change(s) — e.g., CO4CivilRights@(insert District’s domain) - which the Technology
Director/Department can program to be forwarded to the actual individual(s) serving as the District
Compliance Officer(s) at any given time. Likewise, the District may want to establish a static Telephone
Number for the position of District Compliance Officer that can be forwarded to, and accessed by, the actual
person(s) serving in the CO position(s) at any given time. These two (2) steps will help reduce the information
that needs to be updated in policy, AG, and/or the requisite notices/postings and publications when changes
occur to the specific person(s)/position(s) designated to serve as the CO(s).]

[x 1 The Board designates _the Superintendent [DRAFTING NOTE: Insert Name and/or Title of the
District Compliance Officer who is ultimately responsible for the District's compliance with its responsibilities
under Federal and State laws that prohibit discrimination/harassment based on Protected Classes and
retaliation as the individual who is ultimately responsibie for oversight over the Board’s compliance with applicable Federal
and State laws and reguiations that prohibit discrimination based on the basis of Protected Classes and retaliation. [END
OF OPTION]

[x ] The District Compliance Officer may delegate specific duties to one {1) or more designees. [END OF OPTION]

The contact information concerning the District Compliance Officer(s) will be puhlished on the School District’s website. (

Yo d araualby-FEND-SF-OPTIONMY.

L3
N = = — ]

[DRAFTING NOTE: The Board may want to select the following option when the Superintendent is not the CO.
While Neola recognizes that this may not always be possible, it may be preferable to have the CO be someone
other than the Superintendent because then - if the CO serves as the investigator and decisionmaker - the
Superintendent can serve as the appeal decisionmaker or the facilitator for the informal resolution process.]

[x ] The District Cormpliance Officer(s) shall report directly to the Superintendent except when the Superintendent is &
party to a8 complaint (i.e., either the complainant or the respondent), Under such circumstances, the CO(s) shall report
directly to [SELECT ONE OF THE FOLLOWING] (x ) the Board President-{)-the-Board'stegal-Counset-}

—OTHERT-{END-OF INTERNAL-OPTIONST until the matter in which the Superintendent is a party is
concluded [END OF OPTION]

Questions about this policy )anre-AG 1422 END-OFORTIONT-should e cirected to the District Compliance Officer(s).

The CO{s) is/are respansible for coordinating the District's efforts to comply with applicable Federal and State laws and
regulations, including the District's duty to address in a prompt and equitable manner any inguiries or complaints regarding
discrimination, harassment, retaliation, or denial of equal opportunity/access. The CO(s) shall aiso verify that proper notice
of nondiscrimination for Title 1T of the Americans with Disabilities Act {(as amended), Title VI and Title V11 of the Civil Rights
Act of 16564, Section 504 of the Rehabilitation Act of 1973 (as amended), Genetic Information Nondiscrimination Act
{GINA), and the Age D-'sa'in’linai'inn in Employ‘ment Act cf 1975 is prm"ided fo staff memibers and the general public. 32y

The CO{s) will be available during regular work hours to discuss concerns related to Prohibited Conduct, to assist
employees, other members of the District community, and third partics who seex suppart or advice when informing another
individual about Prohibited Conduct, including unweicome conduct, or to intercede informaliy on behalf of the individual in
those instances where concerns have not resuited in the fiting of a formai compiaint and where all parties are in agreement
to participate in an informal process,

The CO(s) shall momtor the District's education programs and activities for barriers to reporting informarion about conduct

that reascnably may constitute Prohibited Conduct pursuart to Federal and/or State laws that prohibit
discrimination/harassment based on the basis of a Protected Class/Calegory and retaliaticn, and take steps reasonabdly
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calculated to address such barriers.
Notice of Nondiscrimination

The Superintendent stall provide a notice of nondiscrimination to students, parents, guardians, or other authorized legal
representatives of elementary and secondary students; employees; applicants for adrmission and emplcyment; and all
unions and professional organizations holding collective bargaining or professional agreements with the Board. Specifically,
the Superintendent shall post the notice of nondiscrimination on the District's website and ir each handbook, cateiog,
announcement, bullet:n, and application form that it makes available to the persons listed above, or which are otherwise
used in connection with the recruitment of employees. ()-See-AGtH422-and-Ferm—1422FH—Neoticeand-Statementof
Nefretsertrtt abefs HEMND-CF-GRTTON ]

NOTIFICATION/REPORTS OF PROHIBITED CONDUCT

Any person may provide information to the CO(s) concerning conduct that reasvnably may constitute Prohibited Conduct,
Such ‘nformation may be submitted in person, by mail, by telephone, or by electronic mail using the CQ’s(s') published
contact information, or by any nther means {oral or written} that results in the CO{s) receiving the information. Information

may he pmwdod at any time (mcludlng dunn\) non-work nours) H—Aﬂenymewepeﬁ& may—be—sebmﬁfeé—usmq»(—)—éhe

All Board employees are required to notify the CO(s) of conduct that reasonably may constitute Prohibited Conduct. For the
Board to fulfill its responsibilities under applicable Federal and/or State laws, if 3 Board employee has knowledge of conduct
that reasonably may constitute Prohibited Conduct, the Beard employee must notify the/a CO within two (2) days of
learning the information or receiving the report. [DRAFTING NOTE: The applicable statutes and regulations do not
specify within how many days the Board employee must notify the CO of receiving notification/a report of
Prohibited Conduct; Neola suggests “two (2) days”. Alternatively, the Board could make this language more
open-ended - e.g., ** * ¥ must immediately/promptly notify the/a CO of such information or report.”] The
Board employee must also comply with mandatory reporting responsibilities pursuant to Policy B462 - Student Abuse and
Neglect, i7 applicable. If the Board employee's knowledge about the alleged Prohibited Conduct is based on another
individual bringing the information to the Board employee’s attention, and the reporting individual submitted a written
netification/report or complaint to the Board emplayee, the Board employee must provide the written notification/report or
complaint to the CO.

Notification can be prowvided arally or in writing and should be as specitic as possible. The persen making the
notification/report should, to the extent known, identify the alleged victim{s), perpetrator(s), and witness(es), and describe
in detail what occurred, including date(s), time(s), and locaticn{s}.

If a rotification/report or complaint :nvolves aflegations of Prohibited Conduct by or involving the CO, the person making
the report {i.e., providing the nolificatian or filing the complaint) should submit it to the Superintendent or another Board
employee who, in turn, will notify the Superintendent of the report/complaint, The Superintendent will then serve in place
of the CO for purposes of addressing that reporl of Prohibited Conduct, [DRAFTING NOTE: If the Superintendent is the
CO, substitute “"Board President” in place of "Superintendent.”]

Whren a Board employee notifies the CO of suspected Prohibited Caonduct, the employee is required tc report all known
details about the alleged Prohibited Conduct including: (1) the name of the alleged respondent(s); {2) the person who
experienced the alleged Prohibited Conduct {i.e., the complainant); {3) other persons involved in the alleged Prohibited
Conduct {e.q., witnesses); and (4) any other relevant facts, such as date, time, and location. Failure to provide such
notification may result in ciscipline, up to and including suspension or termination of empleyment,

Any allegatians of misconduct not involving Prohibited Conduct as defined 1n this policy will be addressed through the

procedures outlined in other Board policiesH{)-andloradminstrative-guidelines {END-OF-OPTEONT, the applicable Student

Coce of Conduct, applicahle collective bargaining agreement, and/or Employee/Administrator Handbook.

When a notificaticn/report or complaint of Prohibited Conduct is made, the CO shall promptly (i.e., within two (2}

days [DRAFTING NOTE: The applicable laws and/or regulations do not define “promptly” or otherwise specify
within how many days the contact has to be made; Neola suggests “two (2) days.”] of the CO’s receipt of the
nobification/report or complaint of Prohibited Conduct) contact the purported complainant to discuss the availability of
suppartive measures, ronsider the complainant’s wishes with respect to supportive measures, 1 \form the complainant of
the availability ot supportive measures with or without the filing of @ complaint, and explain to the complainant the process
for filing & complaint, The CO is respansible for coordinating the effective implementaticn of supportive measures, Any
supportive measures provided to the complainant or respondent shall be maintsined as confidential, to the extent that
maintaining such confidentiality will not impair the ability of the District te pravide the supportive measures.
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GRIEVANCE PROCEDURES
Overview:

The Board adopts the fallowing grievance procedures to provide for the prompt, effective, and equitable resolution of
compiaints made by employees, applicants, or other individuails who are participating or attempting to participate in the
District’s education programs or activities {i.e., members of the School District community and Third Parties), or by the CO
alleging any act of Prohibited Cenduct.

These grievance procedures shall be used for all complaints of Prohibited Conduct unless it involves conduct involving a
student, in which case the grievance procedures set forth in Policy 2260 or Pelicy 5517.01 shall apply. These grievances
procedures set forth the means far investigating and resolving claims invelving such Prohibited Conduct; in particular, the
precedures provide a method for assessing - in a prompt, effective, and equitable manner - whether an applicable Federal
or State law was violated and, If it was, how best to end the Prohibited Conduct, prevent its recurrence, and remedy its
effects.

Due to the sensitivity surrounding complaints of Prohibited Conduct, timelines are flexible for initiating the grievance
procedures; however, individuals are encouraged to file a complaint within thirty (30) days after the conduct occurs, Once
the formal complaint process is begun, the investigation will be completed in a timely manner.

[DRAFTING NOTE: Title VII of the Civil Rights Act of 1964 ("Title VII”) prohibits discrimination in
employment. Specifically, it prohibits employment discrimination based on race, color, religion, sex, or
national origin, and applies to employers with fifteen (15) or more employees. Title IX, on the other hand,
specifically prohibits discrimination based on sex in education programs and activities that receive Federal
financial assistance, including employment within those institutions, Title I1X is addressed by Board Policy
2266 and AG 2266. While both laws aim to prevent sex-based discrimination in the workplace, Title VII applies
more broadly to various types of employers, whereas Title IX is limited to educational institutions receiving
Federal funds. Ultimately, both laws aim to ensure equal employment opportunities and protect individuals
from discrimination. When a District Compliance Officer receives a complaint or notification of alleged
misconduct involving sex discrimination (in particular, sexual harassment) that involves an employee
complainant and an employee respondent, the District Compliance Officer should consult with the Title IX
Coordinator and/or the Board’s Legal Counsel concerning which law - It may be both - the District wlll need to
comply with when investigating the allegations.}

Under all circumstances, the CO shall offer and coordinate supportive measures, as appropriate, in accordance with this

policy¢)-and-AG1422-fEND-OF-OPTION].
Complaints:

The following people may make a complant of Prohibited Conduct - i.e., request that the District investigate and determine
whether Prohibited Conduct occurred:

A, a "complainant,” which includes:

1. an employee of the District who is alleged to have been subjected to conduct that could constitute Prohibited
Conduct; or

2. a person other than an emplayee of the District who is alleged to have been subjected to conduct that could
constitute Prohibited Conduct at 2 time swhen that individual was participating or attempting to participate in
the District's education programs or activities;

B. an authorized legal representative with the legal right to act on benalf of a complainant;
C. the District Compliance Officer.

A person is entitied Lo make a complaint of unlawful harassment anly if they themselves are alleged 1o have heen subjected
to the unlawful harassment, or if the CO initiates a complaint.

[DRAFTING NOTE: This paragraph emphasizes that in order for a person to file a complaint of

unlawful harassment, the person has to have been subjected to the alleged misconduct directly or be a person
who has a legal right to act on behalf of the person who was subjected to the alleged misconduct. This is
consistent with the prior paragraph, where the complainant is identified as an employee who was “subjected
to conduct that could constitute Prohibited Conduct.” The following paragraph, on the other hand, expands
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who can file a complaint - when the alleged Prohibited Conduct does not involve unlawful harassment, or the
complaint involves allegations of retaliation — to persons who are aware of the alleged Prohibited Conduct,
even if that person was not directly affected by or subject to the alleged Prohibited Conduct.]

With respect to complaints of Prohibited Conduct other than unlawful harassment, or complaints involving allegations cf
retaliation, in addition to the people listed above, the following persons have a right to make a complaint:

A. any employee of the District; or

B. any person other than an employee who was participating or attempting to participate in the District's education
programs or activities at the time of the alleged Prohibitad Conduct.

The District may cansolidate complaints of Prohibited Conduct against more than one (1) respondent, or by more than one
(1) complainant against one (1) or more respondents, or by one (1) party against another party, when the allegations of
Prohibited Conduct arise out of the same facts or circumslances, When more than one (1} complainant or more than onc
(1) respondent is involved, references below to a party, complainant, or respandent include the plural, as applicable.

A person may file criminal charges simultaneously with filing a complaint. A person does not need to wait until the District’s
Internal grievance procedures are completed before filing a criminal complaint. Likewise, questions or complaints relating to
alleged violations of applicable Federal or State laws may be filed with the U.S. Department of Fducation’s Office for Civil
Rights, the U.S, Department of Justice's Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or the
Michigan Department of Civil Rights, at any time based on the underlying statutory basis for the complaint.

Basic Requirements:
The District will treat complainants and respendents equitably.

All persons involved with implementing the grievance procedures and any other aspects of this Policy, including the District
Compliance Officer, the investigator, the decisionmaker, and the appeal dedsionmaker, (X ) and the facilitator of the
informal resolution process, {END OF OPTION] shall be free from any conflicts of interest or bias for or against
complainants or respondents generally or an individual complainant or respondent.

[ x 1 The CO may serve simultaneously as an investigator and/or a decisionmaker, [END OF OPTION] [DRAFTING
NOTE: Neola recommends the Board select this OPTION; note it is "may” (i.e., optional) so the CO can decide
when to serve in both roles and when to designate one or more persons to perform these responsibilities in a
given case.}

1f the CO does not intend to serve as the investigator/decisionmaker in a specific case, the CO shall designate one {1) or
more administrators who arc appropriately trained to serve in the role.

In circumslances when the CO and trained administrators do not have time/capacity to serve, or are prevented due to &
conflict of interest, bias, or partiality, or other reasons impair the CO and other trained administrators from serving as an
investigator/decisionmaker in a specific case, the CO shall in consultation with { X) and approval of [END OF OPTION] the
Superintendent or-¢)-Beard (X ) Board President {as appropriate), [END OF OPTION] secure one {1) or more
independent third parties to serve as the investigator and/or decisionmaker.

The District presumes that the respondent is not responsible for the alleged Prohibited Conduct until a determination is
made al the conclusion ol its grievance procedures,

Under ordinary circumstances, the Board expects to complete the major stages of the grievance procedures within the
timeframe specified below:

A. Evaluation - The District Compliance Officer will determine whether to dismiss 8 complaint or investigate it within
_ten_ (10_ ) [INSERT AMOUNT] days of receiving the complaint. [DRAFTING NOTE: Neola recommends
that the evaluation stage be completed within ten (10) days of the CO receiving notice of the
complaint.]}

B. Investigation - The CO, or designated investigator/decisionmaker, shall ordinarily complete the investigation (i.e.,
collect relevant evidence that is not otherwise impermissible) and issue a Determination (i.e., consider the ricvant
and not otherwise impermissible evidence and decide whather Prohibited Conduct occurred) within _twenty_
{20 ) [INSERT AMOUNT] days of the CO determining the charges require investigation. [DRAFTING NOTE:
Recognizing that it is important for investigations to be completed and Determinations issued in a
prompt and equitable manner, Neola recommends that a school district typically complete an
investigation and issue a Determination within twenty (20) days.]
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[DRAFTING NOTE: If the investigator/decisionmaker is someone other than the CO, upon written
request from the investigator/decisionmaker, the CO should be permitted to approve a reasonable
extension of time for the investigation to be compieted and the Determination issued. If the CO is the
investigation/decisionmaker: upon written request from the CO, the Superintendent should be
permitted to approve a reasonable extension of time for the investigation to be completed and the
Determination issued. In either situation, the administrator granting the extension should communicate
to the parties the new deadline along with a rationale for the extension.]

If, however, the CO, or designated investigator/decisionmaker, determines that the invesligation is going to take
longer, the CO will so notify the parties (x ) and the Superintendent [END OF OPTION] and will thereafter keep
the parties (x ) and the Superintendent [END OF OPTION] informoed of the status of the matter on a _regular
basis [INSERT TIME PERIOD - E.G., BIWEEKLY OR REGULAR] basis.

C. Appeal - A party filing an appeal of the CO's decision to dismiss a complaint {x ), or the Determination, [END OF
OPTION] must do so within five_ (_5_) [INSERT AMOUNT] days of receiving the Dismissal (X ) or
Determination [END OF OPTION]. [DRAFTING NOTE: Neola recommends the Board allow limited appeals
based on the Determination. See DRAFTING NOTE below in the appeal section.]

I'he CO, or the Superintendent it the CO is the individual requesting an extension, may approve reasonable extensions of
the preceding timeframes on a case-by-case basis for good cause with notice to the parties.

The District will take reasonable steps to protect the privacy of the parties and withesses. [X ] These steps will not restrict
the ability of the parties lo present evidence or otherwise participate in the grievance procedures. [END OF OPTION] The
parties shall not engage in retaliation, including against witnesses,
The CO, or designated investigator/decisionmaker, shall objectively evaluate all evidence that is refevant and not otherwise
impermissible — including both inculpatory and exculpatory evidence. Credibiiity determinations shall not be based on a
person's stalus as a complanant, respondent, or witness,
The following types of evidence, and guestions seeking such evidence, are impernussiile (i.e., wiil not he accessed or
considered, except by the District to determine whether one of the exceptions listed below applies; will not be disclosed;
and will not atherwise be used), regardless of whether they are relevant;
A. evidence that s protected under a privitege recognized by Federal or State law, unless the persen to whom the
privilege or confidentiality is owed veluntarily waived the privilege or confidentiality, and
B. & party’s or witness's records that are made or maintained by a physician, psychelogist, or other recognized
professional or paraprofessional in connection with Lhe provision of treatment to the narly or witness, unless the
District obitains that party’s or withess's valuntary, written consent for use in its grievance procedures.
Notice of Allegations:
Upon initiation of the Board's grievance procecureas, the District Compliance Officer shall notify the parties of the following:
A. the Board's grievance procedures (x ) and informal resolution process [END OF OPTION] associated with claims
involving Prohibited Conduct; [DRAFTING NOTE: Neola encourages the Board to include an informal
resolution process.]
B. sufficient information available at the time to allow the parties to respond to the allegations, including the identities
of the parties involved in the incident{s), the conduct alleged to constitute “rohibited Conduct, and the date(s) and
location(s) of the alleged incident(s); and

C. retaliation i1s prohibited.

Should the CO decide, at any point, to investigate allegations that are materially beyond the scope of the initial written
nolice, the CO will provide a supplemental wrilten notice describing the additional allegations to be investigated.

Dismissal of a Complaint:
The CO may dismiss a compiaint of Prahibited Conduct if;
A. the District is unable to identify the respondent afier taking reasonabic steps 1o do so;

B. the respondent is not participating in the District’s education program or activity and is not employed by the Board,
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C. the complainant voluntarily withdraws any or all the allegations n the complaint, the CO declines to initiate a
complaint, and the District determines that, without the complainant’s withdrawn allegations, the conduct that
remains alleged in the complaing, if any, would not constitute Prohibited Conduct even if proven; or
D. the District determines the cenduct alleged in the complaint, even if proven, weuld not constitute Prohibited
Conduct. Before dismissing the complaint, the CO will make reasonable efforts to clarify the allegations with the
complainant.
Upan dismissal, the CO will promptly notify, in writing, the complainant of the basis for the dismissal. If the dismissal occurs
after the respondent nas been notified of the allegations, the CO will also simultaneously notify, in writing, the respondent
of the dismissal and the basis for the dismissal.
The CO will further notify the complainant that a cismissal may be appealed and will provide the complainant with an
opporturity to appeal the dismissal of the complaint. If the dismissal occurs after the respondent has been notitied of the
allegations, then the CO will also notify the respondent that the dismissal may be appealed.
Dismissals may be appealed on the following bases:

A, procedural irregularity that would change the outcome;

B. new evidence that would change the outcome and that was not reasonably available when the dismissal was made;
and

C. the CO had a canflict of interest or bias for or against complamants or respondents generally, or the individual
complainant or respondent, that would change the outcome.

If the dismissal is appealed, the CO will:

A. notify the parties of any appeal, including notice of the allegations, if nalice was not previously provided to the
respondent;

B. implemant appeal procedures equally for the parties;
C. ensure that rhe appeal decisionmaker did not take part in the original dismissal of the complaint;

D. ensure that the appeal decisionmaker has been trained consistent wilh this Policy ¢)-and-Ac-1422HEND-OF
OPTIONT;

E. provide the parties a reasonable and equal opportunity to make a statement in support of, or challenging, the
outcome; and

F. notify the parties of the result of the appeal and the rationale for the result.
When a complaint is dismissed, the CO will, al a mimimum:
A. offer supportive measures to the complainant as appropriate;

B. i the respondent has been notified of the allegations, offer supportive measures Lo the respondent as apprepriate;
and

C. take other prompt and coffective steps, as appropriate, to ensure that Prohibited Conduct does not continue or recur
within the Distrct's education programs or activities,

[DRAFTING NOTE: Neola encourages the Board to select the following option so the CO can choose, in
appropriate circumstances, to offer the parties the opportunity to participate in an informal resolution process,
or to honor the parties’ request to use an informal resolution process, to end the Prohibited Conduct, prevent
its recurrence, and remedy its effects.)

[x ] [OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]

Informal Resolution Process:

in Hew of resolving a complaint through the Board's formal gricvance procedures, the parties may instead elect to
participate in an informal resolution process. The District will not offer :nformal resclution Lo resalve a complaint when such
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a process would conflict with Feceral, State, or local law.
[END OF OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
Adding Allegations and/or Consolidating Complaints:

If, in the course of an investigation, the District decides to investigate additional atlegations of Prohivited Conducl vy the
respondent toward the complainant that are not included in the onginal Notice of Allegations or to consolidate charges
raised in a different complaint involving the same responacent, the CO will notify the parties of the additional allegations.

Investigation:
The District will provide tor an adequate, reliable, and impartial investigation of complants.

The burden is on the District — not on the parties — to conduct an investigation that gathers sufficient evidence to
determine whether Prohibited Conduct eccurred,

The CO, or the desigrated investigator/decisionmaker, will provide an equal opportunity for the parties to present fact
witnesses and olher inculpatory and exculpatory cvidence that are relevant and not otherwise impermissible.

The CO, or the designated investigator/decisionmaker, will review all evidence gathered through the investigation and
determine what evidence is relevant and what evidence is impermissible, regardless of relevance.

Determination of Whether Prohibited Conduct Occurred:

Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the CO or designated
investigator/decisionmaker will:

A. Use the preponderance of the evidence standard of praof to determine whether Prohibited Conduct cccurred. This
standard of proaf requires the decisionmaker to evaluate relevant and not ctherwise impermissible evidence for its
persuasiveness, If the decisionmaker, applying the applicable standard, is net persuaded by the relevant and not
otherwise impermiss:ble evidence that Prohibited Conduct occurred, regardless of the quantity of the evidence, the
decisionmaker will not determine that Prohibited Conduct occurred. [DRAFTING NOTE: While a board of
education could elect to use the “clear and convincing” evidence standard of proof, Neola does not
recommend it. If a board does select the “clear and convincing” standard, it should use it in all other
comparable proceedings. Neola expects it will be a rare situation when a board chooses to use a clear
and convincing standard of proof.}

B. Nctify the parties, in writing, of the determination whether Prohibited Conduct occurred, including the rationale for
such determination 3ard-the-procedures—and-permissible-basaes-far-the-complainant-andrespondentto
appect FEND- QR OPTICNT.

C. Not impose discipline on a respondent for Prehibited Conduct unless there is a determination at the conclusion of the
grievance procedures that the respondent engaged in Prohibited Conduct.

D. If there is a determination that Prohibited Conduct occurred, the CO will, as apprepriate:
1. coordinate the provision and implementation of remedies to a complainant and other people the District

identifies as having had equal access to the District’s education programs or activities limited or denied by
the Prohikited Conduct;

2. coordinate the imposition of any disciplinary sanctions on a respondent-{);—reludingrotificationto-the
' 5 SEHRHaR-STACHOHS ; and

(%]

. take other appropriate prompt and effective steps to ensure that the Prohibited Conduct does not continue or
recur within the District's education prograrns or activities.

E. Comply with the grievance procedures before the imposition of any disciplinary senctions against a respondent,

F. Not discipline a party, witness, or others participating in the grievance procedures for making a false
statement based solely on the determination of whether Prohibited Conduct accurred,
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(DRAFTING NOTE: If the CO dismisses a complaint in the Evaluation stage (i.e., prior to commencing an
investigation), the complainant may appeal as set forth above. Neola also recommends the Board include an
appeal process related to the Determination.}

[ x 1 [OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
Appeal of Determinations:

If a party disagrees with the decisionmaker’s determination as to whether Prohibited Conduct occurred, the party may file
an appeal. Appeals must be submitted, in writing, within five (5__) (INSERT AMOUNT) days of the appealing party’s
receipt of the Determination.

A party may appeal a Determination on the following bases:
A, procedural irregularity that would change the outcome;

B. new evidence that would change the outcome and that was nol reasonably available when the investigation occurred
and the Determination was made; and

C. the CO, or the designated investigator/decisionmaker, had a conflict of interest or bias for or against complainants or
respondents generally or the individual complainant or respondent that would change the outcome;

[DRAFTING NOTE: The Board may insert additional grounds on which an appeal may be filed.]

[ x1 The complainant may not challenge the ultimate disciplinary sanclion/consequence that is imposed. ([END OF
OPTION]

[DRAFTING NOTE: The following options are offered in case the Board wants the Superintendent to serve as
the appeal decisionmaker or the Board wants to nominally be identified as the appeal decisionmaker but will
be delegating the responsibility to a person who is properly trained. Neola does not recommend that the Board
Itself be named as the appeal decisionmaker because of the preference for the decisionmaker to be trained to
render a decision. If the Board wants to serve as the appeal decisionmaker, it should discuss this issue with its
Legal Counsel. Select OPTION 1 or OPTION 2 below.]

(x ] [OPTION 2]

The Superinlendent shall serve as the appeal decisionmaker, provided the Superintendent has nol been atherwise involved
in the grievance procedures (i.e., did not serve as the investigator/decisionmaker or informal resolution process facilitator)
and is appropriately trained. If the Superintendent is not eligible to serve as the appeal decisionmaker, the CO will
designate an appeal decisionmaker, wha will be a person who did not conduct the Investigation and render the

Determination, and is approprialely trained 3-as-setforth-in-AG-1422-FEND-OF-INTERNAL-OPTION].

[END OF OPTION 2]
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[END OF OPTIONS]
If a party appeals the Determination, the CO will:
A, notify the parties of the appeal;
B. implement appeal procedures equally for the parties;

C. provide the parties a reasonable and equal opportunity to make a statement in support of, or challenging,
the Determination;

D. provide the appeal decisionmaker with the relevant and not otherwise impermussible evidence and
the Determination; and

E. notify the partics, in writing, of the result of the appeal and the appeal decisionmaker’s rationale for the outcome,

Parties Provided a Reasonable and Equal Opportunity to Make a Statement in Support of, or Challenging, the
Dismissal ( x) or Determination [END OF OPTION]

When a party files an appeal, the party must set furth the reason(s)/basis/bases for the appeal, and the other party will
have _five_  (_5_) [INSERT AMOUNT] days lc provide the appeal decisionmaker with a statement in support of their
position. Once the decisionmaker receives the statement (or the deadline for filing such a statement expires), the appeal
decisionmaker will have _ten_ (10__) [INSERT AMOUNT] days Lo issue a decision on the appecal.

[DRAFTING NOTE: Neola suggests any appeals should be filed within five (5) days of the parties receiving
written notice of the Determination. Neola further suggests that the timeline for the other party submitting a
statement be equivalent to the timeframe in which an appeal has to be filed. Finally, Neola suggests the appeal
decisionmaker have ten (10) days from receipt of the statements to issue a decision.]

While a party appealing a Determination may argue the reason/basis for the appeal is that new cvidence has been
discovered/oblained that would change the outcome and that said new evidence was not reasonably available when the
Determination was originally made, the party may not submit the new or addilional evidence during the appeal process.
Rather, the party appealing should identify/describe in detail the evidence, including how and when it was
discovered/obtained, and explain why it was not reasonably available during the Investigation (i.e., prior to the
Determination}. If the appeal decsicnmaker accepts the proffered cxplanation, the appeal decisionmaker should remand
the case back to the investigator/decisionmaker (i.e., reopen the investigation} so the new evidence may be submitted and
considered by the other party and the investigator/decisionmaker.

The appeal decisionmaker shall determine the outcome of the appeal based on the appeal decisionmaker’s independent
review of the record (i.e., the relevant and not atherwise impermissible evidence and the written determination) and the
appeal decisionmaker’s application of the law and Board policy to the facts in the record. The appeal decisionmaker must
give due deference and due weight to the decisionmaker’s factual findings and credibility determinations and should not
overturn them unless non-testimonial extrinsic evidence in the record justifies a contrary conclusion or unless the record
read in its entirety compels a contrary conclusion. Generally, the appeal decisionmaker is expected to uphold the original
Determination unless the appeal decisionmaker concludes the original Determination is unlawful, unreasonable, or against
the manifest weight of the evidence. Every reasanable presumption must be made in favor of the criginal Determination.

The appeal decisionmaker shall

[DRAFTING NOTE: The Board must select either OPTION 1 or OPTION 2 unless the Board appointed an
independent Third Party to serve as the Board's appeal decisionmaker, in which case the Board should select
OPTION 3.]

( x) [OPTION 1]

simultaneously notify the parties, in writing, of the result of the appeal and the rationale for the outcome,

END-GF ePTION 1}

ter}

O1HOoPTION-2}

natif-the-CO-A-writing-of-theresult-ef the-appeat-and-the-rationaleforthe-outeome—The CO-will- thep-sirmultancousty
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The (% ) appeal decisionmaker 's-E}-Board’s-FEND-OF-OPTFIONT-docision shall be final.

[END OF OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
Supportive Measures:

The District will offer and coordinate supportive measures as appropriate for the complainant and/or respondent to restore
or preserve that person’s access to the District’s education programs or activities or provide support during the grievance
procedures andfor during the informal resolution process. For allegations of Prehibited Conduct other than prohibited
harassment or retaliation, the District’s provision of support measures does not require the District, Board employees, or
any other person authorized to provide @id, benefit, or service on the District’s behalf to alter the alleged
discriminatory/retaliatory conduct for the purpose ot providing a supportive measure,

The CO shall determine appropriate suppartive measures on a case-by-case basis. Supportive medsures may vary

depending on what the CO deems to be reasonably available. Supportive measures may include, but are not limited to:

modifications of work schedules, mutual restrictions on contact between the parties; changes in work locations; leaves of

absence; increased socurity and menitoring of certain work seltings; training related to Prohibited Conduct; )referrat-te
i A : and other similar measures.

Supportive measures must not unreascnably burden either party and must he designed to protect the safety cf the parties
and/or the District’s educational environment, or to provide support during the Board's grievance procecures or the
informal resolution process.

The District will not impose such measures for punitive or disciplinary reasons.

The CO may, as appropriate, modify or terminate supportive measures at the conclusion of the grievance procedures, or at
the conclusion of the informal resolution process, or the District may continue them beyond that peint.

A party may seek additional moddication or termination of a suppertive measure applicable to them if circumstances
change materially.

The District will not disclose information about any supportive measures to persons other than the person to whom they
apply, including informing one party of supportive measures provided to another party, unless necessary to provide the
supportive measure of resiore or preserve a party's access to the District's education programs cr activities, ot as otherwise

permitted under existing law andior policy.

The Superintendent may place an employee respondent on administrative leave from employment respensibilities during
the pendency of the Board's grievance procedures,

Disciplinary Sanctions and Remedies:

Following a determination that Prohibited Conduct occurred, the District may impose disciplinary sanctions, which may
include:

A, {x ) oral ur written warning;
B. (x ) written reprimands;

C. ( x) required counseling;
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D. ( x) required training or education;
E. ( x) demotion;
F. (X ) suspension with pay;
[END OF OPTIONS]
G. suspension withoul pay;
H. termination; and

1. any other sanction authorized by any applicable Board policy, Employee/Administrater Hancbook, and/or collective
hargaining agreement.

The District may also provide remedies, which may include disciplinary sancticns/cansequences. The CO will notify the
Superintendent of the recommended remedies, 5o an autherized administrator can consider the recommendation and
implement appropriate remedies in compliance with applicable due process procedures, whether statutory or contractual.

[DRAFTING NOTE: The Board should review applicable policy(ies)/administrative guidelines/employee
handbooks to determine whether changes are needed to establish timelines associated with impaosition of
discipline as a result of possible delays caused by the Board implementing the preceding grievance
procedures; likewise, the Board may need to discuss with union representatives how implementation of the
grievance procedures may impact any disciplinary provisions contained in applicable collective bargaining
(e.g., timelines, permitted attendees at investigative interviews, etc.).]

Discipline of an employee will he implemented in accordance with Federal and State law, Board policy, and applicable
previsions of any relevant collective bargaining agreement,

Retaliation

Retatiation against a person who makes a report or files a complaint alleging Protibite¢ Conduct or retahation, or
participates in an investigation, 1s prehibited. Neither the Beard nor any other person may intimidate, threaten, coerce, or
discriminate against any individual for the purpose of interfering with any right or privilege secured by the U.S.
Constitution, the Michigan Constitution, Federal or State law, or this policy, or because the individual made a report ar
complaing, testified, assisted, or perticipated or refused to participate in any manner in an investigation, proceedirg, or
hearing under this palicy. Intimidation, threats, coercion, or discrimination, including imitiating a disciplinary process against
a person for a code of conduct violation thet does not involve Prohibited Conduct but arises out of the same facts ancd
circumstances as a complaint or information reported about possible Prohibited Conduct, for the purpose of interfering with
the exercise of any right or privilege secured by Federal or State lew constitutes retaliation, Retaliation against a person for
making & cormplaint or participating in an investigation is a serious violation of this policy that can result in the imposition of
disciplinary sanctions/consequences and/or other appropriate remedies,

Complaints alleging retaliation may be filed according to the grievance procedures set forth above. The District shall initiate
its grievance pracedures upon receiving any complaint alleging retaliation.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
pronibited under this policy.

Charging an individual with a code of conduct vialation for making a materially false statement in bad faith in the course of
a grievance proceeding under this policy shall not constitute retaliation, proviced, however, that a determination that
Prohibited Conduct occurred, alone, is not sufficient to conclude that any party made a materially false statement in bad
faith.

Privacy/Confidentiality

The District will employ all reasonable efforts to protect the rights of the complainant, the respondent{s}, and the witnesses
as much as possible, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform
with any discovery or disclosure obligations. The District will keep confidential the ident'ty of any individual who has made
complaint of Prohibited Conduct, any complainant, any individua! who has been reported to be the perpetrator of Prohibited
Conduct, any respondent, and any witness, except as may be permitted by the Family Ecucational Rights and Privacy Act
("FERPA"), 20 1.5.C. 1232g, or FERPA regulations, 34 C,F.R. part 99, or as required by law, or to carry out the purposes of
relevant Federal or State law or regulations, inciuding the conduct of any investigation, hearing, or judicial proceeding
arsing thereunder {i.e,, the District's abhigatior to mainta:n confidentiality snall not impair or otherwise affect the
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complainant’s and respondent’s receipt of the information to which they are entitled related to the investigation and
determination of whether Prohibited Conduct occurred). All records generated under the terms of this policy shall be
maintained as confidential Lo the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
respondent must be provided the complainant's identity.

During an investigation, the CO or designated investigator/decisionmaker will instruct each person who is interviewed about
the importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not
to disclose to other members of the School District Community or Third Parties any information that is learned or provided
during the course of the investigation.

Sanctions and Monitoring

The Baard shall vigorously enfarce its prohibitions against Prohibited Conduct by taking appropriate action reasonably
calculated to stop and prevent further misconduct. While observing the principles of due process, a violation of this policy
may result in disciplinary action up to and including the discharge of an employee. All disciplinary action will be taken in
accordance with applicable State law and the terms of the relevant collective bargaining agreement(s). When imposing
discipline, the Superintendent shall consider the totality of the circumstances involved in the matter. In those cases where
Prohibited Conduct is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants
discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).

Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanclions imposed by the Board and/or Superintendent shall be reasonably calculated to end

such conduct, prevent its reoccurrence, and remedy its effects.,

Application of the First Amendment

The Board will (_onstrue and apply this pollcy conslstont with the First Amendment to the U.S. Cunstltuuun (—)—ead—&she

Training

All employees, investigators, decisionmakers, facilitators of informal resolution process, the District Compliance Officer(s),
and other persons who are responsible for implementing the Board’s grievance procedures or have the authority to modify
or terminate supportive measures shall recetve trammg celated to their duties under appucable Federal and State laws and
this policy, F3-Fhe-training-af be-pre z eF-th

mmﬁmﬂmmm “'ho tlaln ng shall not rely aon stereotypes involving
Prolected Classes

[x ] Training materials will be made available for inspection upon request by members of the public. [END OF OPTION]
Recordkeeping (including retention of investigatory records and materials)

The District Compliance Otticer{s) is/are responsible for cverseeing retention of all records that must be maintained
pursuant to this policy. All individuals charged with canducting investigations under this policy must retain all information,
documents, electronically stored information, and electronic media {as defined in Policy 8315) created and received as part
of an investigation. Records and materials associated with the implementation of this policy shall be retained in accordance
with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for the period set forth below, unless required to be maintained
for a longer period pursuant to the District’s records retention schedule.

[DRAFTING NOTE: For purposes of uniformity, Neola recommends that the Board use the same seven (7) year
period for recordkeeping that is required by the 2020 Title IX regulations - see Board Policy 2266; if the Board
selects a different timeframe for maintaining the below specified records, it should verify the time period
selected is consistent with and/or reflected in its record retention schedule - see AG 8310.]

The District shall maintain for a period of seven (7) calendar years the following records:

A. for each complaint of Prohibited Conduct, records documenting the informal resclution pracess and/or the grievance
procedures followed and the resulting outcome;
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B. for each notification that the District Compliance Officer receives of intormation about conduct that regsonably may
constitute Pron:bited Conduct, records documenting the actions the District teck to imptement this policy; and

C. all materials used to provide e training referenced above (ardr-A6+422-{END-OFOPTION].

The information, documents, ESL, and electronic media (as defined (n Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law {e.q., student records, medical records).

Outside Appointments, Dual Appointments, and Delegations

The Board retains discretion to appoint suitably gualified persons wno are not Board employees to tulfili ary furction of the
Roard under this palicy including, bul not imitee ta, District Compliance Officer, investigator, detisiunmaker, appeal
decisionmaker, or faciitator of the infarmal resclution process.

The Board also retains discretion ta appoint twe (2} or more persons Lo jeintly fulfill the role of District Compliance Officer,
invesligator, decisionmaker, appeal decisicnmaker, end lacilitator of the informal resolution process,

The Superintendent may delegate functions assigned to a specific Board empleyee under this policy including, but not
limited to, the functions assigned Lo the District Compliance Oftficer, investigator, decisisnmaker, appeal decisionmaker, and
facilitator of the informal resalution process to any suitably gualified individual, and such delegation may be rescinded by
the Superintendent at any time.

[DRAFTING NOTE: The following option expressly sets forth authority that the Board has, regardless of
whether it is included in this policy, but is offered for those boards of education that may want to affirmatively
communicate to/address these issues for readers of this policy.)

[x ] Discretion in Application

The Board retains discretion to interpret and apply this policy in @ manner that is not clearly unreasonable, even if the
Board’s interpretation or application differs from the interpretation of any specific complainant and/or respondent.

Despite the Board’s reasonable effotts to anticipate all eventualities (n crafting this policy, 1tis possible that unanticipated
or extraordinary circumstances may nat be specifically or reasonably addressed by the express palicy language, in which

case the Baard retains discretion to respond to the unanticipated or extraordinary circumstance in a way that is not clearly
unreasonable,

The provisions of this policy are not contractual in nature, whether .n their own right or as part of any other express or
implied contract. Accordingly, the Board retdins discretion to revise this policy at any time and for any reasor. The Board
may apply policy revisions to an active case provided that doing so is not clearly unreasonable.

[END OF OPTION]

© Neola 2025
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NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

po4d122

M.C.L. 37.2101 et seq., 37.1101 et seq.

20 U.S.C. 1092(F}(6){A)(v}

20 U.S.C. 1232g

20 U.S.C. Section 1681, Title IX of Education Amendment Act

20 U.S.C. Section 1701 et seq,, Equal Educational Opportunities Act of 1974
20 U.8.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.ER, Part 1635

729 U.5.C. 201 et seq., The Fair Labor Standards Act ("FLSA")

29 U.S.C. 218d, PUMP for Nursing Mothers Act ("PUMP Act")

29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967

29 U.5.C. 701 et seq. {in particular 794}, Rehabilitation Act of 1973, as amended
34 C.F.R. Part 110 (7/27/93)

38 U.S.C. Chapter 43 4301-4335 (sce in particular 431 1(a) [prohibits discrimination
based on military service] and 4312 [reemployment rights]}, Uniformed Services
emplayment and Reemployment Rights Act {"USERRA™)

42 U.S.C. 1983
42 U.S.C. 2000d et seq.

42 \U.5.C. 2000e et seq., Civil Rights Act of 1964 (e.g., Title VI and Title V11), as
amended by the Pregnancy Discrimination Act

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act

42 U.S.C. 2000gqg, Pregnant Workers Fairness Act ("PWFA")

42 U.S.C. 6101 ct seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et scq., The Americans with Disabilities Act of 1990, as amended

Fourteenth Amendment, U.S. Constitution

November 26, 2012

July 1, 2024
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Replacement Policy - Vol. 40, No. 1

1122 - NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

The Board of Education does not discniminate on the basis of race, color, nationzi origin, sex (including pregnancy,
childbirth, and releated medicel cenditions; sexual orientation; and gender identity), disability, age, religion, height, weight,
marital or family status, military status, ancestry, genetic infermation, or any other lagally pretected category {ccllactively,
Protected Classes) in its programs and aclivites, including employment opportunities.

The Board is committed to providing a work environment that is free from Prohibited Conduct, responrcing premptly anc
offectively when it has knowledge of conduct that reasonably may constitute Prahibited Conduct, and addressing Prohibited
Conduct in its education programs or activities. This commitmert applies to all District operations and this policy applies to
brohibited Conduct occurring within or as a part of the DistricU's education pregrams and activities, whether on school
property or at another lecation ¢uring an activity sponsored by the Board.

Parsans wha commit Prohibited Conduct are subject to the full range of disciplinary sanctions set torth in this policy.

The Board will provide persons who have experienced Prohibited Conduct with angning remedies as reasonably necessary
to restore or preserve access to the District’s education programs or activities,

All school employees share responsibility for avoiding, discouraging, and reporting any form of Prohibited Conduct,
The Board will take immediate action to address the following prohibited acts:

A. Retshating against a person who has made a report or filed a complaint alleging Proh:bited Conduct, or has
participated in the below-described grievance procedures.

B, Filing a malicious or knowingly false report or complaint of Prohihited Conduct.

C. Disregarding, failing to appropriately address, or delaying action to appropriately address allegations of Prohibited
Conduct when responsibility for reporting and/or investigating such charges cornprises part of one's
admiristrative/supervisary duties.

Definitions:

Words used in this policy shall have those meanings defined herein; words not detined herein shall be construed according
to their plain and ordinary meanings,

Bullying means: any unwanted and repeated written, verbal, or physical behavior, including any threatening, insulting, or
dehumanizing gesture, by an adult, that is sufficiently severe or pervasive ta create an intimidating, hostile, or otfensive
work environment; or unreasonably interfere with the individual's work performance or participation. It may involve: (a)
threats; (b) intimidation; {¢) stalking; (d) cyberstalking; (e) cyberbullying; (f) physical violence; (g) theft; (h) sexual,
religious, or racial harassment; (i) public humiliation; or {j) destruction of property. Bullying riscs to the level of unlawful
harassment when one (1) or more persons systematically and chronically inflict physical hurt or psychological distress on
one (1) or more employens, and that bullying 1s based upon one (1) or more Pratected Classes, that is, characteristics that
are protected by Federal and/or State civil rights laws. Ordinary teasing, horseplay, arguments, and peer conflict do not
constitute bullying for purposes of this policy.

Complainant means; an employee who is alleged to have been subjected to conduct that could constitute Prohibited
Conduct; or a person, other than an employee, who is alieged to have been subjected to conduct that could constitute
Prohibited Conduct and who was participating or attempting to participate in the District's education programs or activities
at the time of the alleged Prohibited Conduct.

Complaint means: an oral or written request to the District that objectively can be understood as a request for the District
to investigate and make a determination about alleged Prohibited Conduct.,

Day(s): Unless expressly stated aotherwise, the term “day” or “days” as used in this pol:cy means business day{s) (i.e.,
days that the Board office is cpen tor normal operating hours, Monday - Friday, excluding State-recognized halidays).

Disciplinary sanctions means: consequences impased on a respondent followeng e determination that the respandent
engaged in Prohibited Conduct.
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Education programs or activities rafer to: all the District’s operations including, but not limited to, in-person and
onlinefremcte educational instruction, employment, extracurricular aclivities, athletics, performances, and community
engagement and outreach programs. The term applies to all programs and activities operated by the Board on school
grounds or on other praperty owned or occupied by the Board. It also includes events and crcumstances that take place off
schoo! property/grounds but over which the District asserts disciplinary authority {¢.q., at off-campus activities sponscred
by the Board).

Exculpatory evidence means: evidence that is favarable to a respondent because it helps excuse, justify, or absolve a
respondent of alleged wrongdoing and tends to establish that a respondent did not engage in Prohibited Conduct,

Genetic information means: information about: {a) an individual's genctic tests; (b) the genetic tests of that individuadl's
family membars; (¢} the manifestation of disease or disorder in family members of the individual (i.e., family medical
histary); {d) an individual's request for, or receipt of, genetic services, or the participation in chinical research that includes
genetic services by the individual or a family member of the individual; or (e) the geretic information of a fetus carried by
an individual or a pregnant woman who is a family member of the individual and the genetic information of an embtyo
legally held by an indwidual or family member using assistive reproductive technology.

Harassment means: any threatening, insulting, or dehumanizing gesture, use of technology, or written, verbal, or physical
conduct directed against an employae that (a) places the employee in reasonable fear of harm to their person or damage to
their property; (b) has the effect of substantially interfering with the employee's work performance; or () has the eftect of
substantially disruptirig the orderly operation of a school. Each of the following types ot harassment involves unwelcome
physical, verbal, or nonverbal conduct that is based upon an individual's protected characteristic(s) ard has the purpose or
effect of interfering with the individual's work performance or creating an intimidating, hostile, or offensive work
environment.

A. Age Harassment means: harassment based on negative perceptions about older workers. It also includes
harassment hased on stereotypes aboul older workers, even if they are not motivated by animus, such as
pressuring an older employee to transfer to a job that is less technology-focused because of the perception that
older workers are not well-suited to such work or encouraging an older employee to retire,

B. Disability Harassment mcans: harassment based upon a perscn’s disability and includes harassment based upon
stereotypes about individuals with disabilities in general or about an individual's particular disability, Tt also includes
harassment based on trails or characteristics linked to an individual's disability, such as how the person speaks,
looks, or moves. For example, negative comments about an individual's speech patterns, movement, physical
impairments, or defects/appedrances, or the like, Disability-based harassment includes: {a} harassmaont because an
individual requests or receives reasonable accommodation; (b) harassment because an individual s regarded as
having an impairment, even if the individual does not have an actual disability, or & record of disability; (¢)
harassment because an individual has a record of a disahility, even if the individual currently does not have a
disability; and (d) harassment based on the disability of an individual with whom the employee is associated. Finally,
disability-based harassment may occur where canduct is directed at or pertains to a person's genctic infermation.

C. National Origin/Ancestry Harassment means; harassment due to a person’s (or their ancestor’s) place of origin.
Such harassing conduct can include ethnic slurs or epithets, derogatory commuents about individuals of a particular
nationality, and use of stereotypes about a person‘s national origin. Additionaily, it can include harassment regarding
traits or characteristics linked to an individual’s natioral origin, such as physical characteristics, ethnic o cultural
characteristics or customs (e.g., surnames, attire, or diet), or linguistic characteristics (e.g., 8 person's manner of
speaking, non-English language accent, or a lack of fluency in English},

D. Race/Color Harassment means; unwelcome physical, verbal, or nonverbal conduct that i1s based upen an
individual's race or color and has the purpase ar effect of interfering with the individual's work performance; or
creating an intimidating, hostile, or offensive work environment. Such harassment may occur where conduct is
directed at the characteristics of a person’s race or color, such as racial slurs, nicknames implying stereotypes,
epithets, and/ar negative references relative to racial customs.

E. Religious {Creed) Harassment means; harassment based on a person’s surname, religion (including atheism or
lack of religious bel:ef), religious traditions and oractices, or religicus dress/clathing, and includes making offensive
comments about the same. It also includes religious slurs or epithets, harassing cenduct based on religious
stereotypes, and harassment associated with a person’s request for and/or receipt of religious accommeoedation,
Religious harassment also involves explicitly or implicitly coercing an employee to engage in religious practices at
work.

F. Sexual Harassment mears {*or purposes of this policy and consistent with Title VII of the Civil Rights Act of
1964): unwelcome sexudl advances, requests for sexual fovers, and other verbal or physical conduct of a sexual
nature when: (2} submission to such conduct is made either implicitly or explicitly a term or condition of an
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individual's employment; (b} submission or rejection of such conduct by an individual is used as the basis for
employment decisions affecting such individual; or (c) such conduct has the purpose or effect of interfering with the
individual's work performance; or creating an inlimidating, hostile, or offensive working environment. Sexual
harassment may involve the behavior of a persan of any gender against a person of the same or another gender.

1, Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or
Aclivilies is not included in this policy. Allegations of such conduct shall be addressed solely by Policy 2266,

2. Prohibited acts that conslitute sexual harassment under this policy may take a vanety of forms. Examples of
the kinds of conduct that may constitute sexual harassment include, but are not limited to:

a. Conduct of a sexualized nature, such as unwanted conduct expressing sexual attraction or involving
sexual activity {e.g., unwelcome sexual propositions, invitations, solicitations, and flirtations;
unwanted physical and/or sexual contact, including unwelcome and inappropriate touching, patting, or
pinching (x ); and obscene gestures [END OF OPTION].

4

Sexual attention or sexual coercion, such as demands or pressure for sexual favors {e.9., threats or
insinuations that a person's employment, wages, or gther conditions of employment may be adversely
affected by not submitting to sexual advances; giving unwelcome personal gifts such as lingerie that
suggest the desire for a romantic relationship; leering or staring at someone in a sexual way, such as
staring at a person’s breasts, bulttocks, or groin).

gl

Rape, sexual assault, or other acls of sexual violence,

[«

Discussing ar displaying visual depictions of sex acts or sexual remarks {e.g., unwelcome verbal
expressions of a sexual nature, including graphic sexual commentaries about a person's body, dress,
appearance, or sexual activities; the unwelcome use of sexually degrading language, profanity, jokes
or innuendoes; umvelcome suggestive or insulting sounds or whistles; ohscene telephone calls, texts,
etc.; sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings or

literature placed in the work environment; asking or telling about sexual fantasies, sexual
preferences, or sexual aclivities; speculations about a person’s sexual activities or sexual history, or
remarks about one's own sexual activities or sexual history}.

o

A consensual sexual relationship where such relationship leads to faveritism of a subordinate
employee with whom the superior is sexually involved and where such favoritism adverscly affects
other employees or otherwise creates a hostile work environment.

pnal

Verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping
that does nol involve conduct of a sexual nature,

g. Non-sexual conduct based on sex, such as sex-hased epithets; sexist comments (such as remarks
that women do not belong in management or that men do not belong in the nursing profession); or
facially sex-neutral offensive conduct motivated by sex (such as bullying directed toward employees of
one sex).

o

Harassment based on pregnancy, childhirth, or related medical condition, which may include Issues
pertaining to lactation, using or not using contraception, or deciding whether to have, or not to have,
an abortion.

Not all behavior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct
must be objectively offensive (a reasonable person would find it hostile or abusive), subjectively offensive {the complainant
aclually percerved 1L as abusive), and either sufficiently severe {a single extremely serious incident) or pervasive (a pattern
of hehavior), such that it adversely affects, limits, or denies an individual's employment, or creates a hostile or abusive
employment environment.

Inculpatory evidence means: evidence that links a respondent to alleged wrongdoing and tends to establish a respondent
engaged in Prohibited Conduct (i.e., has cuipability).

Military status mecans: a person's past, current, or future membership, service, or obligation in a uniformed service {e.q.,
Army, Manine Corps, Navy, Air Force, Space Force, Coast Guard, Public Health Service Commissioned Corps, and Nationai
Oceanic and Atmaospheric Administration Commissioned Officer Corps). Service in the uniformed services also means the
performance of duty, on a voluntary basis, or involuntary hasis, in a uniformed service, under competent authority, and
includes active duty, active duty for training, initial active duty for training, inaclive duty for training, and full-time National
Guard duty. It further includes the period of time for which a person is absent from employment for the purpose of an
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examination to determine the fitness of the persen to perform any such duty as listed above,
Party means: a complainant or respondent.
Pregnancy, childbirth, or related medical conditions means:

A, “Pregnancy” and "childbirth” refer to Lthe pregnancy or childbirth of a speaific employee and include, but are not
limited to, current pregnancy; past pregnancy; potential or intended pregnancy {which can include infertility, fertility
treatment, and the use of contraception); labor; and childvirth (including vaginal and cesarean delivery).

B. "Related medical conditions” are medical conditions relating to the pregnancy or chikibirth of a specific employee,
and may include termination of pregnancy, including via mescarriage, stillbirth, or abortion, ectopic pregnancy;
preterm labor; pelvic prolapse; nerve injuries; cesarean or perineal wound infection; maternal cardiometabolic
disease; gestaticnal diabetes; preeclampsia; HELLP (hemolysis, elevated liver enzymes and low platelets)
syndrome; hyperemesis gravidarum; anemia; cndometriosis; sciatica, lumbar lordosis; carpal tunnel syndrome;
chronic migraines; dehydration; hemorrhoids; nausea or vormiting; edema of the legs, ankles, feet, or fingers; high
blood pressure; infection; antenatal (during pregnancy) anxiety, depression, or psychosis; pestpartum depression,
anxiety, or psychos:s; frequent urinatior; incontinence; loss of nalance; vision changes; variccse veins; changes in
hormonea lovals; vaginal bleeding; menstruation; and lactation and conditions refated to lactation, such as low milk
supply, engorgemnent, plugged ducts, mastitis, or tungal intections. The preceding list of related medical conditions is
not exhaustive.

Prohibited Conduct means: unlawful discrimination or harassment based on g person's Protected Class(es) cr retaliation.
Such misconduct involves a violation of Federal and/or State civil nghts laws.

Relevant means: related fo the allegations of Prohibited Conduct under investigation as part of the Board's grievance
procedures. Questions are relevant when they seek evidoence that may aid in showing whether the alleged Prohibited
Conduct occurred, and evidence is relevant when it may aid a decisionmaker in determining whether the alleged Prohibited
Conduct nccurred.

Remedies maans: measures provided, as appropriate, to a complainant or any other person the District icentifies as
having nad their equal access to the District's education programs or activities imited or denied by Prohibitec Conduct.
These measures are provided to restore or preserve that person’s access to the Distoict’s education program or activity after
the District determines that Pronibited Conduct occurred.

Respondent mecans: a persen who is alleged to have engaged in Prohibited Cenduct,

Retaliation means: intimidatian, threats, coercion, or discrimination against any person by the District, a student, a Board
employee, or any other person authorized by the Board to provide aid, bencfit, or service under the District’s education
programs or activities, for the purpose of intertering with any right or privilege secured by Federal or State law, or because
the person has reported information, made a complaint, testified, assisted, or participated or refused to participate in any
manner in an investigation, proceeding, or hearing under applicable Federal or State laws or regulations.

School District community means: students and Board employees (i.e., administrators and professional and classified
staff), as well as Boar¢ membhers, agents, volunteers, contractors, or cther persens subject to the control and supervision
of the Board.

Supportive measures means: non-disciplinary, non-punitive individualized services offered as appropriate, as reasonably
available, without fee or charge to the complainant or the respondent hefore or after making a report or filing a complaint.
Such measures are designed te restore or preserve that party’'s access to the District's education programs or activities
without unreasonably burdening the other partly, including measures cesigned to protect the safety of all parties or the
District's educational environment or deter Prohihited Conduct. Supportive measures may include mod:fications of work
schedules, mutual restrictians ot contact between the parties, changes in work locations, leaves of absence, increased
security and monitoring of certain work settings; training related to Prohibited Conduct, )-referrat-to-EmpleyecAssistance
Brograrr—END-OFOPTFEONT-and other similar measures,

Third Parties means: quests and/or visitors on District property {e.g., visiting speakers, participants an oppoesing athletic
teams, parents), vendors doing business with, or secking to do husiness witr, the Board, and other individuals who come in
contact with members ot the School District community at school-refated events/activities (whether en or off District
property).

Pregnancy, Childbirth, and Related Medical Conditions

I'he Board will not discriminate dagainst an employee based on the person's current pregnancy, potential or intent tc become
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pregnant, past pregnancy, or medical conditicr related to pregnancy or childbirth, or because the persan uses hirth control,
or has had or not nad an abortion.

Additicnally, the Board will provide a reasondable accommodation te an employee's known limitation relatec to pregndncy,
childbirth, or a related medicel condition, unless the accommodation will cause the District undue hardship.

The Board will treat pregnancy, childbirth, and related medical conditiors as any other temporary medical conditions for all
job-related purposes, including commencement, duraticn, and extensions uf leave; accrual of seniority and any other
benefit or service; reinstatement; and under any fringe benefit offered te employees by virtue ot employment.

The Board will provide reasonanle break time tor an employee Lo express breast mitk while at work for the first vear after
the employee's child's birth. The Board will provide the employec with a space, other than a bathroom, that is clean,
shielded from view, free from intrusion from coworkers and the public, and which the employee can use as needed to
exptess breast milk, See Board Policy 6700 - Fair Labor Standards Act.

Nondiscrimination Based on Employee’s Genetic Information

The Board prohibits discrimination on the basis of genetic information in all aspects of employment, including biring, firing,
compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditicns, or privileges
of employrment, The Board also does not limit, segregate, or classify employees in any way that would deprive or tend to
deprive Lthem of employment apportunities or otherwise adversely affect the status of an employee as an employee, based
on genetic infarmation. Harassment of a person because of the individual's genetic information is also prohibited. Likewise,
retaliation against an applicant or employee for engaging in protected activity is prohibited.

In accordance with the Genetic Information Nondiscrimination Act {"GINA"), the Board shall not request, require, or
purchdase genetic information of employees, their family members, or applicants for employment. Further, in compliance
with GINA, employces are directed nol Lo provide any genetic information, including the individual's tamily med-cal history,
in response to necessary requests for medical infarmation, with the exception that family medical history may be acquirec
as part of the certification process for FMLA leave, when an employee 15 asking for leave to care for an immediate family
member with a serious health conditicn, Applicants for employment are directed not to provide any genetic information,
including the individual's family medical histery, in response te requests for madical information as part of the District's
application process.

[ x] The District recognizes that genetic information may be acquired thraugh commercially and publicly available
documents like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits,
however, its employees from searching such sources with the intent of finding er obtaining genetic information or accessing
sources from which they are likely to acquire genetic information. [END OF OPTION]

If the District either legally and/or inadvertently receives genetic information abeut an employee or aoplicant for
employment from the employee, applicant for employment, or a medical provider, it shall be treatad as a confidential
medical recard in accordance with law.

The District Complance Officer {see below) shall be responsible fur overseeing the District's compliance with

applicable Federal regulatiors and promptly dealing with any inquiries or complaints. The District Compliance Officer or
designee shall also verfy that proper notice of nondiscrimination for Title 11 of the Genetic Information Nondiscrimination
Act of 2008 is provided to staff members, and that all District requests for health-related information (e.q., to support an
employee's request for reasonable accommodation uncer the Americans with Disabilities Act ("ADA") or a request for sick
leave) is accompanied by a wnitten warning that directs the employee or health care provider not to collect or provide
genetic information, The warning shall read as {ollows:

The Genatic Information Nondiscrimination Act of 2008 ("GINA") prohibits employars and other entities covered by GINA
Title 11, including the Board cf Education, from requesting or requiring genetic intormation of an individual or family
member of Lthe individual, except as specifically allowed by law. To comply with this law, do not provide any genetic
information when responding to this request for medical information (unless the request pestains to a request tor FMLA
leave for purposes of caring for an immediate family member with a serious nealth condition). "Genetic information,” as
defined by GINA, includes an individual's tamily mecical history, the results of an individual's or family member's genetic
test, the fact that an indivicual or an individual's family member scugnt ar received genctic services or participated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an individual's
family member or an embryo lawfully held by an individual or family member receiving assistive reproductive services,
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District Compliance Officer(s)

[DRAFTING NOTES:

1. Neola suggests the Board appoint both a male and a female to serve as the District Compliance Officers,
By appointing two (2) District Compliance Officers, there should always be a District Compliance Officer
available to address a claim that pertains to the other District Compliance Officer. If, however, the
Board appoints more than one (1) District Compliance Officer, Neola recommends that it designate one
(1) of the District Compliance Officers to retain ultimate oversight over the assigned responsibilities and
ensure the Board’s consistent compliance with its responsibilities under applicable Federal and State
laws that prohibit unlawful discrimination/harassment based on protected classes and retaliation.
Alternatively, the Board could appoint a District Compliance Officer and one (1) or more persons to
assist the District Compliance Officer with performance of the responsibilities identifled in this policy
and its accompanying administrative guidelines. Often the person(s) designated to assist a District
Compliance Officer is/are called Deputy or Assistant Compliance Officer(s). If the Board elects this
alternative approach, it would designate a District Compliance Officer for purposes of this policy, and
then designate the other position(s) through its AG. The person(s) in the alternative support role(s) will
need to be trained in the same manner as the District Compliance Officer (see AG 1422).

2. The Board must list in this policy either the Name(s) or Title(s) of the District Compliance Officer(s);
while the Board may list both the Name(s) and Title(s), Neola suggests that the Board only list the
Title(s) in this policy (so the Board does not need to revise/amend the policy whenever there is a
change in the actual person(s) holding the desighated position(s)), but list both the Name(s) and
Title(s) in the requisite notices/ postings (e.g., website) and publications (e.g., handbooks). The District
will also need to decide whether to list the Name(s) and Title(s), or just the Title(s), in Administrative
Guideline 1422 if the District elects to identify the District Compliance Officer in the AG (see DRAFTING
NOTE in the AG; again, if the District lists the Name(s) and Title(s), it will need to remember to update
the AG whenever there is a change in the actual person(s) holding the designated position(s). No matter
what, the Board will need to amend its policy and update its AG, requisite notices/postings, and
publications, whenever it changes the Title of the position(s) designated to serve as the District
Compliance Officer(s).

3. Reminder: Whenever a new person begins to serve as the District Compliance Officer (or in a support
role to the District Compliance Officer), the District needs to make sure the new person is appropriately
trained, in a timely manner, to fulfill the responsibilities of the position to which the person is assigned.]

[END OF DRAFTING NOTES]

The Board designates and authorizes the following individual{s) to coordinate its efforts to comply with the Board's
responsibilities under Federal and State laws that prohibit discrimination, includirg harassment, based on Protecled
Classes and retaliation (also known as “Civil Rights Coordinator{s)” or "Anti-Harassment Compliance Officer{s)")
(hereinafter referred to as the "District Compliance Officer(s)” or "CO(s)"):

Kate Gregory

Asst. Supt. Personnel & Student Services
{(810) 62&-2100

9525 E. Highiland Read

Howell, MI 488473
kategregory@hartlandschools.us

Anna Kulas Rosenthal

Human Resource Specialist

(810) 626-2129

9525 E. Highland Road

Howell, MI 48843
annakujasrosenthal@hartlandschools. us

[DRAFTING NOTE: The District may want to create a static (i.e., fixed) District Compliance Officer -specific
email address and phone number that will not change when the person(s) and/or position(s) designated to be
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the CO(s) change(s) - e.g., CO4CivilRights@(insert District’'s domain) - which the Technology
Director/Department can program to be forwarded to the actual individual(s) serving as the District
Compliance Officer(s) at any given time. Likewise, the District may want to establish a static Telephone
Number for the position of District Compliance Officer that can be forwarded to, and accessed by, the actual
person(s) serving in the CO position(s) at any given time. These two {2) steps will help reduce the information
that needs to be updated in policy, AG, and/or the requisite notices/postings and publications when changes
occur to the specific person(s)/position(s) designated to serve as the CO(s).]

[x ] The Board designates _the Superintendent. [DRAFTING NOTE: Insert Name and/or Title of the
District Compliance Officer who is ultimately responsible for the District’'s compliance with its responsibilities
under Federal and State laws that prohibit discrimination/harassment based on Protected Classes and
retaliation as the individual who is ultimately respansible for oversight over the Board’s compliance with applicable Federal
and State laws and regulations that prohibit discrimination based on the basis of Protected Classes and retaliation. [END
OF OPTION]

[x ] The District Compliance Officer may delegate specific dulies to one (1) or more designees. [END OF OPTION]

The contact information concerning the District Compliance Officer{s) will be published on the Schoe! District’s website. (
Yandanncaly [END-CF-OPTIONG-

A. FHrparenatistudent-and-stat-handbeeks:
o birdividuat . oiter

y AR
7

[DRAFTING NOTE: The Board may want to select the following option when the Superintendent is not the CO.
While Neola recognizes that this may not always be possible, it may be preferable to have the CO be someone
other than the Superintendent because then - if the CO serves as the investigator and decisionmaker - the
Superintendent can serve as the appeal decisionmaker or the facilitator for the informal resolution process.]

[x ] The District Compliance Officer(s) shall repert directly o the Superintendent except when the Superintendent is a
party to a complaint (i.e., either the complainant or the respondent). Under such circumstances, the CO(s} shall report
directly to [SELECT ONE OF THE FOLLOWING] (x ) the Board President-{-)}-the-Beard’'s+egat-Counsel-()
———————— [OTHERIHEND-OF-INTERNAL-OPTIONS] until the matter in which the Superintendent is & parly is
concluded. [END OF OPTION]

Questions about this policy {)ard-AG+422{END-OF-OPTIONT-should be directed to the District Compliance Gfficer(s).

The CO{s) isfare responsible for coordinating the District's efforts to comply with applicable Federal and State laws anc
regulatians, including tre District's duty Lo acoress in a prompt and equitabie manner any inguiries or complaints regarding
discrimination, harassment, retaliat.on, or denial of cqual opportur:ty/access, The CO(s) shall also verify that proper rotice
of nendiscrimination for Title 1T of the Americans with Disabilities Act (as amendad), Title VI and Title VIT of the Civil Rights
Act of 1954, Section 504 of the Rehabilitat:on Act of 1973 {as amended), Genetic Information Nondiscrimination Act

(GINA], and the Age Discrimimation in. Empleyment Act of 1975 is provided to staff members and the general public. £}-Any
SECHOR —Bistriett } et Hg-with-Birirg-promeotien—de ton,—disciphne; =

ey controcts -fEND-OF-OPTIONT

aitable-wpen-requestF

The CQis) will be available during regular work hours Lo discuss concerns related o Prenibited Conduct, to assist
employees, other members of the District community, and third parties who seek support or advice when informing another
individual about Pronibited Concuct, includirg unwelcome conduct, or Lo intercede informally on behalf of the individual in
those instances where concerns have nat resulted in the filing of a formal complaint and wnere all parties are in agreement
to participate in an informal process.

The CO(s) shali monitos the District's education programs and activities for barriers to reporling information about conduct

that reasonably may constitute Prohibited Conduct pursuant to Feaeral and/or State taws that prohibit
discrimination/harassment based on the basis of a Protected Class/Category and retaliation, and take steps reasonably
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calculated to address such barrniers.
Notice of Nondiscrimination

The Superintendent shall provide a notice of nondiscrimination to students, parents, guardians, or other authorized legal
representatives of elementary and secondary students; employees; applicants for admission and employment; and all
unions and professional organizations holding collective bargaining or professional agreements with the Board. Specifically,
the Superintendent shall post the notice of nondiscrimination on the District’s website and in each handhook, catalog,
announcement, bulletin, and application form that it makes available to the persons listed above, or which are otherwise
used in connection with the recruitment of employees. £)-See-AG-i4a2-and-Ferm1422F—MNotice-and-Statement-of
MNengwesminatior—fENB -OF OPTION]

NOTIFICATION/REPORTS OF PROHIBITED CONDUCT

Any person may provide information to the CO(s) concerning conduct that reasonably may constitute Prohibited Conduct.
Such information may be submitted in person, by mail, by telephone, or by electronic mail using the CO's(s") published
contact information, or by any other means (oral or written) that results in the CO{s) receiving the information. Information

rnay be prowded at any time (mcludmg dunng non-work hours) H—Meawneus—repeﬁs—may—b&s&bm&ed—uaag—(—-)—t—he

All Board employees are required Lo notify the CO{s} of conduct that reasonably may constitute Prohibited Conduct. For the
Board to fulfilf its responsibilities under applicable Federal and/or State laws, if a Board employee has knowledge of conduct
that reasonably may constitute Prohibited Conduct, the Board employee must notify the/a CO within two (2) days of
learning the information or receiving the report, [DRAFTING NOTE: The applicable statutes and regulations do not
specify within how many days the Board employee must notify the CO of receiving notification/a report of
Prohibited Conduct; Neola suggests “two (2) days”. Alternatively, the Board could make this language more
open-ended - e.g., "* * * must immediately/promptly notify the/a CO of such information or report.”] The
Board employee must also comply with mandatory reporting responsibilities pursuant to Policy 8462 - Student Abuse and
Neglect, if applicable. If the Board employce’s knowledge about the alleged Prohibited Conduct is based on another
idividual bringing the information to the Board employee’s attention, and the reporting individual submitted a written
notification/report or complaint to the Board employee, the Board employee must provide the written notification/report or
complaint to the CO.

Notification can be provided orally or in writing and should be as specific as possible. The person making the
notification/report should, to the extent known, identify the alleged victim(s), perpetrator(s), and witness{es), and describe
in detail what occurred, including date(s), time(s), and location(s}.

If a notification/report or complaint involves allegations of Prohibited Conduct by or involving the CO, the person making
the report {i.e., providing the notificatian or filing the complaint) should submit it to the Superintendent or another Board
employee whao, in turn, will notify the Superintendent of the report/complaint. The Superintendent will then serve in place
of the CO for purposes of addressing that report of Prohibited Conduct. [DRAFTING NOTE: If the Superintendent is the
CO, substitute “Board President” in place of “Superintendent.”]

When a Board employee notifies the CO of suspected Prohibited Conduct, the employee is required te report all known
details about the alleged Prohibited Conduct including: (1) the name of the alleged respondent(s); (2) the person who
experienced the alleged Prohibited Conduct (i.e., the complainant); (3) other persons involved in the alieged Prohibited
Conduct {e.qg., witnesses); and (4} any other relevant facts, such as date, time, and location. Failure to provide such
notification may result in discipline, up to and including suspension or termination of employment.

Any allegations of misconduct not involving Prohibited Canduct as defined in this policy will be addressed through the

procedures outlined in other Board policies+{)-andfeoradministrative-guidelines{END-OF-OPTION], the applicable Student
Code of Conduct, applicable collective bargaining agreement, and/or Employee/Administratar Handhook.

When a notification/report or complaint of Prohibited Conduct is made, the CO shall promptly (i.e., within two (2}

days [DRAFTING NOTE: The applicable laws and/or regulations do not define “promptly” or otherwise specify
within how many days the contact has to be made; Neola suggests “two (2) days.”] of the CO’s receipt of the
notification/report or complaint of Prohibited Conduct) contact the purported complainant to discuss the availability of
supportive measures, consider the complainant’s wishes with respect to supportive measures, inform the complainant of
the avatlability of supportive measures with or without the filing of a complaint, and explain to the complainant the process
for filing a complaint. The CO is responsible for coordinating the effective implementation of supportive measures. Any
supportive measures provided to the complainant or respondent shall be maintained as confidential, to the extent that
maintaining such confidentiality will not impair the ability of the District to provide the supportive measures.
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GRIEVANCE PROCEDURES
Overview:

The Board adopts the following grievance procedures to provide for the prompt, effective, and equitable resolution of
complaints made by employees, applicants, or other individuals who are participating or attempting to participate in the
District’s education programs or activities {i.e., members of the School District community and Third Parties), or by the CO
alleging any act of Prohibited Conduct.

These grievance procedures shall be used for all complaints of Prohibited Conduct unless it involves conduct involving a
student, in which case the grievance procedures set forth in Policy 2260 or Policy 5517.01 shall apply. These grievances
procedures set forth the means for investigating and resolving claims invalving such Prohibited Conduct; in particular, the
procedures provide a method for assessing - in a prompt, effective, and equitable manner - whether an applicable Federal
or State law was violated and, if it was, how best to end the Prohibited Conduct, prevent its recurrence, and remedy its
effects.

Due to the sensitivity surrounding complaints of Prohibited Conduct, timelines are flexible for initiating the grievance
procedures; however, individuals are encouraged to file a complaint within thirty {(30) days after the conduct occurs, Once
the formal complaint process is begun, the investigation will be completed in a timely manner.

[DRAFTING NOTE: Title VII of the Civil Rights Act of 1964 (“Title VII”) prohibits discrimination In
employment. Specifically, it prohibits employment discrimination based on race, color, religion, sex, or
national origin, and applies to employers with fifteen (15) or more employees. Title IX, on the other hand,
specifically prohiblts discrimination based on sex in education programs and activities that receive Federal
financial assistance, including employment within those institutions, Title IX is addressed by Board Policy
2266 and AG 2266. While both laws aim to prevent sex-based discrimination in the workplace, Title V11 applies
more broadly to various types of employers, whereas Title IX is limited to educational institutions receiving
Federal funds. Ultimately, both faws aim to ensure equal employment opportunities and protect individuals
from discrimination. When a District Compliance Officer recelves a complaint or notification of alleged
miscaonduct involving sex discrimination (in particular, sexual harassment) that involves an employee
complainant and an employee respondent, the District Compliance Officer should consult with the Title IX
Coordinator and/or the Board’s Legal Counsel concerning which law - it may be both — the District will need to
comply with when investigating the allegations.]

Under all circumstances, the CO shall offer and coordinate supportive measures, as appropriate, in accordance with this

policy-)-are-AG-1H422-END-OFOPTION].
Complaints:

The following people may make a complaint of Prohibited Conduct - i.e., request that the District investigale and determine
whether Prohibited Conduct occurred:

A. a “complainant,” which includes:

1. an employee of the District who is alleged to have been subjected to conduct that could constitute Prohibited
Conduct; or

2. a person other than an employee of the District whao is alleged to have been subjected to conduct that could
constitute Prohibited Conduct at a time when that individual was participating or attempting to participate in
the District's education programs or activities;

B. an authorized legal representative with the legal right to act on behalf of a complainant;
C. the District Compliance Officer.

A person is entitled Lo make a complaint of unlawful harassment only if they themselves are alleged Lo have been subjected
to the unlawful harassment, or if the CO initiates a complaint.

[DRAFTING NOTE: This paragraph emphasizes that in order for a person to file a complaint of

unlawful harassment, the person has to have been subjected to the alleged misconduct directly or be a person
who has a legal right to act on behalf of the person who was subjected to the alleged misconduct. This is
consistent with the prior paragraph, where the complainant is identified as an employee who was “subjected
to conduct that could constitute Prohibited Conduct.” The following paragraph, on the other hand, expands
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who can file a complaint - when the alleged Prohibited Conduct does not involve unlawful harassment, or the
complaint involves allegations of retaliation - to persons who are aware of the alleged Prohibited Conduct,
even if that person was not directly affected by or subject to the alleged Prohibited Conduct.]

With respect to complaints of Prohibited Conduct other than unlawful harassment, or complaints involving allegations of
retaliation, in addition to the people listed above, the following persons have a right te make a complaint:

A. any employee of the District; or

B. any person other than an employee who was participating or attempting to participate in the District’s education
programs or activities at the time of the alleged Preohibited Conduct.,

The District may consolidate complaints of Prohibited Conduct against more than one {1) respondent, or by more than one
(1) complainant against one (1) or more respondents, or by one (1) party against another party, when the allegations of
Prohibited Conduct arise out of the same facts or circumstances. When more than one {1) complainant or more than one
(1) respondent is involved, references below to a party, complainant, or respondent include the plural, as applicable.

A person may file criminal charges simultancously with filing a complaint. A person does not need to wait until the District's
internal gricvance procedures are completed before filing a criminal complaint. Likewise, questions or complaints relating to
alleged violations of applicable Federal or State laws may be filed with the U.S. Department of Education’s Office for Civil
Rights, the U.S. Department of Justice’s Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or the
Michigan Department of Civil Rights, at any time based on the underlying statutory basis for the complaint,

Basic Requirements:
The District will treat complainants and respondents equitably.

All persons involved with implementing the grievance procedures and any other aspects of this Policy, including the District
Compliance Officer, the investigator, the decisionmaker, and the appeal decisionmaker, (X ) and the facilitator of the
informal resolution process, [END OF OPTION] shali be free from any conflicts of interest or bias for or against
complainants or respondents generally or an individual complainant or respondent.

[ x] The CO may serve simuitancously as an investigator and/or a decisionmaker. [END OF OPTION] [DRAFTING NOTE:
Neola recommends the Board select this OPTION; note it is "may” (l.e., optional) so the CO can decide when to
serve in both roles and when to designate one or more persons to perform these responsibilities in a given
case.]

Tf the CO does not intend to serve as the investigator/decisionmaker in a specific case, the CO shall designate one (1) or
more administrators who are approprialely Lrained to serve in the role,

In circumstances when the CO and trained administrators do not have time/capacity to serve, or are prevented due to 3
conflict of interest, bias, or partiallty, or other reasons impair the CO and other trained administrators from serving as an
investigator/decisionmaker in a specific case, the CO shall in consuitation with { x) and approval of [END OF OPTION] the
Superintendent or-¢-)-Beard (x ) Board President (as appropriate}, [END OF OPTION] secure one (1) or more
independent third parties to serve as the investigator and/or decisionmaker,

The District presumes that the respondent is nol responsible for the alleged Prohibited Conduct until & determination is
made at the conclusion of its grievance procedures,

Under ordinary circumstances, the Board expects to complete the major stages of the grievance procedures within the
timeframe specified below:
A. Evaluation - The District Compliance Officer will determine whether to dismiss a complaint or investigate it within
ten (10 _ ) [INSERT AMOUNT] days of receiving the complaint. [DRAFTING NOTE: Neola recommends
that the evaluation stage be completed within ten (10) days of the CO receiving notice of the
complaint.]

B. Investigation - The CO, or designated investigator/decisionmaker, shall ordinarily complete the investigation (i.e.,
collect relevant evidence that is not otherwise impermissible) and issue a Determination (i.e., consider the rlevant
and not otherwise impermissible evidence and decide whether Prohibited Conduct occurred) within _twenty
(_20_) [INSERT AMOUNT] days of the CO determining the charges require investigation. [DRAFTING NOTE:
Recognizing that it is important for investigations to be completed and Determinations issued in a
prompt and equitable manner, Neola recommends that a school district typically complete an
investigation and issue a Determination within twenty (20) days.]
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[DRAFTING NOTE: If the Investigator/decisionmaker is someone other than the CO, upon written
request from the investigator/decisionmaker, the CO should be permitted to approve a reasonable
extension of time for the investigation to be completed and the Determination issued. If the CO is the
investigation/decisionmaker: upon written request from the CO, the Superintendent should be
permitted to approve a reasonable extension of time for the investigation to be completed and the
Determination issued. In either situation, the administrator granting the extension should communicate
to the parties the new deadline along with a rationale for the extension.]

If, however, the CO, or designated investigalor/decisionmaker, determines that the investigation is going to take
longer, the CO will so notify the parties (x ) and the Superintendent [END OF OPTION] and will thereafter keep
the parties {% ) and the Superintendent [END OF OPTION] infermed of the slatus of the matter on a _regular
basis [INSERT TIME PERIOD - E.G., BIWEEKLY OR REGULAR] basis.

C. Appeal - A party filing an appeal of the CO’'s decision to dismiss a complaint (X ), or the Determination, [END OF
OPTION] must do so within five__ {_5_) [INSERT AMOUNT] days of receiving the Dismissal {(x ) or
Determination [END OF OPTION]. [DRAFTING NOTE: Neola recommends the Board allow limited appeals
based on the Determination. See DRAFTING NOTE below in the appeal section.]

The CO, or the Superintendent if the CO is the individual requesting an extension, may approve reasonable extensions of
the preceding timeframes on a case-by-case basis for good cause with notice to the parties,

The District will take reasonahle steps to protect the privacy of the parties and witnesses. [x ] These steps will not restrict
the ability of the parties to present evidence or otherwise participate in the grievance procedures. [END OF OPTION] The
parties shall not engage in retaliation, including against witnesses.
The CO, or designated investigator/decisionmaker, shall objectively evaluate all evidence that is relevant and not otherwise
impermissible — including both inculpatory and exculpatory evidence. Credibility determinations shall not be based on a
person’s status as a complainant, respondent, or witness.
The following types of evidence, and questions secking such evidence, are impermissible {i.e., wiil not be accessed or
considercd, except by the District to determine whether one of the exceptions listed beiow applics; will not be disclosed;
and will not otherwise be used), regardless of whether they are relevant:
A, evidence that is prolected under a privilege recognized by Federal or State law, unless Lhe person to whom the
privilege or confidentiality is owed voluntarily waived the privilege or confidentiality; and
B. a party’s or withess's records that are made or maintained by a physician, psychologist, or other recognized
professional or paraprofessional in connection with the provision of treatment to the party or witness, unless the
District obtains that party’s or withess’s voluntary, written consent for use in its grievance procedures.
Notice of Allegations:
Upon initiation of the Board‘s grievance procedures, the District Compliance Officer shall notify the parties of the following:
A. the Board's grievance procedures (x ) and informal resolution process [END OF OPTION] associated with claims
involving Prohibited Conduct; [DRAFTING NOTE: Neola encourages the Board to include an informal
resolution process.]
B. sufficient information available at the time to allow the parties to respond to the allegations, including the identities
of the parties involved in the incident(s), the conduct alleged Lo constitute Prohibited Conduct, and the date(s) and
location(s) of the alleged incident({s); and

C. retaliation is prohibited.

Should the CO decide, at any point, to investigate allegations that are materially beyond the scope of the initial written
notice, the CO will provide a supplemental written notice describing the additional allegations to be investigated.

Dismissal of a Complaint:
The CO may dismiss a complaint of Prohibited Conduct it:
A. the District is unable to identify the respondent after taking reasanable steps te do so;

B. the respondent is not participating in the Dislrict’s education program or activity and is not employed by the Board;
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C. the complainant voluntarily withdraws any or all the allegations in the complaint, the CO declines to initiate a
complaint, and the District determines that, without the complainant’s withdrawn allegations, the conduct that
remains alleged in the complaint, if any, would not constitute Prohibited Conduct even if proven; or

D. the District determines the conduct alleged in the complaint, even if proven, would not constitute Prohibited
Conduct. Before dismissing the complaint, the CO will make reasonable efforts to clarify the allegations with the
complainant.

Upon dismissal, the CO will promptly notify, in writing, the complainant of the basis for the dismissal. If the dismissal occurs
after the respondent has been notified of the allegations, the CO will also simultaneously notify, in writing, the respondent
of the dismissal and the basis for the dismissal.

The CO will further notify the complainant that a dismissal may be appealed and will provide the complainant with an
opportunity to appeal the dismissal of the complaint. If the dismissal occurs after the respondent has been notified of the
allegalions, then the CO will also notify the respondent that the dismissal may be appealed.

Dismissals may be appealed on the foliowing bases:

A. procedural irregularity that wouid change the outcome;

B. new cvidence that would change the ocutcome and thal was no!l reasonably available when the dismissal was made;
and

C. the CO had a conflict of inlerest or bias for or against complainants or respondents generally, or the individual
complainant or respondent, that would change the outcome,

If the dismissal is appealed, the CO will:

A. notify the parties of any appeal, including notice of the allegations, if notice was not previously provided to the
respondent;

B. implement appeal procedures equally for the patrties;
C. ensure that the appeal decisionmaker did not take part in the original dismissal of the complaint;

D. ensure that the appeal decisionmaker has been trained consistent with this Policy )-ard-AG1422-FEND-OF
OLTIONT,

E. provide the parties a reasonable and cqual opportunity to make a statement in support of, or challenging, the
outcome; and

F. notify the parties of the result of the appeal and the rationale for the result.
when a complaint is dismissed, the CO will, at a minimum:
A. offer supportive measures to the complainant as appropriate;

B. if the respondent has been notified of the allegalions, offer supportive measutes to the respondent as appropriate;
and

C. take other prompt and effective steps, as appropriate, to ensure that Prohibited Conduct does not continue or recur
within the District’s education programs or activities,

{DRAFTING NOTE: Neola encourages the Board to select the following option so the CO can choaose, in
appropriate circumstances, to offer the parties the opportunity to participate in an informal resolution process,
or to honor the parties’ request to use an informal resolution process, to end the Prohibited Conduct, prevent
its recurrence, and remedy Its effects.]

[x ] [OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]

Informal Resolution Process:

In licu of resolving a complaint through the Board's formal grievance procedures, the parties may instead elect to
participate in an informal resolution process. The District will not offer informal resoiution to resolve a complaint when such
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a process would conflict with Federal, State, or local law.
[END OF OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
Adding Allegations and/or Consolidating Complaints:

If, in the course of an investigation, the District decides Lo investigate additional allegations of Prohibited Conduct by the
respondent toward the complainant that are not included in the original Notice of Allegations or to consolidate charges
raised in a different complaint involving the same respondent, the CO will notify the parties of the additional allegations.

Investigation:
The District will provide for an adequate, reliable, and impartial investigation of complaints.

The burden is on the District — not on the parties — to conduct an investigation that gathers sufficient evidence to
determine whether Prohibited Conduct occurred.

The CO, or the designated investigator/decisionmaker, will provide an equal opportunity for the parties to present fact
witnesses and other incuipatory and exculpatory evidence that are relevant and not otherwise impermissible.

The CO, or the designated investigator/decisionmaker, will review all evidence gathered through the investigation and
determine what evidence is relevant and what evidence is impermissible, regardiess of relevance.

Determination of Whether Prohibited Conduct Occurred:

Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the CO or designated
investigator/decisionmaker will:

A. Use the preponderance af the evidence standard of proof to determine whether Prohibited Conduct occurred. This
standard of proof requires the decisionmaker to evaluate relevant and not otherwise impermissible evidence for its
persuasiveness. If the decisionmaker, applying the applicable standard, is not persuaded by the relevant and not
otherwise impermissible evidence that Prohibited Conduct occurred, regardiess of the quantity of the evidence, the
decisionmaker will not determine that Prohibited Conduct occurred. [DRAFTING NOTE: While a board of
education could elect to use the "clear and convincing” evidence standard of proof, Neola does not
recommend it. If a board does select the “clear and convincing” standard, it should use it in all other
comparable proceedings. Neola expects it will be a rare situation when a board chooses to use a clear
and convincing standard of proof.]

B. Notify the parties, in wrltmg, of the determination whether Prohibited Conduct occurred |ncludmg the rationale for
such determination armissible 3D ”

C. Not impose discipline on a respondent for Prohibited Conduct unless there is a determination at the canclusion of the
grievance procedures that the respondent engaged in Prohibited Conduct.

D. If there is a determination that Prohibited Conduct occurred, the CO will, as appropriate:
1. coordinate the provision and implementation of remedies to a complainant and other people the District

identifies as having had equal access to the Distnict’s education programs or activities limited or denied by
the Prohibited Conduct;

2. coordinate the imposition of any disciplinary sanctions on a respondent--ineluding-neotification-te-the
complaifant-of-any-sueh-diseiphnary-sanctions-tEND-OF- OPHON]; and

3. take other appropriate prompt and effective steps to ensure that the Prohibited Conduct does not continue ar
recur within the District’s education programs or activities.

E. Comply with the grievance procedures before the imposition of any disciplinary sanctions against a respondent.

F. Not discipline a party, witness, or others participating in the grievance procedures for making a false
staterment based solely on the determination of whether Protubited Conduct occurred,
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[DRAFTING NOTE: If the CO dismisses a complaint in the Evaluation stage (i.e., prior to commencing an
investigation), the complainant may appeal as set forth above. Neola also recommends the Board include an
appeal process related to the Determination.]
[ x ] [OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
Appeal of Determinations:
If a party disagrees with the decisionmaker’s determination as to whether Prohibited Conduct occurred, the party may file
an appeal. Appeals must be submitted, in writing, within five (5__) (INSERT AMOUNT) days of the appealing party’s

receipt of Lhe Delermination.

A party may appeal a Determination on the following bases:
A. procedural irregularity that would change the outcome;

B. new evidence that would change the outcome and that was not reasonably available when the investigation occurred
and the Determination was made; and

C. the CO, or the designated investigator/decisionmaket, had a conflict of interest or bias for or against complainants or
respondents generally or the individual complainant or respandent that would change the outcome;

[DRAFTING NOTE: The Board may Insert additional grounds on which an appeal may be filed.]

[ x ] The complainant may not challenge the ultimale disciplinary sanction/consequence that is imposed.
[END OF OPTION]

[DRAFTING NOTE: The following options are offered in case the Board wants the Superintendent to serve as
the appeal decisionmaker or the Board wants to nominally be identified as the appeal decisionmaker but will
be delegating the responsibility to a person who is properly trained. Neola does not recommend that the Board
itself be named as the appeal decisionmaker because of the preference for the decisionmaker to be trained to
render a decision. If the Board wants to serve as the appeal decisionmaker, it should discuss this issue with its
Legal Counsel. Select OPTION 1 or OPTION 2 below.]

[x ] [OPTION 2]

The Superintendent shall serve as the appeal decisionmaker, provided the Superintendent has not been otherwise involved
in the grievance procedures (i.e., did not serve as the investigator/decisionmaker or informal resolution process facilitator)
and is appropriately trained. If the Superintendent is not eligible to serve as the appeal decistonmaker, the CO will
designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the

Determination, and is appropriately trained ¢)as-setforth--AG- 1422 END-OF- INTERNAL-OPTION].

[END OF OPTION 2]
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[END OF OPTIONS]
If a party appeals the Determination, the CO will:
A. notify the parties of the appeal;
B. implement appeal procedures equally for the parties;

C. provide the parties a reasonable and equal opportunity to make a statement in support of, or challenging,
the Determination;

D. provide the appeal decisionmaker wilh the relevant and not otherwise impermissible evidence and
the Determination; and

E. notify the parties, in writing, of the result of the appeal and the appeal decisionmaker’s rationale for the outcome.

Parties Provided a Reasonable and Equal Opportunity to Make a Statement in Support of, or Challenging, the
Dismissal ( x) or Determination [END OF OPTION]

When a party files an appeal, the party must set forth the reason(s)/basis/bases for the appeal, and the other party will
have fiva  (_5 ) [INSERT AMOUNT] days to provide the appeal decisionmaker with a statement in support of their
position, Once the decisionmaker receives the statement (or the deadline for filing such a statement expires), the appeal
decisionmaker will have ten  (10__) [INSERT AMOUNT] days to issue a decision on the appeal,

[DRAFTING NOTE: Neola suggests any appeals should be filed within five (5) days of the parties receiving
written notice of the Determination. Neola further suggests that the timeline for the other party submitting a
statement be equivalent to the timeframe in which an appeal has to be filed. Finally, Neola suggests the appeal
decisionmaker have ten (10) days from receipt of the statements to issue a decision.]

While a party appealing a Determination may argue the reason/basis for the appeal is that new evidence has been
discovered/obtained that would change the outcome and that said new evidence was not reasonably available when the
Determination was ariginally made, the party may not submit the new or additional evidence during the appeal process.
Rather, the party appealing should identify/describe in detail the evidence, including how and when it was
discovered/obtained, and explain why it was not reasonably available during the Investigation (i.c., prior to the
Determination). If the appeal decisionmaker accepts the proffered explanation, the appeal decisionmaker should remand
the case back to the investigator/decisionmaker (i.e., reopen the investigation) so the new evidence may be submitted and
considered by the other party and the investigator/decisionmaker,

The appeal decisionmaker shall determine the outcome of the appeal based on the appeal decisionmaker’s independent
review of the record (i.e., the relevant and not otherwise impermissibie evidence and the written determination) and the
appeal decisionmaker’s application of the law and Board policy to the facts in the record, The appeal decisionmaker must
give due deference and due weight to the decisionmaker's factual findings and credibility determinations and should not
overturn them unless non-testimonial extrinsic evidence in the record justifies a contrary conclusion or unless the record
read in its entirety compels a contrary conclusion. Generally, the appeal decisionmaker is expected to uphold the original
Determination unless the appeal decisionmaker concludes the original Determination s unlawful, unreasonable, or against
the manifest weight of the evidence, Every reasonable presumption must be made in favor of the original Determination.

The appeal decisionmaker shall

[DRAFTING NOTE: The Board must select either OPTION 1 or OPTION 2 uniess the Board appointed an
independent Third Party to serve as the Board's appeal decisionmaker, in which case the Board should select
OPTION 3.]

( x) [OPTION 1]

simultaneously notify the parties, in writing, of the result of the appeal and the rationale for the outcome.

{END-OF-OPTION-1]
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The (x ) appeal decisionmaker's-{-)-Beard's-[END-OF-OPTFION]-decision shali be final.

[END OF OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
Supportive Measures:

The District will offer and coordinate supportive measures as appropriate for the complainant and/or respondent to restore
or preserve that person’s access to the District’s education programs or activities or provide support during the grievance
procedures and/or during the informal resolution process. For allegations of Prohibited Conduct other than prohibited
harassment or retaliation, the Districl’s provision of support measures does not require the District, Board employees, or
any other person authorized to provide aid, benefit, or service on the District's behalf to alter the alleged
discriminatory/retaliatory conduct for the purpose of providing a supportive measure,

The CO shall determine appropriate supportive measures on a case-by-case basis. Supportive measures may vary
depending on what the CO deems to be reasonably available. Supportive measures may include, but are not limited to:
modifications of work schedules, mutual restrictions on contact between the parties; changes in work locations; lcaves of
absence; increased security and monitoring of certain work settings; training related to Prohibited Conduct; {)-referrat-to
Empleyee-Ausistance-Progrom—{END-OF-OPTION-and other similar measures.

Supportive measures must not unreasonably burden either party and must be designed to protect the safety of the parties
and/or the District’s educationa! environment, or to provide support during the Board’s grievance procedures or the
informal resolution process.

The District will not impose such measures for punitive or disciplinary reasons,

The CO may, as appropriate, modify or terminate supportive measures at the conclusion of the grievance procedures, or at
the conclusion of the informal resolution process, or the District may continue them beyond that point.

A party may seek additional modification or Lermination of a supportive measure applicable to them if circumstances
change materially.

The District will not disclose information about any supportive measures to persons other than the person to whom they
apply, including informing one party of supportive measures provided to another party, unless necessary to provide the
supportive measure or restore or preserve a party’'s access to the District’s education praograms or activities, or as otherwise
permilted under existing law and/or policy.

The Superintendent may place an employee respondent on administrative lcave from employment responsibilities during
the pendency of the Board’s grievance procedures,

Disciplinary Sanctions and Remedies:

Following a determination that Prohibited Conduct occurred, the District may impose disciplinary sanctions, which may
include:

A. (x ) oral or wrilten warning;
B. (X ) written reprimands;

C. { x) required counseling;
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D. ( x) required training or education;
E. ( x) demotion;
F. (x ) suspension with pay;

[END OF OPTIONS]

o

. suspension without pay;
H. termination; and

1. any other sanction authorized by any applicable Board policy, Employee/Administrator Handbook, and/or collective
bargaining agreement.

The District may also provide remedies, which may include disciplinary sanctions/consequences. The CO wilt notify the
Superintendent of the recommended remedies, so an authorized administrator can consider the recommendation and
implement appropriate remedics in compliance with applicable due process procedures, whether statutory or contractual.

[DRAFTING NOTE: The Board should review applicable policy(ies)/administrative guidelines/employee
handbooks to determine whether changes are needed to establish timelines associated with imposition of
discipline as a result of possible delays caused by the Board implementing the preceding grievance
procedures; likewise, the Board may need to discuss with union representatives how implementation of the
grievance procedures may impact any disciplinary provisions contained in applicable collective bargaining
(e.g., timelines, permitted attendees at investigative interviews, etc.).]

Discipline of an employee will be implemented in accordance with Federal and State iaw, Board policy, and applicable
provisions of any relevant collective bargaining agreement,

Retaliation

Retaliation against a person who makes a report or files a complaint alleging Prohibited Conduct or retaliation, or
participates in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce, or
discriminate against any individual for the purpose of interfering with any right or privilege secured by the U.S.
Constitution, the Michigan Constitution, Federal or State law, or this policy, or because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in any manner in an investigation, proceeding, or
hearing under this policy. Intimidation, threats, coercion, or discrimination, including initiating a disciplinary process against
a person for a code of conduct violation that does not involve Prohibited Conduct but arises out of the same facts and
circumstances as a complaint or information reported about possible Prohibited Conduct, for the purpose of interfering with
the exercise of any right or privilege secured by Federal or State law constitutes retaliation. Retaliation against a person for
making a complaint or participating in an investigation is a serious violation of this policy that can result in the imposition of
disciplinary sanctions/consequences and/or other appropriate remedies.

Complaints alleging retaliation may be filed according to the grievance procedures set forth above, The District shall initiate
its grievance procedures upon receiving any complaint alleging retaliation.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy,

Charging an individual with a code of conduct violation for making a materially false statement in bad faith in the course of
a grievance proceeding under this policy shall not constitute retaliation, provided, however, that a determination that
Prohibited Conduct occurred, alone, is not sufficient to conclude that any party made a materially false statement in bad
faith.

Privacy/Confidentiality

The District will employ all reasonable efforts to protect the rights of the complainant, the respondent(s), and the witnesses
as much as possible, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform
with any discovery or disclosure obligations. The District will keep confidential the identity of any individual who has made a
complaint of Prohibited Conduct, any complainant, any individual who has been reported to be the perpetrator of Prohibited
Conduct, any respandent, and any witness, except as may be permitted by the Family Educational Rights and Privacy Act
{"FERPA"), 20 U,S.C. 1232q, or FERPA regulations, 34 C.F.R. part 99, or as required by law, or to carry out the purposes of
relevant Federal or State law or regulations, including the conduct of any investigation, hearing, or judicial proceeding
arising thereunder (i.e., the Oistrict’s obligation Lo maintain confidentiality shall not impair or otherwise affect the
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complainant’s and respondent’s receipt of the information to which they are entitled related to the investigation and
determination of whether Prohibited Conduct occurred). All records generated under the terms of this policy shall be
maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
respondent must be provided the complainant's identity.

During an investigation, the CO or designated investigator/decisionmaker will Instruct each person who is interviewed about
the importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not
to disclose to other members of the School District Community or Third Parties any information that is learned or provided
during the course of the investigation,

Sanctions and Monitoring

The Board shall vigorously enforce its prohibitions against Prohibited Conduct by taking appropriate action reasonably
calculated to stop and prevent further misconduct. While observing the principles of due process, a violation of this policy
may result in disciplinary action up to and including the discharge of an employce, All disciplinary action will be taken in
accordance with applicable State law and the terms of the relevant collective bargaining agreement{s). When imposing
discipline, the Superinlendent shall consider the totality of the circumstances involved in the matter, In those cases where
Prohibited Conduct is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants
discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).

Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its reoccurrence, and remedy its effects.

Application of the First Amendment

The Boald will construe and apply this poh(.y conststent w«th the Flrst Amendment to the U.S. Const»tut:on (-)—ené-&he

Training

All employees, investigators, decisionmakers, facilitators of informal resolution process, the District Compliance Officer(s),
and other persons who are responsible for implementing the Board’s grievance procedures or have the authority ta modify
or terminate suppomve measures shall recewe trammg :elated to their duties under appllcable Federal and State laws and
this policy. h ” 5 madte i o

Mﬁmﬂ%ﬁ%mm The tiammg shall not rely on stereotypes mvolvnng
Protecled Classes.

[x ] Training materials will be made available for inspection upon request by members of the public. [END OF OPTION]
Recordkeeping (including retention of investigatory records and materials)

The District Compliance Officer(s) isfare responsible for overseeing retention of all records that must be maintained
pursuant to this policy. All individuals charged with conducting investigations under this policy must retain all information,
documents, electronically stored informatian, and electronic media (as defined in Policy 8315) created and received as part
of an investigation. Records and materials associated with the implementation of this policy shall be retained in accordance
with Policy 8310, Policy 8315, Policy 8320, and Policy B330 for the period set forth below, unless required to be maintained
for a longer period pursuant to the District’s records retention schedule.

[DRAFTING NOTE: For purposes of uniformity, Neola recommends that the Board use the same seven (7) year
period for recordkeeping that is required by the 2020 Title IX regulations - see Board Policy 2266; if the Board
selects a different timeframe for maintaining the below specified records, it should verify the time period
selected is consistent with and/or reflected in its record retention schedule - see AG 8310.]

The District shall maintain for a period of seven (7} calendar years the following records:

A. for each complaint of Prohibited Conduct, records documenting the informal resolution process and/or the grievance
procedures followed and the resulting outcome;
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B. for each notification that the District Compliance Officer receives of information about conduct that reasonably may
constitute Prohibited Conduct, records documenting the actions the District took to implement this policy; and

C, all materials used ta provide the training referenced above 3ardirAG1422END-OFOPTION].

The information, documents, EST, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law {e.q., student records, medical records).

Outside Appointments, Dual Appointments, and Delegations

The Board retains discretion to appoint suitably qualified persons who are not Board employees to fulfill any function of the
Board under this palicy including, but not imited to, District Comphance Officer, investigator, decisionmaker, appeal
decisionmaker, or facilitator of the informal resolution process.

The Board also retains discretion to appoint two (2) or more persons to jointly fulfill the role of District Compliance Officer,
investigator, decisionmaker, appeal decisionmaker, and facilitator of the informal resolution process.

The Superintendent may delegate functions assigned to a specific Board employee under this policy including, but not
limited to, the functions assigned to the District Compliance Officer, investigator, decisionmaker, appeal decisionmaker, and
facilitator of the informal resolution process Lo any suitably qualified individual, and such delegation may be rescinded hy
the Superintendent at any time,

[DRAFTING NOTE: The following option expressly sets forth authority that the Board has, regardiess of
whether it is included in this policy, but is offered for those boards of education that may want to affirmatively
communicate to/address these issues for readers of this policy.]

[x ] Discretion in Application

The Board retains discretion to interpret and apply this policy in a manner that is not clearly unreasonable, even if Lhe
Board's interpretation or application differs from the interpretation of any specific complainant and/or respondent,

Despite the Board’s reasonable efforts to anticipate all eventualilies in drafting this policy, it is possible that unanticipated
or extraordinary circumstances may not be specifically or reasonably addressed by the express policy language, in which
case the Board retains discretion to respond to the unanticipated or extraordinary circumstance in a way that is not clearly
unreasonable,

The provisions of this policy are not contractual in nature, whether in their own right or as part of any other express or
implied contract. Accerdingly, the Board retains discretion to revise this policy at any time and for any reason. The Board
may apply policy revisions to an active case provided that doing sov is not clearly unreasonable.

[END OF OPTION]

© Neola 2025
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Section POLICY UPDATES 7-2025
Title TREASURER

Code po0171.4

Status

Legal M.C.L.A. 380.1221
Adopted January 28, 2008

0171.4 - TREASURER

I'he Treasurer of the Board of Education shall:

BoardDocst PL

A. have care and custody of all monies of the Schoal District and the-Freasurershat-deposit funds of the District with a

bank or hanking corporation or trust company designated by the Board in the proportion and manner directed by the
Board;

. draw and sign orders upon the district's treasury for money to be disbursed by the district;
. delegate the below actions to the district Superintendent or the CFO:
8. keep proper books of account;

b. keep an account of interest received from invested school funds, and credit interest received to the appropriate
fund accounts;

¢. pay out funds for the purposes specified by law, or, in the case of gifts or donations for the purposes for which the
money is given or donated, on proper orders signed by the Secretary and countersigned by the President of the
Board;

d. perform other duties as may be authorized by the Board, required by law, or appropriate to the duties of the
office of ireasurer.

© Neola 204525
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Treasurer Policy 0171.4 recommended update {(Creg keller)

The Hartland Consolidated School District expects the treasurer (and/or designee} to fulfill a role that ensures
transparency, accountability, and effective financiat management of school district resources and public tax
dollars. The responsibilities of the role of Treasurer (and/or designee) includae:

1. Financial Transparency and Accountabitity:

» overseeing all district funds, including general funds, special funds, and debt retirement funds, as
directed by the school board. This includes ensuring proper accounting, budgeting, and financial
reporting.

*  mainlain clear, accurate, and accessible records of the school district's finances, inctuding budgets,
expenditures, and revenue.

*  provide regular financial reports at board meetings, ensuring stakeholders {parents, teachers,
taxpayers) understand how funds are allocated and spent,

2. Responsible Budget Oversight:
e tooversee the district’s budget, ensuring funds are used eff:ciently to support educational programs,
staff salarics, and infrastructure without waste or mismanagement.
e advocate tfor fiscal decisions that prioritize student needs while maintaining the district's financial
health.
e warrants expenditures align with board-approved policies and budgets.

3. Compliance with Laws and Regulations:
e ensure compliance with the Michigan Constitution, state and federal financial regulations, including
tax laws, retirement contributions, and debt management.
¢ prevent financial mismanagement or legal violations that could harm the district's reputation or
operations,

4. Ethical Conduct and Conflict Avoidance:
e actwilhintegrity, avoiding conflicts of interost.
« impartial decision-making that serves the community's best interests, not personal or political
agendas.

5. Community Engagement and Communicatien:

e beapproachabte and responsive to community concerns about school finances, explaining complex
financial matters in an understandable way.

e collaborate with other board members to address public priorities, such as funding for classrooms,
extracurricular activities, or facility imorovements.

6. Support for Educational Goals:

e align fiscal decisions with the district’s educational mission, ensuring resources support quality
teaching and learning environments.



