HARTFORD CENTRAL SCHOOL DISTRICT
AND
HARTFORD SUPPORT STAFF ASSOCIATION
MEMORANDUM OF AGREEMENT
AMENDMENT OF PROFESSIONAL AGREEMENT

WHEREAS, the Hartford Central School District (hereinafter the District) and the
Hartford Faculty Association (hereinafter the HFA) are parties to a collective bargaining
agreement currently in effect dated July 1, 2019 to June 30, 2023;

WHEREAS, the District and the HFA are mutually interested in amending the
language in the aforementioned agreement by adding the following;

WHEREAS, an HFA member will be appointed the duties pertaining to, but not
limited to coordinating the District’s efforts in complying with Covid and other
associated duties brought on by the Pandemic; and

WHEREAS, two HFA members will be appointed the duties pertaining to, but not
limited to coordinating the District’s efforts in the current backpack program. Due to the
pandemic and the current economic situation the need has greatly increased and therefore
the workload has as well.

THEREFORE, the parties agree to the following:

1. A stipend of $5,000 shall be paid to the school nurse, HFA member, for the
increased workload.

2. In addition to the stipend, the school nurse will also keep track of all hours
dedicated to the Covid related work and will submit any additional overtime
(above and beyond 40 hours per week) to the District for approval weekly.

3. A stipend of $3,000 shall be paid to two HFA members, each to receive $1,500, to
serve as the backpack program coordinators.

4. The terms of this memorandum shall expire on June 30, 2022 unless negotiated
otherwise.

Amy Thomas Andrew Cook
President HFA Superintendent of Schools
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Branch of Sarvice
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Have you ever been dishonorably discharged from military duty?
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Tha informalion provided in this Application for Employment is true, correct and complete. If employed, any misstaternent
or omission of fact on this application may result in my dismissal.

| understand that accaptance of an offer of emplayment does not creale a contractual obligation upon the employer to
conlinue to amploy me in the fulure.

I you decide lo engage an investigative consumer reporting agency to report on my credit and parsonal hislory, | authorize
you 1o do so. If a report is obtained you must provids, at my request, the name and address of the agency so | may obtain irom
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The Hartlord Central Schoo! District is an equal opportunily employar. Non-Discriminalion Notice: Tha Martford Cenlral Schoo! District doss not
discriminaie on ihe basis ol race, color, national origin, creed, sex, age, handicap, or as otherwise decreed by Law, and s in compliance with Title |X
of the Education Amandments of 1972 and with Secilion 504 of the Rehabilitation Act of 1973. Accordingly, nothing In this application should be
viewed as axpressing direcily or indireclly any limitations, spaclfications, or discrimination in cannection with those listed areas. The Compliance
Otiice for Title 1X and Section 504 ¢an be conlacled through the Building Principal, Hartford Cenlral Schoal Disirict, PO Box 79, 4704 State Roule
149, Hartiord, New York 12838.




Resume Daryl Doty
44 New Boston rd.

Granville New York 12832

Objective: Material Handler

Work History References
Lydia Treadway 47 Triphammer rd
1990-2001 Decora Manufacturing Queensbury, NY 12801
518-812-0757

2001-2010 Dorset Inn Teadway@SUNY.edu
2010-2015 Vermont Electric Co. Bruce Mcworter  Elm St. Argyle, NY
12809
2015-present Industrial Security 518-638-8414
Sissy Hicks

Middletown Springs VT. 05757
802-235-2000

Elwayne Guilder
Argyle NY, 518-390-0701

Education

Granville High School, regents graduate

ASC, Degree Science, BA eq.



NEW YORK STATE DEPARTMENT OF STATE
DIVISKON OF LICENSING SERVICES

DARYL } DOTY

1S DULY REGISTERED AS A

SECURITY GUARD

—

THIS DOES NOT CONFER NYS EMPLOYEE STATUS

TARC N0 b

GRIVER LICENSE

= 524 827 751

s 1] D
DARYL JOSEPH

Wi BOSTIN RD
GRANVILLE NY 12832

™

f
Sa M =45 5-08° Zes BRO “TLDQ ’
-.:-ouzsnoss R
e 01/29/2027

NONE
"'5’% > NONE

22 0110/2019

T
A4 PP witu Jayy
i
A pp o u YO
!
BE-NAOD
AL W
, r P —
oo I T V\‘LVQOL a1 GIAQC
L g\ Chg el ] =
rdyeon [/l
- WS, MUY 0 S0 {3qunn0g ourep
PUD L 0en i QI I EDY FHNPICINUCPMUTN INPGI
- " PO PR MG N g ‘ ’7) \J 7"' i ‘ -

Wi

59.‘)] )/\b

R LR T ERT T T YT RN

\‘\ tdl

e

PN
"ot

.

RTINS
1. et wi

R LY TR TN

TN Y]

‘o]

b sy g

Vo

pencnls ey ey

MR
100t

PAED P102ay uoneudOeA 61 QINOD



To whom it may concern,

I am writing this letter on behalf of Mr. Daryl Doty. I would like to take this opportunity
to recommend him to you.

I have found Mr. Doty to be thorough and competent as he went about fulfilling his role
as a Substitute Teaching Assistant and Monitor within our school. He was always willing
to take on any assignment that was given to him.

It is my understanding that Mr. Doty is applying for a maintenance position at your
school. While I have not worked with him in this capacity, [ am sure that he would give
his best effort if given the opportunity,

I would give him my recommendation and I feel that he would be a good addition to
your staff.

If you desire any further information, please do not hesitate to contact me.

Sincerely yours,

Daniel R. Poucher
Assistant Principal
Granville Jr./Sr. High School



9/17/21, 9:18 AM View Clearance Letter

ANDREW COOK
HARTFORD CSD

PO BOX 79
HARTFORD, NY 12838

FINGERPRINT CLEARANCE

FOR EMPLOYMENT

This is a notice that on 09/17/2021, DARYL J DOTY filed his/her fingerprints with the New York State
Education Department and has been cleared for employment in your school. Please note that this clearance is
valid only for your school and may not be used for any other purpose, including but not limited to, employment
at another school or institution. If your school no longer employs DARYL J DOTY, you are required pursuant
to Education Law and Regulations to notify OSPRA. Such notice should be made by submitting an online

employment termination request or by filing a paper OSPRA 105 form, which is available on the OSPRA
website.

DEBORAH A. MARRIOTT
OSPRA Fingerprinting Unit

Office of School Personnel Review and Accountability
NYS Education Department
89 Washington Avenue
Albany, NY 12234
(518)473-2998 -- Fax (518)473-8812
OSPRA@mail.nysed.gov
www highered.nysed.gov/tcert/ospra/

Close ‘ Print |

https:lleservices.nysed.govlteachlteachexUFPViewCIearance.do?clearanceLink—-FULL_CLEARANCE&prqud=183501B&WIN TYPE=NEW
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The information provided in this Application for Employment is true, correct and complete. |f empicyed, any misstatement
or omission of fact on this application may result in my dismissal.

| understand that acceptance of an offer of employment does not create a contractual cbligation upon the employer 1o
continue to emptoy me in the future.
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you lo do so. It a report is obtained you must provide, at my request, the name and address of the agency so | may obtain from
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G-13-202l Lidris Bzl

Date Signature

The Hartlord Centeal School District is an equal opporiunity employer. Non-Discrimination Notice; The Hartford Central School District does not
discriminate on the basis of race, color, national otigin, creed, sex, age, handicap, or as olherwise dacresed by Law, and Is in compliance with Title £X
of the Education Amendments of 1972 and with Section 504 of the Rehabliitation Act of 1973. Accordingly, nothing in this application should be
viewed as expressing directly or indirectly any limitations, specifications, or discrimination in connaclion with those listed areas. The Compliance

Ctiice for Title [X and Section 504 can be conlacted through the Building Principal, Hartford Central School District, PO Box 79, 4704 State Route
148, Hariford, New York 12838.




TERENCE P. FITZGERALD
4 Dorrer Avenue
South Glens Falls, New York 12803
{518) 743-1383

OCCUPATIONAL GOAL

To secure a position giving me the opportunity to use my educational and work
experience skills.

WORK EXPERIENCE

2013 - Present SAFE SPAN SCAFFOLD, Latham, New York

Erection and dismantling scaffold on contract jobs. Layout jobs,
Supervise workers, Time sheets.

2010 - 2012 TRI-CITY SCAFFOLD CO DELANSON, New York

Erection and dismantling of scaffold on contract jobs, Supervise workers,
Layout jobs. Time sheets.

9/83 - 10/2010 ALBANY LADDER COMPANY, INC., Albany, New York
Erection and dismantling of scaffold on contract jobs.
Layout jobs, supervise workers, fill out time sheets.
Operate equipment: JLG lifts, rollers, concrete saws,
concrete core drill.

8/82 - 9/83 GLENS FALLS TOYOTA, Glens Falls, New York
Maintenance position. Cleaned cars, delivered parts,
maintained showroom and building.

8/81 - 8/82 MCDONALDS CORPORATION, Glens Falls, New York
Maintenance position. Maintenance of store and machinery.

7/80 - 8/81 BELL UNDERGROUND CONSTRUCTION COMPANY,
Orlando, Florida
Foreman. Oversaw trenching and excavating for buried cables.
Operated equipment. Might mole, underground boring machine
and various hand tools.

7/80 - 8/81 MAC MINER RESTAURANT, Orlando, Florida
Cook. Worked on short order line, worked as Prep Cook
and made salads.



TERENCE P. FITZGERALD
Page 2

EDUCATION

Schuylerville Central School, graduating in 1978

COURSE WORK
English History
Science Mathematics

Industrial Arts
Two year program at BOCES studying Building Trades

EXTRA CURRICULAR ACTIVITIES

Junior Varsity and Varsity Basketball (NYS Class B Champions in 1978) Junior
Varsity and Varsity Football Junior Varsity and Varsity Track and Field Member of

Visitation Church in Schuylerville

SPECIAL PERSONAL SKILLS

Experience in leadership, a highly motivated individual who gets a sense of
accomplishment from a job well done.

HOBBIES

Outdoor sports, hunting, fishing, camping, auto mechanics, yard work, landscaping.

PERSONAL REFERENCES

EUGENE P. DERBY, 8 Chestnut Street, Schuylerville, New York 12871
(518) 695-9214

JAMES STEELE, Vaughn Road, Hudson Falls, New York, 12839

(518) 747-5083

THOMAS DERBY, 13 Ferry Street, Schuylerville, New York 12871
(518) 695-4256



9/29/21, 2:30 PM View Clearance Letter

ANDREW COOK
HARTFORD CSD

PO BOX 79
HARTFORD, NY 12838

FINGERPRINT CLEARANCE

FOR EMPLOYMENT

This is a notice that on 09/29/2021, TERENCE P FITZGERALD filed his/her fingerprints with the New York
State Education Department and has been cleared for employment in your school. Please note that this
clearance is valid only for your school and may not be used for any other purpose, including but not limited to,
employment at another school or institution. If your school no longer employs TERENCE P FITZGERALD,
you are required pursuant to Education Law and Regulations to notify OSPRA. Such notice should be made by

submitting an online employment termination request or by filing a paper OSPRA 105 form, which is available
on the OSPRA website.

DEBORAH A. MARRIOTT
OSPRA Fingerprinting Unit

Office of School Personnel Review and Accountability
NYS Education Department
89 Washington Avenue
Albany, NY 12234
(518)473-2998 -- Fax (518)473-8812
OSPRA@mail.nysed.gov
www.highered.nysed.gov/tcert/ospra/

Close | Prirt I

https:/feservices.nysed.goviteachiteachextVFPViewClearance do?clearancelink=FULL_CLEARANCE&fpReqld=1840656&WIN_TYPE=NEW



9122121, 1:45 PM Hartford Central School District Mail - Co-Chorus Leader

Hartford
@ Central School Andrew Cook <acook@hartfordesd.org>
District

Co-Chorus Leader
1 message

Jillian Schultz <jschultz@hartfordcsd.org> Wed, Sep 22, 2021 at 1:17 PM
To: Andrew Cook <acook@hartfordcsd.org>

Andy,

Would it be possible to help Lynnette with Tanager Voices, as a Co-Chorus Leader, for this school year?

Thanks!
Jill

Jillian Schultz
Instrumental Music Director
Hartford Central School
518-632-5222 x. 202

"~ e for Cdocat
\J Certified Educator Leveil

https://mail google.com/mailfu/Q?ik=e5aa6e7702&view=pt8search=all&permthid=thread-1%3A171162319114730111 6%7Cmsg-f%3A17116231911473... 11



Gwen Alowitz-Rehm
540 East Starbuck Lane
Fort Ann, NY 12827

Mr. Andrew Cook
Superintendent of Schools
Hartford Central School District
4704 State Route 149

Hartford, New York 12838

Dear Mr. Cook,
As you may be aware, 1 am expecting twins on or about April 16, 2022.

This letter is to inform you that pursuant to Article V, Leaves, C. Child Bearing/Child Rearing
Leave, of the Hartford Faculty Association Collective Agreement with the School District, I will

take a lcave from my teaching position commencing on approximately April 1, 2022, assuming
that my physician does not require me to be out earlier on medical leave. If that is the case, |
will inform the District as soon as I know. The period of disability associated with my
pregnancy entitles me to use accumulated sick leave as per paragraph (a.) of Child Bearing/Child
Rearing Leave. I will then be on unpaid leave under FMLA once 1 have exhausted paid sick
leave (either my own accumulated leave or sick bank leave) through the end of the school year.
(April break does not count in terms of calculating the 12 weeks towards FMLA). Since I do not
take the District’s health insurance, however, I am not concerned if I extend beyond the 13 weeks
under FMLA. If the terms of this letter change, I will notify the district with any new dates
associated with my leave.

If you have any questions, please contact me at your earliest convenience.

My intended return date is September 1, 2022.

Sincerely,

Gwen Alowitz-Rehm



Mark D. Connor

CELL PHONE (518) 744-8324 ¢ EMAIL mconnor128(@gmail.com
ADDRESS 54 Skyview Meadows Lane, Granville, NY 12832

September 27, 2021
Mrs. Dupuis,

[ recently learned of the Modified Boys Basketball coaching vacancy. While I don’t
bring significant coaching experience, I frequently reflect on my time playing sports
throughout my adolescent years, with great memories of fundamental skills development,
and a sense of camaraderie. I have a thorough understanding of the rules of the game and
would look forward to working with athletes and coaching staff across all levels, to build
a program introducing and reinforcing the values we would like instilled in our youth.

My family and I reside within the district, and have a desire to be involved in the
community, to be positive role models and give all students the opportunities to have
valuable educational and extracurricular experiences. I would seek to impress the
principles of dedication, commitment and hard work. In basketball especially, teamwork
would be paramount, and respect toward each other, as well as our opponents, officials
and spectators would be taught and expected. As with anything encountered in life, we

must prepare our students for adversity, and coach them to take appropriate action to
work through and overcome it.

Please refer to my resume, which has been included for your review. There, you will find
a more detailed list of employment history. I would appreciate the opportunity to meet
for an interview at your convenience. Thank you for your consideration.

Sincerely,

Mark Connor



Mark D. Connor

CELL PHONE (518) 744-8324 ¢ EMAIL mconnorl 28@gmail.com
ADDRESS 54 Skyview Meadows Ln, Granville NY 12832

Employment:
Medline Industries, Inc.
Plant Controller Secpt. 2019 —Present
® Responsible for divisional operating statement, including reportting of financials
®  Oversight of accounting staff responsible for cost accounting, accounts payable and
fixed assets
* Provide support and recommendations to leadership team through financial modeling,
using a combination of data analysis and business intelligence reporting
* Led the implementation of SAP manufacturing software (S4/HANA) for the Finance
workstream
= Support corporate initiatives at the local level, by developing strong relationships and
understanding the processes of the division in great detail

Morcon, Inc.
Financial Operations Manager Feb. 2017 —Sept. 2019
= Oversight of the accounting department, including Accounts Payable, Accounts
Receivable and Payroll
* Responsible for providing monthly financial reports to ownership, board of directors,
as well as third parties (banking, lending partners)
* Financial analysis, including variance reports, weekly dashboards, month end
management reports and ad hoc reporting
s Cost accounting, providing the company with item profitability, tracking material
usage and analyzing direct labor
®  Power user for ERP system, Sage 100. Trained new users and acted as the internal
resource for trouble shooting and process improvement across all areas
* Responsible for managing outside relationships with independent accounting firm,
banks, and IT resources
= Member of the Morcon Board of Directors

D.A. Collins Companies
Accounting Manager Jul, 2015 ~Feb. 2017
= Responsible for the monthly financial close process, including bank reconciliations,
adjusting journal entries and general ledger reconciliations
* Job cost support, analyzing progress and individual job financials on a regular basis.
Resuits of analysis shared with project managers and upper management
® Assist with personnel management, process improvements and development of
procedures for the Accounting department
® Oversight of the subcontract payment process in accordance with state law and written
agreements between the parties
" Accounts receivable entry and review
= Filing of multi state sales and use tax returns

C.R. Bard Inc., Glens Falls, NY
Financial Analyst Jun. 2014 - Jul. 2015
= General ledger accounting responsibilities, including month end journal entries and
account reconciliations
* Budgeting and monthly forecasting for the plant’s indirect departments, providing
support for monthly variances



Education:

Software
Skills:

= Inventory reporting and analysis, including assisting with a yearly physical inventory

" Preparation of year end corporate requirements

* Ensure compliance with Sarbanes-Oxley and assist with completion of quarterly
testing for key controls

® Accounts payable responsibilities, including invoice processing with two and three-
way match, as well as auditing and processing payment for employee expense reports

= Payroll Administrator, calculating weekly markups and payroll adjustments, along
with final sign off and submission of weekly payroll

The College of Saint Rose, Albany, NY

Master’s in Business Administration — In progress
Siena College, Loudonville, NY

BS in Accounting Graduated December 2011
AACSB accredited School of Business

Related Course Work:

Managerial Finance 1 & II Advanced Cost Accounting
Internal and Performance Auditing Accounting Information Systems
Strategic Management Management Communication
Microsoft Office Suite SAP ECC/S4 HANA
Oracle EBS Tableau Reporting

Sage 100 ADP Workforce Now



2016 7421

Students

SUBJECT: ATHLETIC EVENTS AND PRACTICES

This policy will govern activities regarding athletic events and practices.
School Closed Entire Day or Extended Period

In the event that school is closed an entire day due to inclement weather or in cases of extended
closing or closings for reasons other than inclement weather, all practices and scheduled events will be
cancelled.

School Closed Early with Students Sent Home

As in the case above, all practices and scheduled events will be cancelled.

The Building Principal may authorize exceptions for away events upon consultation with the
Athletic Director and Superintendent when it is determined that the health and safety of students is not
in jeopardy.

School Not Closed, But After School Bus Runs Cancelled

When school is open, but late bus runs are cancelled due to inclement weather, a practice
decision regarding practices and/or scheduled event will be made based on discussion between the
Superintendent, High School Principal and Athletic Director.

Snow or Other Emergency
When any public emergency is declared by a properly authorized official, affecting either

Hartford Central School or the site of a scheduled away event, all practices and scheduled events will
be cancelled.

T | : |

Education Law Section 1709

Adopted: 2/8/16
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2021 1330
1 of3

By-Laws

SUBJECT: APPOINTMENTS AND DESIGNATIONS BY THE BOARD OF EDUCATION

Appointments

The Board is authorized to appoint individuals to positions which will facilitate the meeting of its
responsibilities to the state, the school system, and the community. These appointments usually take
place at the Annual Organizational Meeting.

The following shall be appointed annually:

a)
b)
c)
d)
e)
f)

District Clerk;

District Treasurer;

Tax Collector and Deputies;

External (Independent) Auditor;

Central Treasurer, Extraclassroom Activities Account;

Audit Committee.

The following must be appointed but need not be reappointed annually:

a)
b)
c)
d)
e)
f)

g)

Director of School Health Services (District Physician/Nurse Practitioner);
Attendance Officer;

Committee on Special Education and Committee on Preschool Special Education;
Records Access Officer;

Records Management Officer;

Asbestos Hazard Emergency Response Act (AHERA) Local Educational Agency (LEA)
designee;

Ao 1anca () o 1t]le cction N4/ ADDA A1 11 100 nd h N on o
Civil Rights Compliance Officer(s) (coordinates the District's efforts to comply with civil
rights laws such as Title VI, Section 504, the Americans with Disabilities Act, and the Age
Discrimination Act);

Title IX Coordinator(s) (coordinates the District's efforts to comply with Title IX; when
appointing, District must "designate and authorize" the Title IX Coordinator(s));

Liaison for Homeless Children and Youth;
(Continued)



2021 1330
2 of 3

By-Laws

SUBJECT: APPOINTMENTS AND DESIGNATIONS BY THE BOARD OF EDUCATION
(Cont'd.)

j)  Chemical Hygiene Officer;
k) Dignity Act Coordinator (one [1] in each building);
1)  Chief Emergency Officer.

The following may also be appointed:

a)  School Attorney;
b) Claims Auditor/Deputy Claims Auditor;
¢) Insurance Advisor;
d)  Copyright Officer.
Designations

The following designations shall be made by the Board of Education at the Annual Organizational
Meeting in July:

a)  Petty Cash Fund(s);

b)  Official Newspaper(s);

c)  Official Bank Depositories;
d)  Official Bank Signatories;
e) Purchasing Agent;

f)  Certifier of Payrolls;

g) Designated Educational Official (DEO) to receive court notification regarding a student's
sentence/adjudication in certain criminal cases and juvenile delinquency proceedings;

h)  School Pesticide Representative;

1)  Reviewing Official, Hearing Official and Verification Official for participation in the federal
Child Nutrition Program (the Hearing Official may not be the same person as the Reviewing
and/or Verification Official).

(Continued)
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By-Laws

SUBJECT: APPOINTMENTS AND DESIGNATIONS BY THE BOARD OF EDUCATION

(Cont'd.)

Authorizations

The following authorizations shall be made by the Board of Education at the Annual
Organizational meeting in July:

a)
b)

c)
d)

e)

Approval of attendance at conferences, conventions, workshops, and the like;

Superintendent to approve budget transfers within limits prescribed by Commissioner's
Regulation Section 170.2 and Board guidelines;

Superintendent to apply for Grants in Aid (State and Federal) as appropriate;
Establish mileage reimbursement rate;

Other(s) as deemed appropriate/necessary.

McKinney-Vento Homeless Education Assistance Act, § 722, as reauthorized by the Every Student Succeeds
Act (ESSA) of 2015

29 CFR § 1910.1450

Education Law §§ 305(31), 1709 and 2503

8 NYCRR Part 185

21 NYCRR Parts 1401, 9760

Adopted: 2/8/16
Revised: 11/21/16;
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SUBJECT: ABSENTEE BALLOTS

The Board authorizes the District Clerk to provide absentee ballots to qualified District voters.
Absentee ballots will be used for the election of Board members and District public library trustees, the
adoption of the annual budget, and District public library budget and referenda.

A District voter must request in advance an application for an absentee ballot. The voter must
complete the application and state the reason he or she will not be able to appear in person on the day
of the District election/vote for which the absentee ballot is requested. The application must be received
by the District Clerk no earlier than the thirtieth day before the election/vote. The application must be
received by the District Clerk at least seven days before the election/vote if the ballot is to be mailed to
the voter or the day before the election/vote if the applicant or his or her agent delivers the application
to the District Clerk in person.

A qualified District voter is eligible to vote by absentee ballot if he or she will be:
a)  Absent from the county of his or her residence;

b) Unable to appear at the polling place because of illness or physical disability, or duties related
to the primary care of one or more individuals who are ill or physically disabled, or because
he or she will be or is a patient in a hospital;

*Customize to District
(Continued)
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c) An inmate or patient of a veteran's administration hospital; or

d)  Absent from his or her voting residence because he or she is detained in jail awaiting action
by a grand jury or awaiting trial, or confined in jail or prison after a conviction for an offense
other than a felony, provided that he or she is qualified to vote in the election district of his
or her residence.

Statements on the application for absentee ballot must be signed and dated by the voter.

A voter's absentee ballot must reach the Office of the District Clerk not later than 5 p.m. on the
day of the election/vote in order that his or her vote may be canvassed.

Qualified District voters who are unable to personally appear at the polling place because of a
permanent illness or physical disability and whose registration record has been marked "permanently
disabled" pursuant to law are entitled to receive an absentee ballot without application.

A list of all persons to whom absentee ballots have been issued will be maintained in the Office
of the District Clerk and made available for public inspection during regular office hours until the day
of the election/vote. Any qualified voter may, upon examination of this list, file a written challenge of
the qualifications as a voter of any person whose name appears on this list, stating the reason for the
challenge. The written challenge will be transmitted by the District Clerk to the election inspectors on
the day of the District election/vote. In addition, any qualified voter may challenge the acceptance of
the absentee voter's ballot of any person on this list by making his or her reasons known to the election
inspector before the close of the polls.

Military Ballots

The Board authorizes the District Clerk to provide military ballots to military voters to be used for
the election of Board members and District public library trustees, the adoption of the annual budget,
and District public library budget and referenda.

A military voter is:

a) A qualified voter of New York State who:

1. Is in actual military service and, by reason of that military service, is absent from the
District on the day of registration or election; or

2. Isdischarged from that military service within thirty days of an election; or

(Continued)
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b) A spouse, parent, child, or dependent of the previously described voter, accompanying or
being with that voter, if a qualified voter of New York State and a resident of the District.

A military voter may designate a preference to receive a military ballot application or a military
ballot by mail, fax, or email. This designation will remain in effect until revoked or changed by the
military voter. If a military voter does not designate a preference, a military ballot application or a
military ballot will be provided to the military voter by mail.

Military ballots will be distributed as soon as practicable, but no later than *25 days before the
election/vote.

Three days before the first day for distribution of military ballots, the names of all candidates duly
nominated for public office and the amendments, referenda, propositions, and questions to be voted for
on the ballots will be determined. If, at a later date, the nomination of any candidate named on a military
ballot is found invalid, the ballot will still be valid, but no vote for the invalid candidate will be counted
in the election/vote.

A voter's military ballot must be received by the Office of the District Clerk** or Board designee
not later than 5 p.m. on the day of the election/vote in order that his or her vote may be canvassed at
which point the military ballot will be processed in the same manner as absentee ballots.

All military ballot applications and military ballots must be returned by mail or in person.

Education Law §§ 2014, 2018-a, 2018-b, 2018-d, and 2613
8 NYCRR Part 122

Adopted: 2/8/16
Revised:
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
Overview

The District is committed to creating and maintaining an environment which is free from
discrimination and harassment. This policy addresses complaints of discrimination and/or harassment
made under applicable federal and state laws and regulations, as well as any applicable District policy,
regulation, procedure, or other document such as the District's Code of Conduct. 1t is just one component
of the District's overall commitment to maintaining a discrimination and harassment-free educational
and work environment.

In accordance with applicable federal and state laws and regulations, the District does not
discriminate on the basis of any legally protected class or category in its education programs and
activities or when making employment decisions. Further, the District prohibits discrimination and
harassment on school property and at school functions on the basis of any legally protected class
including, but not limited to:

a) Race;

b)  Color;

c) Religion;

d) Disability;

e) National origin;

f)  Sexual orientation;

g)  Gender identity or expression;

h) Military status;

1)  Sex;

j)  Age; and

k)  Marital status.

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of discrimination and/or harassment. The District will promptly respond to reports of
discrimination and/or harassment, ensure that all investigations are conducted within a reasonably
prompt time frame and under a predictable fair grievance process that provides due process protections,

and impose disciplinary measures and implement remedies when warranted.

(Continued)
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(Cont'd.)

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(s)).

Scope and Application

This policy outlines the District's general approach to addressing complaints of discrimination
and/or harassment. This policy applies to the dealings between or among the following parties on school
property and at school functions:

a)  Students;

b) Employees;

c) Applicants for employment;
d)  Paid or unpaid interns;

e) Anyone who is (or is employed by) a contractor, subcontractor, vendor, consultant, or other
person providing services pursuant to a contract in the workplace;

f)  Volunteers; and
g)  Visitors or other third parties.

Further, discrimination and/or harassment that occurs off school property and somewhere other
than a school function can disrupt the District's educational and work environment. This conduct can
occur in-person or through phone calls, texts, emails, or social media. Accordingly, conduct or incidents
of discrimination and/or harassment that create or foreseeably create a disruption within the District may
be subject to this policy in certain circumstances.

Other District policies and documents such as regulations, procedures, collective bargaining
agreements, and the District's Code of Conduct may address misconduct related to discrimination and/or
harassment and may provide for additional, different, or more specific grievance procedures depending
on a number of factors including, but not limited to, who is involved, where the alleged discrimination
and/or harassment occurred, and the basis of the alleged discrimination and/or harassment. These
documents must be read in conjunction with this policy.

The dismissal of a complaint under one policy or document does not preclude action under another
related District policy or document.

(Continued)
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(Cont'd.)

Definitions
For purposes of this policy, the following definitions apply:

a)  "School property" means in or within any building, structure, athletic playing field,
playground, parking lot, or land contained within the real property boundary line of any
District elementary or secondary school, or in or on a school bus or District vehicle.

b)  "School function" means a school-sponsored or school-authorized extracurricular event or
activity regardless of where the event or activity takes place, including any event or activity
that may take place virtually or in another state.

What Constitutes Discrimination and Harassment

Determinations as to whether conduct or an incident constitutes discrimination and/or harassment
will be made consistent with applicable federal and state laws and regulations, as well as any applicable
District policy, regulation, procedure, or other document such as the District's Code of Conduct. These
determinations may depend upon a number of factors, including, but not limited to: the particular
conduct or incident at issue; the ages of the parties involved; the context in which the conduct or incident
took place; the relationship of the parties to one another; the relationship of the parties to the District;
and the protected class or characteristic that is alleged to have been the basis for the conduct or incident.
The examples below are intended to serve as a general guide for individuals in determining what may
constitute discrimination and/or harassment. These examples should not be construed to add or limit the
rights that individuals and entities possess as a matter of law.

Generally stated, discrimination consists of the differential treatment of a person or group of
people on the basis of their membership in a legally protected class. Discriminatory actions may include,
but are not limited to: refusing to promote or hire an individual on the basis of his or her membership in
a protected class; denying an individual access to facilities or educational benefits on the basis of his or
her membership in a protected class; or impermissibly instituting policies or practices that
disproportionately and adversely impact members of a protected class.

Generally stated, harassment consists of subjecting an individual, on the basis of his or her
membership in a legally protected class, to unwelcome verbal, written, or physical conduct which may
include, but is not limited to: derogatory remarks, signs, jokes, or pranks; demeaning comments or
behavior; slurs; mimicking; name calling; graffiti; innuendo; gestures; physical contact; stalking;
threatening; bullying; extorting; or the display or circulation of written materials or pictures.

(Continued)
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(Cont'd.)

This conduct may, among other things, have the purpose or effect of: subjecting the individual to
inferior terms, conditions, or privileges of employment; creating an intimidating, hostile, or offensive
environment; substantially or unreasonably interfering with an individual's work or a student's
educational performance, opportunities, benefits, or well-being; or otherwise adversely affecting an
individual's employment or educational opportunities. Petty slights or trivial inconveniences generally
do not constitute harassing conduct.

Civil Rights Compliance Officer

The District has designated the following District employee(s) to serve as its CRCO(s):
Superintendent of Schools and the Middle/High School Principal

The CRCO(s) will coordinate the District's efforts to comply with its responsibilities under
applicable non-discrimination and anti-harassment laws and regulations including, but not limited to:
the Americans with Disabilities Act of 1990, Section 504 of the Rehabilitation Act of 1973, Title VI of
the Civil Rights Act of 1964, and the Age Discrimination Act of 1975.

Where appropriate, the CRCO(s) may seek the assistance of other District employees, such as the
District's Title IX Coordinator(s) or Dignity Act Coordinator(s) (DAC(s)), or third parties in
investigating, responding to, and remedying complaints of discrimination and/or harassment.

Reporting Allegations of Discrimination and/or Harassment

Any person may report discrimination and/or harassment regardless of whether they are the alleged
victim or not. Reports may be made in person, by using the contact information for the CRCO, or by
any other means that results in the CRCO receiving the person's oral or written report. This report may
be made at any time (including during non-business hours) by using the telephone number or email
address, or by mail to the office address, listed for the CRCO.

Reports of discrimination and/or harassment may also be made to any other District employee
including a supervisor or building principal. All reports of discrimination and/or harassment will be
immediately forwarded to the CRCO. Reports may also be forwarded to other District employees
depending on the allegations.

All District employees who witness or receive an oral or written report of discrimination and/or
harassment must immediately inform the CRCO. Failure to immediately inform the CRCO may subject
the employee to discipline up to and including termination.

(Continued)
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(Cont'd.)

In addition to complying with this policy, District employees must comply with any other
applicable District policy, regulation, procedure, collective bargaining agreement, or other document
such as the District's Code of Conduct. Applicable documents include, but are not limited to, the
District's policies, regulations, and procedures related to Title IX, sexual harassment in the workplace,
and the Dignity for All Students Act (DASA).

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

Grievance Process for Complaints of Discrimination and/or Harassment

The District will act to promptly, thoroughly, and equitably investigate all complaints, whether
oral or written, of discrimination and/or harassment based on any legally protected class and will
promptly take appropriate action to protect individuals from further discrimination and/or harassment.
The CRCO will oversee the District's investigation of all complaints of discrimination and/or
harassment. In the event an anonymous complaint is filed, the District will respond to the extent possible.

If an investigation reveals that discrimination and/or harassment based on a legally protected class
has occurred, the District will take immediate corrective action as warranted. This action will be taken
in accordance with applicable federal and state laws and regulations, as well as any applicable District
policy, regulation, procedure, collective bargaining agreement, third-party contract, or other document
such as the District's Code of Conduct.

Knowingly Makes False Accusations

Any employee or student who knowingly makes false accusations against another individual as to
allegations of discrimination and/or harassment will face appropriate disciplinary action.

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

The District prohibits retaliation against any individual because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in an investigation, proceeding, or
hearing related to a complaint of discrimination and/or harassment.

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

(Continued)
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Where appropriate, follow-up inquiries will be made to ensure that the discrimination and/or
harassment has not resumed and that those involved in the investigation have not suffered retaliation.

Confidentiality

To the extent possible, all complaints will be treated as confidential. Disclosure may be necessary
in certain circumstances such as to complete a thorough investigation and/or notify law enforcement
officials. All disclosures will be in accordance with law and regulation.

Training

In order to promote familiarity with issues pertaining to discrimination and harassment in the
District, and to help reduce incidents of prohibited conduct, the District will provide appropriate
information and/or training to employees and students. As may be necessary, special training will be
provided for individuals involved in the handling of discrimination and/or harassment complaints.

Notification

Prior to the beginning of each school year, the District will issue an appropriate public
announcement or publication which advises students, parents or legal guardians, employees, and other
relevant individuals of the District's established grievance process for resolving complaints of
discrimination and/or harassment. This announcement or publication will include the name, office
address, telephone number, and email address of the CRCO(s). The District's website will reflect current
and complete contact information for the CRCO(s).

A copy of this policy and its corresponding regulations and/or procedures will be available upon
request and will be posted and/or published in appropriate locations and/or District publications.

Additional Provisions

Regulations and/or procedures will be developed for reporting, investigating, and remedying
allegations of discrimination and/or harassment.

8 USC § 1324b

29 USC § 206

42 USC § 1981

Age Discrimination Act of 1975, 42 USC § 6101 et seq.

Age Discrimination in Employment Act of 1967 (ADEA), 29 USC § 621 et seq.
Americans with Disabilities Act (ADA), 42 USC § 12101 et seq.

(Continued)
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Equal Educational Opportunities Act of 1974, 20 USC § 1701 et seq.
Genetic Information Non-Discrimination Act (GINA), 42 USC § 2000ff et seq.
National Labor Relations Act (NLRA), 29 USC § 151 et seq.

Section 504 of the Rehabilitation Act of 1973, 29 USC § 790 et seq.

Title IV of the Civil Rights Act of 1964, 42 USC § 2000c et seq.

Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq.

Title VII of the Civil Rights Act of 1964, 42 USC § 2000¢ et seq.

Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq.
Uniformed Services Employment and Reemployment Rights Act (USERRA), 38 USC § 4301 et seq.
28 CFR Part 35

29 CFR Chapter I — National Labor Relations Board

29 CFR Chapter XIV — Equal Employment Opportunity Commission

34 CFR Parts 100, 104, 106, 110, and 270

45 CFR Part 86

Civil Rights Law §§ 40, 40-a, 40-c, 47-a, 47-b, and 48-a

Civil Service Law §§ 75-b and 115

Correction Law § 752

Education Law §§ 10-18, 313, 313-a, 2801, 3201, and 3201-a

Labor Law §§ 194-a, 201-d, 201-g, 203-e, 206-c, and 215

New York State Human Rights Law, Executive Law § 290 et seq.

Military Law §§ 242, 243, and 318

8 NYCRR § 100.2

9 NYCRR § 466 et seq.

NOTE: Refer also to Policies #3421 -- Title IX and Sex Discrimination
#6120 -- Equal Employment Opportunity
#6121 -- Sexual Harassment in the Workplace
#6122 -- Employee Grievances
#7550 -- Dignity for All Students
#7551 -- Sexual Harassment of Students
#8130 -- Equal Educational Opportunities
#8220 -- Career and Technical (Occupational) Education
District Code of Conduct

Adopted: 2/8/16
Revised: 11/21/16;
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SUBJECT: TITLE IX AND SEX DISCRIMINATION
Overview

The District is committed to creating and maintaining education programs and activities which are
free from discrimination and harassment. This policy addresses complaints of sex discrimination,
including sexual harassment, made under Title IX of the Education Amendments Act of 1972 and its
implementing regulations (Tltle IX). It is just one component of the District's overall commitment to
maintaining a discrimination and harassment-free educational and work environment.

Title IX prohibits discrimination on the basis of sex in any education program or activity operated
by a district that receives federal financial assistance. As required by Title IX, the District does not
discriminate on the basis of sex in its education programs and activities or when making employment
decisions.

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of sex discrimination, including sexual harassment. The District will promptly respond to
reports of sex discrimination, ensure that all investigations are conducted within a reasonably prompt
time frame and under a predictable fair grievance process that provides due process protections to
complainants and respondents, and impose sanctions and implement remedies when warranted.

Inquiries about this policy or the application of Title IX may be directed to the District's Title IX
Coordinator(s), the Assistant Secretary for Civil Rights of the United States Department of Education,
or both.

Scope and Application of Policy

This policy is limited to addressing complaints of sex discrimination, including sexual harassment,
that fall within the scope of Title IX which, among other things, has a specific definition of sexual
harassment and applies only to sex discrimination occurring against a person in the United States. This
policy applies to any individual participating in or attempting to participate in the District's education
programs or activities including students and employees.

Other District policies and documents address sex-based misconduct and may have different
definitions, standards of review, and grievance procedures. These documents must be read in
conjunction with this policy as they may cover incidents of sex-based misconduct not addressed by Title
IX.

If the allegations forming the basis of a formal complaint of sexual harassment, if proven, would
constitute prohibited conduct under Title IX, then the grievance process outlined in this policy would
be applied to the investigation and adjudication of all the allegations. Depending on the allegations,
additional grievance procedures may apply.

(Continued)
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The dismissal of a formal complaint of sexual harassment under Title IX does not preclude action
under another related District policy, procedure, collective bargaining agreement, or other document
such as the District's Code of Conduct.

What Constitutes Sex Discrimination Including Sexual Harassment

Title IX prohibits various types of sex discrimination including, but not limited to: sexual
harassment; the failure to provide equal athletic opportunity; sex-based discrimination in a District's
science, technology, engineering, and math (STEM) courses and programs; and discrimination based on
pregnancy.

Under Title IX, sexual harassment includes conduct on the basis of sex that satisfies one or more
of the following:

a)  An employee of the District conditioning the provision of an aid, benefit, or service of the
District on an individual's participation in unwelcome sexual conduct;

b) Unwelcome conduct determined by a reasonable person to be so severe, pervasive, and
objectively offensive that it effectively denies a person equal access to the District's
education program or activity;

c) Sexual assault, meaning an offense classified as a forcible or nonforcible sex offense under
the uniform crime reporting system of the Federal Bureau of Investigation;

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

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

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

(a) The length of the relationship;
(b) The type of relationship;
(¢) The frequency of interaction between the persons involved in the relationship;
e) Domestic violence, meaning felony or misdemeanor crimes of violence committed by a

current or former spouse or intimate partner of the victim, by a person with whom the victim
shares a child in common, by a person who is cohabitating with or has cohabitated with the

(Continued)
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victim as a spouse or intimate partner, by a person similarly situated to a spouse of the victim
under the domestic or family violence laws of the jurisdiction receiving grant monies, or by
any other person against an adult or youth victim who is protected from that person's acts
under the domestic or family violence laws of the jurisdiction; or

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

1. Fear for his or her safety or the safety of others; or
2. Suffer substantial emotional distress.
Title IX Coordinator

*The District has designated and authorized the following District employee(s) to serve as its Title
IX Coordinator: Superintendent of Schools: 518-632-5222

The Title IX Coordinator, who must be referred to as such, will coordinate the District's efforts to
comply with its responsibilities under Title IX. However, the responsibilities of the Title IX
Coordinator(s) may be delegated to other personnel.

Where appropriate, the Title IX Coordinator(s) may seek the assistance of the District's Civil
Rights Compliance Officer(s) (CRCO(s)) and/or Dignity Act Coordinator(s) (DAC(s)) in investigating,
responding to, and remedying complaints of sex discrimination, including sexual harassment.

Reporting Allegations of Sex Discrimination

Any person may report sex discrimination, including sexual harassment, regardless of whether
they are the alleged victim or not. Reports may be made in person, by using the contact information for
the Title IX Coordinator, or by any other means that results in the Title IX Coordinator receiving the
person's oral or written report. This report may be made at any time (including during non-business
hours) by using the telephone number or email address, or by mail to the office address, listed for the
Title IX Coordinator.

Reports of sex discrimination may also be made to any other District employee including a
supervisor, building principal, or the District's CRCO. All reports of sex discrimination, including sexual
harassment, will be forwarded to the District's Title IX Coordinator. Reports may also be forwarded to
other District employees depending on the allegations.

(Continued)
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All District employees who witness or receive an oral or written report of sex discrimination must
immediately inform the Title IX Coordinator. Failure to immediately inform the Title IX Coordinator
may subject the employee to discipline up to and including termination.

Making a report of sexual harassment is not the same as filing a formal complaint of sexual
harassment. A formal complaint is a document either filed by a complainant or a parent or legal guardian
who has a right to act on behalf of the complainant or signed by the Title IX Coordinator which alleges
sexual harassment against a respondent and requests that the District investigate the allegations. While
the District must respond to all reports it receives of sexual harassment, the Title IX grievance process
is only initiated with the filing of a formal complaint.

In addition to complying with this policy, District employees must comply with any other
applicable District policy, procedure, collective bargaining agreement, or other document such as the
District's Code of Conduct. This includes, but is not limited to, Policy #7550 -- Dignity for All Students
(DASA) which requires District employees to make an oral report promptly to the Superintendent or
principal, their designee, or the DAC not later than one school day after witnessing or receiving an oral
or written report of harassment, bullying, and/or discrimination of a student. Two days after making the
oral report, DASA further requires that the District employee file a written report with the
Superintendent or principal, their designee, or the DAC.

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

Grievance Process for Complaints of Sex Discrimination Other than Sexual Harassment

The District will provide for the prompt and equitable resolution of reports of sex discrimination
other than sexual harassment. In responding to these reports, the Title IX Coordinator will utilize, as
applicable, the grievance process set forth in Policy #3420 -- Non-Discrimination and Anti-Harassment
in the District and any other applicable District policy, procedure, collective bargaining agreement, or
other document such as the District's Code of Conduct.

Grievance Process for Formal Complaints of Sexual Harassment

The District will respond to allegations of sexual harassment in a manner that is not deliberately
indifferent whenever it has actual knowledge of sexual harassment in an education program or activity
of the District. The District is deliberately indifferent only if its response to sexual harassment is clearly
unreasonable in light of the known circumstances. For purposes of reports and formal complaints of
sexual harassment under Title IX, education program or activity includes locations, events, or
circumstances over which the District exercised substantial control over both the respondent(s) and the
context in which the sexual harassment occurred.

(Continued)



2021 3421
50f20

Community Relations

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

The District will follow a grievance process that complies with law and regulation before the

imposition of any disciplinary sanctions or other actions that are not supportive measures against a
respondent.

The District will conduct the grievance process in a timely manner designed to provide all parties

with a prompt and equitable resolution. It is anticipated that, in most cases, the grievance process will
be conducted within a reasonably prompt manner and follow the time frames established in this policy.

Definitions

a)

b)

d)

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

"Complainant" means an individual who is alleged to be the victim of conduct that could constitute
sexual harassment.

"Days" means business days, but excludes any weekday during which the school is closed.

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

(Continued)
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e)

f)

"Respondent” means an individual who has been reported to be the perpetrator of conduct that
could constitute sexual harassment.

"Supportive measures" means non-disciplinary, non-punitive individualized services offered as
appropriate, as reasonably available, and without fee or charge to the complainant or the
respondent before or after the filing of a formal complaint or where no formal complaint has been
filed. These measures are designed to restore or preserve equal access to the District's education
program or activity without unreasonably burdening the other party, including measures designed
to protect the safety of all parties or the District's educational environment, or deter sexual
harassment. Supportive measures may include counseling, extensions of deadlines or other course-
related adjustments, modifications of work or class schedules, campus escort services, mutual
restrictions on contact between the parties, changes in work or housing locations, leaves of
absence, increased security and monitoring of certain areas of the campus, and other similar
measures. The District must maintain as confidential any supportive measures provided to the
complainant or respondent, to the extent that maintaining such confidentiality would not impair
the ability of the District to provide the supportive measures. The Title IX Coordinator is
responsible for coordinating the effective implementation of supportive measures.

General Requirements for the Investigative and Grievance Process

During the investigation of a formal complaint and throughout the grievance process, the District

will ensure that:

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

b) All relevant evidence is objectively evaluated, including both inculpatory and exculpatory
evidence. Inculpatory evidence implicates or tends to implicate an individual in a crime or
wrongdoing. Exculpatory evidence frees or tends to free an individual from blame or
accusation.

c¢) The Title IX Coordinator, investigator, decision-maker involved in the grievance process, or
any person designated by the District to facilitate any informal resolution process does not
have a conflict of interest or bias for or against complainants or respondents generally or an
individual complainant or respondent.

d) Respondents are presumed not to be responsible for the alleged conduct until a determination
regarding responsibility is made at the conclusion of the grievance process.

(Continued)
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e)

g)
h)

)

k)

D

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

The range of possible disciplinary sanctions and remedies that may be implemented by the
District following any determination regarding responsibility are described to any known

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

The procedures and permissible bases for an appeal are known to all complainants and
respondents.

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

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

The burden of proof and the burden of gathering evidence sufficient to reach a determination
regarding responsibility rests on the District and not on the parties.

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

The parties have an equal opportunity to present witnesses, including fact and expert
witnesses, and other inculpatory and exculpatory evidence.

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

(Continued)
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0)

p)

Q)

s)

t)

The ability of either party to discuss the allegations under investigation or to gather and
present relevant evidence is not restricted.

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

Written notice of the date, time, location, participants, and purpose of all hearings,
investigative interviews, or other meetings, is provided to any party whose participation is
invited or expected with sufficient time for the party to prepare to participate.

The parties are provided with equal opportunity to inspect and review any evidence obtained
as part of the investigation that is directly related to the allegations raised in a formal
complaint, including the evidence upon which the District does not intend to rely on in
reaching a determination regarding responsibility and inculpatory or exculpatory evidence
whether obtained from a party or other source, so that each party can meaningfully respond
to the evidence prior to conclusion of the investigation.

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

Any document sent to a party is also sent to the party's advisor, if known.

After a Report of Sexual Harassment Has Been Made

After receiving a report of sexual harassment, the Title IX Coordinator will:

a)
b)

c)
d)

Promptly contact the complainant to discuss and offer supportive measures;

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

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

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

The Title IX Coordinator may also contact the respondent to discuss and/or impose supportive

measurcs.

(Continued)
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Requests for confidentiality or use of anonymous reporting may limit how the District is able to
respond to a report of sexual harassment.

Emergency Removal and Administrative Leave

At any point after receiving a report or formal complaint of sexual harassment, the District may
immediately remove a respondent from the District's education program or activity on an emergency
basis, provided that the District:

a)  Undertakes an individualized safety and risk analysis;

b) Determines that an immediate threat to the physical health or safety of any student or other
individual arising from the allegations of sexual harassment justifies removal; and

c) Provides the respondent with notice and an opportunity to challenge the decision
immediately following the removal.

The District should coordinate their Title IX compliance efforts with special education staff when
initiating an emergency removal of a student with a disability from an education program or activity as
the removal could constitute a change of placement under the IDEA or Section 504.

The District may place a non-student employee respondent on administrative leave with or without
pay during the pendency of the grievance process in accordance with law and regulation and any
applicable District policy, procedure, collective bargaining agreement, or other document such as the
District's Code of Conduct.

Filing a Formal Complaint

A complainant may file a formal complaint with the Title IX Coordinator in person or by mail,
email, or other method made available by the District. The complainant must be participating in or
attempting to participate in the education program or activity of the District at the time of filing the
complaint. The filing of a formal complaint initiates the grievance process.

A formal complaint must be signed by the complainant, the complainant's parent or legal guardian
as appropriate, or the Title IX Coordinator. Where a parent or legal guardian signs the complaint, the
parent or legal guardian does not become the complainant; rather the parent or legal guardian acts on
behalf of the complainant. The Title IX Coordinator may sign the formal complaint, but his or her
signature does not make him or her a complainant or a party to the complaint. If the formal complaint
is signed by the Title IX Coordinator, the Title IX Coordinator is still obligated to comply with the
grievance process outlined in this policy.

(Continued)
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The complainant, or the complainant's parent or legal guardian, must physically or digitally sign
the formal complaint, or otherwise indicate that the complainant is the person filing the formal
complaint. When a formal complaint is filed, the Title IX Coordinator must send a written notice of
allegations to all parties which includes the identities of all known parties.

The District will not discriminate on the basis of sex in its treatment of a complainant or a
respondent in responding to a formal complaint of sexual harassment.

The formal complaint form may be obtained from the District's Title IX Coordinator or found on
the District's website.

Consolidation of Formal Complaints

The District may consolidate formal complaints of sexual harassment against more than one
respondent, or by more than one complainant against one or more respondents, or by one party against
the other party, where the allegations of sexual harassment arise out of the same facts or circumstances.

Written Notice of Allegations

Upon receipt of a formal complaint, the District will send all known parties written notice of:
a)  The District's grievance process, including any informal resolution process; and
b)  The allegations of sexual harassment which will:

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

2. State that the respondent is presumed not to be responsible for the alleged conduct and
that a determination regarding responsibility is made at the conclusion of the grievance
process;

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

4.  Inform the parties that they may inspect and review any evidence obtained as part of

the investigation that is directly related to the allegations raised in the formal complaint;
and

(Continued)
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5. Include notice of any provision in any applicable District policy, procedure, collective
bargaining agreement, or other document such as the District's Code of Conduct that
prohibits knowingly making false statements or knowingly submitting false
information during the grievance process.

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

Investigation of a Formal Complaint

The Title IX Coordinator will oversee the District's investigation of all formal complaints. During
the investigation of a formal complaint, the Title IX Coordinator or another District employee may serve
as the District's investigator. The District may also outsource all or part of an investigation to appropriate
third parties. The outsourcing of all or part of an investigation does not relieve the District from its
obligation to comply with law and regulation.

It is anticipated that most investigations will be completed within 10 school days.

During the investigation of a formal complaint, the investigator will, as appropriate:

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

b) Interview all relevant persons including, but not limited to, any complainants, respondents,
and witnesses. Interviews of complainants and respondents will be conducted separately. If
a student is involved, the District will follow any applicable District policy, procedure, or
other document such as the District's Code of Conduct regarding the questioning of students.

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

1. Alistofall documents reviewed, along with a detailed summary of relevant documents;
2. Alistof names of those interviewed, along with a detailed summary of their statements;
3. A timeline of events; and

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

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

Prior to completion of the investigative report, the District will send to each party and the party's
advisor, if any, the evidence subject to inspection and review in an electronic format or a hard copy. The
parties will have at least ten days to submit a written response, which the investigator will consider prior
to completion of the investigative report.

At the end of the investigation, an investigative report will be created that fairly summarizes all
relevant evidence.

At least ten days prior to a hearing or other determination regarding responsibility, the investigative
report will be sent to each party and the party's advisor, if any, in an electronic format or a hard copy,
for their review and written response.

Dismissal of a Formal Complaint

The District must investigate the allegations in a formal complaint. The District must dismiss a
formal complaint under Title IX if the conduct alleged:

a)  Would not constitute sexual harassment even if proven;
b)  Did not occur in the District's education program or activity; or
c) Did not occur against a person in the United States.

Further, the District may dismiss a formal complaint or any of its allegations under Title IX, if at
any time during the investigation or hearing:

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

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

c) Specific circumstances prevent the District from gathering evidence sufficient to reach a
determination as to the formal complaint or any of its allegations.

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

The dismissal of a formal complaint under Title IX does not preclude action under another related
District policy, procedure, collective bargaining agreement, or other document such as the District's
Code of Conduct.

(Continued)
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Informal Resolutions

Before reaching a determination regarding responsibility, but only after a formal complaint is filed,
the District may offer and facilitate the use of an informal resolution process, such as mediation, that
does not involve a full investigation and adjudication of the formal complaint.

It is anticipated that most informal resolutions will be completed within 10 school days.

The District will not require that parties participate in an informal resolution process. The District
will not offer or facilitate an informal resolution process to resolve allegations that an employee sexually
harassed a student. Further, the District will not require the waiver of the right to an investigation and
adjudication of formal complaints of sexual harassment as a condition of enrollment or continuing
enrollment, or employment or continuing employment, or enjoyment of any other right.

If the District offers and facilitates the use of an informal resolution process, it will:

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

1. The allegations in the formal complaint;

2. The requirements of the informal resolution process including the circumstances under
which it precludes the parties from resuming a formal complaint arising from the same
allegations, provided, however, that at any time prior to agreeing to a resolution, any
party has the right to withdraw from the informal resolution process and resume the
grievance process with respect to the formal complaint;

3. Any consequences resulting from participating in the informal resolution process,
including the records that will be maintained or could be shared; and

b Obtain the parties' voluntary, written consent to the informal resolution process.
p ry p

Hearings and Determination Regarding Responsibility

The District will designate an individual decision-maker or a panel of decision-makers to issue a
written determination regarding responsibility. A decision-maker can either be a District employee or,
where appropriate, a third-party. They cannot be the same individual as either the Title IX Coordinator
or the investigator(s).

(Continued)
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The District's grievance process may, but is not required to, provide for a hearing. The
determination as to whether a hearing will be provided will be made on a case-by-case basis. If a hearing
is provided, the District will make all evidence subject to the parties' inspection and review available to
give each party equal opportunity to refer to this evidence during the hearing, including for purposes of
cross-examination.

With or without a hearing, before reaching a determination regarding responsibility, the decision-
maker(s) will afford each party the opportunity to:

a)  Submit written, relevant questions that a party wants asked of any party or witness within
five school days after the parties have received the investigative report;

b)  Provide each party with the answers given by any party or witness within five school days
of receiving the questions; and

c) Allow for additional, limited follow-up questions and responses from each party to occur
within five school days after the parties have received responses to their initial questions.

Questions and evidence about a complainant's sexual predisposition or prior sexual behavior will
not be considered, unless the questions and evidence about the complainant's prior sexual behavior are
offered to prove that someone other than the respondent committed the conduct alleged by the
complainant, or if the questions and evidence concern specific incidents of the complainant's prior sexual
behavior with respect to the respondent and are offered to prove consent. The decision-maker(s) will
explain to the party proposing the questions any decision to exclude a question as not relevant.

The decision-maker(s) will issue a written determination regarding responsibility to the Title IX

Coordinator, the Superintendent, and all parties simultaneously ten school days after all follow-up
questions have been responded to or after the hearing, if one has been provided.

(Continued)



2021 3421
15 of 20

Community Relations

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

To reach this determination, the decision-maker(s) will use the preponderance of the evidence
standard which is the standard of evidence that will be applied in all formal complaints of sexual
harassment. This standard is understood to mean that the party with the burden of persuasion must prove
that a proposition is more probably true than false meaning a probability of truth greater than 50 percent.

The written notice of the determination regarding responsibility will include:

a)
b)

Identification of the allegations potentially constituting sexual harassment;

A description of the procedural steps taken from the receipt of the formal complaint through
the determination, including any notifications to the parties, interviews with parties and
witnesses, site visits, methods used to gather other evidence, and hearings held;

Findings of fact supporting the determination;

Conclusions regarding the application of any applicable District policy, procedure, collective
bargaining agreement, or other document such as the District's Code of Conduct to the facts;

A statement of, and rationale for, the result as to each allegation, including a determination
regarding responsibility, any disciplinary sanctions the District is imposing on the
respondent, and whether remedies designed to restore or preserve equal access to the
District's education program or activity will be provided by the District to the complainant;
and

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

(Continued)
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Finality of Determination Regarding Responsibility

The determination regarding responsibility becomes final either on the date that the District
provides the parties with the written determination of the result of the appeal, if an appeal is filed, or if
an appeal is not filed, the date on which an appeal would no longer be considered timely.

Where a determination regarding responsibility for sexual harassment has been made against the
respondent, remedies will be provided to a complainant and disciplinary sanctions may be imposed on
a respondent. Remedies will be designed to restore or preserve equal access to the District's education
program or activity. Remedies and disciplinary sanctions will be implemented in accordance with
applicable laws and regulations, as well as any District policy, procedure, collective bargaining
agreement, or other document such as the District's Code of Conduct.

The Title IX Coordinator is responsible for the effective implementation of any remedies and/or
disciplinary sanctions. The Title IX Coordinator will work with other individuals as necessary to
effectively implement remedies and/or disciplinary sanctions.

Appeals
Either party may file an appeal from a determination regarding responsibility or from the District's
dismissal of a formal complaint or any of its allegations. Appeals must be submitted in writing to the

Title IX Coordinator within ten school days of the written notice of the determination regarding
responsibility or dismissal of the formal complaint or any of its allegations.

An appeal may only be based upon one or more of the following bases:
a)  Procedural irregularity that affected the outcome of the matter;

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

c) The Title IX Coordinator, investigator, or decision-maker(s) had a conflict of interest or bias
for or against complainants or respondents generally or the individual complainant or
respondent that affected the outcome of the matter.

The bases on which a party is seeking an appeal should be specifically stated in the party's written
appeal.

(Continued)
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Upon receipt of an appeal, the District will:

a)

b)

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

Ensure that any decision-maker for the appeal:

1. Is not the same person as any decision-maker that reached the initial determination
regarding responsibility or dismissal, investigator, or Title IX Coordinator;

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

Give all parties a reasonable, equal opportunity to submit a written statement in support of,
or challenging, the outcome. Parties will have to submit these written statements within *[a
reasonably prompt time frame] after the parties have been notified of the appeal;

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

Provide the written decision simultaneously to the Title IX Coordinator, the Superintendent,
and all parties within **[a reasonably prompt time frame] after receiving the parties written
statements in support of, or challenging, the outcome.

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

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

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

* and ** Customize to District -- The District should indicate a specific number of days.
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All complaints alleging retaliation will be handled in a manner consistent with the District's
policies and procedures regarding the investigation of discrimination and harassment complaints,
including Policy #3420 -- Non-Discrimination and Anti-Harassment in the District.

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

Confidentiality

Except where disclosure may be permitted or required by law or regulation, the District will keep
confidential the identity of any:

a) Individual who has made a report or complaint of sex discrimination;
b) Individual who has made a report or filed a formal complaint of sexual harassment;
c) Complainant;
d) Individual who has been reported to be the perpetrator of sex discrimination;
e) Respondent; and
f)  Witness.
Training
The District will ensure that:

a) All Title IX Coordinators, investigators, decision-makers, or persons who facilitate an
informal resolution process receive training on:

1.  The definition of sexual harassment as defined in Title IX;
2. The scope of the District's education program or activity;

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

4.  How to serve impartially, including by avoiding prejudgment of the facts at issue,
conflicts of interest, and bias.
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b)  All decision-makers receive training on any technology to be used at a live hearing and on
issues of relevance of questions and evidence, including when questions and evidence about
a complainant's sexual predisposition or prior sexual behavior are not relevant.

c) All investigators receive training on issues of relevance to create an investigative report that
fairly summarizes relevant evidence.

d)  All District employees receive training on mandatory reporting obligations and any other
responsibilities that they may have relative to Title IX.

Materials used to train Title IX Coordinators, investigators, decision-makers, and any person who
facilitates an informal resolution process will not rely on sex stereotypes and will promote impartial
investigations and adjudications of formal complaints of sexual harassment. Training materials will be
made publicly available on the District's website.

Notification

The District will notify students, parents or legal guardians of students, employees, applicants for
employment, and all unions or professwnal organizations holding collective bargaining or professional
agreements with the District of this policy.

Further, the District will prominently publish this policy and the contact information for the Title
IX Coordinator(s) on its website and in other publications, including in each handbook or catalog that it
makes available to the individuals and entities referenced above.

Recordkeeping
For a period of seven years, the District will retain the following:
a) Records of each sexual harassment investigation including any:
1.  Determination regarding responsibility;
2. Audio or audiovisual recording or transcript required under law or regulation;

3. Disciplinary sanctions imposed on the respondent; and

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

b)  Any appeal and its result.

(Continued)



2021 3421
20 of 20

Community Relations

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

c)
d)

e)

Any informal resolution and its result.

All materials used to train Title IX Coordinators, investigators, decision-makers, and any
person who facilitates an informal resolution process.

For each response to sexual harassment where the District had actual knowledge of sexual
harassment in its education program or activity against a person in the United States, records
of any actions, including any supportive measures, taken in response to a report or formal
complaint of sexual harassment. In each instance, the District must document the basis for
its conclusion that its response was not deliberately indifferent, and document that it has
taken measures designed to restore or preserve equal access to the District's education
program or activity. If a District does not provide a complainant with supportive measures,
then the District must document the reasons why such a response was not clearly
unreasonable in light of the known circumstances. The documentation of certain bases or
measures does not limit the District in the future from providing additional explanations or
detailing additional measures taken.

20 USC § 1092(f)(6)(A)(V)

20 USC § 1681, et. seq.

34 USC § 12291(a)(8, 10, and 30)
34 CFR Part 106

Education Law § 13

8 NYCRR § 100.2(kk)

NOTE:

Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#6121 -- Sexual Harassment in the Workplace
#7550 -- Dignity for All Students
District Code of Conduct

Adoption Date
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SUBJECT: EXTRAORDINARY CIRCUMSTANCES

The District considers the safety of its students and staff to be of the utmost importance and is
acutely aware that extraordinary circumstances such as widespread illness, natural disaster, or other
emergency situation may make District premises unsafe or otherwise interrupt the District's ability to
effectively operate.

In these circumstances, the District will follow its previously developed policies, procedures, and
plans including, but not limited to, the District-wide school safety plan and building-level emergency
response plan(s). To the extent that any District policy, procedure, or plan is in any way inconsistent
with or conflicts with federal, state, or county law, regulation, or executive order released for the purpose
of addressing the extraordinary circumstance, the federal, state, or county law, regulation, or executive
order will govern. Additionally, the Board may adopt resolutions or take other actions as needed to
respond to changes in federal, state, or county law, regulation, or executive order to provide further
direction during an extraordinary circumstance.

Adoption Date
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Non-Instructional/Business
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SUBJECT: GENDER NEUTRAL SINGLE-OCCUPANCY BATHROOMS

The District is committed to creating and maintaining an inclusive educational and work-
environment. The District will ensure that all single-occupancy bathroom facilities are designated as
gender neutral for use by no more than one occupant at a time or for family or assisted use.

"Single-occupancy bathroom" means a bathroom intended for use by no more than one occupant
at a time or for family or assisted use and which has a door for entry into and egress from the bathroom
that may be locked by the occupant to ensure privacy and security.

All gender neutral bathroom facilities will be clearly designated by the posting of signage either
on or near the entry door of each facility.

Education Law § 409-m
Public Buildings Law § 145

NOTE:  Refer also to Policy #7552 -- Student Gender Identity

Adoption Date
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SUBJECT: RECORDS MANAGEMENT

A Records Management Officer shall be designated by the Superintendent, subject to the approval
of the Board. Such Records Management Officer shall develop and coordinate an orderly and efficient
records management program. This program includes the legal disposition or destruction of obsolete
records and the storage and management of inactive records. The Records Management Officer shall
further be given the authority and responsibility to work with other local officials at all levels in the
development and maintenance of the records management program.

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

Retention and Disposition of Records

dlspose of them in accordance w1th the Retentlon and DlSpOSltlon Schedule for New York Local
Government Records (LGS-1) or as otherwise approved by the Commissioner of Education. Further, if
any law specifically provides a retention period longer than that established by this schedule, the
retention period established by the law will govern.

Replacing Original Records with Microforms or Electronic Images

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

Retention and Preservation of Electronic Records
The District shall ensure that records retention requirements are incorporated into any plan and
process for design, redesign, or substantial enhancement of an information system that stores electronic

records. The District shall also ensure that electronic records are not rendered unusable because of
changing technology before their retention and preservation requirements are met.

Arts and Cultural Affairs Law Article 57-a



8 NYCRR Part 185

Adopted: 2/8/16
Revised:
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SUBJECT: SCHOOL SAFETY PLANS

The District considers the safety of its students and staff to be of the utmost importance and is
keenly aware of the evolving nature of threats to schools. As such, it will address those threats
accordingly through appropriate emergency response planning. The District-wide school safety plan and
the building-level emergency response plan(s) will be designed to prevent or minimize the effects of
violent incidents and emergencies and to facilitate the coordination of schools and the District with local
and county resources in the event of these incidents or emergencies. These plans will be reviewed and
updated by the appropriate team on at least an annual basis and adopted by the Board by September 1
of each school year.

The Board will make the District-wide school safety plan available for public comment at least 30
days prior to its adoption. The District-wide school safety plan may only be adopted by the Board after
at least one public hearing that provides for the participation of school personnel, parents, students, and
any other interested parties. The District-wide school safety plan and any amendments must be
submitted to the Commissioner, in a manner prescribed by the Commissioner, within 30 days of
adoption, but no later than October 1 of each school year.

Building-level emergency response plan(s) and any amendments must be submitted to the
appropriate local law enforcement agency and the state police within 30 days of adoption, but no later
than October 1 of each school year. Building-level emergency response plan(s) will be kept confidential
and are not subject to disclosure under the Freedom of Information Law (FOIL) or any other provision
of law.

District-Wide School Safety Plan

District-wide school safety plan means a comprehensive, multi-hazard school safety plan that
covers all school buildings of the District, addresses crisis intervention, emergency response and
management at the District level, and has the contents as prescribed in Education Law and
Commissioner's regulations.

The District-wide school safety plan will be developed by the District-wide school safety team
appointed by the Board. The District-wide school safety team will include, but not be limited to,
representatives of the Board, teacher, administrator, and parent organizations, school safety personnel,
and other school personnel including bus drivers and monitors.

The District-wide school safety plan will include, but not be limited to:
a)  Policies and procedures for responding to implied or direct threats of violence by students,

teachers, other school personnel including bus drivers and monitors, and visitors to the
school, including threats by students against themselves, which includes suicide;

(Continued)
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b)

d)

2)
h)

)

k)

Policies and procedures for responding to acts of violence by students, teachers, other school
personnel including bus drivers and monitors, and visitors to the school, including
consideration of zero-tolerance policies for school violence;

Appropriate prevention and intervention strategies, such as:

1. Collaborative arrangements with state and local law enforcement officials, designed to
ensure that school safety officers and other security personnel are adequately trained,
including being trained to de-escalate potentially violent situations, and are effectively
and fairly recruited;

2. Nonviolent conflict resolution training programs;

3. Peer mediation programs and youth courts; and

4.  Extended day and other school safety programs;

Policies and procedures for contacting appropriate law enforcement officials in the event of
a violent incident;

A description of the arrangements for obtaining assistance during emergencies from
emergency services organizations and local governmental agencies;

Procedures for obtaining advice and assistance from local government officials, including
the county or city officials responsible for implementation of Executive Law Article 2-B
State and Local Natural and Man-Made Disaster Preparedness;

The identification of District resources which may be available for use during an emergency;

A description of procedures to coordinate the use of District resources and manpower during
emergencies, including identification of the officials authorized to make decisions and of the
staff members assigned to provide assistance during emergencies;

Policies and procedures for contacting parents, guardians, or persons in parental relation to
District students in the event of a violent incident or an early dismissal;

Policies and procedures for contacting parents, guardians, or persons in parental relation to
an individual District student in the event of an implied or direct threat of violence by the
student against themselves, which includes suicide;

Policies and procedures relating to school building security, including, where appropriate:
the use of school safety officers, school security officers, and/or school resource officers;
and security devices or procedures;

(Continued)
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Policies and procedures for the dissemination of informative materials regarding the early
detection of potentially violent behaviors, including, but not limited to, the identification of
family, community, and environmental factors to teachers, administrators, school personnel
including bus drivers and monitors, parents and other persons in parental relation to students
of the District or Board, students, and other persons deemed appropriate to receive the
information,;

Policies and procedures for annual multi-hazard school safety training for staff and students,
provided that the District must certify to the Commissioner that all staff have undergone
annual training by September 15 on the building-level emergency response plan which must
include components on violence prevention and mental health, provided further that new
employees hired after the start of the school year will receive training within 30 days of hire
or as part of the District's existing new hire training program, whichever is sooner;

Procedures for the review and conduct of drills and other exercises to test components of the
emergency response plan, including the use of tabletop exercises, in coordination with local
and county emergency responders and preparedness officials;

The identification of appropriate responses to emergencies, including protocols for
responding to bomb threats, hostage-takings, intrusions, and kidnappings;

Strategies for improving communication among students and between students and staff and
reporting of potentially violent incidents, such as the establishment of youth-run programs,
peer mediation, conflict resolution, creating a forum or designating a mentor for students
concerned with bullying or violence, and establishing anonymous reporting mechanisms for
school violence;

A description of the duties of hall monitors and any other school safety personnel, the training
required of all personnel acting in a school security capacity, and the hiring and screening
process for all personnel acting in a school security capacity;

A system for informing all educational agencies within the District of a disaster; and

The designation of the Superintendent or designee, as the District Chief Emergency Officer
whose duties will include, but not be limited to:

1.  Coordinating the communication between school staff, law enforcement, and other first
responders;

2.  Leading the efforts of the District-wide school safety team in the completion and yearly
update of the District-wide school safety plan and the coordination of the District-wide
school safety plan with the building-level emergency response plan(s);

(Continued)
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3. Ensuring staff understanding of the District-wide school safety plan;

4.  Ensuring the completion and yearly update of building-level emergency response plans
for each school building;

5. Assisting in the selection of security related technology and development of procedures
for the use of the technology;

6. Coordinating appropriate safety, security, and emergency training for District and
school staff, including required training in the emergency response plan;

7.  Ensuring the conduct of required evacuation and lock-down drills in all District
buildings as required by law; and

8.  Ensuring the completion and yearly update of building-level emergency response
plan(s) by the dates designated by the Commissioner; and

t)  Protocols for responding to a declared state disaster emergency involving a communicable
disease that are substantially consistent with the provisions in Labor Law Section 27-c.

Building-Level Emergency Response Plan

Building-level emergency response plan means a building-specific school emergency response
plan that addresses crisis intervention, emergency response and management at the building level and
has the contents as prescribed in Education Law and Commissioner's regulations. As part of this plan,
the District will define the chain of command in a manner consistent with the National Incident
Management System (NIMS)/Incident Command System (ICS).

Building-level emergency response plan(s) will be developed by the building-level emergency
response team. The building-level emergency response team is a building-specific team appointed by
the building principal, in accordance with regulations or guidelines prescribed by the Board. The
building-level emergency response team will include, but not be limited to, representatives of teacher,
administrator, and parent organizations, school safety personnel and other school personnel including
bus drivers and monitors, community members, local law enforcement officials, local ambulance, fire
officials, or other emergency response agencies, and any other representatives the Board deems
appropriate.

Classroom door vision panels will not be covered except as outlined in the building-level
emergency response plan.

Education Law § 2801-a

8 NYCRR § 155.17

Adopted: 2/8/16

Revised: 11/21/16; 2/24/20;
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SUBJECT: DRUG AND ALCOHOL TESTING FOR SCHOOL BUS DRIVERS

In order to help prevent accidents and injuries resulting from the misuse of drugs and/or alcohol
by school bus drivers, the Board adopts this policy in compliance with federal and state law and
regulation.

The District has designated the following individual to answer driver questions about this policy
and related materials:

Superintendent of Schools
Drug and Alcohol Testing Program

School bus drivers are subject to drug and/or alcohol testing in a variety of circumstances. The
District will comply with all federal and state law and regulation regarding the implementation of a drug
and alcohol testing program for school bus drivers.

The District will either establish and manage its own drug and alcohol testing program or by
contract have a consortium/third-party administrator manage all, or part of, its drug and alcohol testing
program for school bus drivers.

Under federal law and regulation, individuals who operate a Commercial Motor Vehicle (CMV)
designed to transport 16 or more occupants (including the driver) and are subject to commercial driver's
license (CDL) requirements established by the United States Department of Transportation are safety-
sensitive employees and are subject to the following drug and/or alcohol testing:

a) Pre-employment drug testing which will be conducted after a conditional offer to hire has
been extended, but before the actual performance of safety-sensitive functions for the first
time. This pre-employment testing will also be required when employees transfer to a safety-
sensitive position.

b) Random drug and/or alcohol testing which will be conducted on an unannounced basis.

c) Reasonable suspicion drug and/or alcohol testing which will be conducted when
reasonable suspicion exists that a driver has engaged in prohibited use of drugs and/or
alcohol. The required observation for reasonable suspicion drug and/or alcohol testing must
be made by a supervisor or official who has been trained in accordance with federal law and
regulation.

d) Post-accident drug and/or alcohol testing which will be conducted as soon as practicable
following certain occurrences involving a CMV operating on a public road.

(Continued)
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e) Return-to-duty drug and/or alcohol testing which will be conducted on a driver who has
engaged in prohibited drug and/or alcohol conduct before the driver returns to perform a
safety-sensitive function.

f)  Follow-up drug and/or alcohol testing which will be conducted on a driver who has
engaged in prohibited drug and/or alcohol conduct and has returned to performing a safety-
sensitive function. This testing will be conducted on an unannounced basis in accordance
with a written follow-up testing plan developed by a substance abuse professional (SAP).

All procedures used to test for the presence of drugs and/or alcohol will conform to the
requirements outlined in federal law and regulation for protecting the driver, ensuring the integrity of
the testing process, safeguarding the validity of the test results, and ensuring that all test results are
attributed to the correct driver.

Under New York State law and regulation, all school bus drivers are subject to pre-employment
and random drug and alcohol testing in accordance with the provisions and requirements of federal
regulations, regardless of commercial driver's license endorsement. Every school bus driver will be
included in the random testing pool and must submit to testing when selected.

Prohibitions and Consequences for School Bus Drivers
Under federal law and regulation, individuals who operate a CMV designed to transport 16 or
more occupants (including the driver) and are subject to CDL requirements established by the United
States Department of Transportation are prohibited from:
a)  Reporting for duty or remaining on duty to perform safety-sensitive functions while having
an alcohol concentration of 0.04 or greater. If testing shows an alcohol concentration of 0.02
or greater but less than 0.04, the employee must be removed from performing safety-sensitive
activities for not less than 24 hours, but no punitive action will be taken by the employer;
b)  Using alcohol while performing safety-sensitive functions;
c) Performing safety-sensitive functions within four hours after using alcohol;
d) When required to take a post-accident alcohol test, using alcohol within eight hours
following the accident or prior to undergoing a post-accident alcohol test, whichever comes
first;

e) Refusing to submit to a drug or alcohol test required by post-accident, random, reasonable
suspicion, return-to-duty, or follow-up testing requirements;

f)  Refusing to submit to a pre-employment drug test;

(Continued)



2021 5741
3of5

Non-Instructional/Business
Operations

SUBJECT: DRUG AND ALCOHOL TESTING FOR SCHOOL BUS DRIVERS (Cont'd.)

2

h)

Reporting for duty or remaining on duty, requiring the performance of safety-sensitive
functions, when the driver uses any drugs, as defined by federal law and regulation. This
prohibition does not apply when the use is pursuant to the instructions of a licensed medical
practitioner who is familiar with the driver's medical history and has advised the driver that
the substance will not adversely affect the driver's ability to safely operate a CMV; or

Reporting for duty, remaining on duty, or performing a safety-sensitive function, if the driver
tests positive for drugs.

Additionally, under New York State law, all school bus drivers are prohibited from:

a)

b)

Consuming a drug or intoxicating liquor, regardless of its alcoholic content, or be under the
influence of a drug or intoxicating liquor, within six hours before going on duty or operating,
or having physical control of a bus;

Consuming a drug or intoxicating liquor, regardless of its alcoholic content while on duty,
or operating, or in physical control of a bus; or

Possessing a drug or intoxicating liquor, regardless of its alcoholic content while on duty,
operating or in physical control of a bus. However, this paragraph does not apply to the
possession of a drug or intoxicating liquor which is transported as part of a shipment or
personal effects of a passenger or to alcoholic beverages which are in sealed containers.

It is the employer's responsibility to ensure that no school bus driver:

a)
b)

Violates any of the above listed provisions of New York State law; or

Be on duty or operate a school bus if, by a person's general appearance or by a person's
conduct or by other substantiating evidence, a person appears to have consumed a drug or
intoxicating liquor within the preceding eight hours.

Any violation of this policy and/or District procedures, and applicable federal and state law and
regulation by a school bus driver will be grounds for disciplinary action and penalties including, but not
limited to, fines, suspension, and/or discharge in accordance with the District's and/or the vendors' or
contract bus companies' policies, collective bargaining agreements, and applicable law.

Drivers who are found to have engaged in prohibited conduct under federal law and regulation
will be removed immediately from safety-sensitive functions and will not be allowed to return to
perform safety-sensitive functions until they:

a)

Are evaluated by a SAP;

(Continued)
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b) Complete any requirements for rehabilitation as set by the employer and the SAP; and

c) Pass areturn-to-duty test with the result below 0.02 if the conduct involved alcohol, or a drug
test with a verified negative result if the conduct involved drug use.

The Drug and Alcohol Clearinghouse
The Drug and Alcohol Clearinghouse ("Clearinghouse") is a secure online database that provides
real-time information about CDL and commercial learner's permit holder's drug and alcohol program

violations. The District will comply with all federal law and regulation regarding the Clearinghouse.

In accordance with 49 CFR Part 382, the following personal information will be collected,
maintained, and reported to the Clearinghouse:

a) A verified positive, adulterated, or substituted drug test result;
b)  An alcohol confirmation test with a concentration of 0.04 or higher;
c) A refusal to submit to any required test;
d) An employer's report of actual knowledge of:
1. On duty alcohol use;
2. Pre-duty alcohol use;
3. Alcohol use following an accident; and
4.  Drug use;
e) A SAP's report of the successful completion of the return-to-duty process;
f) A negative return-to-duty test; and
g)  An employer's report of completion of follow-up testing.
Employee Notification
The Superintendent or designee will ensure that each school bus driver receives a copy of District
policy, educational materials that explain the requirements of drug and alcohol testing law and
regulation, and any regulations and/or procedures developed by the District with respect to meeting

those requirements. The Superintendent or designee will ensure that a copy of these materials is

(Continued)
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distributed to each school bus driver, who will sign for receipt of all of the above documents, as well as
other appropriate personnel, prior to the start of any drug and/or alcohol testing as well as at the
beginning of each school year or at the time of hire for any school bus driver. Representatives of
applicable collective bargaining units will be notified of the availability of this information.

The Superintendent or designee will further ensure that each school bus driver receives educational
materials concerning: the effects of drug and alcohol use on an individual's health, work, and personal
life; signs and symptoms of a drug or alcohol problem (the driver's or a co-worker's); and available
methods of intervening when a drug or alcohol problem is suspected, including confrontation, referral
to any employee assistance program and/or referral to management.

The Superintendent or designee will arrange for training of all supervisors who may be utilized to
determine whether reasonable suspicion exists to test a driver for prohibited conduct involving drugs
and/or alcohol.

Records Management and Retention

Employee records relating to drug and/or alcohol testing, as well as to substance abuse and/or
alcohol prevention programs, will be maintained in accordance with law and regulation. All employee
drug and/or alcohol testing will be kept confidential and will only be revealed as required or authorized
by law or regulation.

49 USC §§ 31136 and 31306
49 CFR Parts 40, 382, and 383
Vehicle and Traffic Law §§ 142, 509-g, 509-1

Adopted: 2/8/16
Revised: 3/18/19;
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Overview

The District is committed to creating and maintaining an environment which is free from
discrimination and harassment. This policy addresses employment discrimination. It is just one
component of the District's overall commitment to maintaining a discrimination and harassment-free
educational and work environment.

Consistent with this commitment and in accordance with law and regulation, the District is an
equal opportunity employer that does not discriminate against any employee or applicant for
employment in its programs and activities on the basis of any legally protected class or category
including, but not limited to: age; race; creed; religion; color; national origin; sexual orientation; gender
identity or expression; military status; sex; disability; predlsposmg genetic characteristics; familial
status; marital status; status as a victim ‘of domestic violence; and criminal arrest or conviction record.

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of employment discrimination. The District will promptly respond to reports of
employment discrimination, ensure that all investigations are conducted within a reasonably prompt
time frame and under a predictable fair grievance process that provides due process protections, and
impose disciplinary measures and implement remedies when warranted.

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(s)).

Reporting Allegations of Employment Discrimination

Any person may report employment discrimination regardless of whether they are the alleged
victim or not. Reports of employment discrimination may be made orally or in writing to the District's
CRCO or any other District employee including, but not limited to, a supervisor or building principal.

All District employees who witness or receive an oral or written report of employment
discrimination must immediately inform the CRCO. Failure to immediately inform the CRCO may
subject the employee to discipline up to and including termination. If the CRCO is unavailable, including
due to a conflict of interest or other disqualifying reason, the report will be directed to another CRCO,
if the District has designated another individual to serve in that capacity. If the District has not designated
another CRCO, the Superintendent will ensure that another person with the appropriate training and
qualifications is appointed to act as the CRCO.

Additionally, District employees must comply with reporting requirements in any other applicable
District policy or document. Applicable policies or documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District.

(Continued)
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Grievance Process for Complaints of Employment Discrimination

The District will act to promptly, thoroughly, and equitably investigate all complaints, whether
oral or written, of employment discrimination and will promptly take appropriate action to protect
individuals from further discrimination.

Various District policies and documents address employment discrimination. These policies and
documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District. All
complaints will be handled in accordance with the applicable District policies and/or documents.

The determination as to which District policies and/or documents are applicable is fact specific,
and the CRCO may work with other District staff to determine which District policies and/or documents
are applicable to the specific facts of the complaint.

If an investigation reveals that employment discrimination has occurred, the District will take
immediate corrective action as warranted. This action will be taken in accordance with applicable law
and regulation, as well as any applicable District policy, regulation, procedure, collective bargaining
agreement, third-party contract, or other document such as the District's Code of Conduct.

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

The District prohibits retaliation against any individual because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in an investigation, proceeding, or
hearing related to a complaint of employment discrimination.

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

Where appropriate, follow-up inquiries will be made to ensure that the discrimination has not
resumed and that those involved in the investigation have not suffered retaliation.

8 USC § 1324b

29 USC § 206

42 USC § 1981

Age Discrimination in Employment Act of 1967 (ADEA), 29 USC § 621 et seq.
Americans with Disabilities Act (ADA), 42 USC § 12101 et seq.

Genetic Information Non-Discrimination Act (GINA), 42 USC § 2000ff et seq.

(Continued)
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National Labor Relations Act (NLRA), 29 USC § 151 et seq.

Section 504 of the Rehabilitation Act of 1973, 29 USC § 790 et seq.

Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq.

Title VII of the Civil Rights Act of 1964, 42 USC § 2000¢ et seq.

Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq.
Uniformed Services Employment and Reemployment Rights Act (USERRA), 38 USC § 4301 et seq.
28 CFR Part 35

29 CFR Chapter I — National Labor Relations Board

29 CFR Chapter XIV — Equal Employment Opportunity Commission

34 CFR Parts 100, 104, and 106

45 CFR Part 86

Civil Rights Law §§ 40, 40-a, 40-c, 47-a, 47-b, and 48-a

Civil Service Law §§ 75-b and 115

Correction Law § 752

Labor Law §§ 194-a, 201-d, 201-g, 203-e, 206-c, and 215

New York State Human Rights Law, Executive Law § 290 et seq.

Military Law §§ 242, 243, and 318

9 NYCRR § 466 et seq.

NOTE: Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Title IX and Sex Discrimination
#6121 -- Sexual Harassment in the Workplace
#6122 -- Employee Grievances

Adopted: 2/8/16
Revised: 11/21/16; 3/18/19;
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Overview

The District is committed to creating and maintaining an environment which is free from
discrimination and harassment. Sexual harassment is one form of workplace discrimination. This policy
addresses sexual harassment in the workplace. It is just one component of the District's overall
commitment to maintaining a discrimination and harassment-free educational and work environment.

Sexual harassment is a form of employee misconduct, a violation of District policy, and unlawful.
Employees of every level who engage in sexual harassment including supervisory personnel who
engage in sexual harassment, who knowingly allow such behavior to continue, or fail to report suspected
sexual harassment will be subject to remedial and/or disciplinary action by the District. Sexual
harassment may also subject the District to liability for harm to targets of sexual harassment. Harassers
may also be individually subject to liability.

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of sexual harassment in the workplace. The District will promptly respond to reports of
sexual harassment in the workplace, ensure that all investigations are conducted within a reasonably
prompt time frame and under a predictable fair grievance process that provides due process protections,
and impose disciplinary measures and implement remedies when warranted.

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(s)) and/or Title IX Coordinator(s).

Scope and Application

This policy applies to all instances of sexual harassment perpetrated against a "covered person,"
regardless of immigration status, by anyone in the workplace, including a co-worker, supervisor, or
third-party such as a non-employee, paid or unpaid intern, vendor, building security, visitor, volunteer,
parent, or student. For purposes of this policy, a "covered person" includes:

a) Employees;

b)  Applicants for employment;

c) Paid or unpaid interns; and

d) Non-employees, which include anyone who is (or is employed by) a contractor,

subcontractor, vendor, consultant, or other person providing services pursuant to a contract
in the workplace.

(Continued)
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Sexual harassment in the workplace can occur between any individuals, regardless of their sex or
gender. Unlawful sexual harassment is not limited to the physical workplace itself. Sexual harassment
can occur on school property and at school functions which, for purposes of this policy, means a school-
sponsored or school-authorized extracurricular event or activity regardless of where the event or activity
takes place, including any event or activity that may take place virtually or in another state. It can also
occur while employees are traveling for District business. Calls, texts, emails, and social media usage
can constitute unlawful workplace harassment, even if they occur away from school property, on
personal devices, or during non-work hours. Accordingly, conduct or incidents of sexual harassment
that create or foreseeably create a disruption within the District may be subject to this policy in certain
circumstances.

Other District policies and documents such as regulations, procedures, collective bargaining
agreements, and the District's Code of Conduct may address misconduct related to sexual harassment
and may provide for additional, different, or more specific grievance procedures depending on a number
of factors including, but not limited to, who is involved and where the alleged sexual harassment
occurred. These documents must be read in conjunction with this policy. Applicable policies or
documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District; and
Policy #3421 -- Title IX and Sex Discrimination.

The dismissal of a complaint under one policy or document does not preclude action under another
related District policy or document.

What Constitutes Sexual Harassment

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

Under New York State Human Rights Law, sexual harassment is unlawful when it subjects an
individual to inferior terms, conditions, or privileges of employment. Harassment need not be severe or
pervasive to be unlawful, and can be any harassing conduct that consists of more than petty slights or
trivial inconveniences.

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

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

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

(Continued)
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¢) Submission to or rejection of such conduct is used as the basis for employment decisions
affecting an individual's employment.

A sexually harassing hostile work environment includes, but is not limited to, words, signs, jokes,
pranks, intimidation or physical violence which are of a sexual nature, or which are directed at an
individual because of that individual's sex. Sexual harassment also consists of any unwanted verbal or
physical advances, sexually explicit derogatory statements or sexually discriminatory remarks made by
someone which are offensive or objectionable to the recipient, which cause the recipient discomfort or
humiliation, which interfere with the recipient's job performance.

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

Any covered person who feels harassed should report the conduct so that any violation of this
policy can be corrected promptly. Any harassing conduct, even a single incident, can be addressed under
this policy.

Examples of Sexual Harassment

The following describes some actions that may constitute unlawful sexual harassment and that are
strictly prohibited:

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

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

2. Rape, sexual battery, molestation or attempts to commit these assaults.
b) Unwanted sexual advances or propositions, such as:
1. Requests for sexual favors accompanied by implied or overt threats concerning the
target's job performance evaluation, a promotion or other job benefits or detriments;
and

2. Subtle or obvious pressure for unwelcome sexual activities.

c¢) Sexually oriented gestures, noises, remarks or jokes, or comments about a person's sexuality
or sexual experience, which create a hostile work environment.

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

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

Hostile actions taken against an individual because of that individual's sex, sexual
orientation, gender identity, and the status of being transgender, such as:

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

2. Sabotaging an individual's work; and

3. Bullying, yelling, or name-calling.

Prohibition of Retaliatory Behavior (Whistle-Blower Protection)

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

hours).

The District prohibits any retaliatory behavior directed against complainants, victims, witnesses,

and/or any

other individuals who participate in the investigation of a complaint of sexual harassment.

Such retaliation is unlawful under federal, state, and (where applicable) local law. The New York State
Human Rights Law protects any individual who has engaged in "protected activity." Protected activity

occurs whe

a)

b)

n a person has:

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

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

Opposed sexual harassment by making an oral or informal complaint of harassment to a
supervisor, building principal, other administrator, or the CRCO;

(Continued)
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d)  Reported that another employee has been sexually harassed; or
e) Encouraged a fellow employee to report harassment.

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

Reporting Allegations of Sexual Harassment

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

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

District employees must comply with reporting requirements in any other applicable District
policy or document. Applicable policies or documents may include: Policy #3420 -- Non-Discrimination
and Anti-Harassment in the District; and Policy #3421 -- Title IX and Sex Discrimination.

Any person who believes they have been a target of sexual harassment may also seek assistance
in other available forums, as explained in this policy.

Supervisory Responsibilities

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

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

Supervisors, building principals, and other administrators will also be subject to discipline for
engaging in any retaliation.

Investigating Complaints of Sexual Harassment

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

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

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

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

a)  Upon receipt of a complaint, the CRCO will conduct an immediate review of the allegations,
and take any interim actions (e.g., instructing the respondent to refrain from communications
with the complainant), as appropriate.

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

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

(Continued)
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c)

d)
e)

2

h)

i)

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

Request and review all relevant documents, including all electronic communications.
Interview all parties involved, including any relevant witnesses. If a student is involved, the
District will follow all applicable District policies and procedures regarding questioning

students.

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

1. Alistofall documents reviewed, along with a detailed summary of relevant documents;
2. Alistofnames of those interviewed, along with a detailed summary of their statements;
3. A timeline of events;

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

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

Keep the written documentation and associated documents in a secure and confidential
location.

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

Inform the individual who reported of the right to file a complaint or charge externally as
outlined in this policy.

Additionally, other District policies and documents address sexual harassment. These policies and
documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District; and
Policy #3421 -- Title IX and Sex Discrimination. All complaints will be handled in accordance with the
applicable District policies and/or documents.

The determination as to which District policies and/or documents are applicable is fact specific,
and the CRCO may work with other District staff such as the District's Title IX Coordinator(s) to
determine which District policies and/or documents are applicable to the specific facts of the complaint.

(Continued)
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If an investigation reveals that sexual harassment has occurred, the District will take immediate
corrective action as warranted. This action will be taken in accordance with applicable law and
regulation, as well as any applicable District policy, regulation, procedure, collective bargaining
agreement, third-party contract, or other document such as the District's Code of Conduct.

Annual Training

The District will provide a sexual harassment prevention training program to all employees on an
annual basis. The training will be interactive and will include:

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

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

c¢) Information concerning the federal and state statutory provisions concerning sexual
harassment and remedies available to victims of sexual harassment;

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

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

Notification

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

At the time of hiring and at every annual sexual harassment prevention training program, the
District will provide each employee a notice containing this policy and the information presented at the
District's sexual harassment prevention training program.

This notice will be provided in English and in the language identified by the employee as his or
her primary language, provided that the New York State Department of Labor Commissioner has
published a template of the model materials in that language.

The notice will be delivered in writing, either in print or digitally. The notice will either link to or
include, as an attachment or printed copy, the policy and training materials.

(Continued)



2021 6121
9of11

Personnel

SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE (Cont'd.)
Legal Protections and External Remedies

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

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

In addition to those outlined below, individuals may have additional legal protections.

State Human Rights Law (HRL)

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

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

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

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

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

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

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

(Continued)
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Civil Rights Act of 1964

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

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

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

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

Title IX

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

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

Local Protections

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

Local Police Department

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

(Continued)
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Title VII of the Civil Rights Act of 1964, 42 USC § 2000¢ et seq.

Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq.
29 CFR § 1604.11(a)

34 CFR Subtitle B, Chapter I

Civil Service Law § 75-b

New York State Human Rights Law, Executive Law § 290 et seq.

Labor Law § 201-g

NOTE: Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Title IX and Sex Discrimination
#6122 -- Employee Grievances
#7551 -- Sexual Harassment of Students

Adopted: 2/8/16
Revised: 11/21/16;3/18/19; 2/24/20;
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Probation

Generally, teachers, all other members of the teaching staff, principals, administrators, supervisors,
and all other members of the supervising staff will be appointed by the Board upon the recommendation
of the Superintendent for a probationary period of four years.

The probationary period will not exceed three years for teachers previously appointed to tenure in
any district or BOCES within the state, provided that the teacher was not dismissed from that district or
BOCES as a result of charges brought pursuant to Education Law Section 3020-a or 3020-b and met the
required annual professional performance review (APPR) rating in his or her final year of service there.

Additionally, up to two years of service as a regular substitute teacher may be applied toward
probationary service. (This is sometimes referred to as Jarema Credit.)

The probationary period will not exceed three years for principals, administrators, supervisors, or
other members of the supervising staff appointed on or after June 1, 2020 who were previously appointed
to tenure as an administrator within an authorized administrative tenure area in any district or BOCES
within the state provided that the individual was not dismissed from that district or BOCES as a result
of charges brought pursuant to Education Law Section 3020-a or 3020-b.

During the probationary period, a staff member will be given assistance in adjusting to the new
position, but the essential qualifications for acceptable performance will be assumed because the staff
member attained the required certification or license.

A staff member's appointment may be discontinued at any time during his or her probationary
period upon the recommendation of the Superintendent and by majority vote of the Board.

Any staff member not recommended for tenure appointment will be notified in writing by the
Superintendent no later than 60 days before his or her probationary period expires.

Tenure

The Board will comply with all applicable laws and regulations regarding tenure.

At the expiration of the probationary period or within six months prior, the Superintendent will
make a written report to the Board recommending for appointment to tenure those who have been found
competent, efficient, and satisfactory and, in the case of teachers and building principals, those who

have received APPR ratings of effective or highly effective in at least three of the preceding four years,
exclusive of any breaks in service.

(Continued)
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If a teacher or building principal receives an APPR rating of ineffective in their final probationary
year after receiving APPR ratings of effective or highly effective in the preceding probationary years,
they will not be eligible for tenure. However, the Board may extend that teacher's or building principal's
probationary time by an additional year. The teacher or building principal may be eligible for immediate
tenure if he or she successfully appeals the ineffective rating.

The Board may then—by a majority vote—appoint to tenure any or all of the persons
recommended by the Superintendent.

A teacher or building principal will remain on probationary status until the end of the school year
in which he or she has received APPR ratings of effective or highly effective for at least three of the
four preceding school years, exclusive of any breaks in service. During this time, the Board may grant
tenure contingent upon a teacher's or building principal's receipt of a minimum APPR rating in the final
year of his or her probationary period. If the contingency is not met after all appeals are exhausted, the
grant of tenure will be void and unenforceable and the teacher's or building principal's probationary
period may be extended for an additional year in accordance with law.

Resolutions Making Appointments

Each Board resolution making a probationary appointment or an appointment on tenure will
specify:

a)  The name of the appointee;

b)  The tenure area or areas in which the professional will devote a substantial portion of his or
her time;

c¢) The date probationary service or service on tenure commences in each area;
d)  The expiration date of the appointment, if made on a probationary basis. For appointments
of classroom teachers and building principals, the resolution must state that:

1. To receive tenure, the individual must receive composite or overall APPR ratings of
effective or highly effective in at least three of the four preceding years; and

2. If the teacher or building principal receives an ineffective composite or overall APPR
rating in his or her final year of probation, he or she will not be eligible for tenure at
that time; and

e) The certification status of the appointee in reference to the position to which the individual
is appointed.

(Continued)
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Education Law §§ 2509, 2573, 3012, 3014, and 3031
ENYCRR § 30-1.3

NOTE:  Refer also to Policy #6217 -- Professional Staff: Separation

Adopted: 2/8/16
Revised:
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Overview

Email is a valuable tool that allows for quick and efficient communication. However, careless,
unacceptable, or illegal use of email may place the District and members of its community at risk. Use
of email in the District must be consistent with the District's educational goals and comply with federal
and state laws and regulations, as well as all applicable District policies, regulations, procedures,
collective bargaining agreements, and other related documents such as the District's Code of Conduct.
This includes, but is not limited to, this policy and the District's policies on non-discrimination and anti-
harassment, protecting the personal information of District employees and students, acceptable use, and
record management.

District-related emails are most secure and best managed when District email services are used.
Accordingly, the District's email services should be used for all district-related emails, including emails
in which students or student issues are involved. Personal email accounts should not be used to conduct
District-related business. Further, District email accounts should not be used as any individual's primary
personal email address.

Scope and Application of Policy

This policy applies to all District employees and any individual assigned a District email address
to conduct District-related business (authorized user).

Sending Emails with Personal, Private, and Sensitive Information
Personal, private, and sensitive information (PPSI) is any information to which unauthorized
access, disclosure, modification, destruction, use, or disruption of access or use could have or cause a
severe impact on critical District functions, employees, students, third parties, or other individuals or
entities. For purposes of this policy, PPSI includes, but is not limited to:
a)  District assessment data;
b) Protected student records;
c) Information subject to laws protecting personal information such as Family Educational
Rights and Privacy Act (FERPA), Individuals with Disabilities Act (IDEA), Health
Insurance Portability and Accountability Act (HIPAA);
d) Social security numbers;
e) Driver's license or non-driver identification card numbers;

f)  Credit or debit card numbers;

(Continued)
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2)
h)

i)

Account numbers;
Passwords; and

Access codes.

The failure to follow proper security protocols when emailing PPSI increases the risk that
unauthorized individuals could access and misuse PPSI.

*District employees and authorized users may not send or forward emails that include:

a)

b)

d)

PPSI without building principal or supervisor authorization. Additional precautions, such as
encrypting the email in a District-approved method, should be taken when sending any
emails containing PPSI.

Lists or information about District employees without building principal or supervisor
authorization.

Attachments with file names that may disclose PPSI. Files containing PPSI should be
password protected and encrypted. File protection passwords should not be transmitted via
email. District employees and authorized users will not use cloud-based storage services
(such as Dropbox or OneDrive) to transmit files with PPSI without previous District approval
or consulting with a building principal or supervisor.

Comments or statements about the District that may negatively impact it.

Any questions regarding the District's protocols for sending emails with PPSI or what information
may or may not be emailed should be directed to a supervisor.

Receiving Suspicious Emails

Social engineering attacks are prevalent in email. In a social engineering attack, an attacker uses
human interaction (social skills) to obtain confidential or sensitive information.

Phishing attacks are a form of social engineering. Phishing attacks use fake email messages
pretending to represent a legitimate person or entity to request information such as names, passwords,
and account numbers. They may also deceive an individual into opening a malicious webpage or
downloading a file attachment that leads to malware being installed.

Malware is malicious software that is designed to harm computer systems. Malware may be
inadvertently installed after an individual opens an email attachment, downloads content from the
Internet, or visits an infected website.

(Continued)
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Before responding to any emails, clicking on any hyperlinks, or opening any attachments, District
employees and authorized users should review emails for indicators of suspicious activity. These
indicators include, but are not limited to:

a)  Attachments that were not expected or make no sense in relation to the email message;

b)  When the recipient hovers the mouse over a hyperlink that is displayed in the email, the link
to the address is for a different website;

c)  Hyperlinks with misspellings of known websites;

d) The sender is not someone with whom the recipient ordinarily communicates;

e) The sender's email address is from a suspicious domain;

f)  Emails that are unexpected, unusual, or have bad grammar or spelling errors; and

g) Emails asking the recipient to click on a link or open an attachment to avoid a negative
consequence or to gain something of value.

District employees and authorized users should forward suspicious emails to the District's
information technology (IT) staff.

No Expectation of Privacy

District employees and authorized users should have no expectation of privacy for any email
messages they create, receive, or maintain on their District email account. The District has the right to
monitor, review, and audit each District employee's and authorized user's District email account.

Accessing District Email Services on Personal Devices

In the event a District employee or authorized user loses a personal device that has been used to
access the District's email service, that District employee or authorized user should notify the Districts'
IT staff so that measures can be taken to secure the email account.

Personal Use

The District's email services are intended for District-related business only. Incidental or limited
personal use of the District's email services is allowed so long as the use does not interfere with job
performance. However, District employees and authorized users should have no expectation of privacy
in this email use.

(Continued)
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The District's email services should not be used to conduct job searches, post personal information
to bulletin boards, blogs, chat groups, and list services, etc. without authorization from a building
principal or supervisor.

It is prohibited to use the District's email services for:

a)
b)
c)
d)
e)

Illegal purposes;

Transmitting threatening, obscene, discriminatory, or harassing materials or messages;
Personal gain or profit;

Promoting religious or political causes; and/or

Sending spam, chain letters, or any other type of unauthorized widespread distribution of
unsolicited mail.

Personal email accounts or services (Yahoo, Gmail, etc.) should not be accessed via the District
Computer System (DCS) without authorization from a building principal or supervisor.

Confidentiality Notice

A standard confidentiality notice will automatically be added to each email as determined by the

District.

Training

District employees and authorized users will receive ongoing training related to the use of email
in the District. This training may cover topics such as:

a)

b)
c)
d)
e)
f)

What is expected of users, including the appropriate use of email with students, parents, and
other individuals to avoid issues regarding harassment and/or charges of fraternization;

How to identify suspicious emails, as well as what to do after receipt of a suspicious email;
Emailing PPSI;

How to reduce risk to the District;

Cost of policy non-compliance;

Permanence of email, including how email is never truly deleted, as the data can reside in
many different places and in many different forms; and

(Continued)
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g)  How users should have no expectation of privacy when using the DCS or any District email
service.

Notification

The District will provide annual notification of this policy and any corresponding regulations to
all District employees and authorized users. The District will then require that all employees and
authorized users acknowledge that they have read, understood, and will comply with the policy and
regulations.

Records Management and Retention

The same laws and business records requirements apply to email as to other forms of written
communication.

Email will be maintained and archived in accordance with Retention and Disposition Schedule for
New York Local Government Records (LGS-1) and as outlined in any records management policies,
regulations, and/or procedures.

Additionally, emails may be subject to disclosure under the Freedom of Information Law (FOIL),
a court action, an audit, or as otherwise required or permitted by law or regulation.

Disciplinary Measures

Failure to comply with this policy and any corresponding regulations or procedures may subject a
District employee and authorized user to discipline such as loss of email use, loss of access to the DCS,
and/or other disciplinary action up to and including termination. When applicable, law enforcement
agencies may be contacted.

The District's IT staff may report mapproprlate use of email by a District employee or authorized
user to the District employee or authorized user's building principal or supervisor who may take
appropriate action which may include disciplinary measures.

NOTE: Refer also to Policies #3320 -- Confidentiality of Computerized Information
#3420 -- Non-Discrimination and Anti-Harassment in the District
#5670 -- Records Management
#6410 -- Staff Acceptable Use Policy
#8271 -- Internet Safety/Internet Content Filtering

Adopted: 2/8/16
Revised:
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In general, leaves of absence will be administered by the Superintendent. The Board reserves the

right to grant leaves of absence for purposes or under conditions not contemplated or considered in the
policy statement. Where a leave of absence is falsely requested or improperly used, the Board may
undertake appropriate disciplinary action. The purpose or conditions of a leave of absence may not be
altered except by permission of the Superintendent, as expressed in writing.

Leaves of absence, contractual, et al.

a)

b)

Employees who are members of a negotiating unit:

Authorization is granted to approve requests for leaves of absence submitted in accordance with
provisions of contracts in effect between the District and each bargaining unit.

Employees who are not members of a negotiating unit:

Authorization is granted to approve requests for leaves of absence submitted by these employees
where the requests are consistent with provisions of contracts in effect between the District and
the bargaining unit most compatible with the employment status of the employee.

Employees who are under contract to the District:

Authorization is granted to implement provisions for leaves of absence contained in each contract.

Leaves of absence, unpaid, not covered above

a)

b)

Subject to limitations enumerated in this policy statement, authorization is granted for the
following unpaid leaves of absence:

1.  For a period of time not to exceed one school year for approved graduate study, this leave to
include any required internship experience.

2. At the expiration of a paid sick leave of absence, this leave may be extended for a period of
time not longer than the end of the school year after the school year in which the paid leave
of absence began.

Unpaid leaves of absence cannot be used to extend vacation periods, to take vacations, to engage
in other occupations, or to provide additional personal leaves, except that the Superintendent will
have discretion, where circumstances warrant, to approve leaves of absence for those purposes.
Unpaid leaves of absence will not be granted unless the services of a substitute employee,
satisfactory in the discretion of the Superintendent, can be secured.

(Continued)
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d)  Except where it interferes with an employee's legal or contractual rights, the timing of unpaid
leaves of absence will be granted at the convenience of the District.

Other leaves of absence

Other leaves of absence include, but are not limited to, the following:

a)

b)

Emergency Service Volunteer Leave

Upon presentation of a written request from the American Red Cross and with the approval
of the Superintendent, employees certified by the American Red Cross as disaster volunteers
will be granted leave from work with pay for up to 20 days in any calendar year to participate
in specialized disaster relief operations. This leave will be provided without loss of seniority,
compensation, sick leave, vacation leave, or other overtime compensation to which the
volunteer is otherwise entitled.

Screenings for Cancer

Employees will be granted up to four hours of paid leave on an annual basis to undertake a
screening for cancer. This leave will be excused leave and will not be charged against any
other leave to which the employee is entitled.

Blood Donation
The District must either, at its option:

1.  Grant three hours of unpaid leave of absence in any 12-month period to an employee
who seeks to donate blood off-premises. The leave may not exceed three hours unless
agreed to by the Superintendent or designee; or

2. Allow its employees without use of accumulated leave time to donate blood during
work hours at least two times per year at a convenient time and place set by the
Superintendent or designee, including allowing an employee to participate in a blood
drive at the District.

Leave taken by employees at a District-designated donation alternative (such as a
District-sponsored blood drive at the workplace) must be paid leave that is provided
without requiring the employee to use accumulated vacation, personal, sick, or other
leave time.

The District will not retaliate against an employee for requesting or obtaining a leave of
absence under this section. Additional leaves for the purpose of blood donation under any
other provision of law will not be prevented.

(Continued)
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d)

Bone Marrow Donation

Employees seeking to undergo a medical procedure to donate bone marrow will be granted
leaves to do so, the combined length of the leaves to be determined by the physician, but
may not exceed 24 work hours unless agreed to by the Superintendent or designee. The
District will require verification for the purpose and length of each leave requested by the
employee for this purpose.

The District will not retaliate against an employee for requesting or obtaining a leave of
absence under this section. Additional leaves for the purpose of bone marrow donation under
any other provision of law will not be prevented.

Nursing Mothers (Breastfeeding/Lactation)

The District will provide reasonable unpaid break time or permit the use of paid break time
or meal time each day to allow an employee to express breast milk for her nursing child for
up to three years following childbirth. The District will make reasonable efforts to provide a
room or other location in close proximity to the work area where the employee can express
milk in privacy. The District will not discriminate against an employee who chooses to
express breast milk in the workplace.

Reasonable unpaid break time is generally no less than 20 minutes and no more than 30
minutes dependent upon the proximity of the designated location for expressing breast milk.
In most situations, the District is required to provide unpaid break time at least once every
three hours if requested by the employee. At the employee's option, the District will allow
the employee to work before or after her normal shift to make up the amount of time used
during the unpaid break time(s) so long as the additional time requested falls within the
District's normal work hours.

The District will provide written notice to employees who are returning to work following
the birth of a child of their right to take unpaid leave for the purpose of expressing breast
milk. This notice may either be provided individually to affected employees or to all
employees generally through publication of the notice in the employee handbook or posting
of the notice in a central location.

Any employee wishing to avail herself of this benefit is required to give the District advance

notice, preferably prior to her return to work, to allow the District an opportunity to establish
a location and schedule leave time to accommodate employees as needed.

(Continued)
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f)

2)

h)

Witnesses or Victims of Crimes

The District will grant an unpaid leave of absence to an employee, who is a victim of or a
witness to a criminal offense, that is required or chooses to appear as a witness, consult with
the district attorney, or exercise his or her rights as provided in the Criminal Procedure Law,
the Family Court Act, and the Executive Law.

To use this leave, the employee must provide notice of the need for leave at any time prior
to the actual day of leave. The District is permitted to ask the party who sought the attendance
or testimony of the employee to provide verification of the employee's service. Employees
will not be penalized or discharged for absences by reason of a required appearance as a
witness in a criminal proceeding, or consultation with the district attorney, or exercising his
or her rights as provided under the law.

Victims of Domestic Violence

Unless the absence would cause an undue hardship to the District, the District will provide
reasonable accommodations to employees who are victims of domestic violence who must
be absent from work for a reasonable time in accordance with law.

An employee availing themselves of this leave must provide the District with reasonable
advance notice, unless providing this notice is not feasible. An employee unable to provide
reasonable advance notice must, within a reasonable time after the absence, provide a
certification to the District when requested.

To the extent allowed by law, the District will maintain the confidentiality of any information
related to an employee's status as a victim of domestic violence.

Military Leave

The District will comply with state and federal laws regarding military leave and re-
employment.

Jury Duty

As provided by law, any employee who is summoned to serve as a juror and who notifies the
District to that effect prior to his or her term of service will not, on account of absence by
reason of jury service, be subject to discharge or penalty. The District will ensure that all
absences for this purpose are granted in accordance with law and the terms of any applicable
collective bargaining agreement.

(Continued)
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j)  Voting

Employees who are registered voters and have four consecutive hours either between the
opening of the polls and the beginning of their working shift, or between the end of their
working shift and the closing of the polls will be deemed to have sufficient time to vote and
will therefore not be eligible for paid leave to vote in any election.

Employees who are registered voters, and do not have sufficient time outside of their working
hours to vote in any election, may without loss of pay for up to two hours, take so much time
off as will, when added to their voting time outside of their working hours, enable them to

iods. The employee will be allowed time off for \;oting only at the beginr;ing
or the end of his or her working shift, as the District may designate, unless otherwise mutually
agreed.

Employees requiring working time off to vote must notify the District not more than ten or
less than two working days before the day of the election.

The District must post a notice informing employees of their right to leave in order to vote
not less than ten working days before an election and until polls close on election day. This
notice will be conspicuously posted in a place where it can be seen by employees as they
come and go to their place of work.

29 USC § 207(r)

Uniformed Services Employment and Reemployment Rights Act of 1994 (USERRA), 38 USC §§ 4301-4333
Civil Service Law §§ 71-73 and 159-b

Education Law §§ 1709(16), 2509(6), 2573(12), 3005, 3005-a and 3005-b
General Municipal Law §§ 92, 92-c, and 92-d

Election Law § 3-110

Executive Law § 296(22)

Judiciary Law §§ 519 and 521

Labor Law §§ 202-a, 202-i, 202-j, 202-1 and 206-c

Military Law §§ 242 and 243

Penal Law § 215.14

Adopted: 2/8/16
Revised: 3/18/19; 2/24/20;
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SUBJECT: EMPLOYMENT OF RETIRED PERSONS

A retired person may be employed and earn compensation in a position in the District, without any
effect on his or her status as retired and without suspension or diminution of his or her retirement
allowance subject to the conditions enumerated in Retirement and Social Security Law Section 211(1).
However, there shall be no earning limitations on or after the calendar year in which any retired person
attains age 65.

No retired person may be employed in the District except upon approval of the Civil Service
Commission or the Commissioner of Education unless otherwise authorized in accordance with law, as
discussed below.

Two sections of the Retirement and Social Security Law (RSSL Section 211 and 212) affect a
retiree's return to public employment in New York State. If a retiree returns to public employment, he
or she may still be able to collect his or her pension depending upon:

a)  How much is earned after returning to work; and
b)  The retiree's age.

If a retiree is under age 65, he or she can return to public employment without approval or reduction

in retirement benefits as long as his or her calendar year earnings do not exceed $36;000-(the RSSE
Section 212 limit). If a retiree's earnings will be more than the Section 212 limit, the employer must
request and receive prior approval from the appropriate agency to hire the retiree under Section 211.
This may help avoid a reduction or suspension of the retiree's pension. (Refer to subheading below for
more information regarding RSSL Section 211 and the approval process.)
Section 211 waivers are provided for "unclassified service" positions. Retired police officers
employed by a school district as a School Resource Officer fall under the "classified service" but may
have the earnings limitation waived at the discretion of the Commissioner of Education, as long as all
of the requirements for waivers in the unclassified service are fulfilled.

There is generally no restriction on a retiree's earnings beginning in the calendar year he or she
turns 65, unless returning to public office.

RSSL Section 211 Approval Process

Approval for post-retirement employment of a person under the age of 65 or a retired police officer
employed as a School Resource Officer whose calendar year earnings exceed $36;000 the Section 212
limit may be granted only on the written request of the District giving detailed reasons related to the
standards set forth in Section 211; and on a finding of satisfactory evidence by the Civil Service
Commission or the Commissioner of Education that the retired person is duly qualified, competent and
physically fit for the performance of the duties of the position in which he or she is to be employed and
is properly certified where such certification is required.

(Continued)
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The District will prepare a detailed recruitment plan to fill such vacancy on a permanent basis
when the need arises and will undertake extensive recruitment efforts to fill the vacancy prior to making
a determination that there are no available non-retired persons qualified to perform the duties of such
position.

Approvals to hire retired individuals may be granted for periods not exceeding two years each,
provided that a person may not return to work in the same or similar position for a period of one year
following retirement. However, in accordance with RSSL Section 212, a retiree may return to work in
the same or similar position within the same year following retirement if his or her earnings are under
$30.000 the Section 212 limit or if he or she receives a Section 212 waiver, or other conditions exist as
enumerated in law.

Reporting Requirements and Disclosure

a)  The District shall report all money earned by a retired person in its employ in excess of the earnings
limitation outlined in Retirement and Social Security Law Section 212 to the retirement system
administered by the State or any of its political subdivisions from which the retired person is
collecting his or her retirement allowance.

b)  The District, when employing a retired person who is eligible to collect or is already collecting a
retirement allowance from a retirement system administered by the State or any of its political
subdivisions, shall report on an annual basis to the retirement system paying such retirement
allowance and to the State Comptroller. This report shall consist of the re-employed retiree's name,
date of birth, place of employment, current position, and all earnings.

Public Record

Any request for approval of the employment of a retired person, including the reasons stated, and
the findings and determination of such request shall be a public record open for inspection in the Office
of the Civil Service Commission, the Commissioner of Education, or the Board making such findings
and determination as specified in Retirement and Social Security Law Section 211.

Education Law § 525
Retirement and Social Security Law §§ 111, 211, 212,217, and 411
8 NYCRR § 80-5.5(b)

Adopted: 2/8/16
Revised:
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SUBJECT: REMOTE WORKING

Generally, the District believes that its goals and objectives are best served when employees work
in-person on District premises. However, the District recognizes that, in certain circumstances, remote
working or telecommuting may be advantageous to both the employee and the District. It may also be
necessary in the event of an extraordinary circumstance such as widespread illness, natural disaster, or
other emergency situation.

When making decisions about remote working, the District will take into consideration any
applicable laws, regulations, collective bargaining agreements, or existing policies and procedures. This
policy will be superseded by any conflicting law, regulation, or collective bargaining agreement.

Remote Working Arrangements

Remote working is not an entitlement or a District-wide benefit. The ability to work remotely is
completely at the discretion of the District. Except where specifically provided by an applicable
collective bargaining agreement, employees will not be permitted to file a grievance as a result of a
denial of their request to work remotely.

Upon request, an employee's supervisor, in conjunction with the Superintendent or designee, may
grant an employee a full-time, part-time, or short-term remote work arrangement provided that the
employee's work is able to be performed remotely and the employee has consistently demonstrated the
ability to effectively work independently.

Extraordinary Circumstances

In the event of an extraordinary circumstance such as widespread illness, natural disaster, or other
emergency situation, it may be necessary to establish remote working arrangements for some or all
employees. In these circumstances, the District will notify employees of whether they are expected to
work at home full-time, part-time, or not at all. The District retains the right to change the remote
working arrangement for any employee at any time.

Continuity of Work

Unless specifically agreed upon, working remotely will not alter an employee's work schedule, job
duties, compensation, benefits, or any other term and condition of employment. Further, while working
remotely, employees will be required to remain available during their normal workhours via email,
phone, or other means. Failure to respond in a reasonable time frame may result in discipline and/or
termination of the remote work arrangement.

(Continued)
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Compliance with District Policies and Procedures

District employees who are working remotely are required to comply with any and all applicable
District policies, procedures, and other related documents as they normally would if they were working
on District premises. Examples include, but are not limited to, the District's policies and procedures on
non-discrimination and anti-harassment, protecting the personal information of District employees and
students, acceptable use, and copyright. Engaging in prohibited conduct may result in disciplinary action
as warranted.

Adoption Date
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SUBJECT: REMOTE LEARNING
Use of Remote Learning in the District

The District may offer remote or distance learning to students at certain times including, but not
limited to, independent study, enrichment courses, and in the event of an extraordinary circumstance
such as widespread illness, natural disaster, or other emergency situation.

When making decisions about remote learning, the District will consult with students, parents,
teachers, administrators, community members, and other stakeholders as appropriate. The District will
also ensure that it is complying with applicable teaching and learning requirements.

Extraordinary Circumstances

In the event of an extraordinary circumstance that requires long-term and widespread use of remote
learning, a plan will be developed that outlines how the District will accomplish remote learning. This
plan will outline the number of students involved, modes of remote learning, asynchronous and
synchronous learning opportunities, internet and device access among students, and alternatives
available for students who have neither a device nor consistent access. It will also address the needs of
different populations of students including, but not limited to, vulnerable students, younger students,
students with disabilities, and English language learners.

If warranted, the District may use a hybrid model of in-person instruction and remote learning.
Formats and Methods of Remote Learning

Remote learning may be delivered by teachers through a variety of formats and methods.
Instruction may be provided through video, audio, and/or written materials. Communication between
teachers and students may occur through video conferencing, prerecorded videos, online discussion
boards, and/or other instruction that relies on technology. Remote learning can occur synchronously,
which involves real-time interaction and collaboration between teachers and students, or
asynchronously, which involves delayed interactions between teachers and students and self-directed
learning.

Determinations about how to best deliver remote learning will take into account a variety of factors
including, but not limited to, the number of students involved, the subject matter, the students' grade
levels, and technological resources of both the District and students. Consideration will also be given to
whether accommodations need to be made for students with disabilities or English language learners.

Remote Learning Support

As necessary, the District will provide instruction on using remote learning technology and IT
support for students, teachers, and families. The District will also work to ensure that teachers and
administrators are provided with professional development opportunities related to designing an
effective remote learning experience.

(Continued)
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Compliance with District Policies, Procedures, and the Code of Conduct

Teachers and students are required to comply with any and all applicable District policies,
procedures, and other related documents as they normally would for in-person instruction. Examples
include, but are not limited to, the District's policies and procedures on non-discrimination and anti-
harassment, acceptable use, and copyright. Students will also be required to abide by the rules contained
within the Code of Conduct at all times while engaged in remote learning. Violations of the Code of
Conduct and/or engaging in prohibited conduct may result in disciplinary action as warranted.

Privacy and Security of Student and Teacher Data

In compliance with law, regulation, and District policy, the District will take measures to protect
the personal information of students and teachers from unauthorized access when using remote learning
technologies. Examples of these measures include, but are not limited to, minimizing the amount of data
shared to only that which is necessary, deidentifying data, and the use of encryption or an equivalent
technical control that renders personally identifiable information unusable, unreadable, or
indecipherable to unauthorized persons when transmitted electronically.

Adoption Date
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SUBJECT: STUDENT RECORDS: ACCESS AND CHALLENGE

The District shall comply with the provisions of the Family Educational Rights and Privacy Act
of 1974 (FERPA). Under its provisions, parents or guardians and noncustodial parent(s), whose rights
are not limited by court order or formal agreement, of a student under 18, or a student who is 18 years
of age or older or who is attending an institution of post-secondary education, have a right to inspect
and review any and all education records maintained by the District.

Education Records

The term "education records" is defined as all records, files, documents and other materials
containing information directly related to a student; and maintained by the education agency or
institution, or by a person acting for such agency or institution (34 Code of Federal Regulations (CFR)
Section 99.3). This includes all records regardless of medium, including, but not limited to, handwriting,
videotape or audiotape, electronic or computer files, film, print, microfilm, and microfiche.

In addition, for students who attend a public school district, all records pertaining to services
provided under the Individuals with Disabilities Education Act (IDEA) are considered "education
records" under FERPA. As such, they are subject to the confidentiality provisions of both Acts.

Personal notes made by teachers or other staff, on the other hand, are not considered education
records if they are:

a)  Kept in the sole possession of the maker;
b) Not accessible or revealed to any other person except a temporary substitute; and
c¢) Used only as a memory aid.

Additionally FERPA does not prohibit a school official from disclosing information about a
student if the information is obtained through the school official's personal knowledge or observation
and not from the student's education records.

Records created and maintained by a law enforcement unit for law enforcement purposes are also
excluded.

Access to Student Records

The Board directs that administrative regulations and procedures be formulated to comply with
the provisions of federal law relating to the availability of student records. The purpose of such
regulations and procedures shall be to make available to the parents or guardians of students and
noncustodial parent(s) whose rights are not limited by court order or formal agreement, or students who
are 18 years of age or older or who are attending an institution of post-secondary education, student
records, and files on students, and to ensure the confidentiality of such records with respect to third
parties.

(Continued)
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SUBJECT: STUDENT RECORDS: ACCESS AND CHALLENGE (Cont'd.)

Under FERPA, unless otherwise exempted in accordance with law and regulation, the District may
release personally identifiable information (PII) contained in student education records only if it has
received a "signed and dated written consent" from a parent or eligible student. Signed and dated written
consent may include a record and signature in electronic form provided that such signature:

a) Identifies and authenticates a particular person as the source of the electronic consent; and

b) Indicates such person's approval of the information contained in the electronic consent.

Exceptions

Without the consent of a parent or eligible student, a district may release a student's information
or records when it is:

a)  Directory Information and Limited Directory Information

Directory information is information contained in an education record of a student that would
not generally be considered harmful or an invasion of privacy if disclosed. Limited Directory
Information Disclosure means that the District may limit disclosure of its designated
directory information to specific parties, for specific purposes, or both. The intent is to allow
schools the option to implement policies that allow for the disclosure of student information
for uses such as yearbooks, but restrict disclosure for more potentially dangerous purposes.
The District shall limit disclosure of its designated directory information as otherwise
specified in its public notice to parents of students in attendance and eligible students in
attendance.

b)  To School Officials who have a Legitimate Educational Interest

To other school officials, including teachers, within the educational agency or institution
whom the school has determined to have legitimate educational interests. An educational
interest includes the behavior of a student and disciplinary action taken against such student
for conduct that posed a significant risk to the safety or well-being of the student, other
students or other members of the school community. A school official has a legitimate
educational interest if the official needs to review an education record in order to fulfill his
or her professional responsibility.

¢) To Another Educational Institution

The District may disclose any and all educational records, including disciplinary records and
records that were created as a result of a student receiving special education services under
Part B of IDEA, to another school or postsecondary institution at which the student seeks or
intends to enroll, or after the student has enrolled or transferred, so long as the disclosure is

(Continued)
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d)

for purposes related to the student's enrollment or transfer. Parental consent is not required
for transferring education records if the school's annual FERPA notification indicates that
such disclosures may be made. In the absence of information about disclosures in the annual
FERPA notification, school officials must make a reasonable attempt to notify the parent
about the disclosure, unless the parent initiated the disclosure. Additionally, upon request,
schools must prov1de a copy of the information disclosed and an opportunity for a hearing.

For Health and Safety Emergency Reasons

School districts must balance the need to protect students' personally identifiable information
with the need to address issues of school safety and emergency preparedness. Under FERPA,
if an educational agency or institution determines that there is an articulable and significant
threat to the health or safety of a student or other individuals, it may disclose information
from education records, without consent, to any person whose knowledge of the information
is necessary to protect the health and safety of the student or other individuals during the
period of the health or safety emergency. School districts may release information from
records to appropriate parties including, but not limited to, parents, law enforcement officials
and medical personnel. A school district's determination that there is an articulable and
significant threat to the health or safety of a student or other individuals shall be based upon
a totality of the circumstances, including the information available, at the time the
determination is made. The school district must record the articulable and significant threat
that formed the basis for the disclosure and maintain this record for as long as the student's
education records are maintained.

To Juvenile Justice Systems

Information may be disclosed to state and local officials or authorities to whom information
is specifically allowed to be reported or disclosed by a state statute that concerns the juvenile
justice system and the system's ability to effectively serve, prior to adjudication, the student
whose records were released. In such cases the official or authority must certify in writing
that the information will not be disclosed to any other party except as provided under law
without prior written consent.

To Foster Care Agencies

A district may release records to an agency caseworker or other representative of a state or
local child welfare agency, who has the right to access a student's case plan, when the agency
or organization is legally responsible, for the care and protection of the student. This does
not give a child welfare agency the right to look into any non-foster care student's records,
without parental consent, when there has been a mere allegation of abuse or maltreatment,
absent an order or subpoena (see below).

(Continued)
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2)

h)

)

k)

In accordance with a Subpoena or Court Order

When a district receives a subpoena or court order for the release of records the District must
make a reasonable effort to notify the parent or guardian or eligible student of the order or
subpoena in advance of compliance. This allows the parent or guardian or eligible student to
seek protective action against the subpoena or order before the release of the records.

Districts may disclose a student's records without first notifying parents or guardians or
eligible students if the disclosure is:

1.  Based on a subpoena in which the court orders, for good cause shown, not to reveal to
any person the existence or contents of the subpoena or any information furnished in
accordance with the subpoena;

2. In accordance with a judicial order in cases where the parents are a party to a court
proceeding involving child abuse or maltreatment or dependency matters, and the order
is issued in the context of that proceeding; or

3. Made to a court (with or without an order or subpoena) when a District is involved in
a legal action against a parent or student and the records are relevant to the matter.

For Financial Aid Purposes

Pertinent information may be released in connection with the determination of eligibility,
amount, conditions and enforcement of terms of a student's financial aid.

To Accrediting Organizations

Disclosure of a student's records may be made to an organization in which that student seeks
accreditation, in order to carry out their accrediting function.

To Parents of a Dependent Student

Even when a student turns 18 years of age or older a District may disclose education records
to that student's parents, without the student's consent, if the student is claimed as a dependent
for federal income tax purposes by either parent.

For Audit/Evaluation Purposes

The audit or evaluation exception allows for the disclosure of PII from education records
without consent to authorized representatives of the Comptroller General of the U.S., the
Attorney General, the Secretary of Education, federal, state or local educational authorities

(Continued)
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("FERPA permitted" entities). Under this exception, PII from education records must be used
to audit or evaluate a federal or state supported education program, or to enforce or comply
with federal legal requirements that relate to those education programs (audit, evaluation, or
enforcement or compliance activity).

The District may, from time to time, disclose PII from education records without consent to
authorized representatives of the entities listed above. The District may also, from time to
time, designate its own authorized representative who may access PII without consent in
connection with an audit or evaluation of an education program within the District. As an
example, the District might designate a university as its authorized representative in order to
disclose, without consent, PII from education records on its former students to the university.
The university could then disclose, without consent, transcript data on those former students
attending the university to allow the District to evaluate how effectively the District prepared
its students for success in postsecondary education.

1)  For Conducting Studies

This exception allows for the disclosure of PII from education records without consent to
organizations conducting studies for, or on behalf of, schools, school districts or
postsecondary institutions. Studies can be for the purpose of developing, validating, or
administering predictive tests; administering student aid programs; or improving instruction.

The District may, from time to time, disclose PII from education records without consent to
such organizations conducting studies for the District, in accordance with its obligations
under FERPA.

In addition, other entities outside of the District may, from time to time, disclose PII from
education records that the District has previously shared with that entity, to organizations conducting
studies on behalf of the District. For example, a State Education Agency (SEA) may disclose PII from
education records provided by the District without consent to an organization for the purpose of
conducting a study that compares program outcomes across school districts to further assess the
effectiveness of such programs with the goal of providing the best instruction.

Required Agreements for the Studies or Audit/Evaluation Exceptions (see items k and 1)

To the extent required by law, the District shall enter into a written agreement with organizations
conducting studies for the District, or, with its designated authorized representatives in connection with
audits or evaluations of education programs within the District. In the event that the District discloses
PII from education records to its own designated authorized representative in connection with an audit
or evaluation of an educational program within the District, it shall use reasonable methods to ensure to
the greatest extent practicable that its designated authorized representative complies with FERPA and
its regulations.

(Continued)
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Challenge to Student Records

Parents or guardians of a student under the age of 18, or a student who is 18 years of age or older
or who is attending an institution of post-secondary education, shall have an opportunity for a hearing
to challenge the content of the school records, to ensure that the records are not inaccurate, misleading,
or otherwise in violation of the privacy of students, and to provide an opportunity for the correction or
deletion of any such inaccurate, misleading, or otherwise inappropriate data contained therein.

Release of Information to the Noncustodial Parent

The District may presume that the noncustodial parent has the authority to request information
concerning his or her child and release such information upon request. If the custodial parent wishes to
limit the noncustodial parent's access to the records, it would be his or her responsibility to obtain and
present to the school a legally binding instrument that prevents the release of said information.

Family Educational Rights and Privacy Act of 1974, 20 USC § 1232g
34 CFR Part 99
8 NYCRR 80-1.5(b)

NOTE: Refer also to Policies #7241 -- Student Directory Information
#7242 -- Military Recruiters and Institutions of Higher Education
#7243 -- Student Data Breaches
#7643 -- Transfer Students with Disabilities

Adopted: 2/8/16
Revised: 3/18/19;
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SUBJECT: SPORTS AND THE ATHLETIC PROGRAM
General Principles and Eligibility

Athletics are an integral part of a well-balanced educational program. The District's interscholastic
athletic program will conform with the Commissioner's regulations, as well as the established rules of
the New York State Public High School Athletic Association and the State Education Department.

Athletic eligibility requires that the student:

a) Provide written parental/guardian consent. The consent form must contain information
regarding mild traumatic brain injuries (concussions) as specified in the Commissioner's
regulations.

b) Obtain medical clearance from the school physician/nurse practitioner or the student's
personal physician. The school physician/nurse practitioner retains final approval on any
physicals performed by a student's personal physician.

c) Meet the requirements for interscholastic competition as set forth by the Commissioner's
regulations and the New York State Public High School Athletic Association.

d)  Comply with all District rules, codes, and standards applicable to athletic participation.
Title IX Compliance

The Board supports equal athletic opportunities for members of both sexes through interscholastic
and intramural activities. To ensure equal athletic opportunities for its students, the District will

consider:

a) Its accommodation of athletic interests and abilities (the nature and extent of sports offered,
including levels of competition, team competition, and team performance);

b)  Equipment and supplies;

¢)  Scheduling of games and practice time;

d)  Travel costs and opportunities for travel;

e) Assignment and compensation of coaches;

f)  Locker rooms, practice, and competitive facilities;

g)  Available medical and training facilities and services; and

(Continued)
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h)  The nature and extent of support, publicity, and promotion, including cheerleading, bands,
programs distributed at games, and booster club activities.

The District may consider other pertinent factors as well. Each of the factors will be assessed by
comparing availability, quality, type of benefits, kind of opportunities, and form of treatment. Identical
benefits, opportunities, or treatment are not required.

The District's GivilRights—Complianee—Officer Title IX Coordinator(s) will coordinate the
District's efforts to comply with and-earry—out its responsibilities under Title IX. This person will be
appropriately trained and possess comprehensive knowledge about applicable federal and state laws,
regulations, and policies. To the extent possible, the District will not designate an employee whose other
job duties may create a conflict of interest, such as the athletic director.

Booster Clubs

The District has a responsibility under Title IX to ensure that boys' and girls' programs are provided
with equivalent benefits, treatment, services, and opportunities regardless of their source. When
determining equivalency, therefore, benefits, services, and opportunities attained through private
funds—including donations, fundraising, and booster clubs—must be considered in combination with
all benefits, services, and opportunities.

Athletic Placement Process for Interschool Athletic Programs (APP)

The APP is a method for evaluating students who want to participate in sports at higher or lower
levels, consistent with their physical and emotional maturity, size, fitness level, and skills. The Board
approves the use of the APP for all secondary school interscholastic team members. The Superintendent
will implement procedures for the APP, and will direct the athletic director to maintain records of
students who have successfully completed the APP.

Student Athletic Injuries

No injured student will be allowed to practice or play in an athletic contest. An appropriate medical
professional should diagnose and treat an athlete's injuries. The coach should ensure that any player
injured while under his or her care receives prompt and appropriate medical attention, and that all of the
medical professional's treatment instructions are followed. The injured student has an obligation to
promptly inform his or her coach of all injuries. No student will be allowed to practice or compete if
there is a question whether he or she is in adequate physical condition. A physician's certification may
be required before an athlete is permitted to return to practice or competition.

(Continued)
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Athletic Program-Safety

The District will take reasonable steps to minimize physical risks posed to students participating
in the interscholastic athletic program by:

a)  Requiring timely medical examinations of participants;

b) Employing certified or licensed staff to coach all varsity, junior varsity, and modified
practices and games;

c) Providing or requiring certified or licensed officials to officiate all competitions;

d)  Ensuring that its players' equipment is safe and operates within the applicable manufacturers'
guidelines;

e) Ensuring that all home fields, courts, pools, tracks, and other areas where athletes practice,
warm-up, or compete are safe and appropriate for use; and

f)  Providing professional development and training opportunities for all coaching staff.

Title IX of the Education Amendments of 1972, 20 USC § 1681 et seq.
45 CFR Part 86
8 NYCRR §§ 135 and 136

NOTE: Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the School
District
#7520 -- Accidents and Medical Emergencies
#7522 -- Concussion Management

Adopted: 2/8/16
Revised:
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Every child entering or attending a District school must present proof of immunization or proof of
immunity by serology (blood test) if applicable unless a New York State licensed physician certifies
that the immunization is may be detrimental to the child's health. The requirement for that immunization
is waived until the immunization is no longer detrimental to the child's health. Medical exemptions must
be reissued annually.

Except for this a valid medical exemption, the District may will not permit a child lacking
acceptable evidence of required immunizations to remain in school for more than 14 days or more than
30 days for an out-of-state or out-of-country transferee who can show a good faith effort to get the
necessary certification or other evidence of immunization.

Whenever a child has been refused admission to or continued attendance at a District school for
lack of acceptable evidence of immunization, immunity, or exemption, the principal of the school will:

a)  Notify the person in parental relation to the child of his or her responsibility to have the child
immunized and of the public resources available for doing so;

b) Notify the local health authority of the name and address of the excluded child and of the
immunization or immunizations which the child lacks; and

c) Provide, with the cooperation of the local health authority, for a time and place at which the
required immunization or immunizations may be administered.

For homeless children, the enrolling school must immediately refer the parent-er-guardian person
in parental relation to ef-the child to the District's homeless liaison, who must assist them in obtaining
the necessary immunizations;-erimmuanization or medical records.

The District will provide an annual summary of compliance with immunization requirements to
the Commissioner of Health.

All schools will also post educational information on influenza and the benefits of influenza
immunization which will be in plain view and available to parents persons in parental relation.

Education Law §§ 310 and 914
Public Health Law §§ 613 and 2164
8 NYCRR §§ 100.2 and 136.3

10 NYCRR Subpart 66-1



NOTE:  Refer also to Policy #7131 -- Education of Students in Temporary Housing

Adopted: 2/8/16
Revised: 11/21/16; 2/24/20;
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Child Abuse in a Domestic Setting

The District takes seriously the obligations of its officers and employees to report cases of child
abuse or maltreatment. To this end, regulations will be developed, maintained, and disseminated by
administration regarding the:

a)  Mandatory reporting of suspected child abuse or maltreatment;

b) Reporting procedures and obligations of persons required to report;

c) Provisions for taking a child into protective custody;

d)  Mandatory reporting of deaths;

e) Immunity from liability and penalties for failure to report;

f)  Obligations for provision of services and procedures necessary to safeguard the life or health
of a child; and

g)  Provision of information in recognizing signs of unlawful methamphetamine laboratories for
all current and new school officials (i.e., "mandated reporters") who, as part of their usual
responsibilities, visit children's homes.

Additionally, an ongoing training program for all current and new school officials will be
established and implemented to enable the staff to carry out their reporting responsibilities.

Reporting Information

The District will post the child abuse hotline telephone number and directions for accessing the
Office of Children and Family Services (OCFS) website in English and Spanish on its website and in
clearly and highly visible areas of school buildings. The District will also make this information
available from its administrative offices; provide it to parents and persons in parental relation at least
once per school year by electronic communication, sending the information home with students, or
otherwise; and provide it to each teacher and administrator. The District may post and provide this
information in other, common languages used by the school community.

Persons Required to Report

Persons required to report cases of child abuse or maltreatment to the State Central Register (SCR)
in accordance with Social Services Law Section 413(1) include, but are not limited to, school teachers,
school counselors, school psychologists, school social workers, school nurses, school administrators or

(Continued)
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other school personnel required to hold a teaching or administrative license or certificate, and full- or
part-time compensated school employees required to hold a temporary coaching license or professional
coaching certificate.

All mandated reporters must make the report themselves and then immediately notify the building
principal or designee. The building principal or designee will be responsible for all subsequent
administration necessitated by the report. Any report must include the name, title, and contact
information for every staff member who is believed to have direct knowledge of the allegations in the
report.

Prohibition of Retaliatory Personnel Action

The District will not take any retaliatory personnel action against an employee because the
employee believes that he or she has reasonable cause to suspect that a child is an abused or maltreated
child and that employee makes a report to SCR. Further, no school official will impose any conditions,
including prior approval or prior notification, upon any staff member specifically designated a mandated
reporter.

"Retaliatory personnel action" means the discharge, suspension, or demotion of an employee, or
other adverse employment action taken against an employee in the terms and conditions of employment.

Report Form

The "Report of Suspected Child Abuse or Maltreatment" Form LDSS-2221A may be accessed at
the OCFS website.

Child Abuse in an Educational Setting

The District is committed to the protection of students in educational settings from abuse and
maltreatment by employees or volunteers.

Definitions

"Administrator" or "school administrator" means a principal, or the equivalent title, in a school, or
other chief school officer.

"Child abuse" means any of the following acts committed in an educational setting by an employee
or volunteer against a child (defined as a person under the age of 21 years enrolled in a school):

a) Intentionally or recklessly inflicting physical injury, serious physical injury, or death;

(Continued)
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b) Intentionally or recklessly engaging in conduct which creates a substantial risk of physical
injury, serious physical injury, or death;

¢) Any child sexual abuse, defined as conduct prohibited by Penal Law Articles 130 or 263; or

d) The commission or attempted commission against a child of the crime of disseminating
indecent materials to minors in accordance with Penal Law Article 235.

"Educational setting" means the building(s) and grounds of a school; the vehicles provided directly
or by contract by the school for the transportation of students to and from school buildings, field trips,
co-curricular and extracurricular activities both on and off school grounds; all co-curricular and
extracurricular activity sites; and any other location where direct contact between an employee or
volunteer and a child has allegedly occurred.

"School" means a school district, public school, charter school, nonpublic school, Board of
Cooperative Educational Services (BOCES), special act school district as defined in Education Law
Section 4001, approved preschool special education program pursuant to Education Law Section 4410,
approved private residential or non-residential school for the education of students with disabilities
including certain private schools, or state-operated or state-supported school in accordance with
Education Law Articles 85, 87, or 88.

Duties Upon Receipt of an Allegation of Child Abuse in an Educational Setting

In any case where an oral or written allegation is made to a teacher, school nurse, school counselor,
school psychologist, school social worker, school administrator, Board member, or other school
personnel required to hold a teaching or administrative license or certificate, as well as a licensed and
registered physical therapist, licensed and registered occupational therapist, licensed and registered
speech-language pathologist, teacher aide, or school resource officer that a child has been subjected to
child abuse by an employee or volunteer in an educational setting, that person will upon receipt of the
allegation:

a)  Promptly complete a written report of the allegation including the full name of the child
alleged to be abused; the name of the child's parent; the identity of the person making the
allegation and their relationship to the alleged child victim; the name of the employee or
volunteer against whom the allegation was made; and a listing of the specific allegations of
child abuse in an educational setting. This written report must be completed on a form
prescribed by the Commissioner of Education.

b)  Except where the school administrator is the person receiving the oral or written allegation,
the employee completing the written report must promptly personally deliver a copy of that
written report to the school administrator of the school in which the child abuse allegedly
occurred.

(Continued)
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In any case where an oral or written allegation is made to a school bus driver employed by a school
or a person or entity that contracts with a school to provide transportation services to children that a
child has been subjected to child abuse by an employee or volunteer in an educational setting, that school
bus driver will upon receipt of the allegation, promptly report or cause a report to be made to his or her
supervisor employed by the school or the contracting person or entity.

In any case where an oral or written report or allegation is made to a supervisor who is employed
by a school or a person or entity that contracts with a school to provide transportation services to children
from a person employed by the school or the contracted person or entity that a child has been subjected
to child abuse by an employee or volunteer in an educational setting, the supervisor must, upon receipt
of an allegation:

a) Promptly complete a written report of the allegation including the full name of the child
alleged to be abused; the name of the child's parent or guardian; the identity of the person
making the allegation and their relationship to the alleged child victim; the name of the
employee or volunteer against whom the allegation was made; and a listing of the specific
allegations of child abuse in an educational setting. This written report must be completed
on a form prescribed by the Commissioner.

b)  Ensure that the written report is personally delivered to the Superintendent employed by the
school district where the child abuse occurred or, for a school other than a school district or
public school, the school administrator employed by the school where the child abuse
occurred.

In any case where it is alleged a child was abused by an employee or volunteer of a school other
than a school within the school district of the child's attendance, the report of these allegations will be
promptly forwarded to the Superintendent of the school district of the child's attendance and the
Superintendent of the school district where the abuse of the child allegedly occurred. If a case involves
a school that is not a school district or public school, the appropriate school administrator or
administrators, in addition to any appropriate Superintendent, must be notified of the allegations of
abuse.

If it is alleged the child was abused by the Superintendent or administrator, the report of the
allegations will be made to another designated administrator.

Upon receipt of a written report alleging child abuse in an educational setting, a school
administrator or Superintendent must then determine whether there is reasonable suspicion to believe
that an act of child abuse has occurred. If it is determined that reasonable suspicion exists, the school
administrator or Superintendent must follow the procedures mandated in law and further described in
administrative regulations including parental notification. When the school administrator receives a

(Continued)
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written report, he or she must promptly provide a copy of the report to the Superintendent. The report
must be promptly forwarded to appropriate law enforcement. In no event will reporting to law
enforcement be delayed by an inability to contact the Superintendent.

Where the Superintendent or, in a school other than a school district or public school, the school
administrator has forwarded a written report of child abuse in an educational setting to law enforcement
authorities, he or she will also refer the report to the Commissioner if the employee or volunteer alleged
to have committed an act of child abuse holds a certification or license issued by NYSED.

Civil Immunity

Any employee, volunteer, or supervisor who is employed by a person or entity that contracts with
a school to provide transportation services to children who reasonably and in good faith makes a report
of allegations of child abuse in an educational setting in accordance with the reporting requirements of
the law will have immunity from civil liability which might otherwise result by reason of those actions.

Any school administrator or Superintendent who reasonably and in good faith makes a report of
allegations of child abuse in an educational setting, or reasonably and in good faith transmits a report to
a person or agency as required by law, will have immunity from civil liability which might otherwise
result by reason of those actions.

Confidentiality

Reports and other written material submitted in accordance with law with regard to allegations of
child abuse in an educational setting, and photographs taken concerning those reports that are in the
possession of any person legally authorized to receive that information, will be confidential and will not
be redisclosed except to law enforcement authorities involved in an investigation of child abuse in an
educational setting or as expressly authorized by law or in accordance with a court-ordered subpoena.
School administrators and the Superintendent will exercise reasonable care in preventing unauthorized
disclosure.

Training

The District will implement a training program regarding child abuse in an educational setting for
all current and new teachers, school nurses, school counselors, school psychologists, school social
workers, school admrmstrators Board members other school personnel required to hold a teaching or
administrative license or certrﬁcate and any school bus driver or supervisor employed by the District
or any person or entity that contracts with the District to provide transportation services to children, as
well as licensed and registered physical therapists, licensed and registered occupational therapists,
licensed and registered speech-language pathologists, teacher aides, and school resource officers.

(Continued)
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Prohibition of "Silent" (Unreported) Resignations

The Superintendent and other school administrators are prohibited from withholding from law
enforcement authorities, the Superintendent, or the Commissioner, as appropriate, information
concerning allegations of child abuse in an educational setting against an employee or volunteer in
exchange for that individual's resignation or voluntary suspension from his or her position.

The Superintendent or other school administrator who reasonably and in good faith reports to law
enforcement officials information regarding allegations of child abuse or a resignation as required by
law will have immunity from any liability, civil or criminal, which might otherwise result by reason of
those actions.

Notification

Teachers and all other school officials will be provided an annual written explanation concerning
the reporting of child abuse and child abuse in an educational setting including the immunity provisions
as set forth in law. The Commissioner will furnish the District with required information, including rules
and regulations for training necessary to implement District and staff responsibilities under the law.

Prohibition on Aiding and Abetting Sexual Abuse

Unless exempted by law, no District employee, contractor, or agent of the District will assist
another District employee, contractor, or agent in obtaining a new job, apart from the routine
transmission of administrative and personnel files, if the individual or agency knows or has probable
cause to believe, that the individual engaged in sexual misconduct regarding a minor or student in
violation of the law.

Education Law Article 23-B and §§ 409-1, 3028-b, and 3209-a
Family Court Act § 1012

Labor Law § 740(1)(e)

Penal Law Articles 130, 235, and 263

Social Services Law §§ 411-428

8 NYCRR Part 83 and § 100.2(hh) and (nn)

20 USC § 7926

Adopted: 2/8/16
Revised: 8/21/17;2/24/20;
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Overview

The District seeks to create an environment free of harassment, bullying, and discrimination; to
foster civility in its schools; and to prevent conduct that is inconsistent with its educational mission. This
policy is just one component of the District's overall commitment to maintaining a discrimination and
harassment-free educational and work environment.

The District, therefore, prohibits all forms of harassment and bullying of students by employees
or other students on school property and at school functions. The District further prohibits discrimination
against students, including, but not limited to, discriminatory acts based on a person's actual or perceived
race, color, weight, national origin, ethnic group, religion, religious practice, disability, sexual
orientation, gender, or sex by employees or other students on school property and at school functions.

In addition, other acts of harassment, bullying, and/or discrimination that occur off school property
may be subject to discipline or other corrective action, where such acts create or would foreseeably
create a risk of substantial disruption within the school environment, where it is foreseeable that the
conduct, threats, intimidation, or abuse might reach school property.

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of harassment, bullying, and/or discrimination of students. The District will promptly
respond to reports of harassment, bullying, and/or discrimination of students, ensure that all
investigations are conducted within a reasonably prompt time frame and under a predictable fair
grievance process that provides due process protections, and impose disciplinary measures and
implement remedies when warranted.

Inquiries about this policy may be directed to the District's Dignity Act Coordinator(s) (DAC(s)).
Dignity Act Coordinator

In each of its schools, the District will designate at least one employee to serve as the DAC and
receive reports of harassment, bullying, and/or discrimination. Each DAC will be:

a)  Approved by the Board;
b) Licensed and/or certified by the Commissioner as a classroom teacher, school counselor,
school psychologist, school nurse, school social worker, school administrator or supervisor,

or Superintendent;

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

(Continued)
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d)

2)

Thoroughly trained to handle human relations in the areas of race, color, weight, national
origin, ethnic group, religion, religious practice, disability, sexual orientation, gender, and
sex;

Provided with training which addresses the social patterns of harassment, bullying, and
discrimination, including, but not limited to, those acts based on a person's actual or
perceived race, color, weight, national origin, ethnic group, religion, religious practice,
disability, sexual orientation, gender, and sex;

Provided with training in the identification and mitigation of harassment, bullying, and
discrimination; and

Provided with training in strategies for effectively addressing problems of exclusion, bias,
and aggression in educational settings.

The District will widely disseminate the name, designated school, and contact information of each
DAC to all school personnel, students, and parents or persons in parental relation by:

a)
b)

c)

d)
e)

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

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

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

Posting it in highly visible areas of school buildings; and

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

If a DAC vacates his or her position, the District will immediately designate another eligible
employee as an interim DAC, pending approval of a successor DAC from the Board within 30 days of
the date the position was vacated. In the event a DAC is unable to perform his or her duties for an
extended period of time, the District will immediately designate another eligible employee as an interim
DAC, pending the return of the previous individual to the position.

(Continued)



2021 7550
3of6

Students

SUBJECT: DIGNITY FOR ALL STUDENTS (Cont'd.)
Training and Awareness

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

a) Raise awareness and sensitivity to potential acts of harassment, bullying, and discrimination;
b)  Address social patterns of harassment, bullying, and discrimination;

c¢) Inform employees on the identification and mitigation of harassment, bullying, and
discrimination;

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

e) Make employees aware of the effects of harassment, bullying, cyberbullying, and
discrimination on students;

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

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

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

Rules against harassment, bullying, and discrimination will be included in the Code of Conduct,
publicized District-wide, and disseminated to all staff and parents or persons in parental relation. Any
amendments to the Code of Conduct will be disseminated as soon as practicable following their
adoption. The District will provide new employees with a complete copy of the current Code of Conduct
upon beginning their employment, and distribute an age-appropriate summary to all students at a school
assembly at the beginning of each school year.

Internal Reports and Investigations of Harassment, Bullying, and/or Discrimination
All District employees who witness or receive an oral or written report of harassment, bullying,

and/or discrimination are required to take action. District employees must make an oral report promptly
to the Superintendent or principal, their designee, or the DAC not later than one school day after

(Continued)
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witnessing or receiving an oral or written report of harassment, bullying, and/or discrimination. No later
than two school days after making the oral report, the District employee must file a written report with
the Superintendent or principal, their designee, or the DAC.

The Superintendent or principal, their designee, or the DAC will lead or supervise the thorough
investigation of all reports of harassment, bullying, and/or discrimination and ensure that all
investigations are promptly completed after the receipt of a written report. In investigating any
allegation, the investigator may seek the assistance of the District's Civil Rights Compliance Officer(s)
(CRCO(s)) and/or Title IX Coordinator(s) in investigating, responding to, and remedying complaints of
harassment, bullying, and/or discrimination.

Additionally, other District policies and documents address harassment, bullying, and
discrimination of students. These policies and documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District; Policy #3421 -- Title IX and Sex Discrimination;
Policy #7551 -- Sexual Harassment of Students; and the District's Code of Conduct. All complaints will
be handled in accordance with the applicable District policies and/or documents.

The determination as to which District policies and/or documents are applicable is fact specific,
and the DAC may work with other District staff such as the District's CRCO(s) and/or Title IX
Coordinator(s) to determine which District policies and/or documents are applicable to the specific facts
of the complaint.

When an investigation verifies a material incident of harassment, bullying, and/or discrimination,
the Superintendent or principal, their designee, or the DAC will take prompt action, consistent with
applicable laws and regulations as well as the District's Code of Conduct, reasonably calculated to end
the harassment, bullying, and/or discrimination, eliminate any hostile environment, create a more
positive school culture and climate, prevent recurrence of the behavior, and ensure the safety of the
student or students against whom the behavior was directed.

The Superintendent or principal, their designee, or the DAC will promptly notify the appropriate
local law enforcement agency when it is believed that any harassment, bullying, and/or discrimination
constitutes criminal conduct.

Reporting Incidents

Reporting Incidents to the Superintendent

At least once during each school year, each building principal will provide a report on data and
trends related to harassment, bullying, and/or discrimination to the Superintendent in a manner
prescribed by the District. This report will be used to submit the annual School Safety and the
Educational Climate (SSEC) Summary Data Collection form to the State Education Department (SED).

(Continued)
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Reporting of Material Incidents to the Commissioner of Education

Each school year, the District will submit to the Commissioner a report of material incidents of
harassment, bullying, and/or discrimination that occurred during the school year in accordance with law
and regulation. This report will be submitted in a manner prescribed by the Commissioner, on or before
the basic educational data system (BEDS) reporting deadline or other date determined by the
Commissioner.

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

Any person who has reasonable cause to suspect that a student has been subjected to harassment,
bullying, and/or discrimination by an employee or student on school grounds or at a school function,
and who acts reasonably and in good faith in reporting it to school officials, the Commissioner, or law
enforcement authorities, or who otherwise initiates, testifies, participates, or assists in any formal or
informal proceedings, will have immunity from any civil liability that may arise from making that report,
or from initiating, testifying, participating, or assisting in those proceedings. The District also prohibits
any retaliatory behavior directed against any complainant, victim, witness, or any other individual who
participated in the reporting or investigation of an incident of alleged harassment, bullying, and/or
discrimination.

Publication of District Policy

At least once during each school year, all employees, students, and parents or persons in parental
relation will be provided with a written or electronic copy of this pohcy, or a plain-language summary
of it. The policy or summary will include information relating to how students, parents or persons in
parental relation, and employees may report harassment, bullying, and/or discrimination. Additionally,
the District will maintain a current version of this policy on its website at all times.

Application

Nothing in this policy or its implementing regulations should be interpreted to preclude or limit
any right or cause of action provided under any local, state, or federal ordinance, law or regulation
including, but not limited to, any remedies or rights available under the Individuals with Disabilities
Education Act, Title VII of the Civil Rights Law of 1964, Section 504 of the Rehabilitation Act of 1973,
or the Americans with Disabilities Act of 1990.

Education Law §§ 10-18 and 2801
8 NYCRR § 100.2

(Continued)
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NOTE: Refer also to Policies #1330 -- Appointments and Designations by the Board

#3410 -- Code of Conduct

#3420 -- Non-Discrimination and Anti-Harassment in the District

#3421 -- Title IX and Sex Discrimination

#5670 -- Records Management

#6411 -- Use of Email in the District

#7551 -- Sexual Harassment of Students

#7552 -- Student Gender Identity

#7553 -- Hazing of Students

#8130 -- Equal Educational Opportunities

#8242 -- Civility, Citizenship, and Character Education/Interpersonal
Violence Prevention Education

District Code of Conduct

Adopted: 2/8/16
Revised: 2/24/20;
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Overview

The District is committed to creating and maintaining an environment which is free from
discrimination and harassment. This policy addresses sexual harassment of students. It is just one
component of the District's overall commitment to maintaining a discrimination and harassment-free
educational and work environment.

Consistent with this commitment and in accordance with law and regulation, the District prohibits
all forms of sexual harassment of students by any individual on school property and at school functions
which, for purposes of this policy, means a school-sponsored or school-authorized extracurricular event
or activity regardless of where the event or activity takes place, including any event or activity that may
take place virtually or in another state.

The District adopts this policy as part of its effort to provide for the prompt and equitable
resolution of complaints of sexual harassment of students. The District will promptly respond to reports
of sexual harassment of students, ensure that all investigations are conducted within a reasonably prompt
time frame and under a predictable fair grievance process that provides due process protections, and
impose disciplinary measures and implement remedies when warranted.

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(s)), Title IX Coordinator(s), and/or the Dignity Act Coordinator(s) (DAC(s)).

What Constitutes Sexual Harassment

Sexual harassment is a form of sex discrimination and is unlawful. It includes harassment on the
basis of sex, sexual orientation, self-identified or perceived sex, gender expression, gender identity, and
the status of being transgender. Sexual harassment can occur between any individuals, regardless of
their sex or gender.

Generally stated, sexual harassment consists of subjecting an individual to unwelcome conduct
which is either of a sexual nature or which is directed at an individual because of that individual's sex.

This conduct may, among other things, have the purpose or effect of: creating an intimidating,
hostile, or offensive environment; substantially or unreasonably interfering with a student's educational
performance, opportunities, benefits, or well-being; or otherwise adversely affecting a student's
educational opportunities. Petty slights or trivial inconveniences generally do not constitute harassing
conduct.

Determinations as to whether conduct or an incident constitutes sexual harassment will be made
consistent with applicable law and regulation, as well as any applicable District policy, regulation,

(Continued)
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS (Cont'd.)

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

Examples of Sexual Harassment

Sexual harassment can be verbal, non-verbal, or physical. Examples of this conduct may include,
but are not limited to, the following:

a)

b)

d)

2

h)

Unwanted physical acts of a sexual nature, such as:

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

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

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

Unwanted sexual advances or propositions, such as:

1. Demanding sexual favors of a student, insinuating that refusal to acquiesce to such
favors will adversely affect a student's grades, references, academic or scholastic
placement, and/or participation in extracurricular activities; and

2. Subtle or obvious pressure for unwelcome sexual activities.

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

in nature and/or gender-related. This might include inappropriate sex-oriented comments on

appearance, including dress or physical features.

Asking or commenting about an individual's sexual activities.

Hostile actions taken against an individual because of that individual's sex, sexual
orientation, gender identity, and the status of being transgender.

Displaying or distributing pornographic or other sexually explicit materials (print or digital)
such as magazines, pictures, cartoons, etc.

Unwelcome staring, leering, or gesturing which is sexually suggestive in nature.
Unwelcome and/or offensive public displays of sexual or physical affection.

(Continued)
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SUBJECT: SEXUAL HARASSMENT OF STUDENTS (Cont'd.)

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

k)  Any other unwelcome and unwanted sexually oriented and/or gender-based behavior which
is sexually demeaning, belittling, intimidating, or perpetrates sexual stereotypes and
attitudes.

Reporting Allegations of Sexual Harassment

In order for the District to enforce this policy, and to take corrective action as warranted, it is
essential that students who believe that they have been a victim of sexual harassment in the school
environment, as well as any other person who has knowledge of or witnesses any possible sexual
harassment, immediately report the alleged conduct or incident. Reports of sexual harassment may be
made orally or in writing to any District employee including, but not limited to, a teacher, building
principal, CRCO, Title IX Coordinator, or DAC.

All District employees who witness or receive an oral or written report of sexual harassment must
immediately inform the CRCO. Failure to immediately inform the CRCO may subject the employee to
discipline up to and including termination. If the CRCO is unavailable, including due to a conflict of
interest or other disqualifying reason, the report will be directed to another CRCO, if the District has
designated another individual to serve in that capacity. If the District has not designated another CRCO,
the Superintendent will ensure that another person with the appropriate training and qualifications is
appointed to act as the CRCO.

Additionally, District employees must comply with reporting requirements in any other applicable
District policy or document. Applicable policies or documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District; Policy #3421 -- Title IX and Sex Discrimination;
Policy #7550 -- Dignity for All Students; and the District's Code of Conduct.

Grievance Process for Complaints of Sexual Harassment

The District will act to promptly, thoroughly, and equitably investigate all complaints, whether
oral or written, of sexual harassment of students and will promptly take appropriate action to protect
students from further sexual harassment.

Various District policies and documents address sexual harassment of students. These policies and
documents may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District;
Policy #3421 -- Title IX and Sex Discrimination; Policy #7550 -- Dignity for All Students; and the
District's Code of Conduct. All complaints will be handled in accordance with the applicable District
policies and/or documents.

(Continued)
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The determination as to which District policies and/or documents are applicable is fact specific,
and the CRCO may work with other District staff such as the District's Title IX Coordinator(s) and/or
DAC(s) to determine which District policies and/or documents are applicable to the specific facts of the
complaint.

If an investigation reveals that sexual harassment has occurred, the District will take immediate
corrective action as warranted. This action will be taken in accordance with applicable law and
regulation, as well as any applicable District policy, regulation, procedure, collective bargaining
agreement, third-party contract, or other document such as the District's Code of Conduct.

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

The District prohibits retaliation against any individual because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in an investigation, proceeding, or
hearing related to a complaint of sexual harassment.

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

Where appropriate, follow-up inquiries will be made to ensure that the sexual harassment has not
resumed and that those involved in the investigation have not suffered retaliation.

Equal Educational Opportunities Act of 1974, 20 USC § 1701 et seq.

Title IV of the Civil Rights Act of 1964, 42 USC § 2000c et seq.

Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq.
34 CFR Parts 106 and 270

45 CFR Part 86

Civil Rights Law § 40-c

Education Law §§ 10-18, 313, 2801, and 3201-a

New York State Human Rights Law, Executive Law § 290 et seq.

8 NYCRR § 100.2

9 NYCRR § 466 et seq.

NOTE:  Refer also to Policies #3410 -- Code of Conduct
#3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Title IX and Sex Discrimination
#7550 -- Dignity for All Students
#7553 -- Hazing of Students
District Code of Conduct

Adopted: 2/8/16
Revised: 11/21/16;
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SUBJECT: HAZING OF STUDENTS

The Beard District is committed to providing a safe, productive, and positive learning environment
within its schools. Hazing activities are demeaning and abusive behaviors that harm victims, are
inconsistent with the educational goals of the District, and may constitute criminal conduct.
Consequently, hazing of students by other students or groups of students is strictly prohibited on school
property, in school buildings, on school buses, by school-sponsored groups, clubs, or teams, and at
school-sponsored events and/or activities whether occurring on or off-campus. Hazing is prohibited
regardless of the victim's apparent willingness to participate in the activity.

For purposes of this policy, the term "hazing" is defined as any humiliating or dangerous activity
expected of a student to join a group, regardless of their willingness to participate. Acts constituting
hazing may range in severity from teasing or embarrassing a student to various forms of physical,
emotional, and/or sexual abuse. Hazing behaviors include, but are not limited to:

a) Humiliation: socially offensive, isolating, or uncooperative behaviors.
b)  Substance abuse: abuse of tobacco, alcohol, or illegal drugs.
¢)  Other dangerous actions: hurtful, aggressive, destructive, and disruptive behaviors.

Hazing is a form of harassment and bullying;-as-these-terms-are-definedfor the purpeses-of Poliey
#7550—Dignity-for All-Students; and may constitute discrimination. These policies and documents
may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District; Policy #3421 --
Title IX and Sex Discrimination; Policy #7550 -- Dignity for All Students; Policy #7551 -- Sexual
Harassment of Students; and the Dlstrrct's Code of Conduct As such, the Drstrrct's response to reports
of hazrng erl be severn ~ W 0 o

Seheel—Drstrret—and—rts—rmplemen&m-g—regal—aﬁons— handled in accordance wrth the apphcable Drstrrct

policies and/or documents

Education Law §§ 10-18, 1709-a, 2503-a, and 2801
Penal Law §§ 120.16 and 120.17
8 NYCRR § 100.2

NOTE:  Refer also to Policies #3410 -- Code of Conduct on School Property
#3420 -- Non-Discrimination and Anti-Harassment in the School
District
#7550 -- Dignity for All Students
#7551 -- Sexual Harassment of Students
District Code of Conduct

Adopted: 2/8/16
Revised:
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SUBJECT: EQUAL EDUCATIONAL OPPORTUNITIES
Overview

The District is committed to creating and maintaining an environment which is free from
discrimination and harassment. This policy addresses the provision of equal educational opportunities
to students. It is just one component of the District's overall commitment to maintaining a discrimination
and harassment-free educational and work environment.

Consistent with this commitment and in accordance with law and regulation, the District provides
equal opportunity for students and does not discriminate against any student enrolled in (or any
candidate for admission to) its programs and activities on the basis of any legally protected class or
category including, but not limited to: race; color; religion; disability; national origin; sexual orientation;
gender identity or expression; military status; sex; age; marital status; pregnancy; parental status; weight;
ethnic group; or religious practice. Further, the District provides equal access to its facilities to any group
officially affiliated with the Boy Scouts of America or any other youth group listed in Title 36 (as a
patriotic society).

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of discrimination. The District will promptly respond to reports of discrimination, ensure
that all investigations are conducted within a reasonably prompt time frame and under a predictable fair
grievance process that provides due process protections, and impose disciplinary measures and
implement remedies when warranted.

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(s)).

Educational Services for Married/Pregnant Students

The opportunity to participate in all of the programs and activities of the District will not be
restricted or denied because of pregnancy, parenthood, or marriage. Pregnant students will be
encouraged to remain and participate in District programs. The forms of instruction provided to these
students may include any or all of the following:

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

b)  Receive home instruction;

c) Attend BOCES programs.

The Superintendent or designee, in consultation with student services staff, the school physician,
and the student's personal physician, may make program modifications which are feasible and necessary

to accommodate the special needs of these students.

(Continued)
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SUBJECT: EQUAL EDUCATIONAL OPPORTUNITIES (Cont'd.)
Reporting Allegations of Discrimination

In order for the District to enforce this policy, and to take corrective action as warranted, it is
essential that students who believe that they have been a victim of discrimination, as well as any other
person who has knowledge of or witnesses any possible discrimination, immediately report the alleged
conduct or incident. Reports of discrimination may be made orally or in writing to any District employee
including, but not limited to, a teacher, building principal, or CRCO.

All District employees who witness or receive an oral or written report of discrimination must
immediately inform the CRCO. Failure to immediately inform the CRCO may subject the employee to
discipline up to and including termination. If the CRCO is unavailable, including due to a conflict of
interest or other disqualifying reason, the report will be directed to another CRCO, if the District has
designated another individual to serve in that capacity. If the District has not designated another CRCO,
the Superintendent will ensure that another person with the appropriate training and qualifications is
appointed to act as the CRCO.

Additionally, District employees must comply with reporting requirements in any other applicable
District policy or document. Applicable policies or documents may include: Policy #3420 -- Non-
Discrimination and Anti-Harassment in the District; Policy #3421 -- Title IX and Sex Discrimination;
Policy #7550 -- Dignity for All Students; and the District's Code of Conduct.

Grievance Process for Complaints of Discrimination

The District will act to promptly, thoroughly, and equitably investigate all complaints, whether
oral or written, of discrimination and will promptly take appropriate action to protect students from
further discrimination.

Various District policies and documents address discrimination. These policies and documents
may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District; Policy #3421 --
Title IX and Sex Discrimination; Policy #7550 -- Dignity for All Students; and the District's Code of
Conduct. All complaints will be handled in accordance with the applicable District policies and/or
documents.

The determination as to which District policies and/or documents are applicable is fact specific,
and the CRCO may work with other District staff such as the District's Title IX Coordinator(s) and/or
Dignity Act Coordinator(s) (DAC(s)) to determine which District policies and/or documents are
applicable to the specific facts of the complaint.

If an investigation reveals that discrimination has occurred, the District will take immediate
corrective action as warranted. This action will be taken in accordance with applicable law

(Continued)
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and regulation, as well as any applicable District policy, regulation, procedure, collective bargaining
agreement, third-party contract, or other document such as the District's Code of Conduct.

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

The District prohibits retaliation against any individual because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in an investigation, proceeding, or
hearing related to a complaint of discrimination.

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

Where appropriate, follow-up inquiries will be made to ensure that the discrimination has not
resumed and that those involved in the investigation have not suffered retaliation.

Age Discrimination Act of 1975, 42 USC § 6101 et seq.

Americans with Disabilities Act (ADA), 42 USC § 12101 et seq.
Equal Educational Opportunities Act of 1974, 20 USC § 1701 et seq.
Section 504 of the Rehabilitation Act of 1973, 29 USC § 790 et seq.
Title IV of the Civil Rights Act of 1964, 42 USC § 2000c et seq.
Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq.
Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq.
28 CFR Part 35

34 CFR Parts 100, 104, 106, 110, and 270

45 CFR Part 86

Civil Rights Law §§ 40, 40-c, and 47-b

Education Law §§ 10-18, 313, 2801, 3201, and 3201-a

New York State Human Rights Law, Executive Law § 290 et seq.

8 NYCRR § 100.2

9 NYCRR § 466 et seq.

NOTE: Refer also to Policies #3281 -- Use of Facilities by the Boy Scouts of America and Patriotic
Youth Groups
#3410 -- Code of Conduct
#3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Title IX and Sex Discrimination
#7550 -- Dignity for All Students
#7551 -- Sexual Harassment of Students
District Code of Conduct

Adopted: 2/8/16
Revised: 11/21/16;



2021 8220
1of2

Instruction

SUBJECT: CAREER AND TECHNICAL (OCCUPATIONAL) EDUCATION

The District recognizes the need for career and technical (occupational) education and reaffirms
its policy of strengthening available career and technical education programs through utilization of any
available federal and state funds for that purpose and supporting BOCES' programs. Accordingly, these
programs may be offered by the District and/or through a BOCES.

Equal Opportunity

The District prohibits discrimination on the basis of any legally protected class or category
including, but not limited to, race, color, creed, religion, disability, use of a service animal, national
origin, sexual orientation, gender identity or expression, military status, sex, age, and marital status in
any career and technical education program or activity of the District.

Career and technical education programs and activities will be readily accessible to students with
disabilities.

Public Notification

Prior to the beginning of each school year or academic semester, the District will issue an
appropriate public announcement which advises students, parents, employees, and the general public
that career and technical education opportunities will be offered without regard to any legally protected
class or category including, but not limited to: race; color; creed; religion; disability; use of a service
animal; national origin; sexual orientation; gender identity or expression; military status; sex; age; and
marital status. Included in this announcement will be the name, address, telephone number, and email
address of the District's Civil Rights Compliance Officer(s) (CRCO(s)) and Title IX Coordinator(s).

Grievance Procedure

Various District policies and documents address discrimination. These policies and documents
may include: Policy #3420 -- Non-Discrimination and Anti-Harassment in the District; Policy #3421 --
Title IX and Sex Discrimination; Policy #7550 -- Dignity for All Students; and the District's Code of
Conduct. All complaints will be handled in accordance with the applicable District policies and/or
documents.

Local Advisory Council

The Board will appoint a Local Advisory Council for Career Education. The Board may, with
BOCES approval, utilize the BOCES Advisory Council as its Local Advisory Council.

(Continued)
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SUBJECT: CAREER AND TECHNICAL (OCCUPATIONAL) EDUCATION (Cont'd.)

Age Discrimination Act of 1975, 42 USC § 6101 et seq.

Americans with Disabilities Act (ADA), 42 USC § 12101 et seq.
Equal Educational Opportunities Act of 1974, 20 USC § 1701 et seq.
Section 504 of the Rehabilitation Act of 1973, 29 USC § 790 et seq.
Title IV of the Civil Rights Act of 1964, 42 USC § 2000c et seq.
Title VI of the Civil Rights Act of 1964, 42 USC § 2000d et seq.
Title IX of the Education Amendments Act of 1972, 20 USC § 1681 et seq.
28 CFR Part 35

34 CFR Parts 100, 104, 106, 110, and 270

45 CFR Part 86

Civil Rights Law §§ 40, 40-c, and 47-b

Education Law Article 93 and §§ 10-18, 313, 2801, 3201, and 3201-a
New York State Human Rights Law, Executive Law § 290 et seq.

8 NYCRR §§ 100.2 and 141 et seq.

9 NYCRR § 466 et seq.

NOTE: Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Title IX and Sex Discrimination
#7550 -- Dignity for All Students
#7551 -- Sexual Harassment of Students
#8130 -- Equal Educational Opportunities
District Code of Conduct

Adopted: 2/8/16
Revised:
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SUBJECT: PATRIOTISM, CITIZENSHIP AND HUMAN RIGHTS EDUCATION

In order to promote a spirit of patriotic and civil service and obligation, as well as to foster in
students of the District moral and intellectual qualities which are essential in preparing them to meet the
obligations of citizenship, the Board requires students attending District schools, over the age of eight
years, to attend instructional courses in patriotism, citizenship, civic education and values, our shared
history of diversity, the role of religious tolerance in this country, and human rights issues, with
particular attention to the study of the inhumanity of genocide, slavery (including the freedom trail and
underground railroad), the Holocaust, and the mass starvation in Ireland from 1845 to 1850.

The Board also directs that all students attending District schools in grades 8 through 12 receive
instruction in the history, meaning, significance and effect of the United States Constitution, the New
York State Constitution, and the Declaration of Independence.

The curricula for such courses must include the subjects specified by the Board of Regents and be
for the period of instruction, as mandated by the Regents, which is necessary in these subjects in each
of the appropriate grades.

One week during each school year a uniform course of exercises shall be provided to teach
students, in an age appropriate manner, the purpose, meaning and importance of the Bill of Rights
Articles in the United States and New York State Constitutions. These exercises shall be in addition to
the above required courses.

In addition, each school district that receives Federal Funds for a fiscal year shall hold an
educational program on the United States Constitution on September 17th of each year for the students
in the District to commemorate the September 17, 1787 signing of the Constitution, known as
Constitution Day and Citizenship Day. However, when September 17 falls on a Saturday, Sunday, or
holiday, this day shall be held during the preceding or following week.

The Board directs that the above named subjects, as mandated by law, be addressed in the
instructional curricula provided by the District.

Education Law § 801
36 USC § 106

NOTE:  Refer also to Policy #8242 -- Civility, Citizenship and Character Education/Interpersonal
Violence Prevention Education

Adopted: 2/8/16
Revised:



The items listed below are an old version of the Math program we use. It does
not align with our current edition. Could the following items please be
approved at our October 18, 2021, BOE Meeting to be discarded:

Quantity Title 1SBN
2 My Math Grade 4 Volume 1 978-0-02-135342-2
2 My Math Grade 4 Volume 2 978-0-02-144349-9
2 My Math Grade 3 Volume 1 978-0-02-145856-1

1 My Math Grade 3 Volume 2 978-0-02-144347-5




WASHINGTON COUNTY

REAL PROPERTY TAX SERVICES
WASHINGTON COUNTY MUNICIPAL CENTER
383 BROADWAY, FORT EDWARD, NEW YORK 12828
TELEPHONE: (518) 746-2130
FAX: (518) 746-2132 TDD: (518) 746-2146
e-mail: Lchadwick@washingtoncountyny.gov

TwastneToN couny
| [1.7] NEW YORE.

Laura B. Chadwick, CCD
Director

September 23, 2021

Amanda Howard, Business Official
Hartford Central School

P.O. Box 79

Hartford, NY 12838

Dear Ms. Howard,

Attached is the application of Gregory & Mia Burch, Hartford Central School, Town of
Granville, tax map number 133.-1-41 for a corrected school tax bill.

After investigating the circumstances involving the error, it is evident that the interior of the
building had not been completed. The assessor had the incorrect inventory on the property record
card. The total assessed value should be $109,500.

This is a clerical error as defined in Real Property Tax Law Section 550 paragraph 2(g).

I recommend approval of the application and that a new tax bill be issued in the amount of

$1,917.32

Sincerely yours,

,)éum a 6 MW IW
Laura B. Chadwick, CCD
Director

LBC/dt
Enclosures:

Cc: Albert Nolette, Washington County Treasurer
Vicky Hayner, Assessor



NEW Oifc o Rl Propor T Sarics RP-554
AT Application for Corrected Tax Roll (12/19)

Part 1 — General information: To be completed in duplicate by the applicant.
Names of owners

Gregory & Mia Burch
Mailing address of owners {number and strest or PO box) Location of property (street address)
PO Box 68 6332 State Route 149
City, village, or post office State ZIP code City, town, or village State ZiP code
New Milford CT 06776 Granville NY 12832
Daytime contact number Evening contact number Tax map number of saction/blockfot: Property identification (see tax bill or assessment rof)
860-946-3237 860-354-8266 133.-1-41
Account number (as appears on tax bill) Amount of taxes currently bllti q
 A44. |

Reasons for requesling a correclion to tax roll:
Interior of home totally not done - no walls, electrical, sheetrock or plumbing. Only exterior is finished. Inventory needed correction.

I hereby request a correction of tax levied by Hartford Schools for the year(s) 2021
{County, city, village, etc.)

J/ ——
Signature of applicant . ™ Date
/) 09-08-2021
vt -E -

Part 2 — To be completed by the County Director or Village Assessor. Attach a written report including
documentation and recommendation. Specify the type of error and paragraph of subdivision 2, 3, or 7 of
Section 550 under which the error falls.

/162

Last day for collection of taxes |lh07|nleresl Recommendation

/ 0 ] Approve application el Deny application []

" Fiia Chadun ch LV EEY

Dlrectqr must file a copy of this form with the assessor and board of assessment review of the
roond €. who muslt consider the attached report and recommendation as equivalent

Date application received Period of warrant for collection of laxes

Part 3 - For use by the tax levying body or official designated by resolution

(insert number or date, if applicable)
Application approved {mark an Xin the applicable box):

Clerical error D Error in essential fact D Unlawful Entry [:l
Amcunt of taxes currently billed Corrected tax
524414 A17- 32
Date notice of approva] mailed to applicant Date order transmitted to collecting officer
4{zq|z\

Application denied (reason):

Signature of chief executive officer, or official designated by resolution Date




Page 20f2 RP-554 (12/19)
Instructions

General information

Where to send

Submit two copies of this application to the County Director of
Real Property Tax Services (in Nassau and Tompkins Counties,
submit to Chief Assessing Officer).

When to send

Submit the application only before the collection warrant
expires.

Wholly exempt parcel

Attach statement signed by assessor or majority of board of
assessors substantiating that assessor obtained proof that
parcel should have been granted tax exempt status on tax roli.

Payment requirements

You may pay without interest and penalties only if:

+ the application was filed with the County Director on or before
the last day that taxes may be paid without interest (see Date
application received in Part 2); and

* you pay the corrected tax within aight days of the date on

which the notice of approval is mailed to the applicant (see
Part 3).

If either of these conditions is not satisfied, interest, penalties, or
both must be paid on the corrected tax.

For use by Collecting Officer:
Order from tax levying body received on

Date
Corrected tax due Date tax roll corracted
Interest and penalties (if applicable) Date tax bil} corrected
Total corrected tax due Dale application and order added to tax roll

Date payment received

Signature of collecting officer Date




ASSESSOR'S DETERMINATION OF ALLEGED ERROR

Town of Granville Date: 9/15/2021
RECEIVED
In the matter of the application of: SEP 1 6 201
Gregory & Mia Burch 133.-1-41 Rlashington County
Applicant Tax Map Number
PO Box 68 6332 State Route 149
Address Property Location
New Milford cT 06776
City State Zip Name of Owner

(If Different From Applicant)
indicate one of the following:

CORRECTED TAX ROLL; For use with RP-554 Corrected Tax Roll Application
Year(s):

FOR: [/ JscHOOL [ ]county [ Jrown [ JviLace
(\f correction is for school purposes and the same change needs to be applied to the County/Town Bill,
please submit RP-553 Form to the Board of Assessment Review and return a copy to the County.

[ ) REFUND /[ | CREDIT: For use with RP-556 Refund/Credit Application

FoR: [ JscHooL [ lcounty [ Jrown [ Iviwace

Complete if correction involves a Valuation Change:

$ 45,800 $ 299,500 $ 45,800 $ 109,500

Prior Land Value Prior Total Value Correct Land Value Correct Total Value

Complete if correction involves Exemption Change: (Provide Corrected Figures and Code Below)
$

Correct Exemption Correct Exemption Code Correct Exempt Amount Notes
$

Correct Exemption Correct Exemption Code Correct Exempt Amount Notes

After having made a diligent inquiry into the facts and circumstances relative to the actions/and/or
decisions of the assessor's office which resulted in the placement of the subject parcel and its
associated data upon the assessment roll. | {(We} find the following:

Interior of building is down to studding only. No electrical, plumbing, floors, trim, kitchen or baths.

And therefore, based upon the foregoing, the assessor(s) hereby recommend that the following action
be taken:

Reduce assessment to $109,500 indicating current (as of 3/1/21) condition and issue new tax bill.

Victswo. ¥ By

Assessor / sséssor Chairman

Rev 06/2016 sjd



Hartford Central School

School Tax Bill
FISCAL YEAR:  7/1/21 to 6/30/22 WARRANT DATE: 08/16/21 Bill No.: 000106
ABLE TO: ERS -
Hartford Central Scheol Hartford Town Hall SWIS: 533289
c/o Denise Petteys, RMC 165 Hartford Main St. Parcel ID: 133.-1-41
Egrt?;:l 2;:, 12838 Hartforf:l, NY 12838 T Address: 6332 State Route 149
i Tues 7.30—5, Wed-Fri 7:30-3:00 TownNiIIage: Granvitle
OWNER NAME AND ADDRESS: School: 533801 - Hartford
Burch Gregory M NYS Tax & Finance School District Code; 262
gg‘g‘ Mia K Prop class: 210 1 Family Res
ox 68 .
" Roll section; 1
New Milford, CT 06776 Size: 21.91Acres
Bank code:
Estimated State Aid: SCHL 8,717,163
PROPERTY TAXPAYER'S BILL OF RIGHTS;
The Assessed Value of this property as of July 1, 2021 was: $109,500 429950060
The Assessor estimates the Full Market Value of this property as of July 1, 2020 was: $299,500.00
The Uniform Percentage of Value used to establish assessments was: 100.00

If you feel your assessment is too high, you have the right to seek a reduction in the future. For further information, please ask your assessor
for the publication "Contesting your Assessment in NYS". Please note that the peried for filing for a review of the abave assessment has
passed.

Apply for Third Party Notification by: 7/1/22
Exemplion Purpose Value Euuamglﬁnmpm Pupose Value ﬂulia!uglﬁzemnﬂgn Pumese Vaie FEullValye

LEVY DESCRIPTION JOTAL TAX LEVY % CHANGE JAXABLE VALUE  TAXRATE TAX AMOUNT
(Before accounting for STAR)
2021-22 School Tax 3,727,630 1.6¢  $109,500 208:500 17.509800%51,917.325:244-48

On time postmarks are accepted. No payments accepted after 10/29/21.

PAYMENT SCHEDULE/PENALTY SCHEDULE

Pay On Or Before: Penaity Amount Base Tax Amount  Tota! Due TOTAL TAXES DUE $5,244:49 $1,917.32
1011421 $0.00 $5,244.19 $5,244.19 :
202 5'544 19 ='348.07 IF NOT PAID BY: 10/1/21
e lp $104.88 $5.244. $5.349. See Payment/Penaity Schedule
{Total taxes have bean reducad by STAR Savinps)
2021.22 Hartford School Tax Payment Received By: BILL NO.: 000106
Check: Town of Granville
Cash: Property Address: 6332 State Route 149
REMITTANCE STUB Date: Parcel ID: 133.-1-41
Burch Gregory M PAYMENT/PENALTY SCHEDULE
P LS PAY ON OR BEFORE; % PENALTY AMOUNT  TOTAL DUEIS:
PO Box 68 PENALTY%
1041121 0% $0.00 $5,244.19

New Milford, CT 06776
10/29/121 2% $104.88 $5,349.07

RECEIVER'S STUB MUST BE RETURNED WITH PAYMENT. IF A RECEIPT IS NEEDED, RETURN ENTIRE BILL AND CHECK THIS BOX [].
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