
LAWTON COMMUNITY SCHOOLS

BOARD OF EDUCATION

Regular Meeting

May 18, 2026

7:00 PM

AGENDA

1. CALL TO ORDER - This meeting is a meeting of the Board of Education in public for the purpose 
of conducting the School District's business and is not to be considered a public community 
meeting.  There is a time for public participation during forum time.

2. PLEDGE OF ALLEGIANCE
3. APPROVAL OF AGENDA
4. FORUM TIME - Comments specific to meeting agenda
5. BUDGET REPORTS
6. SUPERINTENDENT'S REPORT
A. Special Recognitions
1. LAAC Graduate - Hannah Lyn Crouch
2. Student of the Month
7. NEW BUSINESS - CONSENT AGENDA ITEMS
A. Approval of Consent Agenda Items
B. Special Recognition Resolution Approvals
1. Middle School
2. Senior Scholars Resolution
C. Approval of Board of Education Meeting Minutes
D. Donation - Honee Bear
E. Hire Resolution - Smith - MS Softball Assistant Coach
F. Hire Resolution - Miller - Childcare Provider
G. Resignation Resolution - Kelly - Elementary Paraprofessional
8. NEW BUSINESS
A. Points of Pride
B. Facilities, Athletics & Student Activities Committee Meeting - 04.21.26
C. Food Service Spenddown Plan
D. VBISD Budget Approval - Roll Call Vote
E. Neola Policy - Vol. 40, No. 1 - Nondiscrimination - 2nd Reading
F. Finance Committee Meeting - 05.11.26
G. 2025-26 General Fund Budget Amendment - Roll Call Vote
H. Budget Hearing: 26-27 Budget High Level
9. FORUM TIME
10. CLOSED SESSION - to consider the dismissal, suspension, or discipline of a 

student as allowed by the Open Meetings Act, P.A. 267 of 1976, Section 8(b) -
 Roll Call Vote

11. OPEN SESSION
A. Student Discipline
B. Further Budget Discussion
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12. ADJOURNMENT
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Approval of Agenda

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education approves the agenda as 
presented.”
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  New Business Consent Agenda Items

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education approves consent 
agenda items:  7. A, B, C, D, E, F, and G."
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April 2026  Student of the Month

To: Board of Education
From: David Williams
Date: May 18, 2026
Re: Middle School Resolutions

RECOMMENDED BOARD ACTION: 

“RESOLVED, that the Lawton Community Schools Board of Education extends its congratulations to the following 
students for being Students of the Month for the month of March:  Fifth Grade James Barber, Sixth Grade Jonah 
Woodward, Seventh Grade Serafina Micheli, and Eighth Grade Jennifer Casarrubias.” 

James Barber; Son of Mark and Cherie Baker
James has been selected as Student of the Month for demonstrating exceptional effort and achievement throughout this 
school year. He consistently shows hard work and dedication in his studies by completing assignments thoroughly and 
staying focused during class. He also maintains a positive attitude and treats classmates and staff with kindness and 
respect here at Lawton Middle School. His strong commitment to learning is evident in the effort he puts into his 
schoolwork each day and serves as an excellent example for both his peers and teachers. Way to go, James!

Jonah Woodward; Son of Ryan and Jane Woodward
Jonah Woodward has been an outstanding member of our classroom community and truly deserving to be recognized as 
our April Student of the Month. He consistently demonstrates a strong work ethic and takes pride in doing his best in 
everything he does. Not even a recent sports injury has dampened his spirits or affected his willingness to help his peers 
and teachers. Whether completing assignments, participating in class discussions, or tackling challenging tasks, Jonah 
approaches each day with focus, determination, and a positive attitude that sets a great example for his classmates.

In addition to being hardworking, Jonah is incredibly kind and respectful to everyone around him. He treats his 
classmates with patience and encouragement, always willing to lend a helping hand to students who may be struggling 
with their work. Jonah’s caring nature helps create a welcoming and supportive classroom environment where others 
feel comfortable asking questions and trying their best. For these reasons, it is our privilege to select Jonah Woodward 
as our 6th grade Student of the Month.

Serafina Micheli; Daughter of Michael and Jennifer Micheli
Serafina Micheli is a hardworking student who always gives her best effort in every subject. She comes to class with a 
positive attitude and takes pride in doing her work well. Serafina also sets a great example for her classmates through 
her kindness, responsibility, and the way she carries herself each day. For these reasons, we are proud to recognize 
Serafina Micheli as our April Student of the Month.

Jennifer Casarrubias; Daughter of Filberto and Dulce Casarrubias
Jennifer was elected as the 8th grade Student of the Month for being an outstanding student and a positive role model. 
She quietly works hard every day and always completes her assignments on time. Jennifer is polite and respectful to her 
teachers, kind and supportive to her friends, and consistently demonstrates excellent behavior. Her hardworking 
attitude, respectful nature, and positive example make her very deserving of this recognition.
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To: Board of Education
From: Jonathan Waldron
Date: May 18, 2026
Re: Senior Scholars Resolution

RECOMMENDED BOARD ACTIONS:

“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the Top Ten Senior Scholars for the Class of 2026: Ethan Burgett, 
Greyson Burrous, Jack Fletcher, Kasey Franks, Amaya Garcia, Ben Hall, Belle Karsen, 
Ben Kucinich, Claire Pursley, and Anabelle Riggs.”

“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the following students for graduating Senior Scholar Summa Cum 
Laude (GPA 3.90-4.00) for the Class of 2026: Grayson Burrous, Jack Fletcher, Amaya 
Garcia, Ben Hall, Belle Karsen, Rocky Karsen, Ben Kucinich, and Anabelle Riggs.”

“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the following students for graduating Senior Scholar Magna Cum 
Laude (GPA 3.7-3.89) for the Class of 2026: Ethan Burgett, Kasey Franks, Katelyn High, 
Ahnia McDaniel, Claire Pursley, Tessa Skinner, Carley Tanis, McKenzee Terpstra, and 
Madelynn Yakim.”

“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the following students for graduating Senior Scholar Cum Laude 
(GPA of 3.5-3.69) for the Class of 2026: Josie Eufracio, Emma Hackenberg, Ava 
Hernandez, Gabe Newhouse, Addie Smith, and Ava Witteveen.”

“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the following students for making Senior Scholar Honor Roll (GPA 
of 3.0-3.49) for the Class of 2026: Gia Bridges, Levi Brooks, Brody Camp, Alex 
Commissaris, Lahna Eggleston, Chris Ferrell, Leandro Garcia, Gabby Rodriguez, Derek 
Ruimveld, Tyler Smith, Maya Tag, Maddie Thomason, Chase Triemstra, and Taylor 
Whipple.”
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Lawton Community Schools  

 

Lawton Community Schools 
Board of Education 
Minutes of the Regular Meeting on April 20, 2026 
High School Board Room 
 

 

 

A REGULAR MEETING of the Board of Education of Lawton Community Schools was held Monday, April 20, 
2026 beginning at 7:00pm in the HIGH SCHOOL BOARD ROOM. 
 
▪ Board members present: Steve Carroll, Eric Smith, Bryan Cronenwett, Larissa Hunt, Walter Hitchcock, 

Nate Pursley, Matt Riggs 
▪ Board members absent: None 
 

1. CALL TO ORDER - This meeting is a meeting of the Board of Education in public for the purpose of 
conducting the School District's business and is not to be considered a public community meeting.  
There is a time for public participation during forum time. 

2. PLEDGE OF ALLEGIANCE 
3. APPROVAL OF AGENDA 

Motion: Hunt 
Support: Riggs 
Carried: 7-0  
“RESOLVED, that the Lawton Community Schools Board of Education approves the agenda as 
presented.” 

4. FORUM TIME - Comments specific to meeting agenda 
5. BUDGET REPORTS 
6. SUPERINTENDENT'S REPORT 

A. Special Recognitions 
1. Elementary Character Trait Awards 
2. Student of the Month 

B. Supplemental Pupil Count – 02.11.26 
7. NEW BUSINESS - CONSENT AGENDA ITEMS 

A. Approval of Consent Agenda Items 
Motion: Cronenwett 
Support: Smith 
Carried: 7-0 
“RESOLVED, that the Lawton Community Schools Board of Education approves consent agenda 
items: 7. A, B, C, D, E, and F.” 

B. Special Recognition Resolution Approvals 
1. Elementary Character Trait Awards 

Responsible Student of the Month – April 2026 
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Tk – Kindergarten - Norah Shannon – Norah consistently demonstrates responsibility by 
taking care of her materials and completing tasks on time. Norah takes her time in 
completing her work neatly. Most importantly, Norah demonstrates responsibility by 
following all school rules and expectations. (Clark) 
1st Grade - Alek Proskey - Alek does many things to show responsibility: when he is absent, 
he asks if he has any missed work to complete. He turns in his work on time. He helps to 
clean up messes, even ones that are not his. He keeps his area neat and tidy. He stays in his 
spot at Daily 5, completing his work and ignoring distractions. These are the reasons why Alek 
is the first grade responsible student of the month! (Lycan) 
2nd Grade - Ella Visser - Ella consistently demonstrates what it means to be responsible 
everyday in the classroom. She is dependable and can always be counted on to do what is 
expected and beyond. Ella completes her tasks and assignments with strong effort and takes 
responsibility for her learning and asks questions to clarify tasks and skills. She also shows 
responsibility in her friendships, making thoughtful choices and treating others with kindness 
and respect. I truly appreciate Ella's positive attitude and the example she sets for her peers. 
Congratulations Ella! (L. Smith) 
3rd Grade - Adilynn Batts - Adi is the definition of responsible. Adi takes her education 
seriously and her focus is some of the most consistent we have ever seen. Adi ensures her 
teachers and peers are taken care of and there is not a moment of the day where Adi is 
unclear about what is going on. We know Adi is going to do big things in her life because of 
her personal accountability and desire to do the right thing. Great job Adi, keep being that 
responsible young lady we know! (H. Smith) 
4th Grade - Colton Mortimore - Colton shows respect and kindness to everyone he meets. 
He is an incredibly hard worker, goes out of his way to support others, and has one of the 
most caring hearts I have ever had the pleasure of knowing. Colton goes out of his way to 
make others feel like they matter and belong. His kind and caring nature blows me away daily 
and everyone who knows him is better because of it. (Oswald) 

2. Middle School 
“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the following students for being Students of the Month for the month of 
March:  Fifth Grade Aries Porter, Sixth Grade Felicity Reeves, Seventh Grade Trager Bahm, 
and Eighth Grade Erik David Reyes.”  
Aries Porter; Daughter of Ricky and Shannon Porter 
Aries Porter is truly deserving of Student of the Month, demonstrating incredible 
perseverance and determination throughout a challenging school year. Despite ongoing 
medical appointments and time away from school due to her injury, Aries consistently works 
hard to catch up on missed learning and is always putting in extra effort to stay on track. She 
actively seeks help, asks thoughtful questions, and takes responsibility for completing her 
work. Even when faced with frustration from her medical complications, Aries continues to 
show resilience and a positive attitude, arriving at school each day with a smile. Her strength, 
dedication, and commitment to her education are inspiring to both her peers and teachers. 
Great job Aries!  
Felicity Reeves; Daughter of James and Cecilia Reeves 
Felicity is the 6th grade student of the month. She consistently demonstrates responsibility 
and a strong commitment to her learning. She turns in all assignments on time and always 
produces high-quality work that reflects her best effort. Felicity comes to class prepared each 
day, ready to learn and contribute. Her active participation in class discussions shows both 
confidence and respect for others’ ideas. In addition to her academic strengths, she brings a 
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positive attitude to the classroom and always has a smile on her face, making her a joy to 
have in class. Congratulations Felicity, you are truly deserving of this recognition!  
Trager Bahm; Son of Eric Bahm and Karen Carpenter 
Trager Bahm is the 7th grade student of the month.  Trager has been doing well in his classes 
and learning to use his energy towards his classwork and learning new things. He is on task in 
Achievement, asks questions and keeps himself and those around him on task. It's a joy to 
have him in class and he listens to instructions, even on those days when it's difficult to keep 
focused and on task. 
Erik David Reyes; Son of Edilberto and Teresa Reyes 
I am pleased to recognize David Reyes as our outstanding 8th grade Student of the Month. 
David is a true example of what it means to grow both academically and personally. He 
consistently demonstrates a strong work ethic, puts in the effort needed to succeed, and 
takes pride in his accomplishments. He is a natural leader! Beyond his own work, he is always 
willing to lend a hand to classmates. Whether it’s explaining a concept, offering 
encouragement, or simply being a supportive presence, he contributes positively to our 
classroom community. His kindness and willingness to help others does not go unnoticed. He 
is also a joy to have in class. His sense of humor and positive attitude, along with his great 
energy, greatly contribute to our learning environment. David takes his work seriously and 
has shown a level of commitment that will follow him into high school. Congratulations to 
David Reyes, our 8th grade Student of the Month.  

3. High School 
“RESOLVED, that the Lawton Community Schools Board of Education extends its 
congratulations to the following students for being Students of the Month.   
Peyton Bell, daughter of Amy Wilson and Robert Wilson:  
One Teacher wrote: Peyton has been a positive presence in the classroom.  She struggles 
but is willing to ask for help when needed.  She was a great volunteer prior to break for our 
pancake party in Environmental Science.  She was an immediate volunteer to help cook and 
show off her skill set in that arena.   
Another teacher wrote: Peyton is a great worker for me in the weight room in previous 
trimesters. Respectful, focused, and cared about getting better. 
Another teacher wrote: Peyton consistently shows a tremendous work ethic and will to do 
well in class. She always focuses on the task at hand, never complains about what she needs 
to do, and always gets the job done. 
Jack Smith, son of Nicole Smith and Brian Smith:  
One Teacher wrote: Jack is really growing as a student and as a leader in the classroom.  He 
is quiet, but I have found as the year has progressed that he is getting over his shyness and 
making great attempts to answer questions and contribute to the classroom.  He's 
respectful and just an all-around good guy.  
Another teacher wrote: Jack has been a great worker for me in the weight room in previous 
trimesters. Respectful, focused, and cared about getting better. 
Another teacher wrote: Jack is a force for good in the classroom. He is positive and proactive 
in both his work and social interactions. He encourages his peers to do their best and is 
always willing to productively participate in class activities. 

C. Approval of Board of Education Meeting Minutes 
“RESOLVED, that the Lawton Community Schools Board of Education approves the March 16, 
Regular Minutes as presented.” 

D. Hire Resolution – Tomsic – MS Attendance Clerk 
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“RESOLVED, that the Lawton Community Schools Board of Education approves the hiring of 
Kimberly Tomsic as an MS Attendance Clerk.” 

E. Resignation Resolution – Sellers – MS Attendance Clerk 
“RESOLVED, that the Lawton Community Schools Board of Education accepts the resignatio nof 
Amber Sellers as an MS Attendance Clerk effective March 26, 2026” 

F. Retirement Resolution – Wright – MS Teacher 
“RESOLVED, that the Lawton Community Schools Board of Education accepts the retirement of 
Sally Wright as an MS Teacher effective June 30, 2026.” 

8. NEW BUSINESS 
A. Points of Pride 

Hunt-said literacy night at the elementary school was a lot of fun 
Smith-just left kindergarten round-up and it was nice with the stations, screen showing projects 
– it was a nice setup 
Bandfield-5th grade mock-in had a lot of kids and employee involvement, impressed how 
Candice shows up for the events at that building 
Carroll-likes that the job is taken serious but that they’re still able to have fun 

B. Facilities & Student Activities Committee Meeting – 04.01.26 
Committee: Facilities, Athletics, Student Activities 
Date of Meeting: 4.1.26 @ 5:00 
Committee Members attending: Cronenwett, Riggs,Smith 
Administrator(s) attending: Bandfield, Turner 
Type of committee report: 
X Reporting/updating 
X Recommending board action 
Brief background of committee issues/area reporting: 
The committee met on Wednesday April 1st for a few items 
● Discussion for adding a vehicle to our fleet to replace the white minivan, there will be a 
resolution following the report in support of a purchase. 
● Discussion around the out of state trip request for the HS Band trip to Disney in the Spring ‘27. 
There will be a resolution following the report in support of the trip. 
● Initial steps to develop district priorities in the Facility Assessment. The committee was able to 
get through Athletic / Ball Fields, Administrative Building, and Transportation, and will meet 
again to explore the other areas. 
● Additional discussions about a future property that will be available by the High School, the 
LAAC & MHSAA, and continuing with some freshening up of areas of the district similar to the 
new backdrop area at the High School. The committee is supportive of moving forward with a 
similar backdrop at the Middle School.  
CHAIR DOES NOT NEED TO READ THE FOLLOWING BOARD ACTIONS AS THEY WILL BE 
RESOLUTIONS AFTER THE COMMITTEE REPORT RECOMMENDED BOARD ACTION: 
Resolved the Lawton Community Schools Board of Education approves the purchase of a Ford 
Explorer at the estimated amount of $37,797 as a replacement for the white minivan. 
Resolved the Lawton Community Schools Board of Education approves the out of state trip 
request for the High School Bands Disney Trip in the Spring of 2027. 
1. Purchase of Ford Explorer – Roll Call Vote 

Motion: Riggs 
Support: Cronenwett 
Carried: 7-0 
Ayes: Carroll, Smith, Cronenwett, Hunt, Hitchcock, Pursley, Riggs  
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Nays: None 
“RESOLVED, that the Lawton Community Schools Board of Education approves the purchase 
of a Ford Explorer at the estimated price of $37,797, as a replacement for the white 
minivan.” 

2. Disney Trip – HS Band – Out of State Approval 
Motion: Hitchcock 
Support: Riggs 
Carried: 7-0 
“RESOLVED, that the Lawton Community Schools Board of Education approves the out of 
state trip request for the High School Band’s Disney Trip in the Spring of 2027.” 

C. Potawatomi Zoo – Out of State Approval 
Motion: Smith 
Support: Hunt 
Carried: 7-0 
“RESOLVED, that the Lawton Community Schools Board of Education approves the out of state 
field trip for 2nd Grade on May 22, 2026 to Potawatomi Zoo.” 

D. Finance Committee Meeting – 04.13.26 
Committee: Finance 
Date of Meeting: 4.13.26 
Committee Members attending: Carroll, Cronenwett, Riggs 
Administrator(s) attending: Bandfield, Watson 
Type of committee report: 
X Reporting/updating 
Recommending board action 
Brief background of committee issues/area reporting: 
The committee met on Monday April 13th to discuss the following 
● Logistics and Planning of the Budget Process 

○ We are planning for a 2025-26 General Fund Budget Amendment and a High Level 2026-27 
General Fund Budget Proposal in May 
○ June will be Amendments and Proposed Budgets for both 25-26 and 26-27 Budgets for 
General Fund, Food Service, and Student Activities. 

● Review and discussion of the 2025-26 General Fund Amendment with an overview of Revenue 
and Expense changes. 
● Initial discussion on the 26-27 General Fund Budget Proposal with first thoughts on Per Pupil 
Funding, Enrollment, and Categorical amounts. 
● The Finance Committee will be meeting in both Early May and Early June to finalize the 
Budgets. 
RECOMMENDED BOARD ACTION: 

E. Curriculum Committee Meeting – 04.20.26 
Committee: Curriculum Committee  
Date of Meeting: Monday April 20 @ 615pm  
Committee Members attending: Smith, Hunt, Pursley  
Administrator(s) attending: Bandfield, Webster  
Type of committee report:  
X Reporting/updating  
Recommending board action  
April 20 Report  
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The committee met on Monday April 20 for recommendations for a Curriculum Capital 
Expenditure purchase for the 26-27 School Year. The Committee also reviewed the 5 Year Plan 
for Curriculum expenditures.  
The Curriculum Committee will be reviewing actual Textbook recommendations during the 26-
27 prior to recommendation to the Board of Education.  
RECOMMENDED BOARD ACTION: No Action in Committee Report 

F. Neola Policy – Vol. 40 No. 1 – Nondisrimination – 1st Reading 
9. FORUM TIME 

Hunt-update on Career Readiness; Bandfield-VBISD pulled the plug on the program, most districts 
are supportive of it despite VBISD saying it’s barely used, we should house this internally for our 
kids but the plan is to see how the plan works with Lawrence and go from there; Smith-spoke with 
gentleman who runs the program and offered to help but unhappy with VBISD’s decision; Hunt-has 
concerns with sending student’s to Lawrence 
Hitchcock-Flashes had an ad from Bloomingdale for School of Choice, unsure why they’re 
advertising in our local paper 

11. ADJOURNMENT 
The meeting adjourned at 8:04pm. 

 
 
 
 
Submitted by: _______________________________________________________________ 
  Larissa Hunt, Lawton Community Schools Board of Education Secretary 
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Lawton Community Schools  

 

Lawton Community Schools 
Board of Education 
Minutes of the Special Meeting on May 5, 2026 
High School Board Room 
 

 
 

A SPECIAL MEETING of the Board of Education of Lawton Community Schools was held Tuesday,  
May 5, 2026 beginning at 6:00 PM in the HIGH SCHOOL BOARD ROOM. 
 

▪ Board members present:  Steve Carroll, Eric Smith (present @ 6:40), Walter Hitchcock, Nate Pursley, 
Matt Riggs 

▪ Board members absent: Eric Smith (absent until 6:40), Bryan Cronenwett, Larissa Hunt 
 

1. CALL TO ORDER - This meeting is a meeting of the Board of Education in public for the purpose of 
conducting the School District's business and is not to be considered a public community meeting.  
There is a time for public participation during forum time. 

2. CLOSED SESSION - To consider the dismissal, suspension, or discipline of a student, as allowed by 
the Open Meetings Act, P.A. 267 of 1976 8(b) - Roll Call Vote 
The Board went into Closed Session at 6:01pm and returned to Open Session at 6:40pm. 
Motion: Riggs 
Support: Pursley 
Carried: 4-0, 3 absent 
Ayes: Carroll, Hitchcock, Pursley, Riggs 
Nays: None 
"RESOLVED, that the Lawton Community Schools Board of Education go into Closed Session to 
consider the dismissal, suspension, or disciplining of a student, as allowed by the Open Meetings 
Act, P.A. 267 of 1976 8(b). Closed session requested by student.” 

3. OPEN SESSION 
Motion: Riggs 
Support: Hitchcock 
Carried: 4-0, 3 absent 
"RESOLVED, that the Lawton Community Schools Board of Education return to Open Session.” 
A. Student Discipline 

Motion: Hitchcock 
Support: Pursley 
Carried: 5-0, 2 absent 
"RESOLVED, that the Lawton Community Schools Board of Education suspends student 
#20261110 from Lawton Community Schools for 28 school days which is the remainder of the 25-
26 school year. The Board is supportive of providing a virtual education, but the student is not 
permitted on school grounds and any education beyond the 25-26 school year will be virtual.” 

4. FORUM TIME 
5. ADJOURNMENT 

The meeting adjourned at 7:45pm. 
 
Submitted by: _______________________________________________________________ 
  Larissa Hunt, Lawton Community Schools Board of Education Secretary 
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Approval of Minutes

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education approves the April 20, 
2026 Regular Meeting Minutes and the May 5, 2026 Special Meeting Minutes as presented.”
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TO: Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
RE: Donation Acknowledgement

RECOMMENDED BOARD ACTION:

“RESOLVED, that the Lawton Community Schools Board of Education extends sincere appreciation to 
Honee Bear for the donation of $500 to the Lawton Community Schools Robotics team.”
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Hire – Smith – MS Softball Assistant Coach

Chris Richter is recommending Holli Smith be hired as an MS Softball Assistant Coach. One candidate 
applied and one was interviewed. 

Holli Smith is an elementary teacher in Lawton who has extensive playing and coaching experience with 
the sport of softball. We are excited to have someone with such a knowledge base and who works well 
with young adults.

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education approves the hiring of 
Holli Smith as an MS Softball Assistant Coach.”
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Hire – Miller – Childcare Provider

Anne Wokeck is recommending Avery Miller be hired as a Childcare Provider. One candidate applied and 
one was interviewed. 

Avery is a rehire. She worked with Anne during the summer of 2025.

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education approves the hiring of 
Avery Miller as a Childcare Provider.”
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Resignation Resolution – Kelly – Elementary Paraprofessional

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education accepts the resignation 
of Shelly Kelly as an Elementary Paraprofessional effective May 13, 2026.”
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Committee Report Form 

Committee:   Facilities, Athletics, Student Activities​​ ​  
Date of Meeting: 4.21.26 @ 6:30 
Committee Members attending: Cronenwett, Riggs, Smith 
Administrator(s) attending:  Bandfield, Turner 
 
 Type of committee report:  

X   Reporting/updating 

   Recommending board action 

Brief background of committee issues/area reporting: 
The committee met  on Tuesday April 21st  to review Operations and Technology 
Capital Expenditures for the 26-27 Proposed Budget. 
 

1.​The Committee reviewed the 26-27 requests, the 5 year plan, and the 

Transportation Fleet Information from Building Operations & Transportation. The 
Committee will be recommending $400,800 to be included in the 26-27 Budget 
to the Finance Committee.  
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2.​The Committee reviewed the 26-27 requests from Technology. 

The Committee will be recommending $165,639.59 to be included in the 
26-27 Budget to the Finance Committee.  

 

 
 

3.​Additionally the Committee had discussions about potentially addressing some 

of the larger projects that have been discussed over the last few years and 
addressed in the Facility Assessment. The Middle School Roof was most 
focused on as a potential project that could be done outside of a potential future 
Bond Project. With the cost of such a project the Chair is interested in getting 
Feedback from the whole BOE this evening.  

 
 
CHAIR DOES NOT NEED TO READ THE FOLLOWING BOARD ACTIONS AS THEY 

WILL BE RESOLUTIONS AFTER THE COMMITTEE REPORT 
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Updated 5.12.26
The Food Service Spend Down plan has to be submitted to MDE, with a plan to revise prior to June 30. This is our 

current plans and intentions for the Food Service Spend Down. 
Expected Spend Down Total Revised

$168,156.13

Cafeteria Updating $75,000.00
No Formal Plan yet but will work with FASA Committee 
/ BOE prior to any approvals

Pro Team Advisors $19,287.00 Dietician / Meal Planning / State Federal Requirements
Milk Coolers (1) $4,457.00

Heating Display Case (1) $6,160.00 HS Serving Line
Chef Ann Foundation Training/Cert $4,000.00 Staff Training

ProTeam Advisor Fresh Eye Consultation $3,995.00 Consulatant looking at all aspects of FS
Sonicu Alarm System $2,503.60 Alarm System for Freezers & Coolers

Meal Magic $5,194.00 POS System
Ice Machine $6,248.00

Display Fridge @ MS $1,600.00
Food Processor x2 $2,000.00

Immersion Blender x3 $4,500.00
Serve Safe Training $1,593.00 Staff Certification

Picnic $5,000.00
Food Quality - Valley Hub $20,000.00 TBD - Improving Food Quality Purchasing

Smallwares $6,618.53 TBD - Finalizing Inventory Check

Total $168,156.13

21



Van Buren Intermediate School District ​
 ​  Respect ∙ Integrity ∙ Compassion ∙ Excellence​     ​       David D. Manson 

      Superintendent 

​ TO:​ ​ VBISD Constituent School District Superintendents 

​ FROM:​​ David D. Manson, Superintendent 

​ DATE:​ ​ April 17, 2026 

​ RE:​ ​ ISD General Fund Approval Process 2026 

OVERVIEW: 

The Michigan School Code requires a local school district to review the Van Buren ISD General Fund 

Budget.  Local school districts are asked to advise the Van Buren ISD board on the proposed Van Buren 

ISD General Fund Budget for the next fiscal year.  The constituent school boards are required to either 

support or object to the prospective budget plan by resolution.  

TIMELINE: 

On Friday, April 17, 2026, Van Buren Constituent School District Superintendents heard a presentation on 

the 2026-2027 Van Buren ISD General Fund Budget. Before June 1st the local must review the proposed 

ISD budget and shall submit to the ISD board an approved resolution or any specific objections and 

proposed changes the local board recommends, if necessary. 

Should there be objections and proposed budget changes, the ISD board shall consider the local district 

recommendations prior to final ISD board approval.  

RESOLUTION SAMPLE: 

VBISD Constituent School District General Fund Approval resolution sample is attached. 

ADDITIONAL INFORMATION: 

Contact Dave Manson at the Van Buren Intermediate School District, (269) 539-5200 if you have 

questions. 

 

490 South Paw Paw Street, Lawrence, Michigan  49064 ∙ Phone 269.674.8091 ∙ Fax 269.674.8030​

Michigan Relay Center 1.800.649.3777 (Voice and TDD) ∙ www.vbisd.org​

The Van Buren Intermediate School District does not discriminate based on race, color, national origin, ethnicity, religion, sex (including gender 
identity or expression, sexual orientation, pregnancy, childbirth, or a related condition), age, height, weight, familial status, marital status, military 
service, veteran status, genetic information, disability, or any other legally protected characteristic. It prohibits unlawful discrimination, including 

harassment and retaliation, in any educational program or activity it operates, including admissions and employment. 

Inquiries regarding unlawful discrimination, including unlawful harassment and retaliation, should be directed to the designated Title IX and Section 
504 Coordinator, HR Administrator, 490 S. Paw Paw Street, Lawrence MI 49064, 269-539-5439, hr@vbisd.org. and/or to an agency with jurisdiction, 

such as the U.S. Department of Education’s Office for Civil Rights, the Michigan Department of Civil Rights, the Equal Employment Opportunity 
Commission, or the Department of Justice. 22



 
 
Date:​ ​ April 17, 2026 
To:​ ​ Local District Superintendents 
From:​​ Dave Manson, Superintendent 
​ ​ Rebecca DePas, Director of Finance and Operations 
Subject:​ VBISD General Fund Service Details from 2025-2026 
 

As part of the Michigan School Code MCL 380.624, local school districts are to be presented with the 
attached Van Buren Intermediate School District General Fund Budget for review.  This budget will be 
reviewed in detail at the Superintendents meeting held in person on Friday, April 17, at 9:30 a.m.  
 
In order to get this budget approval in the hands of the local school district boards of education, on the 
expenditure side of the budget we are using a continued resolution budget until late May when a majority of 
the items will be available.  When building this budget later this year the following will be some of the 
projections used: 
 

1.​ Overall base salary increases by 3%.  
2.​ Overall retirement rate used is 37.15%-41.59%.  (Approx. 13.51% of this rate is offset with state 

aid). 
3.​ Health Insurance increase will be 3.0%. 

 

VBISD Fast Facts: 
Students served in Van Buren County: 
 

DISTRICT 2020 2021 2022 2023 2024 2025 

Bangor 1117 1143 1105 973 951 909 

Bloomingdale 1122 1105 1090 1033 955 901 

Covert 364 338 326 344 324 325 

Decatur 715 737 785 752 755 731 

Gobles 823 826 799 893 905 873 

Hartford 1336 1337 1364 1350 1340 1225 

Lawrence 470 459 419 415 393 408 

Lawton 974 1009 1105 1143 1149 1145 

Mattawan 3510 4060 4056 4448 4503 4539 

Paw Paw 2214 2293 2297 2220 2194 2141 

South Haven 1835 1828 1812 1901 1823 1762 

Wood 25 26 24 25 24 23 

MOS 789 847 927 1239 1258 1357 

TOTALS 15294 16008 16109 16736 16793 16339 
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Students 
w/Disabilities 

2258 2294 2334 2355 2541 2576 

Migrant - 
Summer & 
Fall 

541 388 790 880 1037 906 

 
Van Buren ISD Overall Budget: 
 

The Van Buren ISD budget is made up of three major funds. The current overall 2025-26 budget for 
Van Buren ISD is $95.2 million.  The three major funds include the General Education, Special 
Education, and Career Technical Education. The Special Education and Career Technical Education 
Funds are special revenue funds and the revenue generated in those funds is restricted to special usage.   
 
The Special Education fund monies can only be used for Special Education expenditures. This fund 
supports the majority of Special Education transportation in the county, the Bert Goens Learning 
Center facility in Lawrence, the Community-Based Transition Center in Paw Paw, Maple Creek 
Educational Center in Bangor, all special education ancillary staff, and other program areas (e.g., DHH 
Program, Early Childhood Special Education, etc.).  Total Special Education Fund expenditures for 
2024-25 were $43.1 million and the 2025-2026 budget is $49.7 million.  
 
The Career Technical Education Fund supports VB Tech in Lawrence and provides $1 million to local 
districts supporting transportation.  The total expenditures in the Career Technical Education Fund for 
2024-2025 were $16.4 million and the 2025-2026 budget is $19.6 million; this increase is largely 
attributed to building improvement projects.  
 
The General Fund supports all the other programs listed in this attachment.  The General Fund 
expenditures for 2024-2025 totaled $24.5 million, the 2025-2026 budget is $29.5 million, and the 
projected 2026-2027 budget is $34 million.  The General Fund is the only fund by law that has to 
be reviewed by the Boards of Education of the local school districts. Audited financial statements 
for all funds are located on the district website www.vbisd.org under the transparency reporting 
icon. 

 
General Fund Areas of Support: 
 
Early Childhood Education Programs 
We offer a range of services for families with children from prenatal through kindergarten entry, all 
designed to ensure children are safe, healthy, and eager to succeed when they begin school. Our work is 
rooted in strong partnerships with families, honoring their strengths, backgrounds, cultures, and goals. 

Our programs aim to: 

●​ Provide high-quality child development education, equipping families with the tools to support their 
child’s learning and reduce the risk of abuse and neglect. 

●​ Connect families to essential community resources related to health, safety, and basic needs. 
●​ Host events that offer young children a nurturing space to learn and socialize, while giving parents 

opportunities to build supportive peer networks. 
●​ Promote parent leadership and advocacy by offering meaningful roles for families to shape and 

guide our work. 
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GSRP (Great Start Readiness Program) Preschool: A high-quality, state-funded preschool program for 
4-year-olds. Our ISD administers eleven classrooms in collaboration with local school districts, while 
eleven classrooms are operated solely by local districts and four community-based organizations. We also 
support six GSRP–Head Start blended classrooms and three classrooms in community-based or private 
child care centers. The ISD provides full grant oversight, classroom coaching for instructional quality, 
professional development for staff, and support for family engagement. With the state’s PreK For All 
expansion, we anticipate growth in both private child care partnerships and school-based GSRP classrooms, 
along with more inclusive opportunities for children with IEPs. 

Family Links Home Visiting: This county-wide home visiting program serves families with children not 
yet in kindergarten. Six certified Parents as Teachers® educators provide in-home support, developmental 
and social-emotional screenings, goal-setting, and connections to community resources. The program also 
hosts regular socialization and early literacy events for families and young children. 

Great Start Collaborative & Family Coalition (GSC): Through grant-funded work, the Collaborative 
brings together community partners to build a strong, coordinated early childhood system. Central to this 
work is the Family Coalition, which offers families a continuum of opportunities to engage, lead, and shape 
services that directly support young children and their caregivers. 

Emergency Management Department:  School violence concerns and ongoing mental health crises have 
kept the VBISD Emergency Management Department highly engaged throughout the 2025–2026 
2025–2026 School Year Summary (July 1 – March 30). The department continues to provide critical 
support across the region, focusing on prevention, preparedness, response, and recovery efforts for all 
VBISD local districts. VBISD Emergency Management is committed to protecting our schools by reducing 
vulnerabilities, strengthening preparedness, and fostering resilience. We work to build, sustain, and 
continuously improve capabilities to prevent, mitigate, respond to, and recover from natural disasters, acts 
of violence, and other emergencies. 

The program supports VBISD and its constituent districts by delivering comprehensive emergency 
management services, including training, planning, coordination, and real-world incident support. 

Key Service Areas: 
●​ School safety grant research and application support 
●​ Weather monitoring and dissemination of alerts from the National Weather Service 
●​ Coordination and monitoring of required safety drills (fire, tornado, lockdown) 
●​ Planning and facilitation of tabletop and full-scale exercises (HazMat, active assailant, evacuation, 

reunification, BTAM) 
●​ Real-world incident response and support (bomb threats, lockdowns, reunification) 
●​ Behavioral Threat Assessment and Management (BTAM) assistance and follow-up 
●​ Emergency Operations Plan (EOP) development, review, and updates 
●​ County-wide reunification planning and implementation 
●​ Policy and procedure review and updates 
●​ Distribution of emergency medical supplies, including Epinephrine and Narcan kits 
●​ School Resource Officer (SRO) coordination and quarterly meetings 
●​ Liaison coordination with Van Buren County Emergency Management and the Emergency 

Operations Center (EOC) 
●​ Establishment of a regional Stop the Bleed training center 
●​ Countywide implementation of the Standard Response Protocol (SRP) 
●​ Ongoing coordination through regional meetings and partnerships 

Training and Capacity Building: VBISD Emergency Management provides extensive training opportunities 
designed to equip staff and partners with the skills needed to respond effectively to emergencies. 

Training programs include: 
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●​ CPR / First Aid / AED / Basic Life Support (BLS) 
●​ Stop the Bleed 
●​ Active Assailant Response 
●​ Behavioral Threat Assessment and Management (BTAM) 
●​ Bus Driver Awareness 
●​ Standard Response Protocol (SRP) 
●​ Reunification 
●​ Crisis Prevention Intervention (CPI) and Ukeru 
●​ Incident Command 
●​ Medical Emergency Response Teams (MERT) 
●​ Front Office “Gatekeeper” training 

2025–2026 Activity Metrics: 
●​ Trainings Attended: 35 
●​ Drills / Exercises Participated In: 58 
●​ Trainings Provided: 110 
●​ Total Individuals Trained: 2,616 

○​ CPR / First Aid / AED / BLS: 1,402 
○​ Stop the Bleed: 300 
○​ CPI: 200 

●​ Meetings Attended: 138 
●​ Other Activities: 81 
●​ Actual Emergency Events Supported: 4 
●​ BTAM Assists: 47 (up from 37 in 2024–2025) 
●​ Training Exercises (EOC Liaison – Palisades Nuclear Plant): 3 
●​ National Weather Service Announcements: 74 

Truancy Services: In the 2025–26 school year, truancy services in Van Buren County were delivered 
through a collaborative partnership between the Van Buren Intermediate School District (VBISD) and the 
Van Buren County Sheriff’s Office. VBISD supported approximately 65–70% of the overall cost associated 
with these services, demonstrating a strong commitment to student attendance and early intervention. 

As of April 2026, a total of 141 truancy referrals have been processed. In alignment with transparency and 
accountability, detailed service logs are maintained and made available to local school districts for review. 

Notably, this year, a new truancy officer started at VBISD, and we had a late start to truancy reporting. 
However, the efficiency of the truancy process remained strong through a collaboration with the Juvenile 
Court and the Van Buren County Prosecutor’s Office. VBISD can now submit juvenile petitions and case 
files directly to the Juvenile Probation Supervisor for the Future Forward Program (Pre-Diversion Program). 
This evidence-based initiative is designed to prevent youth from becoming formally involved in the juvenile 
justice system. With parental consent, students may be assigned to a youth mentor and participate in the 
“Forward Thinking” curriculum over a 6–8 week period. If they complete the program successfully, the case 
is closed; otherwise, it may advance to the formal Diversion Program, which typically lasts at least 90 days, 
depending on individual progress. 

When a parent is being charged, the file is still routed to the Prosecutor’s Office. This direct submission 
process has significantly reduced the time it takes for a student to be assigned a probation officer or youth 
mentor—from 4–6 weeks down to just a few days.  

Preliminary outcomes to date include: 

●​ ·         4 student pre-truancy intervention 
●​       11 students referred to the Pre-Diversion / Diversion Program 
●​ ·         1 student to the prosecutor 
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●​ ·         19 cases involving parents were sent for criminal charges to prosecutors and charged.  
●​ ·         20 cases resolved with students’ improvements 
●​ ·         25 cases monitored, with a vast majority showing improvement 
●​ ·         The remaining cases are in progress pending meetings, letters etc. 

A meeting with the Juvenile Probation Supervisor is scheduled to review finalized data and assess the 
overall effectiveness of this collaborative process. The ongoing partnerships and systems-level coordination 
underscore VBISD’s commitment to providing timely, compassionate, and effective interventions for 
students and families. 

Technology Services: 
The Van Buren ISD Technology Services Department currently services the following Districts with our 
Technology Shared Services support model: 

●​ Bangor Public Schools (Staff, Networking, Server Hosting) 
●​ Bloomingdale Public Schools (Staff, Networking, Server Hosting) 
●​ Covert Public Schools (Networking, Server Hosting) 
●​ Decatur Public Schools (Staff, Networking, Server Hosting) 
●​ Gobles Public Schools (Staff, Networking, Server Hosting) 
●​ Hartford Public Schools (Staff, Networking, Server Hosting) 
●​ Lawrence Public Schools (Staff, Networking, Server Hosting) 
●​ Lawton Community Schools (Staff, Networking, Server Hosting) 
●​ Paw Paw Public Schools (Networking, Server Hosting) 
●​ Mattawan Consolidated Schools (Disaster Recovery and Offsite Backup Storage) 
●​ Heritage Southwest ISD (Networking, Server Hosting) 
●​ Plainwell Community Schools ((Networking, Server Hosting) 
●​ Hastings Area School System (Networking, Server Hosting) 
●​ Delton Kellogg Schools (Networking, Server Hosting) 

The Van Buren ISD Technology Services Department also supports 27 PowerSchool SIS Districts 
throughout Southwest Michigan, as well as the 47 Districts that make up the TriVAK consortium for the 
PowerSchool Special Program solution and 6 Districts in DIISD for PowerSchool Special Programs. 

Van Buren Conference Center: 
The VBISD Conference Center Coordinator is available to all local districts and the general public to 
schedule, maintain and assist with events.  The VBISD Conference Center went through a few cosmetic 
upgrades during the 2025-2026 school year and averaged approximately 65-90 events/meetings per month. 
Conference Center offers the diversity to hold meetings for groups as small as (4) to upwards of (250) 
guests.  During the 2026-27 school year, we will be considering upgrades to seating and potential 
renovations to the back area of the center. 
 
Instructional Services Department: 
The Instructional Services Department provides services and supports around general education including 
the following:  Coordinated School Health, School Improvement, Adult ESL Education, MTSS 
Coordination, Literacy Coaching/Consulting, Math Coaching/Consulting  Event Management, SCECH 
Coordination, Behavior and Trauma Coordination and Mental Health Clinicians, Project SHINE, Grow 
Your Own, and Out-of-School-Time/Van Buren Youth Initiative.  These staff are placed throughout the 
county in order to serve every building to meet their needs around early reading, math, mental health, social 
and emotional learning, leadership, event management, and nutrition education.  Below is a list of some of 
the work accomplished this past year. 
 
Coordinated School Health 

●​ All necessary trainings provided for Michigan Model for Health as well as Sex Education and HIV 
for educators throughout Berrien, Cass, and Van Buren Counties 

●​ Digital licenses for health education provided for educators at no cost to the districts 
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●​ Whole Child Collaboration with Berrien County 
●​ Support for teachers, administration and sex education supervisors 
●​ Partnerships with health and physical education organizations both in Michigan and Nationally 

 
Project SHINE 

●​ Delivered Direct Education programming to Special Education programming 
●​ Supported local districts with added in opportunities to support increasing the consumption of fruits 

and vegetables and increase physical activity 
●​ Continued to bridge the connection between food pantries and resources 
●​ This program has been restructured due to loss of the federal grant. 

 
Adult Education 

●​ 75 adult learners in Van Buren County 
●​ Provided access to Burlington English, an online platform, that learners could access outside of 

class hours by providing Chromebooks learners could take home with them 
●​ Provided in-class learning with open conversation opportunities 
●​ The following sites within Van Buren County, and within our region, hosted Adult ESL Courses: 

○​ Bangor 
○​ Covert 
○​ Paw Paw 

●​ Developed and promoted staff efficacy through attendance at online meetings for Adult ESL  
●​ 7 learners working toward receiving their GED 
●​ We also celebrate the nomination and selection to the award for this year’s Adult Education Peer 

Empowerment Award. This award celebrates adult learners who uplift their peers, foster 
collaboration, and contribute to a positive and inclusive learning environment. The learner has been 
invited to the Michigan Adult Education and Training Conference Awards at the Radisson Hotel at 
the beginning of May. 

●​ One of our teachers was published in the academic journal MiTESOL at the end of February. The 
article is titled From Classroom to Credential. In it he shares the accomplishments and efforts of 
our students and our team and his joy in working for the VBISD.  

 
Academic Consultants 

●​ Provided 3516.38 hours of academic coaching with teachers around the following topics: 
○​ Literacy (elementary and secondary) 
○​ Math (elementary and secondary) 
○​ School Improvement 
○​ High Impact Leadership 
○​ Coordinated School Health 

●​ Pathway to PA146 Workshop Series 
●​ Number Corner/Bridges math planning and training 

 
Mental Health Clinicians 

●​ Mental Health Clinician staffing includes 21 members. Paula Kana’an is the Supervisor. 
●​ Clinicians are placed in every middle school, every  high schools throughout the county as well as 7 

elementary buildings 
●​ Collaborate with school staff and community partners to organize and systematically deliver 

appropriate mental health consultations, services, and referrals.  
●​ Clinicians work with classroom teachers and other professionals on the development of class-wide intervention

individual interventions, functional behavioral assessments, and behavior intervention plans. 
●​ Hosted 2 Whole Child Summits for county-wide collaboration. 
●​ CISM Coordination 
●​ SEL tier 1, 2, and 3 support 
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Out-of School-Time/Van Buren Youth Initiative:  

●​ We have continued to expand the out of school time work with the Van Buren Youth Initiative by 
offering additional programming opportunities at Luc’s Light in Paw Paw, South Haven Center for 
the Arts in South Haven, and HIS Place in Hartford. 

●​ We have added opportunities at VB Tech to explore various careers. 
●​ We have received the 32n grant and partnered with 8 districts to support before and after school 

programming as well as summer programming. 
●​ We recently received a $16,000 grant through MACC to partner with South Haven Center for the 

Arts to bring high-quality art programming to the local districts in their OST programs.  
 
Grow Your Own 
Grow Your Own is a grant funded program that provides an opportunity for staff members across Van 
Buren County to be able to get their Bachelor’s degree and initial teaching certification or an additional 
endorsement to support the teacher shortage issue that impacts everyone. 

●​ We are partnering with WMU, GVSU, UO, #TEACH, and Michigan Teachers of Tomorrow 
●​ We have 314 candidates in the program currently 
●​ We have had 93 candidates finish the program 

 
Professional Learning Supports  
The following professional learning opportunities have been provided for the 25-26 school year. 

●​ MTSS Support 
●​ Whole Child Summit 
●​ Literacy coaching 
●​ Early Literacy Network 
●​ Math coaching 
●​ Leadership meetings 
●​ Physical Education PD 
●​ MICIP Support 
●​ MiPhy Data support 
●​ Section 504 Training and Support 
●​ New Teachers Academy 
●​ Pathway to PA146 
●​ Number Corner/Bridges Math planning and training 
●​ Community Resiliency Model (CRM) 
●​ Question, Respond, Persuade (QPR) 
●​ Classroom 180 - Trauma Informed Classroom 

 
SCECHs and Event Management 

●​ Provides State Continuing Education Clock Hours (SCECHs) tracking and uploads to MDE for 
several of our local districts including VBISD. 

 
Leadership Support 

●​ MICIP (School Improvement Support) 
●​ MTSS/PBIS Systems support and training 

 
Finance, Operations, and Human Resource Services: 
The Business Services Department is here to support both our ISD programs and our local districts by 
providing a wide range of essential financial and operational services. These include payroll, accounts 
payable and receivable, budgeting, general ledger management, state and federal reporting, Medicaid 
billing, grant management, audit preparation, bidding processes, asset tracking, and staff support. When 
local districts experience staffing shortages in business offices, our team is also available to step in and 
provide assistance. 
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In addition, we offer payroll processing and business management services directly to local school districts. 
We also help coordinate cost-saving opportunities, such as consortium bids for copy paper and health 
insurance. Other support includes processing monthly MESSA health insurance premiums, representing 
districts in the Michigan Retirement Investment Consortium, distributing Medicaid funds, and assisting with 
the review and submission of required state special education reports. 

The Shipping and Receiving Department ensures that materials move efficiently throughout the District. 
The team handles all incoming and outgoing mail, deliveries, and shipments, while also maintaining a 
centralized inventory of commonly used supplies to support day-to-day operations. 

The Human Resources Department supports staff at every stage of employment—from recruitment to 
retirement. This includes posting job openings, onboarding new hires (including background checks), 
maintaining personnel records, issuing contracts, managing leaves, and handling offboarding. Well over 500 
fingerprints are completed annually by our department. The department has continued to make several 
improvements to enhance the employee experience and increase efficiency for the department. Our 
marketing and communications specialist has been hard at work consolidating and creating social media 
presence to strengthen communication and share the story of VBISD with our community. To support that 
effort a marketing and communication handbook has been created.  

The Operations Department plays a critical role in keeping our facilities safe, clean, and well-maintained. 
Their work includes routine and preventative maintenance, custodial services, safety and security efforts, 
and ensuring compliance with applicable regulations. 

In addition to daily operations, the team is actively involved in facility improvements across the District. 
Recent and ongoing projects include updates to the culinary arts program at VB Tech, the start of 
renovations to the welding program at VB Tech, pool upgrades to the Learning Center, door upgrades, and 
electrical improvements. 

Multilingual Learner & Migrant Education​
Angie Gutierrez serves as the Administrator of the Multilingual and Migrant Department. She has 
collaborated closely with local districts to develop consistent and systematic support for multilingual and 
migrant students throughout the school year and summer months. 
 
We have a full-time Multilingual Consultant/Coach, Laura Kronk. Laura provides targeted support to local 
districts, offering professional development opportunities, one-on-one coaching for teachers, and 
consultation services aimed at improving outcomes for multilingual learners across Van Buren County. In 
March of 2026, Bloomingdale Public Schools joined the Van Buren ISD Consortium. We provide 2 
full-time ESL teachers and an EL Coordinator 3 days per week.  
 
Multilingual Support Services 
 VBISD currently offers direct English language instruction to Multilingual Learners within our Title III 
Consortium. A team of ten certified teachers who serve over 662 students in grades K–12 across 
participating districts. These educators provide the following services: 

●​ Planning and delivering instruction aligned with the district’s core curriculum 
●​ Offering push-in classroom support or pull-out small group instruction 
●​ Consulting with teachers and administrators on best practices for supporting multilingual learners 
●​ Delivering professional development at the request of local districts 
●​ Implementing the district’s Language Assistance Plan 
●​ Administering the WIDA assessment (annual English proficiency test for all multilingual learners) 
●​ Engaging with families through conferences, literacy nights, and community events 
●​ Providing ongoing consultation and support from the lead administrator to district personnel​
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Migrant Education​
 VBISD provides school-year and summer programming for Migrant Education. The VBISD Consortium 
serves 10 school districts. The program is further supported by recruiters, highly qualified paraprofessionals, 
teachers, Migrant advocates, and a data team. These individuals assist with student support in schools and 
homes under the guidance of the Administrator of Multilingual and Migrant Programs. 
Each summer, VBISD operates a six-week Migrant Education program that serves students from all 
districts, including on-site instruction and services delivered directly in Migrant Camps. In Summer 2025, 
children ages 0–21 496 were identified, with an additional 410 identified during the fall for a total of  906 
students. 
 
Migrant Program Services Include: 

●​ High-quality instruction using research-based curriculum 
●​ A dedicated Recruitment and Identification team 
●​ Parent Advisory Committee (PAC) meetings throughout the school year 
●​ Parent engagement meetings in Migrant Camps during the summer months 
●​ Referrals to agencies that support migrant families 
●​ ESL classes for Out-of-School Youth (OSY) during both summer and school year, taught by a 

certified teacher 
●​ Home-based instruction for 3–5 year olds during the school year, provided by a certified teacher 

 
Other Supports and Services: 

●​ Bus and vehicle maintenance and inspections 
●​ Transportation training in response to the new Entry Level Drivers Training requirements 
●​ Countywide health care consortium 
●​ Fingerprinting services 
●​ Legislative services provided by Karoub Associates 

 
If you have any questions about the attachment, please feel free to contact Dave Manson or Rebecca DePas 
at 269-674-8091. 
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FINAL ORIGINAL

ACTUAL ACTUAL ACTUAL BUDGET BUDGET

REVENUES 2022-23 2023-24 2024-25 2025-26 2026-27

  Local Sources 1,169,631$      1,453,783$      1,276,257$      | 1,444,399$      1,361,289$      

  Non-Educational Entity Sources 1,847               4,625               4,278               | 1,823               1,823               

  State Sources 8,013,161        9,369,706        11,485,903      | 13,321,921      11,687,295      

  Federal Sources 2,795,957        5,186,651        7,493,204        | 8,381,971        13,735,750      

  Incoming Transfers and Other Transactions 2,652,693        2,945,151        2,807,089        | 3,545,625        3,863,430        

    TOTAL REVENUES 14,633,289      18,959,916      23,066,731      | 26,695,739      30,649,587      

|

EXPENDITURES |

   Instruction |

Basic Program 2,039,536        2,279,794        2,111,198        | 1,595,045        1,645,991        

Added Needs 1,324,349        1,518,808        1,570,346        | 1,753,726        1,909,505        

Adult Continuing Education 47,592             46,910             72,101             | 129,328           129,253           

  Supporting Services |

Pupil 3,105,242        3,285,584        3,595,472        | 4,162,603        3,386,576        

Instructional Staff 2,740,733        5,234,789        7,117,282        | 7,761,120        13,207,203      

General Administration 514,907           601,492           610,433           | 795,137           791,007           

School Administration 20,400             24,900             112,949           | 150,864           151,672           

Business 1,340,420        1,546,228        1,406,432        | 1,813,460        1,955,327        

Operations and Maintenance 920,670           1,037,753        1,143,547        | 1,543,916        1,528,497        

Transportation 368,875           483,616           427,850           | 443,506           406,812           

Central 3,292,755        3,500,246        3,599,152        | 4,501,172        4,883,048        

  Community Services 366,282           401,205           355,221           | 378,012           265,427           

  Facilities Construction and Improvements 239,266           94,411             153,378           | 339,800           802,735           

  Debt Service |

     Principal 82,453             111,618           124,457           | 124,500           124,500           

     Interest 4,174               8,582               12,920             | 13,000             13,000             

  Outgoing Transfers and Other Transactions 641,605           852,773           2,096,413        | 4,086,375        2,894,285        

    TOTAL EXPENDITURES 17,049,259      21,028,709      24,509,151      | 29,591,564      34,094,838      

|

EXCESS OF REVENUES |

OVER EXPENDITURES (2,415,970)       (2,068,793)       (1,442,420)       | (2,895,825)       (3,445,251)       

|

OTHER FINANCING SOURCES (USES) |
  Proceeds from Sales of Capital Assets -                   3,000               -                   | -                   -                   
  Proceeds from subscription-based IT arrangements 318,528           -                   -                   | 320,000           -                   

  Transfer In 2,277,102        2,924,001        3,285,169        | 3,113,000        3,316,000        

  Transfers out -                   -                   -                   | -                   -                   

    TOTAL OTHER FINANCING SOURCES (USES) 2,595,630        2,927,001        3,285,169        | 3,433,000        3,316,000        

|

NET CHANGE IN FUND BALANCE 179,660           858,208           1,842,749        | 537,175           (129,251)          

|

FUND BALANCE, JULY 1 3,024,875        3,204,535        4,062,743        | 5,905,492        6,442,667        

|

FUND BALANCE, JUNE 30 3,204,535$      4,062,743$      5,905,492$      | 6,442,667$      6,313,416$      

GENERAL FUND
DETAIL BUDGET PROJECTION

FOR THE FISCAL YEAR ENDING JUNE 30, 2027

32



GENERAL FUND 
2026-27 OPERATING BUDGET 

Program Narrative 
 

REVENUES 
 
Local Sources 
 

Local Property Taxes -This revenue is from the mills allocated for ISD General Operations applied against 
the taxable value. 
 

BUDGET:​ ​ 2025-26​ $ 766,056 
PROPOSED:​ ​ 2026-27​ $ 789,000 

 
Other Local Revenue - This revenue includes interest earnings, Conference Center facility rental, 
donations/grants/fees, C4S reimbursement, and USF rebates.  

 
BUDGET:​ ​ 2025-26​ $ 678,343 

​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 572,289 
 
 
Non-Educational Entity 
 

2% Casino Revenue – This revenue is the local revenue sharing allocation from the 2% annual net    
winnings at the Hartford Four Winds casino. 

​  
​ ​ ​ BUDGET:​ ​ 2025-26​ $     1,823 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $     1,823 
 
 
State Sources  
 
This revenue estimates State grants-in-aid from the Michigan Department of Education which support general 
operations and specific programs and the State reimbursement for personal property tax exemptions and 
Brownfields. 
 
 

 BUDGET 
2025-26 

PROPOSED 
2026-27 

Section 26d –Brownfield Redevelopment $2,700 $2,700 
Section 23h – Improving Mathematics Teaching $167,257 $0 
Section 27h2 – Mentoring $48,000 $0 
Section 31n6 - Mental Health & Support Services $1,820,309 $1,843,493 
Section 31n12 - ISD Mental Health Administrative $89,286 $89,286 
Section 31aa – Mental Health Grant Per Pupil $49,843 $0 
Section 32d(1) – Great Start Readiness $5,118,276 $5,187,781 
Section 32p - Early Childhood Block Grants​  $103,243 $250,000 
Section 32p(4) – Home Visitation Grant $13,501 $0 
Section 32p(6) – Access to Literacy Materials $39,536 $0 
Section 32d26 – GSRP Classroom Start up Grants $200,000 $0 
Section 35a(4) – Early Literacy Teacher Coaches $641,172 $625,000 
Section 35a(5) – Targeted Literature $16 $0 
Section 32n – Out of School Time $1,012,860 $0 
Section 41 – Bilingual $2,619 $2,619 
Section 81 – Intermediate Districts $1,768,531 $1,812,744 
Section 99h- First Robotics $500 $500 
Section 107 – Adult Education $80,000 $80,000 
Section 107a – Adult Education $75,520 $75,520 
Section 11x6 – Consolidated Feasibility $75,000 $0 33



Section 147a(2) – MPSERS Normal Cost Offset $300,785 $230,844 
Section  147c(1) – MPSERS UAAL Rate Stabilization $1,336,000 $1,219,000 
Section 147e – MPSERS Reforms-Defined Contribution $56,085 $62,156 
Section 152a – Headlee Obligation for Data Collection $6,152 $6,152 
DC Forfeiture Credit $115,000 $115,000 
27L-4 MPSERS Healthcare Offset $110,130 $0 
27L-2 Educator Compensation $4,500 $0 
Children Trust Michigan Grant $80,000 $80,000 
Personal Property Tax Exemption $4,500 $4,500 
        Total $13,321,921 $11,687,295 

 

​ ​  

Federal Sources 
 
This revenue is from Title I.C. Migrant Education, Title III Limited English Proficient Student, Trusted Advisors, Adult 
Learning: WIA Core Program, Michigan Fitness Foundation (SNAP-ED), Project AWARE, Grow Your Own, and VBC 
Youth Initiative Grant via Van Buren County. Grow Your Own Grant accounts for $6,400,000 of increase due to the 
final year of the program. 

 
BUDGET:​ ​ 2025-26​ $   8,381,971​ ​ ​  
PROPOSED:​ ​ 2026-27​ $ 13,735,750 

 
 
Incoming Transfers and Other Transactions  
 

Payments from Other Local Schools/Other Transactions - This revenue is from local school districts 
that pay for clinician mental health, ESL instructors, emergency management, business office, student 
transportation or technology staff/services. 

 
BUDGET:​ ​ 2025-26​ $ 3,545,625​ ​ ​
PROPOSED:​ ​ 2026-27​ $ 3,863,430 

 
EXPENDITURES 
 
INSTRUCTION: 
 
This area covers the direct instructional component of the Migrant, Title III, ESL, Great Start Readiness Program 
(GSRP), Adult Learning: WIA Core program, Section 107 Adult Education and First Robotics: Lego League Discover.  
 

Included under the Migrant, Title III, and ESL programs are eleven (increase of 1) school year staff 
members’ who work in 8 school districts that are in consortium with the VBISD and approximately 45 Summer 
Migrant staff members. There is one partially funded Migrant School-Year teacher, and the summer positions are 
entirely federally funded. Costs include wages, fringe benefits, travel, supplies, and dues for professional 
organizations.  
 

The GSRP program is funded through State Aid. There are 25 full-time school year staff members. 
Budgeted amounts include wages, fringe benefits, travel, supplies, and field trip costs.  
 

The Adult Learning: WIA Core program is a federally funded program and Section 107 Adult Education is a 
state funded program. This budget area includes the wages of part-time teachers and paraprofessionals, benefits, 
and supplies. 

  
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 3,478,099 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 3,684,749 
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SUPPORTING SERVICES: 
 
Attendance Services:   This function supports the cost of a full-time Truant Officer to provide support to the 
local school districts. Included are wages, benefits, travel, and supply costs. 

 
​ ​ ​ BUDGET:​ ​ 2025-26​ $   68,532 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   71,054 
 
 
Pupil Services:     This function supports the costs associated with the SNAP-ED Project Shine grant which are 
not covered under the grant. The grant is sunsetting this fiscal year and there will be no added costs for this 
program. 
 
. 

BUDGET:​ ​ 2025-26​ $           51,312 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $                    0 
 
 
Social Work Services   This function supports the costs associated with the 21 Clinicians who collaborate with 
our local schools and their general education students. The Clinicians are funded by the School Mental Health and 
Support Services Grant and local school district shared services agreements. Included are salaries, benefits, travel, 
and supplies. 
 

BUDGET:​ ​ 2025-26​ $ 2,540,857 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 2,639,461 
   
Improvement of Instruction:   The ISD curriculum/instructional services team works directly with all the ISD 
local districts in support of literacy and provides numerous professional development trainings and opportunities to 
educators within the county. They host monthly county-wide meetings for principals and curriculum coordinators. 
The function includes the Director of Instructional Services, Mental Health Clinician Supervisor, 3 Curriculum 
Specialists, 5 Early Literacy Coaches, 1 Math Coach, and 2 clerical positions, professional development activities and 
the costs for support activities ( Curriculum Coordinators, and local district professional development). Included are 
salaries/fringes, travel/conferences, contracted services, and supplies.  
 
In addition, the wages, benefits, and supplies incurred in the Adolescent & School Health Program Grant are 
included. Through the funding of the Adolescent & School Health Program Grant the ISD provides support services 
around school health issues: i.e., health and nutrition, physical activity, social/emotional, reproductive health/HIV, 
substance abuse, Medicaid outreach and school safety. The ISD can also provide Michigan Model for Health 
materials if the local district does the programming. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 1,676,990 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 1,720,626 
 
Grow Your Own:   This grant supports the costs attributed to the Federal Grow Your Own Grant. Included are 
tuition, books, fees, and other expenses related to the support of the grant participants. Participants include 
employees of VBISD, local districts along with participants from Calhoun ISD. 

 
​ ​ ​ BUDGET:​ ​ 2025-26​ $     4,960,744​ ​ ​ ​
​ ​   ​ PROPOSED:​ ​ 2026-27​ $   11,163,031 
 
Supervision and Direction of Instructional Staff:    This function supports the Van Buren youth coordinator 
and the general fund portion of two special education supervisors that are paid for by local agreements.  
 

BUDGET:​ ​ 2025-26​ $    135,128​ ​ ​ ​
PROPOSED:​ ​ 2026-27​ $    190,808 
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Board of Education:   This function supports the costs attributed to the Board of Education. Included are 
salaries, travel, conference, legal costs for the General Fund, and the annual financial audit cost. 

 
​ ​ ​ BUDGET:​ ​ 2025-26​ $    109,553​ ​ ​ ​
​ ​ ​ PROPOSED:​ ​ 2026-27​ $    117,550 
 
 
Executive Administration:  This function covers the expense of the office of the Superintendent. Included are 
salaries, fringes, travel/conference, professional dues, capital outlay, contracted services including legislative 
services, printing, Educational Hero Award expenses and associated office expenses of the Superintendent, Assistant 
Superintendent and Secretary. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $    685,584  
​ ​ ​ PROPOSED:​ ​ 2026-27​ $    673,457 
 
  
Finance/Business Office:  This function covers the expense of the office of the Director of Finance and 
Operations which consists of 13 staff members. Included are salaries, fringe benefits, travel/conference, contracted 
professional services, capital outlay, and other general office operating expenses to run the business side of the 
entire organization. Included are the salary and fringe benefits of 5 of the 13 staff members who are providing 
business manager, accounting, and payroll services to local school districts.  
 
Services to local districts include the hosting of county-wide Business Manager meetings, solicitation of annual 
county-wide copy paper bid, fiscal agent for county-wide E-rate services contract, Universal Service Fund 

distributions and School Based Service Medicaid distributions. Representing the local school districts on the 
Michigan Retirement Investment Consortium (MRIC) board. MRIC provides employees with a means to save for 
retirement and assists employers by managing the administration of their plans. The Office also reviews and 
submits for all local districts required Special Education reports. 
 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $   1,687,883 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   1,831,556 
 
 
Internal Services:  This function covers the costs of the Shipping and Receiving Coordinator. Included costs are 
salary and fringe benefits, travel/conference, supplies for organization, etc. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $     116,027 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $     118,271 
 
 
 
 
Other Business Services:  This function covers the cost of refunds for tax abatement decisions and other 
insurance. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $        5,500 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $        5,500 
 
 
Operations and Maintenance:  This function covers the cost for operation and maintenance of plant and 
facilities at the Conference Center and Shipping and Receiving Building, grounds maintenance, snowplowing, and 
general repair work at all facilities. Included costs are for salaries, fringe benefits, travel/conference, utilities, 
insurance (buildings, liability, etc.), contracted maintenance services (telephone and buildings) and custodial 
maintenance supplies for the General Fund. Seven staff members currently provide services to the above areas. One 
staff member is supported by a local agreement with the county health department. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 1,170,315 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 1,150,113 
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Security Services:   This function covers the costs of the Emergency Management Administrator and 2 support 
staff individuals. Included are salaries, fringe benefits, travel/conference, contracted services, and supply costs.  
 
This department includes the coordination of all areas of crisis/emergency management. It includes active shooter 
drills, CPR/AED training, CPI training, MI Heartsafe Schools training, crisis plan reviews and student threat 
assessments. The department oversees a team in place to respond to student/staff deaths or serious injury. 
 
Included in 2025-2026 are the costs associated with security upgrades paid with 31aa grant funds. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $   267,733 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   319,359 
 
 
Transportation:  This function covers the wages and benefit costs of 3 bus drivers employed to provide 
transportation services to a local school district. 
 

BUDGET:​ ​ 2025-26​ $   198,209 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   166,515 
 
Planning, Research, Development, and Evaluation:  This function covers the one-time costs of the 11x6 
Consolidated Feasibility grant through the technology department to complete a study for the longevity of a CISO 
and SOC within Southwest Michigan. 
   
​ ​ ​ BUDGET:​ ​ 2024-25​ $   75,000 
​ ​ ​ PROPOSED:​ ​ 2025-26​ $   -0-   
 
 
Human Resources/Communications:  This function covers the office of Human Resources. Included costs are 
for salaries, fringe benefits, travel/conference, office supplies, contracted services, and miscellaneous expense of 3 
HR staff members and 1 marketing staff member. This department fingerprints all new employees for the ISD and 
local districts, in addition to typical HR activities. New in FY 24-25 was a marketing specialist position that services 
the entire ISD. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 554,753 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 549,542 
 
 
Technology Services:  This department administers and implements the IT systems, networking infrastructure 
and telecommunications of the ISD. In addition, it provides hosting and network support services to local school 
districts on a contractual basis. Beginning in 2025-26, telecommunications hosting was offered as an additional 
service to local districts. The ISD hosts on our servers PowerSchool for local school districts and the staff provide 
support services and training to the end users such as secretaries and teachers. The staff also serve as Data Hub 
Initiative specialists by integrating PowerSchool data with assessments like MiLearn. Monthly Technology director 
meetings are held to collaborate on issues. 
 

This function covers both district-wide and local school districts’ technology services. There are 23 staff 
members that provide network, software, web page, and technical support.  Included costs are salaries, fringe  
benefits, travel/conference, equipment maintenance, software licenses, capital outlay, etc. The cost of internet 
services is also budgeted in this function. 
 
​ Included in the 2025-26 Budget is an accounting figure for GASB Statement 96 Subscription-Based 
Information Technology Agreements causing an additional $320,000 of expenses (in FY 25-26), with offsetting 
revenue. The net impact is zero to the ISD, however the expenses/revenue are necessary for financial statement 
purposes. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 3,138,884 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 3,000,887 
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Pupil Accounting:  This function is for Pupil Accounting Services to local school districts. The pupil accounting 
auditor conducts both on-site and desk review audits of the pupil counts taken twice a year by all local districts. In 
addition, the auditor conducts an annual training and is available as help desk support to the local districts. 
Included are the salary and benefits of the internal pupil auditor. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 37,009 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 36,597 
 
Early Childhood Department:  This department facilitates several programs for young children, birth to school 
entry and their families. The Family Links program includes home visits; hearing, vision, and development 
screenings; parent group meetings, play groups, newsletters and more. The program is open to all and is based 
upon referrals, often starting with the birth of a child. Newborns are presented with a welcome bag.  

 
The ISD oversees all aspects of the State funded Great Start Readiness Program (GSRP). GSRP runs preschool 
classrooms for four-year old children. This area of the budget includes the costs associated with the Early Childhood 
Specialists, supervision of the grant, and county-wide recruitment and enrollment of students.  
 
Included in this area are the salaries and wages for half of a Director, four family educators, three Early Childhood 
Specialists, two Supervisors, one GSRP Grant Administrator, one Great Start Collaborative Administrator and one 
clerical staff along with fringe benefits, workshop/conference, supplies and materials, and miscellaneous expenses.  
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $ 1,573,355 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $ 1,446,130 
 
 
Migrant/ESL/School & Family Support Services:  This function covers the cost of two staff members for the 
direction and management of the Migrant, English as a Second Language (ESL), School Improvement and School & 
Family programs which are not covered by grant funding. Included are salaries, benefits, travel, workshops, and 
conferences, etc. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $   188,683 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   159,065 
 
 
Federal Programs Support Services:  The costs reported in this area relate to the support service functions of 
the following federal/state grants: 

●​ School Year Migrant – is a consortium of 10 school districts 

●​ Title III- is a consortium of 11 school districts 

●​ Summer Migrant-ISD runs the largest summer migrant program in the State serving over 400 students. 

●​ SNAP-Ed Project Shine (ending August 2026) 

●​ Adult Learning WIOA Instruction-provides instruction to any ESL adult.  

●​ Section 107 Adult Education – provides instruction to any ESL adult. 

●​ Section 107a Adult Education – provides coordination for our ESL adult programming. 

●​ Identification and Recruitment- grant to identify and recruit migrant families statewide who are not living 

within school districts that operate a migrant education program. 

●​ Title I Regional Assistance Grant 

●​ Project AWARE is a program to create and sustain an infrastructure to meet the mental health needs of 

students and their families. (ended September 2025) 

●​ Van Buren County Youth Initiative – grant from Van Buren County to support and start afterschool youth 

programming. 

●​ 31p Trails (projected to end June 2025) 

●​ 32N Out of School Time Grant – providing before, after and summer programming in Van Buren County. 

 
This area includes the costs for salaries, benefits, contracted services, supplies and materials, etc. for 30 staff 
members during both the summer and school year for the Migrant Education grants: recruiters and support staff for 
the ID&R grants; supervisor for the Adult Learning: WIA Core Program grants; 6 nutrition educators and a 38



supervisor for the SNAP-Ed Project LEAN grant; a Community Mental Health Co-manager for Project AWARE, 
director for the VBC Youth Initiative.   
​ ​ ​  

BUDGET:​ ​ 2025-26​ $ 1,932,727 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $    950,620 
 
 
Community Services:  This function supports the following: 

●​ The Conference Center Event Coordinator position. The Van Buren Conference Center is available for all 
schools, governments, non-profits, businesses, and residents to use. Over 60,000 individuals visit the 
Conference Center to attend activities such as professional development training, banquets, weddings, and 
proms. The use of the facility to our local schools usually comes at no cost.  

●​ The ISD received grant funds under sections 32p and 32p(4) of the State Aid Act. The 32p grant’s purpose is 
to support high-quality early childhood and childcare programs. The 32p(4) grants funds are used to 
support their Great Start Collaborative. The Great Start Coordinators, the supervision and operating costs 
of these grants, are budgeted in this area. This was not renewed in the state budget for 2025-26. If the 
grant is reinstated additional activities will resume. 

●​ Community service functions for Migrant/ESL are included.  
●​ Salaries, fringe benefits, workshop/conference, supplies and materials and miscellaneous expenses for the 

above are budgeted in this area.  
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $   378,012 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   256,427 
 
Facilities Construction and Improvements:  This function covers facility improvement costs. In 2025-26 the 
Conference Center parking lot was repaved. In 2026-27 there is a placeholder for improvements at the Conference 
Center and General Fund’s 26-27 portion of the Bright Futures Project. 
 
​ ​ ​ BUDGET:​ ​ 2025-26​ $    339,800 

PROPOSED:​ ​ 2026-27​ $    802,735 
 
 
Outgoing Transfers and Other:    This function includes sub-grantee payments to local school districts under 
the Great Start Readiness Grant, 32n OST Grant, Title III, and the Regional Assistance Grant. (32n OST Grant is not in 
the FY 26-27 budget as this is a competitive grant and it is unknown at this time if the ISD will receive the grant 
again) 
 

BUDGET:​ ​ 2025-26​ $   4,086,375 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   2,894,285 
 
 
Long-Term Debt:​ This function includes required accounting adjustments for GASB-96 SBITAS. 
 

BUDGET:​ ​ 2025-26​ $   137,500 
​ ​ ​ PROPOSED:​ ​ 2026-27​ $   137,500 
 
 
 
Other Financing Sources (Uses)  

 
Transfers In and Capital Asset Proceeds – This source of funds includes revenue generated from 
federal programs, which are charged a fixed percentage rate to support operational functions to assist the 
federal grant. Incoming transfers from other funds to support shared programs, technology, and personnel 
costs. It also includes the proceeds received from the sale of District assets. Proceeds from IT arrangements 
are here which are a result of GASB-96 implementation. Proceeds offset the related expenses. 

 
BUDGET:​ ​ 2025-26​ $ 3,433,000​ ​ ​
PROPOSED:​ ​ 2026-27​ $ 3,316,000 
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VAN BUREN INTERMEDIATE SCHOOL DISTRICT 
General Fund Operating Budget 

 

RESOLUTION 
 
 
A meeting of the Board of Education of _______________________________________was held at the 

_________________________ on , ____________________, 2026, at _____________..  

 
Members present:  ________________________________________________________ 
Members absent __________________________________________________________ 

 

The following preamble and resolution was offered by Member ___________________ 

and seconded by Member ______________________. 

 
WHEREAS this Board received the Van Buren ISD General Fund Operating Budget on or before May 1, 
2026; and 
 
WHEREAS in accordance with Section 380.624 of the Revised School Code, this Board must now adopt a 
resolution expressing its support or disapproval of the proposed ISD budget and must submit to the Van 
Buren ISD Board any specific objections and/proposed changes the Board may have to the budget prior to 
June 1, 2026. 

 
THEREFORE, BE IT RESOLVED THAT the Van Buren ISD General Fund Operating Budget for the 
2026-2027 school year be (“supported” or “disapproved for the reasons attached hereto”) and that the 
Secretary of the Board is hereby directed to submit a copy of this Resolution to the Secretary of the Van 
Buren ISD Board of Education, along with any specific objections or proposed changes to the budget. 

 

 Ayes: Members   
  
 Nays: Members   
 
Motion declared adopted. 
 
The undersigned duly qualified and acting Secretary of the Board of Education of _________________ , 
Michigan hereby certifies that the foregoing is a true and complete copy of a resolution adopted by the 
Board at a   meeting held on   , 2026, the original 
of which resolution is a part of the Board’s minutes, and further certifies that notice of the meeting was 
given to the public under the Open Meetings Act, 1976 PA 267, as amended. 
 
 

  Signed: 
 

_______________________, Secretary 

______________________Board of Education 

Lawton Community Schools
Board Room May 18 7:00pm

Lawton Community Schools

Lawton Community Schools

May 18
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TO: Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
RE: 25-26 VBISD Budget Resolution

Recommendation on approval of the 26-27 VBISD Budget

It is Mr. Bandfield’s recommendation that Lawton Community Schools does not approve the 
VBISD Budget for 26-27. 

This has been another year for the VBISD to make changes that impact local districts and done 
with a very poor process. There have been a few things over the years where they have taken 
similar approaches, most recently ELL Services. This year the surprising and unfortunate end to 
a Career Readiness class which serves the counties most vulnerable students.

The changes this year to Career Readiness were done without any level of consultation or 
awareness from local districts, or care of local districts' interest. When questions arose about 
the decision the ISD expressed a variety of reasons why they made the decision and as things 
played out very few, if any, were valid and truthful. It was clearly a program that local districts 
wanted and needed and it was still removed from a direct responsibility of the VBISD despite 
the feedback. The process of this situation from start to finish was extremely poor and came 
across as disingenuous and intentional in order to do what they wanted to do despite locals' 
interest. 

While this program does not land in the General Fund Budget, the actions and decision making 
around budgeting that continues to have poor processes and limited, if any, care about local 
districts’ interest in programs and services, have fractured the trust with all budgetary decisions.

We have taken the approach to not approving the VBISD Budget in the past, and unfortunately 
it does not seem to make an impact. It would seem if a local district did not approve the budget 
there would be some level of curiosity, but I have never received any inquiry. I am hopeful that 
the VBISD Board of Education can ensure that future decisions made by the VBISD are done 
with a higher priority placed on supporting local districts.

Mr. Bandfield is more than welcome to answer any questions or engage in any dialogue with 
anyone from the VBISD, Board of Education or employee to explore this further. 
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Book Policy Manual

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Rescind NONDISCRIMINATION
BASED ON GENETIC INFORMATION OF THE EMPLOYEE

Code po1422.02

Status

Adopted March 19, 2012

Rescind Policy - Vol. 40, No. 1
 
1422.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE
 
The Board of Education prohibits discrimination on the basis of genetic information in all aspects of employment, including
hiring, firing, compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions,
or privileges of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive
or tend to deprive them of employment opportunities or otherwise adversely affect the status of an employee as an
employee, based on genetic information. Harassment of a person because of his/her genetic information is also prohibited.
Likewise, retaliation against an applicant or employee for engaging in protected activity is prohibited.
 
In accordance with the Genetic Information Nondiscrimination Act ("GINA"), the Board shall not request, require, or
purchase genetic information of employees, their family members, or applicants for employment. Further, in compliance
with this Act, employees are directed not to provide any genetic information, including the individual’s family medical
history, in response to necessary requests for medical information, with the exception that family medical history may be
acquired as part of the certification process for FMLA leave when an employee is asking for leave to care for an immediate
family member with a serious health condition. Applicants for employment are directed not to provide any genetic
information, including the individual’s family medical history, in response to requests for medical information as part of the
District’s application process.
 
[ ] The District recognizes that genetic information may be acquired through commercially and publicly available documents
like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits, however, its
employees from searching such sources with the intent of finding or obtaining genetic information or accessing sources
from which they are likely to acquire genetic information.
 
"Genetic information," as defined by GINA, means information about: (a) an individual’s genetic tests; (b) the genetic tests
of that individual’s family members; (c) the manifestation of disease or disorder in family members of the individual (i.e.,
family medical history); (d) an individual’s request for, or receipt of, genetic services, or the participation in clinical research
that includes genetic services by the individual or a family member of the individual; or (e) the genetic information of a
fetus carried by an individual or a pregnant woman who is a family member of the individual and the genetic information of
an embryo legally held by an individual or family member using assistive reproductive technology.
 
If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider, it shall be treated as a confidential
medical record in accordance with law.
 
The Superintendent shall appoint a compliance officer who shall be responsible for overseeing the District’s compliance with
Federal regulations and promptly dealing with any inquiries or complaints. S/He shall also verify that proper notice of
nondiscrimination for Title II of the Genetic Information Nondiscrimination Act of 2008 is provided to staff members and
that all District requests for health-related information (e.g., to support an employee’s request for reasonable
accommodation under the ADA or a request for sick leave) is accompanied by a written warning that directs the employee
or health care provider not to collect or provide genetic information.
 
The warning shall read as follows:
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The Genetic Information Nondiscrimination Act of 2008 ("GINA") prohibits employers and other entities covered by GINA
Title II, including the Board of Education, from requesting or requiring genetic information of an individual or family
member of the individual, except as specifically allowed by law. To comply with this law, do not provide any genetic
information when responding to this request for medical information (unless the request pertains to a request for FMLA
leave for purposes of caring for an immediate family member with a serious health condition). "Genetic information," as
defined by GINA, includes an individual’s family medical history, the results of an individual’s or family member’s genetic
test, the fact that an individual or an individual’s family member sought or received genetic services or participated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an individual’s
family member or an embryo lawfully held by an individual or family member receiving assistive reproductive services.
 
[ ] The District offers health services ( ) including a wellness program [END OF OPTION]. Participation in the
services/program is voluntary. Genetic information (such as family medical history) may be obtained as part of an
individual’s participation in the service/program. If that occurs, individual genetic information may be provided to the
individual receiving the services and to his/her health services providers, but only genetic information in aggregate form
will be provided to the Board. [END OF OPTIONAL SENTENCE]
 
© Neola 2011

Legal 29 C.F.R. Part 1635

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
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1422 - NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

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

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

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

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

All school employees share responsibility for avoiding, discouraging, and reporting any form of Prohibited Conduct.

 

The Board will take immediate action to address the following prohibited acts:
 

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

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

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

Definitions:

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

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

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

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

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

Disciplinary sanctions means: consequences imposed on a respondent following a determination that the respondent
engaged in Prohibited Conduct.

Education programs or activities refer to: all the District’s operations including, but not limited to, in-person and
online/remote educational instruction, employment, extracurricular activities, athletics, performances, and community
engagement and outreach programs. The term applies to all programs and activities operated by the Board on school
grounds or on other property owned or occupied by the Board. It also includes events and circumstances that take place off
school property/grounds but over which the District asserts disciplinary authority (e.g., at off-campus activities sponsored
by the Board).

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

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

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

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

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

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

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

E. Religious (Creed) Harassment means: harassment based on a person’s surname, religion (including atheism or
lack of religious belief), religious traditions and practices, or religious dress/clothing, and includes making offensive
comments about the same. It also includes religious slurs or epithets, harassing conduct based on religious
stereotypes, and harassment associated with a person’s request for and/or receipt of religious accommodation.
Religious harassment also involves explicitly or implicitly coercing an employee to engage in religious practices at
work.
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F. Sexual Harassment means (for purposes of this policy and consistent with Title VII of the Civil Rights Act of
1964): unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual
nature when: (a) submission to such conduct is made either implicitly or explicitly a term or condition of an
individual's employment; (b) submission or rejection of such conduct by an individual is used as the basis for
employment decisions affecting such individual; or (c) such conduct has the purpose or effect of interfering with the
individual's work performance; or creating an intimidating, hostile, or offensive working environment. Sexual
harassment may involve the behavior of a person of any gender against a person of the same or another gender.
 

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

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

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

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

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

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

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

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

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

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

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

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

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

Party means: a complainant or respondent.

Pregnancy, childbirth, or related medical conditions means:
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A. ”Pregnancy” and “childbirth” refer to the pregnancy or childbirth of a specific employee and include, but are not
limited to, current pregnancy; past pregnancy; potential or intended pregnancy (which can include infertility, fertility
treatment, and the use of contraception); labor; and childbirth (including vaginal and cesarean delivery).
 

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

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

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

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

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

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

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

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

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

Pregnancy, Childbirth, and Related Medical Conditions
  
The Board will not discriminate against an employee based on the person's current pregnancy, potential or intent to become
pregnant, past pregnancy, or medical condition related to pregnancy or childbirth, or because the person uses birth control,
or has had or not had an abortion.

 
Additionally, the Board will provide a reasonable accommodation to an employee’s known limitation related to pregnancy,
childbirth, or a related medical condition, unless the accommodation will cause the District undue hardship.
 
The Board will treat pregnancy, childbirth, and related medical conditions as any other temporary medical conditions for all
job-related purposes, including commencement, duration, and extensions of leave; accrual of seniority and any other
benefit or service; reinstatement; and under any fringe benefit offered to employees by virtue of employment.
 
The Board will provide reasonable break time for an employee to express breast milk while at work for the first year after
the employee's child's birth. The Board will provide the employee with a space, other than a bathroom, that is clean,
shielded from view, free from intrusion from coworkers and the public, and which the employee can use as needed to
express breast milk. See Board Policy 6700 – Fair Labor Standards Act.
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Nondiscrimination Based on Employee’s Genetic Information
 
The Board prohibits discrimination on the basis of genetic information in all aspects of employment, including hiring, firing,
compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions, or privileges
of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive or tend to
deprive them of employment opportunities or otherwise adversely affect the status of an employee as an employee, based
on genetic information. Harassment of a person because of the individual's genetic information is also prohibited. Likewise,
retaliation against an applicant or employee for engaging in protected activity is prohibited.
 
In accordance with the Genetic Information Nondiscrimination Act ("GINA"), the Board shall not request, require, or
purchase genetic information of employees, their family members, or applicants for employment. Further, in compliance
with GINA, employees are directed not to provide any genetic information, including the individual's family medical history,
in response to necessary requests for medical information, with the exception that family medical history may be acquired
as part of the certification process for FMLA leave, when an employee is asking for leave to care for an immediate family
member with a serious health condition. Applicants for employment are directed not to provide any genetic information,
including the individual's family medical history, in response to requests for medical information as part of the District's
application process.
 
[ ] The District recognizes that genetic information may be acquired through commercially and publicly available documents
like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits, however, its
employees from searching such sources with the intent of finding or obtaining genetic information or accessing sources
from which they are likely to acquire genetic information. (+) Provides a greater level of protection for employees
and the district via potential lawsuits; (-) Not required in policy, keeps it simplerEND OF OPTION]

If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider, it shall be treated as a confidential
medical record in accordance with law.
 
The District Compliance Officer (see below) shall be responsible for overseeing the District's compliance with
applicable Federal regulations and promptly dealing with any inquiries or complaints. The District Compliance Officer or
designee shall also verify that proper notice of nondiscrimination for Title II of the Genetic Information Nondiscrimination
Act of 2008 is provided to staff members, and that all District requests for health-related information (e.g., to support an
employee's request for reasonable accommodation under the Americans with Disabilities Act ("ADA") or a request for sick
leave) is accompanied by a written warning that directs the employee or health care provider not to collect or provide
genetic information. The warning shall read as follows:
 
The Genetic Information Nondiscrimination Act of 2008 ("GINA") prohibits employers and other entities covered by GINA
Title II, including the Board of Education, from requesting or requiring genetic information of an individual or family
member of the individual, except as specifically allowed by law. To comply with this law, do not provide any genetic
information when responding to this request for medical information (unless the request pertains to a request for FMLA
leave for purposes of caring for an immediate family member with a serious health condition). "Genetic information," as
defined by GINA, includes an individual's family medical history, the results of an individual's or family member's genetic
test, the fact that an individual or an individual's family member sought or received genetic services or participated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an individual's
family member or an embryo lawfully held by an individual or family member receiving assistive reproductive services. 
 
[ ] The District offers health services ( ), including a wellness program [END OF INTERNAL OPTION]. Participation in the
services/program is voluntary. Genetic information (such as family medical history) may be obtained as part of an
individual's participation in the service/program. If that occurs, individual genetic information may be provided to the
individual receiving the services and to the person's health services providers, but only genetic information in aggregate
form will be provided to the Board. [END OF OPTION]

District Compliance Officer(s)

Middle School Principal

(269) 624-7601

100 Blue Pride Drive

Lawton, MI 49065

 

High School Principal

(269) 624-7801

101 Blue Pride Drive

Lawton, MI 49065

The Board designates and authorizes the following individual(s) to coordinate its efforts to comply with the Board’s
responsibilities under Federal and State laws that prohibit discrimination, including harassment, based on Protected
Classes and retaliation (also known as “Civil Rights Coordinator(s)” or “Anti-Harassment Compliance Officer(s)”)
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(hereinafter referred to as the “District Compliance Officer(s)” or “CO(s)”):
 
[x ] The District Compliance Officer may delegate specific duties to one (1) or more designees. [END OF OPTION]

The contact information concerning the District Compliance Officer(s) will be published on the School District’s website
www.lawtoncs.org
( ) in parent/student and staff handbooks.

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

x ] The District Compliance Officer(s) shall report directly to the Superintendent except when the Superintendent is a party
to a complaint (i.e., either the complainant or the respondent). Under such circumstances, the CO(s) shall report directly
to [SELECT ONE OF THE FOLLOWING] (x ) the Board President or (x ) the Board’s Legal Counsel (
) ______________ [OTHER] [END OF INTERNAL OPTIONS] until the matter in which the Superintendent is a party is
concluded. [END OF OPTION]

Questions about this policy ( ) and AG 1422 [END OF OPTION] should be directed to the District Compliance Officer(s). 

The CO(s) is/are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and
regulations, including the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, harassment, retaliation, or denial of equal opportunity/access. The CO(s) shall also verify that proper notice
of nondiscrimination for Title II of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil Rights
Act of 1964, Section 504 of the Rehabilitation Act of 1973 (as amended), Genetic Information Nondiscrimination Act
(GINA), and the Age Discrimination in Employment Act of 1975 is provided to staff members and the general public. [ ] Any
sections of the District's collective bargaining agreements dealing with hiring, promotion, demotion, discipline, and tenure
need to contain a statement of nondiscrimination similar to that in the Board's statement set forth above. [END OF
OPTION] [ ] In addition, as practical, gender-specific terms should be eliminated from such contracts. [END OF
OPTION] Copies of the laws and regulations listed above are available upon request from the CO(s). 

The CO(s) will be available during regular work hours to discuss concerns related to Prohibited Conduct, to assist
employees, other members of the District community, and third parties who seek support or advice when informing another
individual about Prohibited Conduct, including unwelcome conduct, or to intercede informally on behalf of the individual in
those instances where concerns have not resulted in the filing of a formal complaint and where all parties are in agreement
to participate in an informal process.

The CO(s) shall monitor the District’s education programs and activities for barriers to reporting information about conduct
that reasonably may constitute Prohibited Conduct pursuant to Federal and/or State laws that prohibit
discrimination/harassment based on the basis of a Protected Class/Category and retaliation, and take steps reasonably
calculated to address such barriers.
 

Notice of Nondiscrimination
 
The Superintendent shall provide a notice of nondiscrimination to students, parents, guardians, or other authorized legal
representatives of elementary and secondary students; employees; applicants for admission and employment; and all
unions and professional organizations holding collective bargaining or professional agreements with the Board. Specifically,
the Superintendent shall post the notice of nondiscrimination on the District’s website and in each handbook, catalog,
announcement, bulletin, and application form that it makes available to the persons listed above, or which are otherwise
used in connection with the recruitment of employees. (x ) See AG 1422 and Form 1422F1 – Notice and Statement of
Nondiscrimination. [END OF OPTION]
 

NOTIFICATION/REPORTS OF PROHIBITED CONDUCT

Any person may provide information to the CO(s) concerning conduct that reasonably may constitute Prohibited Conduct.
Such information may be submitted in person, by mail, by telephone, or by electronic mail using the CO’s(s’) published
contact information, or by any other means (oral or written) that results in the CO(s) receiving the information. Information
may be provided at any time (including during non-work hours). [x ] Anonymous reports may be submitted using ( ) the
online reporting form posted at __________ [insert the web address for the reporting form, or insert a hyperlink
tied to the phrase “online reporting form”] [or] ( ) the hotline reporting number (__________[insert phone
number]). [END OF OPTION]https://ok2say.state.mi.us/
 
All Board employees are required to notify the CO(s) of conduct that reasonably may constitute Prohibited Conduct. For the
Board to fulfill its responsibilities under applicable Federal and/or State laws, if a Board employee has knowledge of conduct
that reasonably may constitute Prohibited Conduct, the Board employee must notify the/a CO within two (2) days of
learning the information or receiving the report. [DRAFTING NOTE: The applicable statutes and regulations do not
specify within how many days the Board employee must notify the CO of receiving notification/a report of
Prohibited Conduct; Neola suggests “two (2) days”. Alternatively, the Board could make this language more
open-ended – e.g., “* * * must immediately/promptly notify the/a CO of such information or report.”] The
Board employee must also comply with mandatory reporting responsibilities pursuant to Policy 8462 – Student Abuse and
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Neglect, if applicable. If the Board employee’s knowledge about the alleged Prohibited Conduct is based on another
individual bringing the information to the Board employee’s attention, and the reporting individual submitted a written
notification/report or complaint to the Board employee, the Board employee must provide the written notification/report or
complaint to the CO.

Notification can be provided orally or in writing and should be as specific as possible. The person making the
notification/report should, to the extent known, identify the alleged victim(s), perpetrator(s), and witness(es), and describe
in detail what occurred, including date(s), time(s), and location(s). 
 
If a notification/report or complaint involves allegations of Prohibited Conduct by or involving the CO, the person making
the report (i.e., providing the notification or filing the complaint) should submit it to the Superintendent or another Board
employee who, in turn, will notify the Superintendent of the report/complaint. The Superintendent will then serve in place
of the CO for purposes of addressing that report of Prohibited Conduct. [DRAFTING NOTE: If the Superintendent is the
CO, substitute “Board President” in place of “Superintendent.”] 

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

Any allegations of misconduct not involving Prohibited Conduct as defined in this policy will be addressed through the
procedures outlined in other Board policies (x ) and/or administrative guidelines [END OF OPTION], the applicable
Student Code of Conduct, applicable collective bargaining agreement, and/or Employee/Administrator Handbook. 

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

GRIEVANCE PROCEDURES
 
Overview: 
 
The Board adopts the following grievance procedures to provide for the prompt, effective, and equitable resolution of
complaints made by employees, applicants, or other individuals who are participating or attempting to participate in the
District’s education programs or activities (i.e., members of the School District community and Third Parties), or by the CO
alleging any act of Prohibited Conduct.
 
These grievance procedures shall be used for all complaints of Prohibited Conduct unless it involves conduct involving a
student, in which case the grievance procedures set forth in Policy 2260 or Policy 5517.01 shall apply. These grievances
procedures set forth the means for investigating and resolving claims involving such Prohibited Conduct; in particular, the
procedures provide a method for assessing – in a prompt, effective, and equitable manner –  whether an applicable Federal
or State law was violated and, if it was, how best to end the Prohibited Conduct, prevent its recurrence, and remedy its
effects.

Due to the sensitivity surrounding complaints of Prohibited Conduct, timelines are flexible for initiating the grievance
procedures; however, individuals are encouraged to file a complaint within thirty (30) days after the conduct occurs. Once
the formal complaint process is begun, the investigation will be completed in a timely manner.
 
[DRAFTING NOTE: Title VII of the Civil Rights Act of 1964 (“Title VII”)  prohibits discrimination in
employment. Specifically, it prohibits employment discrimination based on race, color, religion, sex, or
national origin, and applies to employers with fifteen (15) or more employees. Title IX, on the other hand,
specifically prohibits discrimination based on sex in education programs and activities that receive Federal
financial assistance, including employment within those institutions. Title IX is addressed by Board Policy
2266 and AG 2266. While both laws aim to prevent sex-based discrimination in the workplace, Title VII applies
more broadly to various types of employers, whereas Title IX is limited to educational institutions receiving
Federal funds. Ultimately, both laws aim to ensure equal employment opportunities and protect individuals
from discrimination. When a District Compliance Officer receives a complaint or notification of alleged
misconduct involving sex discrimination (in particular, sexual harassment) that involves an employee
complainant and an employee respondent, the District Compliance Officer should consult with the Title IX
Coordinator and/or the Board’s Legal Counsel concerning which law – it may be both – the District will need to
comply with when investigating the allegations.]
 
Under all circumstances, the CO shall offer and coordinate supportive measures, as appropriate, in accordance with this
policy (x ) and AG 1422 [END OF OPTION]. 
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Complaints:
 
The following people may make a complaint of Prohibited Conduct – i.e., request that the District investigate and determine
whether Prohibited Conduct occurred:
 

A. a “complainant,” which includes: 
 

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

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

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

C. the District Compliance Officer.

A person is entitled to make a complaint of unlawful harassment only if they themselves are alleged to have been subjected
to the unlawful harassment, or if the CO initiates a complaint.
 
[DRAFTING NOTE: This paragraph emphasizes that in order for a person to file a complaint of
unlawful harassment, the person has to have been subjected to the alleged misconduct directly or be a person
who has a legal right to act on behalf of the person who was subjected to the alleged misconduct. This is
consistent with the prior paragraph, where the complainant is identified as an employee who was “subjected
to conduct that could constitute Prohibited Conduct.” The following paragraph, on the other hand, expands
who can file a complaint – when the alleged Prohibited Conduct does not involve unlawful harassment, or the
complaint involves allegations of retaliation – to persons who are aware of the alleged Prohibited Conduct,
even if that person was not directly affected by or subject to the alleged Prohibited Conduct.] 
 
With respect to complaints of Prohibited Conduct other than unlawful harassment, or complaints involving allegations of
retaliation, in addition to the people listed above, the following persons have a right to make a complaint:
 

A. any employee of the District; or
 

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

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

A person may file criminal charges simultaneously with filing a complaint. A person does not need to wait until the District’s
internal grievance procedures are completed before filing a criminal complaint. Likewise, questions or complaints relating to
alleged violations of applicable Federal or State laws may be filed with the U.S. Department of Education’s Office for Civil
Rights, the U.S. Department of Justice's Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or the
Michigan Department of Civil Rights, at any time based on the underlying statutory basis for the complaint.
 
Basic Requirements: 
 
The District will treat complainants and respondents equitably.
 
All persons involved with implementing the grievance procedures and any other aspects of this Policy, including the District
Compliance Officer, the investigator, the decisionmaker, and the appeal decisionmaker, (x ) and the facilitator of the
informal resolution process, [END OF OPTION] shall be free from any conflicts of interest or bias for or against
complainants or respondents generally or an individual complainant or respondent. 

x  The CO may serve simultaneously as an investigator and/or a decisionmaker. [END OF OPTION] [DRAFTING NOTE:
Neola recommends the Board select this OPTION; note it is “may” (i.e., optional) so the CO can decide when to
serve in both roles and when to designate one or more persons to perform these responsibilities in a given
case.]
 
If the CO does not intend to serve as the investigator/decisionmaker in a specific case, the CO shall designate one (1) or
more administrators who are appropriately trained to serve in the role. 
 
In circumstances when the CO and trained administrators do not have time/capacity to serve, or are prevented due to a
conflict of interest, bias, or partiality, or other reasons impair the CO and other trained administrators from serving as an
investigator/decisionmaker in a specific case, the CO shall ( x), in consultation with (x ) and approval of [END OF
OPTION] the Superintendent or ( ) Board (x ) Board President (as appropriate), [END OF OPTION] secure one (1) or
more independent third parties to serve as the investigator and/or decisionmaker. 
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The District presumes that the respondent is not responsible for the alleged Prohibited Conduct until a determination is
made at the conclusion of its grievance procedures.
 
Under ordinary circumstances, the Board expects to complete the major stages of the grievance procedures within the
timeframe specified below: 
 

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

B. Investigation – The CO, or designated investigator/decisionmaker, shall ordinarily complete the investigation (i.e.,
collect relevant evidence that is not otherwise impermissible) and issue a Determination (i.e., consider the rlevant
and not otherwise impermissible evidence and decide whether Prohibited Conduct occurred) within ____ (__)twenty
(20) [INSERT AMOUNT] days of the CO determining the charges require investigation. [DRAFTING NOTE:
Recognizing that it is important for investigations to be completed and Determinations issued in a
prompt and equitable manner, Neola recommends that a school district typically complete an
investigation and issue a Determination within twenty (20) days.]

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

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

C. Appeal – A party filing an appeal of the CO’s decision to dismiss a complaint ( ), or the Determination, [END OF
OPTION] must do so within ___ (__) [INSERT AMOUNT] days of receiving the Dismissal ( ) or
Determination [END OF OPTION]. [DRAFTING NOTE: Neola recommends the Board allow limited appeals
based on the Determination. See DRAFTING NOTE below in the appeal section.]Appeal – A party filing an
appeal of the Title IX Coordinator’s decision to dismiss a complaint must do so within 5 days of receiving the
Dismissal.

The CO, or the Superintendent if the CO is the individual requesting an extension, may approve reasonable extensions of
the preceding timeframes on a case-by-case basis for good cause with notice to the parties. 
 
The District will take reasonable steps to protect the privacy of the parties and witnesses. x  These steps will not restrict
the ability of the parties to present evidence or otherwise participate in the grievance procedures. [END OF OPTION] The
parties shall not engage in retaliation, including against witnesses.
 
The CO, or designated investigator/decisionmaker, shall objectively evaluate all evidence that is relevant and not otherwise
impermissible — including both inculpatory and exculpatory evidence. Credibility determinations shall not be based on a
person’s status as a complainant, respondent, or witness.
 
The following types of evidence, and questions seeking such evidence, are impermissible (i.e., will not be accessed or
considered, except by the District to determine whether one of the exceptions listed below applies; will not be disclosed;
and will not otherwise be used), regardless of whether they are relevant:
 

A. evidence that is protected under a privilege recognized by Federal or State law, unless the person to whom the
privilege or confidentiality is owed voluntarily waived the privilege or confidentiality; and
 

B. a party’s or witness’s records that are made or maintained by a physician, psychologist, or other recognized
professional or paraprofessional in connection with the provision of treatment to the party or witness, unless the
District obtains that party’s or witness’s voluntary, written consent for use in its grievance procedures.

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

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

B. sufficient information available at the time to allow the parties to respond to the allegations, including the identities
of the parties involved in the incident(s), the conduct alleged to constitute Prohibited Conduct, and the date(s) and
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location(s) of the alleged incident(s); and
 

C. retaliation is prohibited.

Should the CO decide, at any point, to investigate allegations that are materially beyond the scope of the initial written
notice, the CO will provide a supplemental written notice describing the additional allegations to be investigated.
 
Dismissal of a Complaint: 
 
The CO may dismiss a complaint of Prohibited Conduct if:

A. the District is unable to identify the respondent after taking reasonable steps to do so;
 

B. the respondent is not participating in the District’s education program or activity and is not employed by the Board;
 

C. the complainant voluntarily withdraws any or all the allegations in the complaint, the CO declines to initiate a
complaint, and the District determines that, without the complainant’s withdrawn allegations, the conduct that
remains alleged in the complaint, if any, would not constitute Prohibited Conduct even if proven; or
 

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

Upon dismissal, the CO will promptly notify, in writing, the complainant of the basis for the dismissal. If the dismissal occurs
after the respondent has been notified of the allegations, the CO will also simultaneously notify, in writing, the respondent
of the dismissal and the basis for the dismissal.
 
The CO will further notify the complainant that a dismissal may be appealed and will provide the complainant with an
opportunity to appeal the dismissal of the complaint. If the dismissal occurs after the respondent has been notified of the
allegations, then the CO will also notify the respondent that the dismissal may be appealed.

Dismissals may be appealed on the following bases:

A. procedural irregularity that would change the outcome;
 

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

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

If the dismissal is appealed, the CO will:

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

B. implement appeal procedures equally for the parties;
 

C. ensure that the appeal decisionmaker did not take part in the original dismissal of the complaint;
 

D. ensure that the appeal decisionmaker has been trained consistent with this Policy (x ) and AG 1422 [END OF
OPTION];
 

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

F. notify the parties of the result of the appeal and the rationale for the result.  
 

When a complaint is dismissed, the CO will, at a minimum: 

A. offer supportive measures to the complainant as appropriate;
 

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

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

[DRAFTING NOTE: Neola encourages the Board to select the following option so the CO can choose, in
appropriate circumstances, to offer the parties the opportunity to participate in an informal resolution process,
or to honor the parties’ request to use an informal resolution process, to end the Prohibited Conduct, prevent
its recurrence, and remedy its effects.]
 
x  [OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
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Informal Resolution Process: 
 
In lieu of resolving a complaint through the Board’s formal grievance procedures, the parties may instead elect to
participate in an informal resolution process. The District will not offer informal resolution to resolve a complaint when such
a process would conflict with Federal, State, or local law.
 
[END OF OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
 
Adding Allegations and/or Consolidating Complaints:
 
If, in the course of an investigation, the District decides to investigate additional allegations of Prohibited Conduct by the
respondent toward the complainant that are not included in the original Notice of Allegations or to consolidate charges
raised in a different complaint involving the same respondent, the CO will notify the parties of the additional allegations.
 
Investigation:
 
The District will provide for an adequate, reliable, and impartial investigation of complaints.
 
The burden is on the District — not on the parties — to conduct an investigation that gathers sufficient evidence to
determine whether Prohibited Conduct occurred. 
 
The CO, or the designated investigator/decisionmaker, will provide an equal opportunity for the parties to present fact
witnesses and other inculpatory and exculpatory evidence that are relevant and not otherwise impermissible. 
 
The CO, or the designated investigator/decisionmaker, will review all evidence gathered through the investigation and
determine what evidence is relevant and what evidence is impermissible, regardless of relevance. 
 
Determination of Whether Prohibited Conduct Occurred: 
 
Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the CO or designated
investigator/decisionmaker will:
 

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

B. Notify the parties, in writing, of the determination whether Prohibited Conduct occurred, including the rationale for
such determination (x ), and the procedures and permissible bases for the complainant and respondent to
appeal [END OF OPTION].
 

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

D. If there is a determination that Prohibited Conduct occurred, the CO will, as appropriate:
 

1. coordinate the provision and implementation of remedies to a complainant and other people the District
identifies as having had equal access to the District’s education programs or activities limited or denied by
the Prohibited Conduct;
 

2. coordinate the imposition of any disciplinary sanctions on a respondent (x ), including notification to the
complainant of any such disciplinary sanctions [END OF OPTION]; and
 

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

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

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

[DRAFTING NOTE: If the CO dismisses a complaint in the Evaluation stage (i.e., prior to commencing an
investigation), the complainant may appeal as set forth above. Neola also recommends the Board include an
appeal process related to the Determination.]
 
x  [OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
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Appeal of Determinations:
 
If a party disagrees with the decisionmaker’s determination as to whether Prohibited Conduct occurred, the party may file
an appeal. Appeals must be submitted, in writing, within ____ (__) five (5)(INSERT AMOUNT) days of the appealing
party’s receipt of the Determination. 
 
A party may appeal a Determination on the following bases:
 

A. procedural irregularity that would change the outcome;
 

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

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

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

D. ( ) the recommended remedies (including disciplinary sanctions/consequences) are unreasonable in light of the
findings of fact (i.e., the nature and severity of the Prohibited Conduct).
 

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

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

[ ] [OPTION 1]

The CO will designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the
Determination, and is appropriately trained ( ), as set forth in AG 1422 [END OF INTERNAL OPTION].

The CO has authority ( ), in consultation with ( ) and approval of [END OF OPTION] the Superintendent or ( ) Board (
) Board President (as appropriate), [END OF OPTIONS] to secure an independent Third Party to serve as the appeal
decisionmaker.

[ ] In designating an appeal decisionmaker, the CO will work with the Board to identify and appoint an independent Third
Party to serve as the appeal decisionmaker – this individual shall be considered to be the Board's designee and will submit
the appeal decision to the Board who will promptly adopt it as written and forward it to the CO who will send it
simultaneously to the parties. [END OF OPTIONAL SENTENCE]

[END OF OPTION 1]

x  [OPTION 2]

The Superintendent shall serve as the appeal decisionmaker, provided the Superintendent has not been otherwise involved
in the grievance procedures (i.e., did not serve as the investigator/decisionmaker or informal resolution process facilitator)
and is appropriately trained. If the Superintendent is not eligible to serve as the appeal decisionmaker, the CO will
designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the
Determination, and is appropriately trained (x ), as set forth in AG 1422.
 

If a party appeals the Determination, the CO will:

A. notify the parties of the appeal;
 

B. implement appeal procedures equally for the parties;
 

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

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

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

E. ( ) [OTHER] ______________________.
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Parties Provided a Reasonable and Equal Opportunity to Make a Statement in Support of, or Challenging, the
Dismissal (x ) or Determination [END OF OPTION]
 
When a party files an appeal, the party must set forth the reason(s)/basis/bases for the appeal, and the other party will
have ____ (__) five (5)[INSERT AMOUNT] days to provide the appeal decisionmaker with a statement in support of their
position. Once the decisionmaker receives the statement (or the deadline for filing such a statement expires), the appeal
decisionmaker will have ____ (__)ten (10) [INSERT AMOUNT] days to issue a decision on the appeal.

[DRAFTING NOTE: Neola suggests any appeals should be filed within five (5) days of the parties receiving
written notice of the Determination. Neola further suggests that the timeline for the other party submitting a
statement be equivalent to the timeframe in which an appeal has to be filed. Finally, Neola suggests the appeal
decisionmaker have ten (10) days from receipt of the statements to issue a decision.]
 
While a party appealing a Determination may argue the reason/basis for the appeal is that new evidence has been
discovered/obtained that would change the outcome and that said new evidence was not reasonably available when the
Determination was originally made, the party may not submit the new or additional evidence during the appeal process.
Rather, the party appealing should identify/describe in detail the evidence, including how and when it was
discovered/obtained, and explain why it was not reasonably available during the Investigation (i.e., prior to the
Determination). If the appeal decisionmaker accepts the proffered explanation, the appeal decisionmaker should remand
the case back to the investigator/decisionmaker (i.e., reopen the investigation) so the new evidence may be submitted and
considered by the other party and the investigator/decisionmaker. 
 
The appeal decisionmaker shall determine the outcome of the appeal based on the appeal decisionmaker’s independent
review of the record (i.e., the relevant and not otherwise impermissible evidence and the written determination) and the
appeal decisionmaker’s application of the law and Board policy to the facts in the record. The appeal decisionmaker must
give due deference and due weight to the decisionmaker’s factual findings and credibility determinations and should not
overturn them unless non-testimonial extrinsic evidence in the record justifies a contrary conclusion or unless the record
read in its entirety compels a contrary conclusion. Generally, the appeal decisionmaker is expected to uphold the original
Determination unless the appeal decisionmaker concludes the original Determination is unlawful, unreasonable, or against
the manifest weight of the evidence. Every reasonable presumption must be made in favor of the original Determination.

The appeal decisionmaker shall

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

(x ) [OPTION 1]
 
simultaneously notify the parties, in writing, of the result of the appeal and the rationale for the outcome.
 
[END OF OPTION 1]
 
[OR]

( ) [OPTION 2]
 
notify the CO, in writing, of the result of the appeal and the rationale for the outcome. The CO will then simultaneously
notify the parties, in writing, of the result of the appeal and the appeal decisionmaker’s rationale for the outcome.
 
[END OF OPTION 2]
 
[OR]

( ) [OPTION 3]
 
submit the appeal decision to the Board who will promptly adopt it as written and forward it to the CO, who will send it
simultaneously to the parties. The appeal decision shall set forth the result of the appeal and the appeal decisionmaker’s
rationale for the outcome.
 
[END OF OPTION 3]

The (x ) appeal decisionmaker’s ( ) Board’s [END OF OPTION] decision shall be final.
 
[END OF OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]

Supportive Measures: 
 
The District will offer and coordinate supportive measures as appropriate for the complainant and/or respondent to restore
or preserve that person’s access to the District’s education programs or activities or provide support during the grievance
procedures and/or during the informal resolution process. For allegations of Prohibited Conduct other than prohibited
harassment or retaliation, the District’s provision of support measures does not require the District, Board employees, or
any other person authorized to provide aid, benefit, or service on the District’s behalf to alter the alleged
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discriminatory/retaliatory conduct for the purpose of providing a supportive measure. 
 
The CO shall determine appropriate supportive measures on a case-by-case basis. Supportive measures may vary
depending on what the CO deems to be reasonably available. Supportive measures may include, but are not limited to:
modifications of work schedules, mutual restrictions on contact between the parties; changes in work locations; leaves of
absence; increased security and monitoring of certain work settings; training related to Prohibited Conduct; ( ) referral to
Employee Assistance Program; [END OF OPTION and other similar measures. 
 
Supportive measures must not unreasonably burden either party and must be designed to protect the safety of the parties
and/or the District’s educational environment, or to provide support during the Board’s grievance procedures or the
informal resolution process. 
 
The District will not impose such measures for punitive or disciplinary reasons. 
 
The CO may, as appropriate, modify or terminate supportive measures at the conclusion of the grievance procedures, or at
the conclusion of the informal resolution process, or the District may continue them beyond that point. 
 
A party may seek additional modification or termination of a supportive measure applicable to them if circumstances
change materially.
 
The District will not disclose information about any supportive measures to persons other than the person to whom they
apply, including informing one party of supportive measures provided to another party, unless necessary to provide the
supportive measure or restore or preserve a party’s access to the District’s education programs or activities, or as otherwise
permitted under existing law and/or policy. 
 
The Superintendent may place an employee respondent on administrative leave from employment responsibilities during
the pendency of the Board’s grievance procedures.
 
Disciplinary Sanctions and Remedies: 
 
Following a determination that Prohibited Conduct occurred, the District may impose disciplinary sanctions, which may
include:
 

A. (x ) oral or written warning;
 

B. (x ) written reprimands;
 

C. (x ) required counseling;
 

D. (x ) required training or education;
 

E. (x ) demotion;
 

F. (x ) suspension with pay;

[END OF OPTIONS]
 

G. suspension without pay;
 

H. termination; and
 

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

 
The District may also provide remedies, which may include disciplinary sanctions/consequences. The CO will notify the
Superintendent of the recommended remedies, so an authorized administrator can consider the recommendation and
implement appropriate remedies in compliance with applicable due process procedures, whether statutory or contractual.
 
[DRAFTING NOTE: The Board should review applicable policy(ies)/administrative guidelines/employee
handbooks to determine whether changes are needed to establish timelines associated with imposition of
discipline as a result of possible delays caused by the Board implementing the preceding grievance
procedures; likewise, the Board may need to discuss with union representatives how implementation of the
grievance procedures may impact any disciplinary provisions contained in applicable collective bargaining
(e.g., timelines, permitted attendees at investigative interviews, etc.).] 
 
Discipline of an employee will be implemented in accordance with Federal and State law, Board policy, and applicable
provisions of any relevant collective bargaining agreement.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging Prohibited Conduct or retaliation, or
participates in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce, or
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discriminate against any individual for the purpose of interfering with any right or privilege secured by the U.S.
Constitution, the Michigan Constitution, Federal or State law, or this policy, or because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in any manner in an investigation, proceeding, or
hearing under this policy. Intimidation, threats, coercion, or discrimination, including initiating a disciplinary process against
a person for a code of conduct violation that does not involve Prohibited Conduct but arises out of the same facts and
circumstances as a complaint or information reported about possible Prohibited Conduct, for the purpose of interfering with
the exercise of any right or privilege secured by Federal or State law constitutes retaliation. Retaliation against a person for
making a complaint or participating in an investigation is a serious violation of this policy that can result in the imposition of
disciplinary sanctions/consequences and/or other appropriate remedies.
 
Complaints alleging retaliation may be filed according to the grievance procedures set forth above. The District shall initiate
its grievance procedures upon receiving any complaint alleging retaliation.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Charging an individual with a code of conduct violation for making a materially false statement in bad faith in the course of
a grievance proceeding under this policy shall not constitute retaliation, provided, however, that a determination that
Prohibited Conduct occurred, alone, is not sufficient to conclude that any party made a materially false statement in bad
faith. 
 
Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the complainant, the respondent(s), and the witnesses
as much as possible, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform
with any discovery or disclosure obligations. The District will keep confidential the identity of any individual who has made a
complaint of Prohibited Conduct, any complainant, any individual who has been reported to be the perpetrator of Prohibited
Conduct, any respondent, and any witness, except as may be permitted by the Family Educational Rights and Privacy Act
("FERPA"), 20 U.S.C. 1232g, or FERPA regulations, 34 C.F.R. part 99, or as required by law, or to carry out the purposes of
relevant Federal or State law or regulations, including the conduct of any investigation, hearing, or judicial proceeding
arising thereunder (i.e., the District’s obligation to maintain confidentiality shall not impair or otherwise affect the
complainant’s and respondent’s receipt of the information to which they are entitled related to the investigation and
determination of whether Prohibited Conduct occurred).  All records generated under the terms of this policy shall be
maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
respondent must be provided the complainant's identity.
 
During an investigation, the CO or designated investigator/decisionmaker will instruct each person who is interviewed about
the importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not
to disclose to other members of the School District Community or Third Parties any information that is learned or provided
during the course of the investigation.

Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against Prohibited Conduct by taking appropriate action reasonably
calculated to stop and prevent further misconduct. While observing the principles of due process, a violation of this policy
may result in disciplinary action up to and including the discharge of an employee. All disciplinary action will be taken in
accordance with applicable State law and the terms of the relevant collective bargaining agreement(s). When imposing
discipline, the Superintendent shall consider the totality of the circumstances involved in the matter. In those cases where
Prohibited Conduct is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants
discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).
 
Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its reoccurrence, and remedy its effects.

 
Application of the First Amendment
 
The Board will construe and apply this policy consistent with the First Amendment to the U.S. Constitution ( ) and the
principles of academic freedom as set forth in the applicable collective bargaining agreement [END OF OPTION]. In no
case will a respondent be found to have committed Prohibited Conduct based on expressive conduct that is protected by the
First Amendment ( ) and/or the principles of academic freedom specified in the Board’s collective bargaining agreement
with its teachers [END OF OPTION]. .
 
Training
 
All employees, investigators, decisionmakers, facilitators of informal resolution process, the District Compliance Officer(s),
and other persons who are responsible for implementing the Board’s grievance procedures or have the authority to modify
or terminate supportive measures shall receive training related to their duties under applicable Federal and State laws and
this policy. x ] The training shall be provided promptly upon hiring or a change of position that alters their duties under this
policy, and annually thereafter. [END OF OPTIONAL SENTENCE] The training shall not rely on stereotypes involving
Protected Classes. 
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x  Training materials will be made available for inspection upon request by members of the public. [END OF OPTION]
 
Recordkeeping (including retention of investigatory records and materials)

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

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

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

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

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

C. all materials used to provide the training referenced above (x ) and in AG 1422 [END OF OPTION].

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

 
Outside Appointments, Dual Appointments, and Delegations
 
The Board retains discretion to appoint suitably qualified persons who are not Board employees to fulfill any function of the
Board under this policy including, but not limited to, District Compliance Officer, investigator, decisionmaker, appeal
decisionmaker, or facilitator of the informal resolution process.
 
The Board also retains discretion to appoint two (2) or more persons to jointly fulfill the role of District Compliance Officer,
investigator, decisionmaker, appeal decisionmaker, and facilitator of the informal resolution process.
 
The Superintendent may delegate functions assigned to a specific Board employee under this policy including, but not
limited to, the functions assigned to the District Compliance Officer, investigator, decisionmaker, appeal decisionmaker, and
facilitator of the informal resolution process to any suitably qualified individual, and such delegation may be rescinded by
the Superintendent at any time.
 
[DRAFTING NOTE: The following option expressly sets forth authority that the Board has, regardless of
whether it is included in this policy, but is offered for those boards of education that may want to affirmatively
communicate to/address these issues for readers of this policy.]
 
x  Discretion in Application
 
The Board retains discretion to interpret and apply this policy in a manner that is not clearly unreasonable, even if the
Board’s interpretation or application differs from the interpretation of any specific complainant and/or respondent. 
 
Despite the Board’s reasonable efforts to anticipate all eventualities in drafting this policy, it is possible that unanticipated
or extraordinary circumstances may not be specifically or reasonably addressed by the express policy language, in which
case the Board retains discretion to respond to the unanticipated or extraordinary circumstance in a way that is not clearly
unreasonable. 
 
The provisions of this policy are not contractual in nature, whether in their own right or as part of any other express or
implied contract. Accordingly, the Board retains discretion to revise this policy at any time and for any reason. The Board
may apply policy revisions to an active case provided that doing so is not clearly unreasonable.
 
[END OF OPTION]

 

© Neola 2025

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

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

20 U.S.C. 1232g
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20 U.S.C. Section 1681, Title IX of Education Amendment Act

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R. Part 1635

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

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

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

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended

34 C.F.R. Part 110 (7/27/93)

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

42 U.S.C. 1983

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

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

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

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

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

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

Fourteenth Amendment, U.S. Constitution

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

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

20 U.S.C. 1232g

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

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R. Part 1635

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

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

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

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended

34 C.F.R. Part 110 (7/27/93)

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

42 U.S.C. 1983

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

42 U.S.C. 2000e et seq., Civil Rights Act of 1964 (e.g., Title VI and Title VII), as
amended by the Pregnancy Discrimination Act
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42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act

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

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

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

Fourteenth Amendment, U.S. Constitution
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Book Policy Manual

Section Board Review - 40.1 NonDiscrimination

Title Copy of SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN
EMPLOYMENT

Code po1623

Status

Adopted March 19, 2012

Last Revised July 1, 2022

1623 - SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT
 
The Board of Education prohibits discrimination against any employee or applicant based upon the employee's or
applicant'shis/her disability. As such, the Board will not engage in employment practices or adopt policies that discriminate
on the basis of disability, or otherwise discriminate against qualified individuals with disabilities in regard to job application
procedures, the hiring, advancement, or discharge of employees, employee compensation, job training, or other terms,
conditions, and privileges of employment. The Board further will not limit, segregate, or classify applicants or employees in
any way that adversely affects their opportunities or status because of disability. Additionally, the Board will not participate
in any contractual or other relationships that have the effect of subjecting qualified individuals with disabilities who are
applicants or employees to discrimination on the basis of disability.
 
"An individual with a disability" means a person who has, had a record of, or is regarded as having, a physical or mental
impairment that substantially limits one (1) or more major life activities. Major life activities are functions such as caring for
one's self, performing manual tasks, walking, seeing, hearing, eating, sleeping, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating, sitting, reaching, interacting with others, and
working.
 
Major life activities also include the operation of a major bodily function, including, but not limited to, functions of the
immune system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder,
neurological, brain, respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The
operation of a major bodily function includes the operation of an individual organ within a body system.
 
An impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life
activity when active.
 
The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision
devices (defined as devices that magnify, enhance, or otherwise augment a visual image, but not including ordinary
eyeglasses or contact lenses), prosthetics (including limbs and devices), hearing aid(s) and cochlear implant(s) or other
implantable hearing devices, mobility devices, oxygen therapy equipment or supplies, use of assistive technology,
reasonable accommodations or "auxiliary aides or services," learned behavioral or adaptive neurological modifications,
psychotherapy, behavioral therapy, or physical therapy.
 
A qualified person with a disability means the individual satisfies the requisite skill, experience, education and other job-
related requirements of the employment position such individual holds or desires and, with or without reasonable
accommodation, can perform the essential functions of the job in question.
 
The Board will provide a reasonable accommodation to a qualified individual who has an actual disability or who has a
record of a disability, unless the accommodation would impose an undue hardship on the operation of the District’s program
and/or activities. A reasonable accommodation is not necessarily required for an individual who is merely regarded as
having a disability.
 
Compliance Officer(s)
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The Board designates the following individual(s) to serve as the District's 504 Compliance Officer(s)/ADA Coordinator(s)
(hereinafter referred to as the "District Compliance Officer(s)").
 
David Williams
Principal
100 Blue Pride Dr.
Lawton, MI 49065
269-624-7601
 
Jonathan Waldron
Principal
101 Blue Pride Dr.
Lawton, MI 49065
269-624-7801
 
The name(s), title(s), and contact information of this/these individual(s) will be published annually in the staff handbooks
and on the School District's website.
 
The District Compliance Officer(s) are responsible for coordinating the District's efforts to comply with and fulfill its
responsibilities under Section 504 and Title II of the Americans with Disabilities Act, as amended ("ADA"). A copy of Section
504 and the ADA, including copies of their implementing regulations, may be obtained from the District Compliance
Officer(s).
 
The District Compliance Officer will oversee the investigation of any complaints of discrimination based on disability, which
may be filed pursuant to the Board's adopted internal complaint procedure, and will attempt to resolve such complaints.
The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA. See
below.
 
Training
 
The District Compliance Officer will also oversee the training of employees in the District so that all employees understand
their rights and responsibilities under Section 504 and the ADA, and are informed of the Board's policies, administrative
guidelines and practices with respect to fully implementing and complying with the requirements of Section 504/ADA.
 
The Board will provide in-service training and consultation to staff responsible for the education of persons with disabilities,
as necessary and appropriate.
 
Facilities
 
No qualified person with a disability will, because the District's facilities are inaccessible to or unusable by persons with
disabilities, be denied the benefits of, be excluded from participation in, or otherwise be subjected to discrimination under
any program or activity to which Section 504/ADA applies.
 
For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For
those existing facilities constructed prior to June 3, 1977, the District is committed to operating its programs and activities
so that they are readily accessible to persons with disabilities.
 
Notice
 
Notice of the Board's policy on nondiscrimination in employment practices and the identity of the District's Compliance
Officer(s) will be published on the District's website and posted throughout the District, and included in the District's
recruitment statements or general information publications.
 
Complaint Procedures
 
If a person believes that they haves/he has been discriminated against on the basis of his/her disability, the person may
utilize the following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and
equitable resolution of the matter.
 
In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"),
employees will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation or
misapplication of Section 504. In addition, employees will be notified of their right to file a complaint with the U.S.
Department of Education's Office for Civil Rights.
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Internal complaints must be put in writing and must identify the specific circumstances or areas of dispute that have given
rise to the complaint, and offer possible solutions to the dispute. The complaint must be filed with a District Compliance
Officer within the time limits specified below. The District's Compliance Officer is available to assist individuals in filing a
complaint.
 
Unless expressly stated otherwise, the term "day" or "days" as used in this policy means business day(s) (i.e., a day(s) that
the Board office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).
 
Internal Complaint Procedure
 
The following internal complaint procedure is available to employees for the prompt and equitable resolution of complaints
alleging discrimination based upon disability. This complaint procedure is not available to unsuccessful applicants. Use of
the internal complaint procedure is not a prerequisite to the pursuit of other remedies, including the filing of a complaint
with the U.S. Department of Education's Office for Civil Rights.
 

A. An employee with a complaint based on alleged discrimination on the basis of disability may first discuss the
problem with the District Compliance Officer.
 

B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a
formal written complaint with the District Compliance Officer. The written complaint must contain the name and
address of the individual or representative filing the complaint, be signed by the complainant or someone authorized
to sign for the complainant, describe the alleged discriminatory action in sufficient detail to inform the District
Compliance Officer of the nature and date of the alleged violation, and propose a resolution. The complaint must be
filed within thirty (30) days of the circumstances or event giving rise to the complaint, unless the time for filing is
extended by the District Compliance Officer for good cause.
 

C. The District Compliance Officer will conduct an independent investigation of the matter (which may or may not
include a hearing). This complaint procedure contemplates informal, but thorough investigations, affording all
interested persons and their representatives, if any, an opportunity to present witnesses and other evidence relevant
to the complaint. The District Compliance Officer will provide the complainant with a written disposition of the
complaint within ten (10) days. If no decision is rendered within ten (10) days, or the decision is unsatisfactory in
the opinion of the complainant, the employee may file, in writing, an appeal with the Superintendent. The District
Compliance Officer shall maintain the District’s files and records relating to the complaint.
 

D. The Superintendent will, within ten (10) days of receiving the written appeal, conduct a hearing with all parties
involved in an attempt to resolve the complaint.

The Superintendent will render ahis/her decision within ten (10) days of the hearing.

E. The employee may be represented, at the employee'shis/her own cost, at any of the above-described
meetings/hearings.

F. The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person's
pursuit of other remedies, such as the filing of a complaint with the Office for Civil Rights or the filing of a court
case. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.​

 

U.S. Department of Education

Office for Civil Rights
Lyndon Baines Johnson Department of Education Building
400 Maryland Ave., SW
Washington, DC 20202-1100
Telephone: (800) 421-3481
FAX: (202) 453-6012
TDD: 800-877-8339
E-mail: OCR@ed.gov
Web: http://www.ed.gov/ocr

If it is determined that the Complainant was subjected to unlawful discrimination, the CO must identify what corrective
action will be taken to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action
should be reasonable, timely, age-appropriate, and effective, and tailored to the specific situation.

OCR Complaint

At any time, if an employee believes that they haves/he has been subjected to discrimination based upon his/her disability
in violation of Section 504 or the ADA, the individual may file a complaint with the U.S. Department of Education's Office for
Civil Rights ("OCR"). The OCR can be reached at:
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Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report, formal complaint, testified, assisted or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Revised 9/15/14
T.C. 9/16/19
Revised 5/17/21
T.C. 7/1/22
 
© Neola 2025

Legal 29 C.F.R. Part 1630

29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended

34 C.F.R. Part 104

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

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Rescind ANTI-HARASSMENT

Code po1662

Status

Adopted May 19, 2014

Last Revised July 1, 2022

Rescind Policy - Vol. 40, No. 1
 
1662 - ANTI-HARASSMENT
 
General Policy Statement
 
It is the policy of the Board of Education to maintain an education and work environment that is free from all forms of
unlawful harassment, including sexual harassment. This commitment applies to all School District operations, programs,
and activities. All students, administrators, teachers, staff, and all other school personnel share responsibility for avoiding,
discouraging, and reporting any form of unlawful harassment. This policy applies to unlawful conduct occurring on school
property, or at another location if such conduct occurs during an activity sponsored by the Board.
 
The Board will vigorously enforce its prohibition against discriminatory harassment based on race, color, national origin, sex
(including sexual orientation and gender identity), disability, age, religion, ancestry, or genetic information (collectively,
Protected Classes) that are protected by Federal civil rights laws (hereinafter referred to as unlawful harassment) and
encourages those within the School District community, as well as Third Parties, who feel aggrieved to seek assistance to
rectify such problems. The Board will investigate all allegations of harassment and in those cases where unlawful
harassment is substantiated, the Board will take immediate steps to end the harassment, prevent its reoccurrence, and
remedy its effects. Individuals who are found to have engaged in unlawful harassment will be subject to appropriate
disciplinary action.
 
[ ] The District will offer counseling services to any person found to have been subjected to unlawful harassment, and
where appropriate, the person(s) who committed the unlawful harassment.
 
Other Violations of the Anti-Harassment Policy
 
The Board will also take immediate steps to impose disciplinary action on individuals engaging in any of the following
prohibited acts:
 

 
Definitions
 
Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according
to their plain and ordinary meanings.
 
Complainant is the individual who alleges, or is alleged, to have been subjected to unlawful harassment, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged harassment.
 

A. Retaliating against a person who has made a report or filed a complaint alleging unlawful harassment, or who has
participated as a witness in a harassment investigation.
 

B. Filing a malicious or knowingly false report or complaint of unlawful harassment.
 

C. Disregarding, failing to investigate adequately, or delaying investigation of allegations of harassment, when
responsibility for reporting and/or investigating unlawful harassment charges comprises part of one's supervisory
duties.
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Respondent is the individual who has been alleged to have engaged in unlawful harassment, regardless of whether the
Reporting Party files a formal complaint or is seeking an informal resolution to the alleged harassment.
 
School District community means students and Board employees (i.e., administrators and professional and
support staff), as well as Board members, agents, volunteers, contractors, or other persons subject to the control and
supervision of the Board.
 
Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers,
participants on opposing athletic teams, parents), vendors doing business with or seeking to do business with the Board,
and other individuals who come in contact with members of the School District community at school-related
events/activities (whether on or off District property).
 
Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a
day(s) that the Board office is open for normal operating hours, Monday – Friday, excluding State-recognized holidays).
 
Bullying
 
Bullying rises to the level of unlawful harassment when one (1) or more persons systematically and chronically inflict
physical hurt or psychological distress on one (1) or more students or employees and that bullying is based upon one (1) or
more Protected Classes, that is, characteristics that are protected by Federal civil rights laws. It is defined as any unwanted
and repeated written, verbal, or physical behavior, including any threatening, insulting, or dehumanizing gesture, by an
adult or student that is severe or pervasive enough to create an intimidating, hostile, or offensive educational or work
environment; cause discomfort or humiliation; or unreasonably interfere with the individual's school or work performance
or participation; and may involve:
 

 
Harassment means any threatening, insulting, or dehumanizing gesture, use of technology, or written, verbal, or physical
conduct directed against a student or school employee that:
 

 
Sexual Harassment
 
For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, sexual harassment is defined as:
 
Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature when:
 

A. teasing;
 

B. threats;
 

C. intimidation;
 

D. stalking;
 

E. cyberstalking;
 

F. cyberbullying; 
 

G. physical violence;
 

H. theft;
 

I. sexual, religious, or racial harassment;
 

J. public humiliation; or
 

K. destruction of property.

A. places a student or school employee in reasonable fear of harm to his/her person or damage to his/her property;
 

B. has the effect of substantially interfering with a student's educational performance, opportunities, or benefits, or an
employee's work performance; or
 

C. has the effect of substantially disrupting the orderly operation of a school.
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Sexual harassment may involve the behavior of a person of any gender against a person of the same or another gender.
 
Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities is
not included in this policy. Allegations of such conduct shall be addressed solely by Policy 2266.
 
Prohibited acts that constitute sexual harassment under this policy may take a variety of forms. Examples of the kinds of
conduct that may constitute sexual harassment include, but are not limited to:
 

 
Not all behavior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct
must be sufficiently severe, pervasive, and persistent such that it adversely affects, limits, or denies an individual's
employment or education, or such that it creates a hostile or abusive employment or educational environment.
 
[DRAFTING NOTE: Sexual conduct/relationships with students by District employees or any other adult
member of the School District community is prohibited, and any teacher, administrator, coach, or other school
authority who engages in sexual conduct with a student may also be guilty of the criminal charge of sexual

A. Submission to such conduct is made either implicitly or explicitly a term or condition of an individual's employment,
or status in a class, educational program, or activity.
 

B. Submission or rejection of such conduct by an individual is used as the basis for employment or educational
decisions affecting such individual. 
 

C. Such conduct has the purpose or effect of interfering with the individual's work or educational performance; creating
an intimidating, hostile, or offensive working, and/or learning environment; or interfering with one's ability to
participate in or benefit from a class or an educational program or activity.

A. Unwelcome sexual propositions, invitations, solicitations, and flirtations.
 

B. Unwanted physical and/or sexual contact.
 

C. Threats or insinuations that a person's employment, wages, academic grade, promotion, classroom work or
assignments, academic status, participation in athletics or extra-curricular programs, activities, or events, or other
conditions of employment or education may be adversely affected by not submitting to sexual advances.
 

D. Unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or
sexual activities; the unwelcome use of sexually degrading language, profanity, jokes, or innuendoes; unwelcome
suggestive or insulting sounds or whistles; obscene telephone calls.
 

E. Sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings, or literature placed in the work or
educational environment that may reasonably embarrass or offend individuals.
 

F. Unwelcome and inappropriate touching, patting, or pinching; obscene gestures.
 

G. Asking about, or telling about, sexual fantasies, sexual preferences, or sexual activities.
 

H. Speculations about a person's sexual activities or sexual history, or remarks about one's own sexual activities or
sexual history.
 

I. Giving unwelcome personal gifts such as lingerie that suggest the desire for a romantic relationship.
 

J. Leering or staring at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin.
 

K. A pattern of conduct, which can be subtle in nature, that has sexual overtones and is intended to create or has the
effect of creating discomfort and/or humiliation to another.
 

L. In the context of employees, consensual sexual relationships where such relationship leads to favoritism of a
subordinate employee with whom the superior is sexually involved and where such favoritism adversely affects other
employees or otherwise creates a hostile work environment.
 

M. Inappropriate boundary invasions by a District employee or other adult member of the School District community
into a student's personal space and personal life.
 

N. Verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not
involve conduct of a sexual nature. 
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battery. The issue of consent is irrelevant in regard to such criminal charge and/or with respect to the
application of this policy to District employees or other adult members of the School District community.]
 
Race/Color Harassment
 
Prohibited racial harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
race or color and when the conduct has the purpose or effect of interfering with the individual's work or educational
performance; creating an intimidating, hostile, or offensive working, and/or learning environment; or interfering with one's
ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's race or color, such as racial slurs, nicknames implying stereotypes,
epithets, and/or negative references relative to racial customs.
 
Religious (Creed) Harassment
 
Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's religion or creed and when the conduct has the purpose or effect of interfering with the individual's work or
educational performance; creating an intimidating, hostile, or offensive working and/or learning environment; or interfering
with one's ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur
where conduct is directed at the characteristics of a person's religious tradition, clothing, or surnames, and/or involves
religious slurs.
 
National Origin/Ancestry Harassment
 
Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based
upon an individual's national origin or ancestry and when the conduct has the purpose or effect of interfering with the
individual's work or educational performance; creating an intimidating, hostile, or offensive working and/or learning
environment; or interfering with one's ability to participate in or benefit from a class or an educational program or activity.
Such harassment may occur where conduct is directed at the characteristics of a person's national origin or ancestry, such
as negative comments regarding customs, manner of speaking, language, surnames, or ethnic slurs.
 
Disability Harassment
 
Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's disability and when the conduct has the purpose or effect of interfering with the individual's work or educational
performance; creating an intimidating, hostile, or offensive working and/or learning environment; or interfering with one's
ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's disability, such as negative comments about speech patterns,
movement, physical impairments or defects/appearances, or the like. Such harassment may further occur where conduct is
directed at or pertains to a person's genetic information.
 
Anti-Harassment Compliance Officers
 
The following individual(s) shall serve as the District’s Anti-Harassment Compliance Officer(s) (hereinafter, “the Compliance
Officer(s)”):
 
[DRAFTING NOTE: Neola suggests the Board appoint both a male and a female Compliance Officer in order to
provide Complainants with the option to report their concerns to an individual of the gender with which they
feel most comfortable. The same individual(s) assigned to serve as Compliance Officer(s) may also be
assigned to serve as the District's Section 504 Compliance Officer(s) /ADA Coordinator(s) and/or Title IX
Coordinator(s). Additionally, by appointing two (2) Compliance Officers, there should also be a Compliance
Officer available to investigate a claim of harassment that pertains to the other Compliance Officer.]
 
_______________________________
(Name)
 
_______________________________
(School District Title)
 
_______________________________
(Telephone Number)
 
_______________________________
(Office Address)
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_______________________________
(E-mail Address)
 
 
_______________________________
(Name)
 
_______________________________
(School District Title)
 
_______________________________
(Telephone Number)
 
_______________________________
(Office Address)
 
_______________________________
(E-mail Address)
 
The name(s), title(s), and contact information of this/these individual(s) will be published annually on the District's website
( ) and:
 

 
The Compliance Officer(s) ( ) is ( ) are [END OF OPTION] responsible for coordinating the District’s efforts to comply with
applicable Federal and State laws and regulations, including the District’s duty to address in a prompt and equitable manner
any inquiries or complaints regarding harassment.
 
The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to unlawful
harassment, to assist students, other members of the District community, and third parties who seek support or advice
when informing another individual about unwelcome conduct or to intercede informally on behalf of the individual in those
instances where concerns have not resulted in the filing of a formal complaint and where all parties are in agreement to
participate in an informal process.
 
The Compliance Officers shall accept reports of unlawful harassment directly from any member of the School District
community or a Third Party or receive reports that are initially filed with an administrator, supervisor, or other District-level
official. Upon receipt of a report of alleged harassment, one (1) of the Compliance Officers(s) will contact the Complainant
and begin either an informal or formal complaint process (depending on the request of the Complainant or the nature of the
alleged harassment) or the Compliance Officer(s) will designate a specific individual to conduct such a process. The
Compliance Officer(s) will provide a copy of this policy to the Complainant and Respondent. In the case of a formal
complaint, the Compliance Officer(s) will prepare recommendations for the Superintendent or will oversee the preparation
of such recommendations by a designee. All Board employees must report incidents of harassment that are reported to
them to one (1) of the Compliance Officer(s) within two (2) days of learning of the incident.
 
Any Board employee who directly observes unlawful harassment is obligated, in accordance with this policy, to report such
observations to one (1) of the Compliance Officer(s) within two (2) days. Additionally, any Board employee who observes
an act of unlawful harassment is expected to intervene to stop the harassment, unless circumstances make such an
intervention dangerous, in which case the staff member should immediately notify other Board employees and/or local law
enforcement officials, as necessary, to stop the harassment. Thereafter, a Compliance Officer or designee must contact the
Complainant if age eighteen (18) or older, or the Complainant's parents/guardians if the Complainant is under the age of
eighteen (18), within two (2) days to advise of the Board's intent to investigate the alleged wrongdoing.
 
Reports and Complaints of Harassing Conduct
 

A. ( ) in the parent and staff handbooks.
 

B. ( ) in the School District Annual Report to the public.
 

C. ( ) on each individual school's website.
 

D. ( ) in the School District's calendar.
 

E. ( ) _______________________________.
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Members of the School District community, along with Third Parties, are encouraged to promptly report incidents of
harassing conduct to an administrator, supervisor, or other School District official so that the Board may address the
conduct before it becomes severe, pervasive, or persistent. Any administrator, supervisor, or other District official who
receives such a report shall file it with one (1) of the Compliance Officer(s) within two (2) days of receiving the report of
harassment.
 
Members of the School District community and Third Parties who believe they have been unlawfully harassed by another
member of the School District community or a Third Party are entitled to utilize the Board's complaint process that is set
forth below. Initiating a complaint, whether formally or informally, will not adversely affect the Complainant's employment
or participation in educational or extra-curricular programs. While there are no time limits for initiating complaints of
harassment under this policy, individuals should make every effort to file a complaint as soon as possible after the conduct
occurs while the facts are known and potential witnesses are available.
 
If, during an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 -
Bullying and Other Forms of Aggressive Behavior, the Principal believes that the reported misconduct may have created a
hostile work environment and may have constituted unlawful discriminatory harassment based on a Protected Class, the
Principal shall report the act of bullying, aggressive behavior, and/or harassment to a Compliance Officer who shall
investigate the allegation in accordance with this policy. If the alleged harassment involves Sexual Harassment as defined
by Policy 2266, the matter will be handled in accordance with the grievance process and procedures outlined in Policy 2266.
While the Compliance Officer investigates the allegation, or the matter is being addressed pursuant to Policy 2266, the
Principal shall suspend the Policy 5517.01 investigation to await the Compliance Officer's written report or the
determination of responsibility pursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the
status of the Policy 1662 investigation and provide the Principal with a copy of the resulting written report. Likewise, the
Title IX Coordinator will provide the Principal with the determination of responsibility that results from the Policy 2266
grievance process.
 
Investigation and Complaint Procedure (See Form 1662 F1)
 
Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Program
or Activities, any employee or other member of the School District community or Third Party (e.g., visitor to the District)
who believes that they have been subjected to unlawful harassment or retaliation may seek resolution of the complaint
through either the procedures described below. The formal complaint process involves an investigation of the Complainant's
claims of harassment or retaliation and a process for rendering a decision regarding whether the charges are substantiated.
 
Due to the sensitivity surrounding complaints of unlawful harassment or retaliation, timelines are flexible for initiating the
complaint process; however, individuals should make every effort to file a complaint within thirty (30) days after the
conduct occurs while the facts are known and potential witnesses are available. Once the formal complaint process is
begun, the investigation will be completed in a timely manner (ordinarily, within fifteen (15) days of the complaint being
received).
 
The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of
unlawful harassment or retaliation with the United States Department of Education Office for Civil Rights and/or Equal
Employment Opportunity Commission (EEOC).
 
Informal Complaint Procedure
 
The goal of the informal complaint procedure is to promptly stop inappropriate behavior and to facilitate resolution through
an informal means, if possible. The informal complaint procedure is provided as a less formal option for a student, other
member of the School District community, or Third Party who alleges unlawful harassment or retaliation. This informal
procedure is not required as a precursor to the filing of a formal complaint. The informal process is only available in those
circumstances where the Complainant and the Respondent mutually agree to participate in it.
 
The Complainant may proceed immediately to the formal complaint process and individuals who seek resolution through
the informal procedure may request that the informal process be terminated at any time to move to the formal complaint
process.
 
All complaints involving a District employee, any other adult member of the School District community, or a Third Party and
a student will be formally investigated.
 
As an initial course of action, if a Complainant feels comfortable and safe in doing so, the individual should tell or otherwise
inform the Respondent that the allegedly harassing conduct is unwelcome and must stop. The Complainant should address
the allegedly harassing conduct as soon after it occurs as possible. The Compliance Officer(s) are available to support and
counsel individuals when taking this initial step or to intervene on behalf of the Complainant if requested to do so.
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A Complainant who is uncomfortable or unwilling to directly approach the Respondent about the allegedly inappropriate
conduct may file an informal or a formal complaint. In addition, with regard to certain types of unlawful harassment, such
as sexual harassment, the Compliance Officer may advise against the use of the informal complaint process.
 
A Complainant may make an informal complaint, either orally or in writing: 1) to a teacher, other employee, or building
administrator; 2) directly to one (1) of the Compliance Officer(s); and/or 3) to the Superintendent or other District-level
employee.
 
All informal complaints must be reported to one (1) of the Compliance Officer(s) who will either facilitate an informal
resolution as described below or appoint another individual to facilitate an informal resolution.
 
The Board's informal complaint procedure is designed to provide employees, other members of the School District
community, or third parties who believe they are being unlawfully harassed with a range of options designed to bring about
a resolution of their concerns. Depending upon the nature of the complaint and the wishes of the Complainant, informal
resolution may involve, but not be limited to, one (1) or more of the following:
 

 
While there are no set time limits within which an informal complaint must be resolved, the Compliance Officer/designee is
directed to attempt to resolve all informal complaints within fifteen (15) days of receiving the informal complaint. If the
Complainant is dissatisfied with the informal complaint process, the Complainant may proceed to file a formal
complaint and, as stated above, either party may request that the informal process be terminated at any time to move to
the formal complaint process.
 
Formal Complaint Procedure
 
If a complaint is not resolved through the informal complaint process, if one of the parties has requested that the informal
complaint process be terminated to move to the formal complaint process, or the Complainant, from the outset, elects to
file a formal complaint, or the CO determines the allegations are not appropriate for resolution through the informal
process, the formal complaint process shall be implemented.
 
The Complainant may file a formal complaint, either orally or in writing, with a teacher, Principal, Compliance Officer,
Superintendent, or other District official. Due to the sensitivity surrounding complaints of unlawful harassment and
retaliation, timelines are flexible for initiating the complaint process; however, individuals should make every effort to file
a formal complaint within thirty (30) days after the conduct occurs while the facts are known and potential witnesses are
available. If a Complainant informs a teacher, Principal, Superintendent, or other District official, either orally or in writing,
about any complaint of harassment or retaliation, that employee must report such information to a Compliance
Officer/designee within two (2) business days.
 
Throughout the course of the process, the Compliance Officer should keep the parties reasonably informed of the status of
the investigation and the decision-making process.
 
All formal complaints must include the following information to the extent known: the identity of the Respondent; a detailed
description of the facts upon which the complaint is based (i.e., when, where, and what occurred); a list of potential
witnesses; and the resolution sought by the Complainant.
 
If the Complainant is unwilling or unable to provide a written statement, including the information set forth above, the
Compliance Officer shall ask for such details in an oral interview. Thereafter, the Compliance Officer will prepare a written
summary of the oral interview, and the Complainant will be asked to verify the accuracy of the reported charge by signing
the document.
 
Upon receiving a formal complaint, the Compliance Officer will consider whether any action should be taken in the
investigatory phase to protect the Complainant from further harassment or retaliation including, but not limited to, a
change of work assignment or schedule for the Complainant and/or the Respondent. In making such a determination, the
Compliance Officer should consult the Complainant to assess whether the individual agrees with the proposed action. If the
Complainant is unwilling to consent to the proposed change, the Compliance Officer may still take whatever
actions deemed appropriate in consultation with the Superintendent.
 

A. Advising the Complainant about how to communicate the unwelcome nature of the behavior to the Respondent.
 

B. Distributing a copy of this policy as a reminder to the individuals in the school building or office where the
Respondent works or attends.
 

C. If both parties agree, the Compliance Officer may arrange and facilitate a meeting or mediation between the
Complainant and the Respondent to work out a mutual resolution.
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Within two (2) business days of receiving the complaint, the Compliance Officer/designee will initiate a formal investigation
to determine whether the Complainant has been subjected to offensive conduct/harassment/retaliation. The Principal will
not conduct an investigation unless directed to do so by the Compliance Officer.
 
Simultaneously, the Compliance Officer will inform the Respondent that a formal complaint has been received. The
Respondent will be informed about the nature of the allegations and provided with a copy of any relevant policies
and/or administrative guidelines, including the Board's Anti-Harassment Policy. The Respondent must also be informed of
the opportunity to submit a written response to the formal complaint within five (5) days.
 
Although certain cases may require additional time, the Compliance Officer/designee will attempt to complete an
investigation into the allegations of harassment/retaliation within fifteen (15) days of receiving the formal complaint. The
investigation will include:
 

 
At the conclusion of the investigation, the Compliance Officer/designee shall prepare and deliver a written report to the
Superintendent that summarizes the evidence gathered during the investigation and provides recommendations based on
the evidence and the definition of unlawful harassment as provided in Board policy and State and Federal law as to whether
the Respondent engaged in unlawful harassment/retaliation of the Complainant. The Compliance Officer's recommendations
must be based upon the totality of the circumstances. In determining if discriminatory harassment or retaliation occurred, a
preponderance of evidence standard will be used. The Compliance Officer may consult with the Board's legal counsel before
finalizing the report to the Superintendent.
 
Absent extenuating circumstances, within five (5) business days of receiving the report of the Compliance Officer/designee,
the Superintendent must either issue a written decision regarding whether the complaint of harassment has been
substantiated or request further investigation. A copy of the Superintendent's final decision will be delivered to both the
Complainant and the Respondent.
 
If the Superintendent requests additional investigation, the Superintendent must specify the additional information that is
to be gathered, and such additional investigation must be completed within five (5) business days. At the conclusion of the
additional investigation, the Superintendent must issue a final written decision as described above.
 
[ ] The decision of the Superintendent shall be final.
 
OR
 
[ ] A Complainant or Respondent who is dissatisfied with the final decision of the Superintendent may appeal through a
signed written statement to the Board within five (5) business days of the party's receipt of the Superintendent's decision.
 
In an attempt to resolve the complaint, the Board shall meet with the concerned parties and their representative within
twenty (20) business days of the receipt of such an appeal. A copy of the Board's disposition of the appeal shall be sent to
each party within ten (10) business days of this meeting. The decision of the Board will be final. 
 
[END OF OPTIONS]
 
The Board reserves the right to investigate and resolve a complaint or report of unlawful harassment/retaliation regardless
of whether the member of the School District community or Third Party alleging the unlawful harassment/retaliation
pursues the complaint. The Board also reserves the right to have the formal complaint investigation conducted by an
external person in accordance with this policy or in such other manner as deemed appropriate by the Board or its designee.
 
[ ] The parties may be represented, at their own cost, at any of the above-described meetings/hearings.
 
The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of
other remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law
enforcement, or the filing of a civil action in court. Use of this internal complaint process is not a prerequisite to the pursuit
of other remedies.

A. interviews with the Complainant;
 

B. interviews with the Respondent;
 

C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the
allegations;
 

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other
witness that is reasonably believed to be relevant to the allegations. 
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Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent, and the witnesses
as much as possible, consistent with the Board's legal obligations to investigate, take appropriate action, and conform with
any discovery or disclosure obligations. All records generated under the terms of this policy and related administrative
guidelines shall be maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be
guaranteed. Additionally, the Respondent must be provided with the Complainant's identity.
 
During the course of a formal investigation, the Compliance Officer or designee will instruct all members of the School
District community and Third Parties who are interviewed about the importance of maintaining confidentiality. Any
individual who is interviewed as part of a harassment investigation is expected not to disclose any information that is
learned or provided during the course of the investigation.
 
Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against unlawful harassment/retaliation by taking appropriate action
reasonably calculated to stop the harassment and prevent further such harassment. While observing the principles of due
process, a violation of this policy may result in disciplinary action, up to and including the discharge of an employee or the
suspension/expulsion of a student. All disciplinary action will be taken in accordance with applicable State law and the
terms of the relevant collective bargaining agreement(s). When imposing discipline, the Superintendent shall consider the
totality of the circumstances involved in the matter. In those cases where unlawful harassment is not substantiated, the
Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies,
consistent with the terms of the relevant collective bargaining agreement(s).
 
Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its recurrence, and remedy its effects.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report, formal complaint, testified, assisted or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in the imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Allegations Constituting Criminal Conduct: Child Abuse/Sexual Misconduct
 
State law requires any school teacher or school employee who knows or suspects that a child with a disability under the age
of twenty-one (21) or that a child under the age of eighteen (18) has suffered or faces a threat of suffering a physical or
mental wound, disability or condition of a nature that reasonably indicates abuse or neglect of a child to immediately report
that knowledge or suspicion to the county children's services agency. If, during the course of a harassment investigation,
the Compliance Officer or a designee has reason to believe or suspect that the alleged conduct reasonably indicates abuse
or neglect of the Complainant, a report of such knowledge must be made in accordance with State law and Board Policy.
 
Any reports made to a county children's services agency or to local law enforcement shall not terminate the Compliance
Officer's or a designee's obligation and responsibility to continue to investigate a complaint of harassment. While the
Compliance Officer or a designee may work cooperatively with outside agencies to conduct concurrent investigations, in no
event shall the harassment investigation be inhibited by the involvement of outside agencies without good cause after
consultation with the Superintendent.
 
Education and Training
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In support of this Anti-Harassment Policy, the Board promotes preventative educational measures to create greater
awareness of unlawful discriminatory practices. The Superintendent shall provide appropriate information to all members of
the School District community related to the implementation of this policy and shall provide training for District students
and staff where appropriate. All training, as well as all information provided regarding the Board's policy and harassment in
general, will be age and content appropriate.
 
Retention of Investigatory Records and Materials
 
The Compliance Officer(s) is responsible for overseeing the retention of all records that must be maintained pursuant to this
policy. All individuals charged with conducting investigations under this policy shall retain all documents, electronically
stored information (ESI), and electronic media (as defined in Policy 8315) created and/or received as part of an
investigation which may include, but not be limited to:
 

A. all written reports/allegations/complaints/grievances/statements/responses pertaining to an alleged violation of this
policy;
 

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses pertaining to
an alleged violation of this policy;
 

C. any documentation that memorializes the actions taken by District personnel or individuals contracted or appointed
by the Board to fulfill its responsibilities related to the investigation and/or the District’s response to the alleged
violation of this policy;
 

D. written witness statements;
 

E. narratives, notes from, or audio, video, or digital recordings of witness interviews/statements;
 

F. e-mails, texts, or social media posts that directly relate to or constitute evidence pertaining to an alleged violation of
this policy (i.e., not after-the-fact commentary about or media coverage of the incident);
 

G. notes or summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten,
keyed into a computer or tablet, etc.), but not including transitory notes whose content is otherwise memorialized in
other documents;
 

H. written disciplinary sanctions issued to students or employees and other documentation that memorializes oral
disciplinary sanctions issued to students or employees for violations of this policy;
 

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and
other documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,
including any consequences imposed as a result of a violation of this policy;
 

J. documentation of any supportive measures offered and/or provided to the Complainant and/or the
Respondent, including no contact orders issued to both parties, the dates the no contact orders were issued, and the
dates the parties acknowledged receipt of the no contact orders;
 

K. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent
its recurrence, eliminate any hostile environment, and remedy its discriminatory effects;
 

L. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to
students and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee
Handbooks);
 

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

[DRAFTING NOTE:  The following options should be selected if the District concludes that the following
items are not adequately encompassed in the preceding paragraphs.]
 

N. ( ) documentation of any training provided to District personnel related to this policy including, but not limited to,
notification of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all
District personnel involved in enforcing this policy, including their duty to report alleged violations of this policy
and/or conducting an investigation of an alleged violation of this policy; [REMINDER:  Documentation of training
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The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records
exempt from disclosure under Federal (e.g., FERPA, ADA) and/or State law – e.g., student records and confidential medical
records.
 
The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall
be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District’s records retention schedule.
 
© Neola 2021

should be maintained regardless of whether there is an investigation of an alleged violation of this
policy.  It is best practice to maintain a log of all staff members who participate in a training, along with
the date, time and location of the training, and a copy of the materials reviewed and/or presented
during the training.]
 

O. ( ) documentation that any rights or opportunities that the District made available to one party during the
investigation were made available to the other party on equal terms;
 

P. ( )  copies of any notices sent to the alleged perpetrator/responding party of the allegations constituting a potential
violation of this policy;
 

Q. ( ) copies of any notices sent to the Complainant and the Respondent in advance of any interview, meeting, or
hearing;
 

R. ( )  copies of any documentation or evidence used during informal and formal disciplinary meetings and hearings,
including the investigation report, and any written responses submitted by the Complainant or the Respondent.

Legal 20 U.S.C. 1400 et seq., The Individuals with Disabilities Education Improvement Act
of 2004 (IDEIA)

29 C.F.R. Part 1635

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

29 U.S.C. 794, Rehabilitation Act of 1973, as amended

42 U.S.C. 1983

42 U.S.C. 2000e et seq.

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

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

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

Titles VI and VII of the Civil Rights Act of 1964, 42 U.S.C. 2000d et seq.

Title IX of the Educational Amendments of 1972, 20 U.S.C. 1681 et seq.

The Handicappers Civil Rights Act, M.C.L. 37.1101 et seq.

The Elliott-Larsen Civil Rights Act, M.C.L. 37.2101, et seq.

Policies on Bullying, Michigan State Board of Education, 7-19-01

Model Anti-Bullying Policy, Michigan State Board of Education, 09-2006

National School Boards Association Inquiry and Analysis May 2008
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Book Policy Manual

Section Board Review - 40.1 NonDiscrimination

Title Copy of SECTION 504/ADA PROHIBITION AGAINST DISCRIMINATION BASED ON
DISABILITY

Code po2260.01

Status

Adopted March 16, 2009

Last Revised July 1, 2022

2260.01 - SECTION 504/ADA PROHIBITION AGAINST DISCRIMINATION BASED ON DISABILITY
 
Pursuant to Section 504 of the Rehabilitation Act of 1973 ("Section 504"), the Americans with Disabilities Act of 1990, as
amended ("ADA") and the implementing regulations (collectively "Section 504/ADA"), no otherwise qualified individual with
a disability shall, solely by reason of the individual'shis/her disability, be excluded from participation in, be denied the
benefits of, or be subjected to discrimination under any program or activity receiving Federal financial assistance. The Board
of Education does not discriminate in admission or access to, or participation or treatment in its programs or activities. As
such, the Board's policies and practices will not discriminate against students with disabilities and the Board will make its
facilities, programs, and activities accessible to qualified individuals with disabilities. No discrimination will be knowingly
permitted against any individual with a disability on the sole basis of that disability in any of the programs, activities,
policies, and/or practices in the District.
 
"An individual with a disability" means a person who has, had a record of, or is regarded as having, a physical or mental
impairment that substantially limits one (1) or more major life activities. Major life activities are functions such as caring for
one's self, performing manual tasks, walking, seeing, hearing, eating, sleeping, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating, and working.
 
Major life activities also include the operation of a major bodily function, including, but not limited to, functions of the
immune system, normal cell growth, digestive, bowel, bladder, neurological, brain, respiratory, circulatory, endocrine, and
reproductive functions.
 
An impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life
activity when active.
 
The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision
devices (not including ordinary eyeglasses or contact lenses), prosthetics (including limbs and devices), hearing aids and
cochlear implants or other implantable hearing devices, mobility devices, oxygen therapy equipment or supplies, assistive
technology, reasonable accommodations or auxiliary aids or services, or learned behavioral or adaptive neurological
modifications.
 
With respect to public preschool, elementary and secondary educational services, a qualified person with a disability means
a disabled person:
 

A. who is of an age during which nondisabled persons are provided educational services;
 

B. who is of any age during which it is mandatory under Michigan law to provide educational services to disabled
persons; or
 

C. to whom the State is required to provide a free appropriate public education pursuant to the Individuals with
Disabilities Education Improvement Act (IDEIA).

 
With respect to vocational education services, a qualified person with a disability means a person with a disability who
meets the academic and technical standards requisite to admission or participation in the vocational program or activity.
The Board will not deny a student with disabilities access to its vocational education programs or courses due to
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architectural and/or equipment barriers, or because the student needs related aids or services to receive an appropriate
education.
 
Compliance Officer(s)
 
The Board designates the following individual(s) to serve as the District’s 504 Compliance Officer(s)/ADA Coordinator(s)
(hereinafter referred to as the "District Compliance Officer(s)".
 
David Williams
Principal
100 Blue Pride Dr.
Lawton, MI 49065
269-624-7601
 
Jonathan Waldron
Principal
101 Blue Pride Dr.
Lawton, MI 49065
269-624-7801
 
The name(s), title(s), and contact information of this/these individual(s) will be published annually in the parent/student
and staff handbooks and on the School District's website.
 
Building Principals shall serve as Building Section 504/ADA Compliance Officer(s) ("Building Compliance Officers").
 
The District Compliance Officer(s) are responsible for coordinating the District's efforts to comply with and fulfill its
responsibilities under Section 504 and Title II of the ADA. A copy of Section 504 and the ADA, including copies of the
implementing regulations, may be obtained from the District Compliance Officer.
 
The District Compliance Officer(s) will oversee the investigation of any complaints of discrimination based on disability,
which may be filed pursuant to the Board's adopted internal complaint procedure, and will attempt to resolve such
complaints.
 
The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA. See
below. The Board will further establish and implement a system of procedural safeguards in accordance with Section 504,
including the right to an impartial due process hearing. See AG 2260.01B.
 
Training
 
The District Compliance Officer(s) will also oversee the training of employees in the District so that all employees
understand their rights and responsibilities under Section 504 and the ADA, and are informed of the Board's policies,
administrative guidelines and practices with respect to fully implementing and complying with the requirements of Section
504/ADA.
 
The Board will provide in-service training and consultation to staff responsible for the education of persons with disabilities,
as necessary and appropriate.
 
Facilities
 
No qualified person with a disability will, because the District's facilities are inaccessible to or unusable by persons with
disabilities, be denied the benefits of, be excluded from participation in, or otherwise be subjected to discrimination under
any program or activity to which Section 504/ADA applies.
 
For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For
those existing facilities constructed prior to June 3, 1977, District is committed to operating its programs and activities so
that they are readily accessible to persons with disabilities. This includes, but is not limited to, providing accommodations
to parents with disabilities who desire access to their child's educational program or meetings pertinent thereto. Programs
and activities will be designed and scheduled so that the location and nature of the facility or area will not deny a student
with a disability the opportunity to participate on the same basis as students without disabilities.
 
Education
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The Board is committed to identifying, evaluating, and providing a free appropriate public education (FAPE) to students
within its jurisdiction who have a physical or mental impairment that substantially limits one or more major life activities,
regardless of the nature or severity of their disabilities.
 
An appropriate education, may include regular or special education and related aids and services to accommodate the
unique needs of students with disabilities. For students with disabilities who are not eligible for specially designed
instruction under the IDEIA, the special education and related aids and services (including
accommodations/modifications/interventions) they need in order to have their needs met as adequately as the needs of
nondisabled students are met, shall be delineated, along with their placement, in a Section 504 Plan (Form 2260.01A F13).
Parents/guardians/custodians ("parents") are invited and encouraged to participate fully in the evaluation process and
development of a Section 504 Plan. The quality of education services provided to students with disabilities will be equal to
the quality of services provided to students without disabilities.
 
The Board is committed to educating (or providing for the education of) each qualified person with a disability who resides
within the District with persons who are not disabled to the maximum extent appropriate. Generally, the District will place a
person with a disability in the regular educational environment unless it is demonstrated that the education of the person in
the regular environment, even with the use of supplementary aids and services cannot be achieved satisfactorily. If the
District places a person in a setting other than the regular educational environment, it shall take into account the proximity
of the alternate setting to the person's home. If the Board operates a separate class or facility that is identifiable as being
for persons with disabilities, the facility, program, and activities and services must be comparable to the facilities,
programs, and activities and services offered to students without a disability.
 
The District will provide non-academic extracurricular services and activities in such a manner as is necessary to afford
qualified persons with disabilities an equal opportunity for participation in such services and activities. Non-academic and
extracurricular services and activities may include counseling services, physical recreational athletics, transportation, health
services, recreational activities, special interests groups or clubs sponsored by the District, referrals to agencies that
provide assistance to persons with disabilities, and employment of students. In providing or arranging for the provision of
meals and recess periods, and non-academic and extracurricular services and activities, including those listed above, the
District will verify that persons with disabilities participate with persons without disabilities in such services and activities to
the maximum extent appropriate.
 
Notice
 
Notice of the Board's policy on nondiscrimination in education practices and the identity of the District's Compliance
Officer(s) will be republished on the District's website and posted throughout the District, and included in the District's
recruitment statements or general information publications.
 

Complaint Procedures

If a person believes that they haves/he has been discriminated against on the basis of his/her disability, the person may
utilize the following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and
equitable resolution of the matter.

In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"), parents
and students will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation, or
misapplication of Section 504. In addition, students and their parents will be notified of their right to file a complaint with
the U.S. Department of Education's Office for Civil Rights. Finally, students and parents will be advised of their right to
request a due process hearing before an Impartial Hearing Officer ("IHO") regarding the identification, evaluation, or
educational placement of persons with disabilities, including the right to participation by the student’s parents or guardian
and representation of counsel, and their right to examine relevant education records.

Internal complaints and requests for due process hearings must be put in writing and must identify the specific
circumstances or areas of dispute that have given rise to the complaint or the request for a hearing, and offer possible
solutions to the dispute. The complaint or request for a due process hearing must be filed with a District Compliance Officer
within specified time limits. The District's Compliance Officer(s) is available to assist individuals in filing a complaint or
request.

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

Internal Complaint Procedures

An internal complaint may be filed by a student and/or parent. A student and/or parent may initiate the internal complaint
procedure when the student and/or parents/he/they believe that a violation, misapplication, or misinterpretation of Section
504 has occurred. Additionally, the following procedure may be used for any disagreement with respect to actions regarding
the identification, evaluation, or educational program or placement of students who are identified as disabled or believed to
be disabled pursuant to Section 504 and are not eligible under the IDEA, except in the case of disciplinary actions where
the provisions of the Student Code of Conduct apply. Use of the internal complaint procedure is not a prerequisite to the
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pursuit of other remedies, including the filing of a complaint with the U.S. Department of Education's Office for Civil Rights
or requesting a due process hearing.

Step 1

Investigation by the Building Compliance Officer: A student or parent may initiate an investigation by filing a written
internal complaint with the Building Compliance Officer. The complaint should fully describe the circumstances giving rise to
the dispute and how the child is adversely affected. The complaint must be filed as soon as possible, but not longer than
thirty (30) days after disclosure of the facts giving rise to the complaint. The Building Compliance Officer shall conduct an
impartial investigation of the complaint. As part of the investigation, the Building Compliance Officer shall permit the
complainant to present witnesses and other evidence in support of the complaint. The investigation shall be completed
within fifteen (15) days of the written complaint being filed. The Building Compliance Officer will notify the complainant in
writing of thehis/her decision.

Step 2

Appeal to the District Compliance Officer: If the complaint is not resolved satisfactorily at Step 1, the student or parent may
appeal the Building Compliance Officer's decision in writing to the District Compliance Officer. The appeal must be made
within five (5) days following receipt of the Building Compliance Officer's decision. The District Compliance Officer will
review the case, may conduct an informal hearing, and will notify all parties in writing of theirhis/her decision within ten
(10) days of receiving the appeal.

Step 3

If the complaint is not resolved satisfactorily at Step 2, the student or parent may request a due process hearing, provided
the complaint involves an issue related to the identification, evaluation, or placement of the student.

If it is determined that the Complainant was subjected to unlawful discrimination, the Building and District Compliance
Officers must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the
discrimination/retaliation. The corrective action should be reasonable, timely, age-appropriate, and effective, and tailored to
the specific situation.

OCR Complaint

At any time, if a student or parent believes that the student or parents/he has been subjected to discrimination based
upon his/her disability in violation of Section 504 or the ADA, the individual may file a complaint with the U.S. Department
of Education's Office for Civil Rights ("OCR"). The OCR can be reached at:

U.S. Department of Education

Office for Civil Rights
Lyndon Baines Johnson Department of Education Building
400 Maryland Ave., SW
Washington, DC 20202-1100
Telephone: (800) 421-3481
FAX: (202) 453-6012
TDD: 800-877-8339
E-mail: OCR@ed.gov
Web: http://www.ed.gov/ocr

Except in extraordinary circumstances, the OCR does not review the result of individual placement and other educational
decisions, so long as the District complies with the "process" requirements of Subpart D of Section 504.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful discrimination/retaliation or
participates as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten,
coerce or interfere with any individual because the person opposed any act or practice made unlawful by Section 504 or the
ADA, or because that individual made a report, formal complaint, testified, assisted or participated or refused to participate
in any manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that individual
exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or protected by
those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
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© Neola 2025

Legal 29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended

34 C.F.R. Part 104

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

Section Board Review - 40.1 NonDiscrimination

Title Copy of NONDISCRIMINATION AND ACCESS TO EQUAL EDUCATIONAL OPPORTUNITY

Code po2260

Status

Adopted February 20, 1995

Last Revised July 1, 2022

2260 - NONDISCRIMINATION AND ACCESS TO EQUAL EDUCATIONAL OPPORTUNITY
 
Any form of discrimination or harassment can be devastating to an individual's academic progress, social relationship
and/or personal sense of self-worth.
 
As such, the Board of Education does not discriminate on the basis of race, color, national origin, sex (including sexual
orientation or gender identity), disability, age (except as authorized by law), religion, military status, ancestry, or genetic
information (collectively, "Protected Classes") in its educational programs or activities.
 
The Board also does not discriminate on the basis of Protected Classes in its employment policies and practices as they
relate to students, and does not tolerate harassment of any kind.
 
Equal educational opportunities shall be available to all students, without regard to the Protected Classes, age (unless age
is a factor necessary to the normal operation or the achievement of any legitimate objective of the program/activity), place
of residence within the boundaries of the District, or social or economic background, to learn through the curriculum offered
in this District. Educational programs shall be designed to meet the varying needs of all students.
 
In order to achieve the aforesaid goal, the Superintendent shall:
 

A. Curricula Content
 
review current and proposed course guides and textbooks to detect any bias based upon Protected Classes on any
legally protected interest; ascertaining whether or not supplemental materials, singly or taken as a whole, fairly
depict the contribution of both genders, various races, ethnic groups, etc. toward the development of human
society;
 

B. Staff Training
 
develop an ongoing program of in-service training for school personnel designed to identify and solve problems of
bias based upon Protected Classes in all aspects of the program;
 

C. Student Access
 

1. review current and proposed programs, activities, facilities, and practices to ensure that all students have
equal access thereto and are not segregated on the basis of any legally protected interest in any duty, work,
play, classroom, or school practice, except as may be permitted under State regulations;
 

2. verify that facilities are made available, in accordance with Board Policy 7510 - Use of District Facilities, for
non-curricular student activities that are initiated by parents or other members of the community, including
but not limited to any group affiliated with the Boy Scouts of America or any other youth group listed in Title
36 of the United States Code as a patriotic society;
 

This language does not prohibit the District from establishing and maintaining a single-gender school, class, or
program within a school if a comparable school, class, or program is made available to students of each gender.
 

D. District Support
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verify that like aspects of the District program receive like support as to staff size and compensation, purchase and
maintenance of facilities and equipment, access to such facilities and equipment, and related matters;
 

E. Student Evaluation
 
verify that tests, procedures, or guidance and counseling materials, which are designed to evaluate student
progress, rate aptitudes, analyze personality, or in any manner establish or tend to establish a category by which a
student may be judged, are not differentiated or stereotyped on the basis of Protected Classes.
 

Definitions:
 
Words used in this policy shall have those meaning defined herein: words not defined shall be construed according to their
plain and ordinary meanings.
 
Complainant is the individual who alleges, or is alleged, to have been subjected to unlawful discrimination/retaliation,
regardless of whether the person files a formal complaint or is pursuing an informal resolution to the alleged
discrimination/retaliation.
 
Respondent is the individual who has been alleged have engaged in unlawful discrimination/retaliation, regardless of
whether the Reporting Party files a formal complaint or is seeking an informal resolution to the alleged
discrimination/retaliation.
 
School District community means students and Board employees (i.e., administrators, and professional and classified staff),
as well as Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of the
Board.
 
Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers,
participants on opposing athletic teams, parents), vendors doing business with, or seeking to do business with, the Board,
and other individuals who come in contact with members of the School District community at school-related
events/activities (whether on or off District property).
 
Day(s): Unless expressly stated otherwise, the term "day" or "days" as used in this policy means a business day(s) (i.e., a
day(s) that the Board office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).﻿
 
District Compliance Officers
 
The Board designates the following individuals to serve as the District’s "Compliance Officers" (also known as "Civil Rights
Coordinators") (hereinafter referred to as the "COs").
 
David Williams
Principal
100 Blue Pride Dr.
Lawton, MI 49065
269-624-7601
 
Jonathan Waldron
Principal
101 Blue Pride Dr.
Lawton, MI 49065
269-624-7801
 
The names, titles, and contact information of these individuals will be published annually in the parent/student and staff
handbooks and on the School District's website.
 
The District will accommodate the use of certified service animals when there is an established need for such supportive aid
in the school environment. Certain restrictions may be applied when necessary due to allergies, health, safety, disability or
other issues of those in the classroom or school environment. The goal shall be to provide all students with the same access
and participation opportunities provided to other students in school. Confirmation of disability, need for a service animal to
access the school programming, and current certification/training of the service animal may be required.
 
The COs are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and
regulations, including the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, retaliation or denial of equal access. The COs shall also verify that proper notice of nondiscrimination for
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Title II of the Americans with Disabilities Act (as amended), Title VI and VII of the Civil Rights Act of 1964, Section 504 of
the Rehabilitation Act of 1973 (as amended), and the Age Discrimination Act of 1975 is provided to students, their parents,
staff members, and the general public. A copy of each of the Acts and regulations on which this notice is based may be
found in the CO’s office.
 
The Superintendent shall appoint and publicize the name of the compliance officer whose responsibility it will be to ensure
that Federal and State regulations are complied with and that any inquiries or complaints regarding discrimination or equal
access are dealt with promptly in accordance with law. S/He shall also ensure that proper notice of nondiscrimination for
Title II, Title VI, and VII of the Civil Rights Act of 1964, Title IX of the Education Amendment Act of 1972, and Section 504
of the Rehabilitation Act of 1973 is provided to students, their parents, staff members, and the general public.
 
The Superintendent shall annually attempt to identify children with disabilities, ages zero (0) - twenty-five (25), who reside
in the District but do not receive a public education.
 
The Board is committed to educating (or providing for the education of) each qualified person with a disability with persons
who are not disabled to the maximum extent appropriate. Generally, the District will place a person with a disability in the
regular educational environment unless it is demonstrated that the education of the person in the regular environment,
even with the use of supplementary aids and services cannot be achieved satisfactorily. If the Board operates a separate
class or facility that is identifiable as being for persons with disabilities, the facility, program, and activities and services
must be comparable to the facilities, programs, and activities and services offered to students without a disability.
 
In addition, the Superintendent shall establish procedures to identify students who are Limited English Proficient (LEP),
including immigrant children and youth, to assess their ability to participate in District programs, and develop and
administer a program that meets the English language and academic needs of these students. This program shall include
procedures for student placement, services, evaluation, and exit guidelines and shall be designed to provide students with
effective instruction that leads to academic achievement and timely acquisition of proficiency in English. As a part of this
program, the District will evaluate the progress of students in achieving English language proficiency in the areas of
listening, speaking, reading and writing, on an annual basis (also see Policy 2225). The Superintendent is responsible for
verifying that a concentration of students who are Limited English Proficient (LEP) in one or more programs is not the result
of discrimination.
 
Reports and Complaints of Unlawful Discrimination and Retaliation
 
Students and Board employees are required, and all other members of the School District community and Third Parties are
encouraged to promptly report incidents of unlawful discrimination and/or retaliation to a teacher, administrator, supervisor,
or other District official so that the Board may address the conduct. Any teacher, administrator, supervisor, or other District
employee or official who receives such a complaint shall file it with the CO within two (2) days.
 
Members of the School District community, which includes students or Third Parties, who believe they have been unlawfully
discriminated/retaliated against are entitled to utilize the complaint process set forth below. Initiating a complaint, whether
formally or informally, will not adversely affect the Complainant's employment or participation in educational or extra-
curricular programs. While there are no time limits for initiating complaints under this policy, individuals should make every
effort to file a complaint as soon as possible after the conduct occurs while the facts are known and potential witnesses are
available.
 
If, during an investigation of alleged bullying, aggressive behavior and/or harassment in accordance with Policy 5517.01 –
Bullying and Other Forms of Aggressive Behavior, the Principal believes that the reported misconduct may constitute
unlawful discrimination based on a Protected Class, the Principal shall report the act to one of the COs who shall investigate
the allegation in accordance with this policy. While the CO investigates the allegation, the Principal shall suspend the Policy
5517.01 investigation to await the CO’s written report. The CO shall keep the Principal informed of the status of the Policy
2260 investigation and provide the Principal with a copy of the resulting written report.
 
The COs will be available during regular school/work hours to discuss concerns related to unlawful
discrimination/retaliation. COs shall accept reports of unlawful discrimination/retaliation directly from any member of the
School District community or a Third Party, or receive reports that are initially filed with another Board employee. Upon
receipt of a report of alleged discrimination/retaliation, the CO will contact the Complainant and begin either an informal or
formal complaint process (depending on the Complainant's request and the nature of the alleged discrimination/retaliation),
or the CO will designate a specific individual to conduct such a process. The CO will provide a copy of this policy to the
Complainant and the Respondent any person who files a complaint. In the case of a formal complaint, the CO will prepare
recommendations for the Superintendent or oversee the preparation of such recommendations by a designee. All members
of the School District community must report incidents of discrimination/retaliation that are reported to them to the CO
within two (2) days of learning of the incident/conduct.
 

2/24/26, 1:22 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 3/9

84



Any Board employee who directly observes unlawful discrimination/retaliation of a student is obligated, in accordance with
this policy, to report such observations to one of the COs within two (2) business days. Additionally, any Board employee
who observes an act of unlawful discrimination/retaliation is expected to intervene to stop the misconduct, unless
circumstances make such an intervention dangerous, in which case the staff member should immediately notify other Board
employees and/or local law enforcement officials, as necessary, to stop the misconduct. Thereafter, the CO/designee must
contact the Complainant, if age eighteen (18) or older, or the Complainant parents/guardians if the Complainant is under
the age eighteen (18), within two (2) days to advise of the Board's intent to investigate the alleged wrongdoing.
 
Investigation and Complaint Procedure
 
Except for sex discrimination and/or Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of
Sex Education Programs or Activities, any student who alleges to have been subjected to unlawful discrimination or
retaliation may seek resolution of the complaint through the procedures described below. The formal complaint procedures
involve an investigation of the individual’s claims of discrimination/retaliation and a process for rendering a decision
regarding whether the charges are substantiated.
 
Due to the sensitivity surrounding complaints of unlawful discrimination or retaliation, timelines are flexible for initiating the
complaint process; however, individuals are encouraged to file a complaint within thirty (30) days after the conduct occurs.
Once the formal complaint process is begun, the investigation will be completed in a timely manner (ordinarily, within
fifteen (15) days of the complaint being received).
 
The procedures set forth below are not intended to interfere with the rights of a student to pursue a complaint of unlawful
discrimination or retaliation with the U.S. Department of Education, Office for Civil Rights, Lyndon Baines Johnson
Department of Education Building, 400 Maryland Ave., SW, Washington, DC 20202-1100, Telephone: (800) 421-3481, FAX:
(202) 453-6012, TDD: 800-877-8339, E-mail: OCR@ed.gov, Web: http://www.ed.gov/ocr.
 
Informal Complaint Procedure
 
The goal of the informal complaint procedure is to promptly stop inappropriate behavior and facilitate resolution through an
informal means, if possible. The informal complaint procedure is provided as a less formal option for a student who alleges
unlawful discrimination or retaliation. This informal procedure is not required as a precursor to the filing of a formal
complaint.
 
The informal process is only available in those circumstances where the Complainant and the Respondent mutually agree to
participate in it.
 
The Complainant may proceed immediately to the formal complaint process and individuals who participate in the informal
procedure may request that the informal process be terminated at any time to move to the formal complaint process.
 
All complaints involving a District employee or any other adult member of the School District community and a student will
be formally investigated.
 
As an initial course of action, if a Complainant feels comfortable and safe doing so, the individual should tell or otherwise
inform the Respondent that the allegedly discriminatory/retaliatory conduct is inappropriate and must stop. The
Complainant should address the alleged misconduct as soon after it occurs as possible. The COs are available to support
and counsel the Complainant when taking this initial step or to intervene on behalf of the individual if requested to do so. A
Complainant who is uncomfortable or unwilling to directly approach the Respondent about the inappropriate conduct may
file an informal or formal complaint. In addition, with regard to certain types of unlawful discrimination (e.g., sex
discrimination), the CO may advise against the use of the informal complaint process.
 
A Complainant who alleges unlawful discrimination/retaliation may make an informal complaint, either orally or in writing:
1) to a teacher, other employee, or building administrator in the school the student attends; 2) to the Superintendent or
other District-level employee; and/or 3) directly to one (1) of the COs.
 
All informal complaints must be reported to one (1) of the COs who will either facilitate an informal resolution as described
below or appoint another individual to facilitate an informal resolution.
 
The School District's informal complaint procedure is designed to provide the Complainant with a range of options aimed at
bringing about a prompt resolution of their concerns. Depending upon the nature of the complaint and the Complainant's
wishes, informal resolution may involve, but not be limited to, one (1) or more of the following:
 

A. Advising the Complainant about how to communicate concerns to the Respondent.
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B. Distributing a copy of Policy 2260 – Non-Discrimination and Access to Equal Educational Opportunity to the
individuals in the school building or office where the Respondent works or attends.
 

C. If both parties agree, the CO may arrange and facilitate a meeting or mediation between the Complainant and the
Respondent to work out a mutual resolution.

While there are no set time limits within which an informal complaint must be resolved, the CO or designee is directed to
attempt to resolve all informal complaints within fifteen (15) days of receiving the informal complaint. If the Complainant is
dissatisfied with the informal complaint process, the Complainant may proceed to file a formal complaint. And, as stated
above, either party may request that the informal process be terminated at any time to move to the formal complaint
process.
 
Formal Complaint Procedure
 
If a complaint is not resolved through the informal complaint process, if one (1) of the parties requested that the informal
complaint process be terminated to move to the formal complaint process, or if the Complainant, from the outset, elects to
file a formal complaint, or the Compliance Officer(s) determines the allegations are not appropriate for resolution through
the informal process the formal complaint process shall be implemented.
 
The Complainant may file a formal complaint, either orally or in writing, with a teacher, Principal, or other District official at
the student’s school, the CO, Superintendent, or another District official who works at another school or at the District level.
Due to the sensitivity surrounding complaints of unlawful discrimination, timelines are flexible for initiating the complaint
process; however, individuals should make every effort to file a formal complaint within thirty (30) days after the conduct
occurs. If a Complainant informs a teacher, Principal, or other District official at the student’s school, Superintendent, or
other District employee, either orally or in writing, about any complaint of discrimination/retaliation, that employee must
report such information to the CO/designee within two (2) days.
 
Throughout the course of the process, the CO should keep the parties reasonably informed of the status of the investigation
and the decision-making process.
 
All formal complaints must include the following information to the extent known: the identity of the Respondent; a detailed
description of the facts upon which the complaint is based (i.e., when where, and what occurred); a list of potential
witnesses; and the resolution sought by the Complainant.
 
If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO
shall ask for such details in an oral interview. Thereafter, the CO will prepare a written summary of the oral interview, and
the Complainant will be asked to verify the accuracy of the reported charge by signing the document.
 
Upon receiving a formal complaint, the CO will consider whether any action should be taken in the investigatory phase to
protect the Complainant from further discrimination or retaliation, including, but not limited to, a change of work
assignment or schedule for the Complainant and/or the Respondent. In making such a determination, the CO should
consult the Complainant to assess whether the individual agrees with the proposed action. If the Complainant is unwilling to
consent to the proposed change, the CO may still take whatever actions deemed appropriate in consultation with the
Superintendent.
 
Within two (2) days of receiving the complaint, the CO or designee will initiate a formal investigation to determine whether
the Complainant has been subjected to unlawful discrimination/retaliation. The Principal will not conduct an investigation
unless directed to do so by the CO.
 
Simultaneously, the CO will inform the Respondent that a formal complaint has been received. The Respondent will be
informed about the nature of the allegations and provided with a copy of any relevant policies and/or administrative
guidelines, including Policy 2260 - Nondiscrimination and Access to Equal Educational Opportunity. The Respondent must
also be informed of the opportunity to submit a written response to the formal complaint within five (5) days.
 
Although certain cases may require additional time, the CO or designee will attempt to complete an investigation into the
allegations of discrimination/retaliation within fifteen (15) days of receiving the formal complaint. The investigation will
include:
 

A. interviews with the Complainant;
 

B. interviews with the Respondent;
 

C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the
allegations;
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D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other

witness that is reasonably believed to be relevant to the allegations.

At the conclusion of the investigation, the CO/designee shall prepare and deliver a written report to the Superintendent that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of unlawful discrimination/retaliation as provided in Board policy and State and Federal law as to whether the
Respondent has engaged in unlawful discrimination/retaliation of the Complainant. The CO's recommendations must be
based upon the totality of the circumstances. In determining if unlawful discrimination or retaliation occurred, a
preponderance of evidence standard will be used.
 
Absent extenuating circumstances, within five (5) business days of receiving the report of the CO or designee, the
Superintendent must either issue a written decision regarding whether the charges have been substantiated or request
further investigation. A copy of the Superintendent's final decision will be delivered to both the Complainant and the
Respondent.
 
If the Superintendent requests additional investigation, the Superintendent must specify the additional information that is
to be gathered, and such additional investigation must be completed within five (5) days. At the conclusion of the additional
investigation, the Superintendent shall issue a final written decision as described above.
 
If the Superintendent determines the Respondent engaged in unlawful discrimination/retaliation toward the Complainant,
the Superintendent must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the
discrimination/retaliation. The corrective action should be reasonable, timely, age-appropriate and effective, and tailored to
the specific situation.
 
The decision of the Superintendent shall be final.
 
The Board reserves the right to investigate and resolve a complaint or report of unlawful discrimination/retaliation
regardless of whether the student alleging the unlawful discrimination/retaliation pursues the complaint. The Board also
reserves the right to have the formal complaint investigation conducted by an external person in accordance with this policy
or in such other manner as deemed appropriate by the Board or its designee.
 
The parties may be represented, at their own cost, at any of the above-described meetings/hearings.
 
The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person's pursuit of
other remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law
enforcement, or the filing of a civil action in court. Use of this internal complaint process is not a prerequisite to the pursuit
of other remedies.
 
Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the
witnesses as much as possible, consistent with the Board’s legal obligations to investigate, to take appropriate action, and
to conform with any discovery or disclosure obligations. All records generated under the terms of this policy shall be
maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
Respondent must be provided the Complainant's identity.
 
During the course of a formal investigation, the CO or designee will instruct each person who is interviewed about the
importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not to
disclose to third parties any information that is learned or provided during the course of the investigation.
 
Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against unlawful discrimination/retaliation by taking appropriate action
reasonably calculated to stop and prevent further misconduct. While observing the principles of due process, a violation of
this policy may result in disciplinary action up to and including the discharge of an employee or the suspension/expulsion of
a student. All disciplinary action will be taken in accordance with applicable State law and the terms of the relevant
collective bargaining agreement(s). When imposing discipline, the Superintendent shall consider the totality of the
circumstances involved in the matter, including the ages and maturity levels of those involved. In those cases where
unlawful discrimination/retaliation is not substantiated, the Board may consider whether the alleged conduct nevertheless
warrants discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).
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Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its reoccurrence, and remedy its effects.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report, formal complaint, testified, assisted or participate or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Education and Training
 
In support of this policy, the Board promotes preventative educational measures to create greater awareness of unlawful
discriminatory practices. The Superintendent shall provide appropriate information to all members of the School District
community related to the implementation of this policy and shall provide training for District students and staff where
appropriate. All training, as well as all information, provided regarding the Board's policy and discrimination in general, will
be age and content appropriate.
 
The District will endeavor to assist the student and/or the student's parents in their access to District programs by
providing notices to the parents and students in a language and format that they are likely to understand.
 
Materials approved by the State Department of Education describing the benefits of instruction in Braille reading and writing
shall be provided to each blind student’s individualized planning committee. The District shall not deny a student the
opportunity for instruction in Braille, reading, and writing solely because the student has some remaining vision.
 
Retention of Investigatory Records and Materials
 
The Compliance Officer(s) is responsible for overseeing retention of all records that must be maintained pursuant to this
policy. All individuals charged with conducting investigations under this policy must retain all information, documents,
electronically stored information, and electronic media (as defined in Policy 8315) created and received as part of an
investigation, which may include, but not be limited to:
 

A. all written reports/allegations/complaints/grievances/ statements/responses pertaining to an alleged violation of this
policy;
 

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses pertaining to
an alleged violation of this policy;
 

C. any documentation that memorializes the actions taken by District personnel or individuals contracted or appointed
by the Board to fulfill its responsibilities related to the investigation and/or the District’s response to the alleged
violation of this policy;
 

D. written witness statements;
 

E. narratives, notes from, or audio, video, or digital recordings of witness interviews/statements;
 

F. e-mails, texts, or social media posts that directly relate to or constitute evidence pertaining to an alleged violation of
this policy (i.e., not after-the-fact commentary about or media coverage of the incident);
 

G. notes or summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten,
keyed into a computer or tablet, etc.), but not including transitory notes whose content is otherwise memorialized in
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other documents;
 

H. written disciplinary sanctions issued to students or employees and other documentation that memorializes oral
disciplinary sanctions issued to students or employees for violations of this policy;
 

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and
other documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,
including any consequences imposed as a result of a violation of this policy;
 

J. documentation of any supportive measures offered and/or provided to the Complainant and/or the Respondent
including no-contact orders issued to both parties, the dates the no-contact orders were issued, and the dates the
parties acknowledged receipt of the no-contact orders;
 

K. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent
its recurrence, eliminate any hostile environment, and remedy its discriminatory effects;
 

L. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to
students and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee
Handbooks);
 

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment.

The information, documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).
 
These investigative records and materials created or received as part of an investigation shall be retained in accordance
with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but longer if required by the
District’s records retention schedule.
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Legal M.C.L. 380.1146, 380.1704, 37.1101 et seq., 37.2402, 37.1402, 37.2101-37.2804

Fourteenth Amendment, U.S. Constitution

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

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 U.S.C. Section 794, Rehabilitation Act of 1973, as amended

29 C.F.R. Part 1635

42 U.S.C. Section 2000 et seq., Civil Rights Act of 1964

42 U.S.C. Section 2000ff et seq., The Genetic Information Nondiscrimination Act
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42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

34 C.F.R. Part 110 (7/27/93)

Vocational Education Program Guidelines for Eliminating Discrimination and Denial of
Services, Department of Education, Office of Civil Rights, March 1979

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

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Rescind NONDISCRIMINATION
BASED ON GENETIC INFORMATION OF THE EMPLOYEE

Code po3122.02

Status

Adopted September 20, 2010

Last Revised March 19, 2012

Rescind Policy - Vol. 40, No. 1
 
3122.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE
 
The Board of Education prohibits discrimination on the basis of genetic information in all aspects of employment, including
hiring, firing, compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions,
or privileges of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive
or tend to deprive them of employment opportunities or otherwise adversely affect the status of an employee as an
employee, based on genetic information. Harassment of a person because of his/her genetic information is also
prohibited. Likewise, retaliation against an applicant or employee for engaging in protected activity is prohibited.
 
In accordance with the Genetic Information Nondiscrimination Act (GINA), the Board shall not request, require or purchase
genetic information of employees, their family members, or applicants for employment. Further, in compliance with this Act,
employees are directed not to provide any genetic information, including the individual’s family medical history, in response
to necessary requests for medical information, with the exception that family medical history may be acquired as part of
the certification process for FMLA leave, when an employee is asking for leave to care for an immediate family member with
a serious health condition. Applicants for employment are directed not to provide any genetic information, including the
individual’s family medical history, in response to requests for medical information as part of the District’s application
process.
 
[ ] The District recognizes that genetic information may be acquired through commercially and publicly available documents
like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits, however, its
employees from searching such sources with the intent of finding or obtaining genetic information or accessing sources
from which they are likely to acquire genetic information.

 
"Genetic information," as defined by GINA, means information about: (a)  an individual’s genetic tests; (b) the genetic tests
of that individual’s family members; (c) the manifestation of disease or disorder in family members of the individual (i.e.,
family medical history); (d) an individual’s request for, or receipt of, genetic services, or the participation in clinical research
that includes genetic services by the individual or a family member of the individual; or (e) the genetic information of a
fetus carried by an individual or a pregnant woman who is a  family member of the individual and the genetic information of
an embryo legally held by an individual or family member using assistive reproductive technology.
 
If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider it shall be treated as a confidential
medical record in accordance with law.
 
The Superintendent shall appoint a compliance officer who shall be responsible for overseeing the District’s compliance with
Federal regulations and promptly dealing with any inquiries or complaints. S/He shall also verify that proper notice of
nondiscrimination for Title II of the Genetic Information Nondiscrimination Act of 2008 is provided to staff members and
that all District requests for health-related information (e.g., to support an employee’s request for reasonable
accommodation under the ADA or a request for sick leave) is accompanied by a written warning that directs the employee
or health care provider not to collect or provide genetic information. The warning shall read as follows:
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The Genetic Information Nondiscrimination Act of 2008 (GINA) prohibits employers and other entities covered by GINA Title
II, including the Board of Education, from requesting or requiring genetic information of an individual or family member of
the individual, except as specifically allowed by law. To comply with this law, do not provide any genetic information when
responding to this request for medical information (unless the request pertains to a request for FMLA leave for purposes of
caring for an immediate family member with a serious health condition). "Genetic information," as defined by GINA,
includes an individual’s family medical history, the results of an individual’s or family member’s genetic test, the fact that an
individual or an individual’s family member sought or received genetic services or participated in clinical research that
includes genetic services, and genetic information of a fetus carried by an individual or an individual’s family member or an
embryo lawfully held by an individual or family member receiving assistive reproductive services.
 
[ ] The District offers health services, ( ) including a wellness program. Participation in the services/program is
voluntary. Genetic information (such as family medical history) may be obtained as part of an individual’s participation in
the service/program. If that occurs, individual genetic information may be provided to the individual receiving the services
and to his/her health services providers, but only genetic information in aggregate form will be provided to the Board.
 
[NOTE:  It should be noted that any sections of the District's collective bargaining agreements dealing with
terms and conditions of employment should contain a statement of nondiscrimination similar to that in the
Board's statement above.]
 
© Neola 2011

Legal 29 C.F.R. Part 1635

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

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Replacement
NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

Code po3122

Status

Adopted February 20, 1995

Last Revised July 1, 2022

Replacement Policy - Vol. 40, No. 1
 
3122 - NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT
 

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

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

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

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

All school employees share responsibility for avoiding, discouraging, and reporting any form of Prohibited Conduct.

 

The Board will take immediate action to address the following prohibited acts:
 

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

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

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

Definitions:

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

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

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

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

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

Disciplinary sanctions means: consequences imposed on a respondent following a determination that the respondent
engaged in Prohibited Conduct.

Education programs or activities refer to: all the District’s operations including, but not limited to, in-person and
online/remote educational instruction, employment, extracurricular activities, athletics, performances, and community
engagement and outreach programs. The term applies to all programs and activities operated by the Board on school
grounds or on other property owned or occupied by the Board. It also includes events and circumstances that take place off
school property/grounds but over which the District asserts disciplinary authority (e.g., at off-campus activities sponsored
by the Board).

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

g. Non-sexual conduct based on sex, such as sex-based epithets; sexist comments (such as remarks
that women do not belong in management or that men do not belong in the nursing profession); or
facially sex-neutral offensive conduct motivated by sex (such as bullying directed toward employees of
one sex).
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h. Harassment based on pregnancy, childbirth, or related medical condition, which may include issues
pertaining to lactation, using or not using contraception, or deciding whether to have, or not to have,
an abortion.

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

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

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

Party means: a complainant or respondent.

Pregnancy, childbirth, or related medical conditions means:

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

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

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

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

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

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

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

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

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

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

Pregnancy, Childbirth, and Related Medical Conditions
  
The Board will not discriminate against an employee based on the person's current pregnancy, potential or intent to become
pregnant, past pregnancy, or medical condition related to pregnancy or childbirth, or because the person uses birth control,
or has had or not had an abortion.

 
Additionally, the Board will provide a reasonable accommodation to an employee’s known limitation related to pregnancy,
childbirth, or a related medical condition, unless the accommodation will cause the District undue hardship.
 
The Board will treat pregnancy, childbirth, and related medical conditions as any other temporary medical conditions for all
job-related purposes, including commencement, duration, and extensions of leave; accrual of seniority and any other
benefit or service; reinstatement; and under any fringe benefit offered to employees by virtue of employment.
 
The Board will provide reasonable break time for an employee to express breast milk while at work for the first year after
the employee's child's birth. The Board will provide the employee with a space, other than a bathroom, that is clean,
shielded from view, free from intrusion from coworkers and the public, and which the employee can use as needed to
express breast milk. See Board Policy 6700 – Fair Labor Standards Act.

Nondiscrimination Based on Employee’s Genetic Information
 
The Board prohibits discrimination on the basis of genetic information in all aspects of employment, including hiring, firing,
compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions, or privileges
of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive or tend to
deprive them of employment opportunities or otherwise adversely affect the status of an employee as an employee, based
on genetic information. Harassment of a person because of the individual's genetic information is also prohibited. Likewise,
retaliation against an applicant or employee for engaging in protected activity is prohibited.
 
In accordance with the Genetic Information Nondiscrimination Act ("GINA"), the Board shall not request, require, or
purchase genetic information of employees, their family members, or applicants for employment. Further, in compliance
with GINA, employees are directed not to provide any genetic information, including the individual's family medical history,
in response to necessary requests for medical information, with the exception that family medical history may be acquired
as part of the certification process for FMLA leave, when an employee is asking for leave to care for an immediate family
member with a serious health condition. Applicants for employment are directed not to provide any genetic information,
including the individual's family medical history, in response to requests for medical information as part of the District's
application process.
 
[ ] The District recognizes that genetic information may be acquired through commercially and publicly available documents
like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits, however, its
employees from searching such sources with the intent of finding or obtaining genetic information or accessing sources
from which they are likely to acquire genetic information. (+) Provides a greater level of protection for employees
and the district via potential lawsuits; (-) Not required in policy, keeps it simplerEND OF OPTION]

If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider, it shall be treated as a confidential
medical record in accordance with law.
 
The District Compliance Officer (see below) shall be responsible for overseeing the District's compliance with
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applicable Federal regulations and promptly dealing with any inquiries or complaints. The District Compliance Officer or
designee shall also verify that proper notice of nondiscrimination for Title II of the Genetic Information Nondiscrimination
Act of 2008 is provided to staff members, and that all District requests for health-related information (e.g., to support an
employee's request for reasonable accommodation under the Americans with Disabilities Act ("ADA") or a request for sick
leave) is accompanied by a written warning that directs the employee or health care provider not to collect or provide
genetic information. The warning shall read as follows:
 
The Genetic Information Nondiscrimination Act of 2008 ("GINA") prohibits employers and other entities covered by GINA
Title II, including the Board of Education, from requesting or requiring genetic information of an individual or family
member of the individual, except as specifically allowed by law. To comply with this law, do not provide any genetic
information when responding to this request for medical information (unless the request pertains to a request for FMLA
leave for purposes of caring for an immediate family member with a serious health condition). "Genetic information," as
defined by GINA, includes an individual's family medical history, the results of an individual's or family member's genetic
test, the fact that an individual or an individual's family member sought or received genetic services or participated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an individual's
family member or an embryo lawfully held by an individual or family member receiving assistive reproductive services. 
 
[ ] The District offers health services ( ), including a wellness program [END OF INTERNAL OPTION]. Participation in the
services/program is voluntary. Genetic information (such as family medical history) may be obtained as part of an
individual's participation in the service/program. If that occurs, individual genetic information may be provided to the
individual receiving the services and to the person's health services providers, but only genetic information in aggregate
form will be provided to the Board. [END OF OPTION]

District Compliance Officer(s)

Middle School Principal

(269) 624-7601

100 Blue Pride Drive

Lawton, MI 49065

 

High School Principal

(269) 624-7801

101 Blue Pride Drive

Lawton, MI 49065

The Board designates and authorizes the following individual(s) to coordinate its efforts to comply with the Board’s
responsibilities under Federal and State laws that prohibit discrimination, including harassment, based on Protected
Classes and retaliation (also known as “Civil Rights Coordinator(s)” or “Anti-Harassment Compliance Officer(s)”)
(hereinafter referred to as the “District Compliance Officer(s)” or “CO(s)”):
 
[x ] The District Compliance Officer may delegate specific duties to one (1) or more designees. [END OF OPTION]

The contact information concerning the District Compliance Officer(s) will be published on the School District’s website
www.lawtoncs.org
( ) in parent/student and staff handbooks.

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

x ] The District Compliance Officer(s) shall report directly to the Superintendent except when the Superintendent is a party
to a complaint (i.e., either the complainant or the respondent). Under such circumstances, the CO(s) shall report directly
to [SELECT ONE OF THE FOLLOWING] (x ) the Board President or (x ) the Board’s Legal Counsel (
) ______________ [OTHER] [END OF INTERNAL OPTIONS] until the matter in which the Superintendent is a party is
concluded. [END OF OPTION]

Questions about this policy ( ) and AG 1422 [END OF OPTION] should be directed to the District Compliance Officer(s). 
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The CO(s) is/are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and
regulations, including the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, harassment, retaliation, or denial of equal opportunity/access. The CO(s) shall also verify that proper notice
of nondiscrimination for Title II of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil Rights
Act of 1964, Section 504 of the Rehabilitation Act of 1973 (as amended), Genetic Information Nondiscrimination Act
(GINA), and the Age Discrimination in Employment Act of 1975 is provided to staff members and the general public. [ ] Any
sections of the District's collective bargaining agreements dealing with hiring, promotion, demotion, discipline, and tenure
need to contain a statement of nondiscrimination similar to that in the Board's statement set forth above. [END OF
OPTION] [ ] In addition, as practical, gender-specific terms should be eliminated from such contracts. [END OF
OPTION] Copies of the laws and regulations listed above are available upon request from the CO(s). 

The CO(s) will be available during regular work hours to discuss concerns related to Prohibited Conduct, to assist
employees, other members of the District community, and third parties who seek support or advice when informing another
individual about Prohibited Conduct, including unwelcome conduct, or to intercede informally on behalf of the individual in
those instances where concerns have not resulted in the filing of a formal complaint and where all parties are in agreement
to participate in an informal process.

The CO(s) shall monitor the District’s education programs and activities for barriers to reporting information about conduct
that reasonably may constitute Prohibited Conduct pursuant to Federal and/or State laws that prohibit
discrimination/harassment based on the basis of a Protected Class/Category and retaliation, and take steps reasonably
calculated to address such barriers.
 

Notice of Nondiscrimination
 
The Superintendent shall provide a notice of nondiscrimination to students, parents, guardians, or other authorized legal
representatives of elementary and secondary students; employees; applicants for admission and employment; and all
unions and professional organizations holding collective bargaining or professional agreements with the Board. Specifically,
the Superintendent shall post the notice of nondiscrimination on the District’s website and in each handbook, catalog,
announcement, bulletin, and application form that it makes available to the persons listed above, or which are otherwise
used in connection with the recruitment of employees. (x ) See AG 1422 and Form 1422F1 – Notice and Statement of
Nondiscrimination. [END OF OPTION]
 

NOTIFICATION/REPORTS OF PROHIBITED CONDUCT

Any person may provide information to the CO(s) concerning conduct that reasonably may constitute Prohibited Conduct.
Such information may be submitted in person, by mail, by telephone, or by electronic mail using the CO’s(s’) published
contact information, or by any other means (oral or written) that results in the CO(s) receiving the information. Information
may be provided at any time (including during non-work hours). [x ] Anonymous reports may be submitted using ( ) the
online reporting form posted at __________ [insert the web address for the reporting form, or insert a hyperlink
tied to the phrase “online reporting form”] [or] ( ) the hotline reporting number (__________[insert phone
number]). [END OF OPTION]https://ok2say.state.mi.us/
 
All Board employees are required to notify the CO(s) of conduct that reasonably may constitute Prohibited Conduct. For the
Board to fulfill its responsibilities under applicable Federal and/or State laws, if a Board employee has knowledge of conduct
that reasonably may constitute Prohibited Conduct, the Board employee must notify the/a CO within two (2) days of
learning the information or receiving the report. [DRAFTING NOTE: The applicable statutes and regulations do not
specify within how many days the Board employee must notify the CO of receiving notification/a report of
Prohibited Conduct; Neola suggests “two (2) days”. Alternatively, the Board could make this language more
open-ended – e.g., “* * * must immediately/promptly notify the/a CO of such information or report.”] The
Board employee must also comply with mandatory reporting responsibilities pursuant to Policy 8462 – Student Abuse and
Neglect, if applicable. If the Board employee’s knowledge about the alleged Prohibited Conduct is based on another
individual bringing the information to the Board employee’s attention, and the reporting individual submitted a written
notification/report or complaint to the Board employee, the Board employee must provide the written notification/report or
complaint to the CO.

Notification can be provided orally or in writing and should be as specific as possible. The person making the
notification/report should, to the extent known, identify the alleged victim(s), perpetrator(s), and witness(es), and describe
in detail what occurred, including date(s), time(s), and location(s). 
 
If a notification/report or complaint involves allegations of Prohibited Conduct by or involving the CO, the person making
the report (i.e., providing the notification or filing the complaint) should submit it to the Superintendent or another Board
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employee who, in turn, will notify the Superintendent of the report/complaint. The Superintendent will then serve in place
of the CO for purposes of addressing that report of Prohibited Conduct. [DRAFTING NOTE: If the Superintendent is the
CO, substitute “Board President” in place of “Superintendent.”] 

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

Any allegations of misconduct not involving Prohibited Conduct as defined in this policy will be addressed through the
procedures outlined in other Board policies (x ) and/or administrative guidelines [END OF OPTION], the applicable
Student Code of Conduct, applicable collective bargaining agreement, and/or Employee/Administrator Handbook. 

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

GRIEVANCE PROCEDURES
 
Overview: 
 
The Board adopts the following grievance procedures to provide for the prompt, effective, and equitable resolution of
complaints made by employees, applicants, or other individuals who are participating or attempting to participate in the
District’s education programs or activities (i.e., members of the School District community and Third Parties), or by the CO
alleging any act of Prohibited Conduct.
 
These grievance procedures shall be used for all complaints of Prohibited Conduct unless it involves conduct involving a
student, in which case the grievance procedures set forth in Policy 2260 or Policy 5517.01 shall apply. These grievances
procedures set forth the means for investigating and resolving claims involving such Prohibited Conduct; in particular, the
procedures provide a method for assessing – in a prompt, effective, and equitable manner –  whether an applicable Federal
or State law was violated and, if it was, how best to end the Prohibited Conduct, prevent its recurrence, and remedy its
effects.

Due to the sensitivity surrounding complaints of Prohibited Conduct, timelines are flexible for initiating the grievance
procedures; however, individuals are encouraged to file a complaint within thirty (30) days after the conduct occurs. Once
the formal complaint process is begun, the investigation will be completed in a timely manner.
 
[DRAFTING NOTE: Title VII of the Civil Rights Act of 1964 (“Title VII”)  prohibits discrimination in
employment. Specifically, it prohibits employment discrimination based on race, color, religion, sex, or
national origin, and applies to employers with fifteen (15) or more employees. Title IX, on the other hand,
specifically prohibits discrimination based on sex in education programs and activities that receive Federal
financial assistance, including employment within those institutions. Title IX is addressed by Board Policy
2266 and AG 2266. While both laws aim to prevent sex-based discrimination in the workplace, Title VII applies
more broadly to various types of employers, whereas Title IX is limited to educational institutions receiving
Federal funds. Ultimately, both laws aim to ensure equal employment opportunities and protect individuals
from discrimination. When a District Compliance Officer receives a complaint or notification of alleged
misconduct involving sex discrimination (in particular, sexual harassment) that involves an employee
complainant and an employee respondent, the District Compliance Officer should consult with the Title IX
Coordinator and/or the Board’s Legal Counsel concerning which law – it may be both – the District will need to
comply with when investigating the allegations.]
 
Under all circumstances, the CO shall offer and coordinate supportive measures, as appropriate, in accordance with this
policy (x ) and AG 1422 [END OF OPTION]. 

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

A. a “complainant,” which includes: 
 

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

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

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

C. the District Compliance Officer.

A person is entitled to make a complaint of unlawful harassment only if they themselves are alleged to have been subjected
to the unlawful harassment, or if the CO initiates a complaint.
 
[DRAFTING NOTE: This paragraph emphasizes that in order for a person to file a complaint of
unlawful harassment, the person has to have been subjected to the alleged misconduct directly or be a person
who has a legal right to act on behalf of the person who was subjected to the alleged misconduct. This is
consistent with the prior paragraph, where the complainant is identified as an employee who was “subjected
to conduct that could constitute Prohibited Conduct.” The following paragraph, on the other hand, expands
who can file a complaint – when the alleged Prohibited Conduct does not involve unlawful harassment, or the
complaint involves allegations of retaliation – to persons who are aware of the alleged Prohibited Conduct,
even if that person was not directly affected by or subject to the alleged Prohibited Conduct.] 
 
With respect to complaints of Prohibited Conduct other than unlawful harassment, or complaints involving allegations of
retaliation, in addition to the people listed above, the following persons have a right to make a complaint:
 

A. any employee of the District; or
 

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

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

A person may file criminal charges simultaneously with filing a complaint. A person does not need to wait until the District’s
internal grievance procedures are completed before filing a criminal complaint. Likewise, questions or complaints relating to
alleged violations of applicable Federal or State laws may be filed with the U.S. Department of Education’s Office for Civil
Rights, the U.S. Department of Justice's Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or the
Michigan Department of Civil Rights, at any time based on the underlying statutory basis for the complaint.
 
Basic Requirements: 
 
The District will treat complainants and respondents equitably.
 
All persons involved with implementing the grievance procedures and any other aspects of this Policy, including the District
Compliance Officer, the investigator, the decisionmaker, and the appeal decisionmaker, (x ) and the facilitator of the
informal resolution process, [END OF OPTION] shall be free from any conflicts of interest or bias for or against
complainants or respondents generally or an individual complainant or respondent. 

x  The CO may serve simultaneously as an investigator and/or a decisionmaker. [END OF OPTION] [DRAFTING NOTE:
Neola recommends the Board select this OPTION; note it is “may” (i.e., optional) so the CO can decide when to
serve in both roles and when to designate one or more persons to perform these responsibilities in a given
case.]
 
If the CO does not intend to serve as the investigator/decisionmaker in a specific case, the CO shall designate one (1) or
more administrators who are appropriately trained to serve in the role. 
 

2/24/26, 1:23 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 9/19

101



In circumstances when the CO and trained administrators do not have time/capacity to serve, or are prevented due to a
conflict of interest, bias, or partiality, or other reasons impair the CO and other trained administrators from serving as an
investigator/decisionmaker in a specific case, the CO shall ( x), in consultation with (x ) and approval of [END OF
OPTION] the Superintendent or ( ) Board (x ) Board President (as appropriate), [END OF OPTION] secure one (1) or
more independent third parties to serve as the investigator and/or decisionmaker. 
 
The District presumes that the respondent is not responsible for the alleged Prohibited Conduct until a determination is
made at the conclusion of its grievance procedures.
 
Under ordinary circumstances, the Board expects to complete the major stages of the grievance procedures within the
timeframe specified below: 
 

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

B. Investigation – The CO, or designated investigator/decisionmaker, shall ordinarily complete the investigation (i.e.,
collect relevant evidence that is not otherwise impermissible) and issue a Determination (i.e., consider the rlevant
and not otherwise impermissible evidence and decide whether Prohibited Conduct occurred) within ____ (__)twenty
(20) [INSERT AMOUNT] days of the CO determining the charges require investigation. [DRAFTING NOTE:
Recognizing that it is important for investigations to be completed and Determinations issued in a
prompt and equitable manner, Neola recommends that a school district typically complete an
investigation and issue a Determination within twenty (20) days.]

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

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

C. Appeal – A party filing an appeal of the CO’s decision to dismiss a complaint ( ), or the Determination, [END OF
OPTION] must do so within ___ (__) [INSERT AMOUNT] days of receiving the Dismissal ( ) or
Determination [END OF OPTION]. [DRAFTING NOTE: Neola recommends the Board allow limited appeals
based on the Determination. See DRAFTING NOTE below in the appeal section.]Appeal – A party filing an
appeal of the Title IX Coordinator’s decision to dismiss a complaint must do so within 5 days of receiving the
Dismissal.

The CO, or the Superintendent if the CO is the individual requesting an extension, may approve reasonable extensions of
the preceding timeframes on a case-by-case basis for good cause with notice to the parties. 
 
The District will take reasonable steps to protect the privacy of the parties and witnesses. x  These steps will not restrict
the ability of the parties to present evidence or otherwise participate in the grievance procedures. [END OF OPTION] The
parties shall not engage in retaliation, including against witnesses.
 
The CO, or designated investigator/decisionmaker, shall objectively evaluate all evidence that is relevant and not otherwise
impermissible — including both inculpatory and exculpatory evidence. Credibility determinations shall not be based on a
person’s status as a complainant, respondent, or witness.
 
The following types of evidence, and questions seeking such evidence, are impermissible (i.e., will not be accessed or
considered, except by the District to determine whether one of the exceptions listed below applies; will not be disclosed;
and will not otherwise be used), regardless of whether they are relevant:
 

A. evidence that is protected under a privilege recognized by Federal or State law, unless the person to whom the
privilege or confidentiality is owed voluntarily waived the privilege or confidentiality; and

2/24/26, 1:23 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 10/19

102



 
B. a party’s or witness’s records that are made or maintained by a physician, psychologist, or other recognized

professional or paraprofessional in connection with the provision of treatment to the party or witness, unless the
District obtains that party’s or witness’s voluntary, written consent for use in its grievance procedures.

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

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

B. sufficient information available at the time to allow the parties to respond to the allegations, including the identities
of the parties involved in the incident(s), the conduct alleged to constitute Prohibited Conduct, and the date(s) and
location(s) of the alleged incident(s); and
 

C. retaliation is prohibited.

Should the CO decide, at any point, to investigate allegations that are materially beyond the scope of the initial written
notice, the CO will provide a supplemental written notice describing the additional allegations to be investigated.
 
Dismissal of a Complaint: 
 
The CO may dismiss a complaint of Prohibited Conduct if:

A. the District is unable to identify the respondent after taking reasonable steps to do so;
 

B. the respondent is not participating in the District’s education program or activity and is not employed by the Board;
 

C. the complainant voluntarily withdraws any or all the allegations in the complaint, the CO declines to initiate a
complaint, and the District determines that, without the complainant’s withdrawn allegations, the conduct that
remains alleged in the complaint, if any, would not constitute Prohibited Conduct even if proven; or
 

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

Upon dismissal, the CO will promptly notify, in writing, the complainant of the basis for the dismissal. If the dismissal occurs
after the respondent has been notified of the allegations, the CO will also simultaneously notify, in writing, the respondent
of the dismissal and the basis for the dismissal.
 
The CO will further notify the complainant that a dismissal may be appealed and will provide the complainant with an
opportunity to appeal the dismissal of the complaint. If the dismissal occurs after the respondent has been notified of the
allegations, then the CO will also notify the respondent that the dismissal may be appealed.

Dismissals may be appealed on the following bases:

A. procedural irregularity that would change the outcome;
 

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

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

If the dismissal is appealed, the CO will:

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

B. implement appeal procedures equally for the parties;
 

C. ensure that the appeal decisionmaker did not take part in the original dismissal of the complaint;
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D. ensure that the appeal decisionmaker has been trained consistent with this Policy (x ) and AG 1422 [END OF
OPTION];
 

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

F. notify the parties of the result of the appeal and the rationale for the result.  
 

When a complaint is dismissed, the CO will, at a minimum: 

A. offer supportive measures to the complainant as appropriate;
 

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

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

[DRAFTING NOTE: Neola encourages the Board to select the following option so the CO can choose, in
appropriate circumstances, to offer the parties the opportunity to participate in an informal resolution process,
or to honor the parties’ request to use an informal resolution process, to end the Prohibited Conduct, prevent
its recurrence, and remedy its effects.]
 
x  [OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
 
Informal Resolution Process: 
 
In lieu of resolving a complaint through the Board’s formal grievance procedures, the parties may instead elect to
participate in an informal resolution process. The District will not offer informal resolution to resolve a complaint when such
a process would conflict with Federal, State, or local law.
 
[END OF OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
 
Adding Allegations and/or Consolidating Complaints:
 
If, in the course of an investigation, the District decides to investigate additional allegations of Prohibited Conduct by the
respondent toward the complainant that are not included in the original Notice of Allegations or to consolidate charges
raised in a different complaint involving the same respondent, the CO will notify the parties of the additional allegations.
 
Investigation:
 
The District will provide for an adequate, reliable, and impartial investigation of complaints.
 
The burden is on the District — not on the parties — to conduct an investigation that gathers sufficient evidence to
determine whether Prohibited Conduct occurred. 
 
The CO, or the designated investigator/decisionmaker, will provide an equal opportunity for the parties to present fact
witnesses and other inculpatory and exculpatory evidence that are relevant and not otherwise impermissible. 
 
The CO, or the designated investigator/decisionmaker, will review all evidence gathered through the investigation and
determine what evidence is relevant and what evidence is impermissible, regardless of relevance. 
 
Determination of Whether Prohibited Conduct Occurred: 
 
Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the CO or designated
investigator/decisionmaker will:
 

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

B. Notify the parties, in writing, of the determination whether Prohibited Conduct occurred, including the rationale for
such determination (x ), and the procedures and permissible bases for the complainant and respondent to
appeal [END OF OPTION].
 

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

D. If there is a determination that Prohibited Conduct occurred, the CO will, as appropriate:
 

1. coordinate the provision and implementation of remedies to a complainant and other people the District
identifies as having had equal access to the District’s education programs or activities limited or denied by
the Prohibited Conduct;
 

2. coordinate the imposition of any disciplinary sanctions on a respondent (x ), including notification to the
complainant of any such disciplinary sanctions [END OF OPTION]; and
 

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

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

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

[DRAFTING NOTE: If the CO dismisses a complaint in the Evaluation stage (i.e., prior to commencing an
investigation), the complainant may appeal as set forth above. Neola also recommends the Board include an
appeal process related to the Determination.]
 
x  [OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
 
Appeal of Determinations:
 
If a party disagrees with the decisionmaker’s determination as to whether Prohibited Conduct occurred, the party may file
an appeal. Appeals must be submitted, in writing, within ____ (__) five (5)(INSERT AMOUNT) days of the appealing
party’s receipt of the Determination. 
 
A party may appeal a Determination on the following bases:
 

A. procedural irregularity that would change the outcome;
 

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

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

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

D. ( ) the recommended remedies (including disciplinary sanctions/consequences) are unreasonable in light of the
findings of fact (i.e., the nature and severity of the Prohibited Conduct).
 

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

[DRAFTING NOTE: The following options are offered in case the Board wants the Superintendent to serve as
the appeal decisionmaker or the Board wants to nominally be identified as the appeal decisionmaker but will
be delegating the responsibility to a person who is properly trained. Neola does not recommend that the Board

E. ( ) [OTHER] ______________________.
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itself be named as the appeal decisionmaker because of the preference for the decisionmaker to be trained to
render a decision. If the Board wants to serve as the appeal decisionmaker, it should discuss this issue with its
Legal Counsel. Select OPTION 1 or OPTION 2 below.]

[ ] [OPTION 1]

The CO will designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the
Determination, and is appropriately trained ( ), as set forth in AG 1422 [END OF INTERNAL OPTION].

The CO has authority ( ), in consultation with ( ) and approval of [END OF OPTION] the Superintendent or ( ) Board (
) Board President (as appropriate), [END OF OPTIONS] to secure an independent Third Party to serve as the appeal
decisionmaker.

[ ] In designating an appeal decisionmaker, the CO will work with the Board to identify and appoint an independent Third
Party to serve as the appeal decisionmaker – this individual shall be considered to be the Board's designee and will submit
the appeal decision to the Board who will promptly adopt it as written and forward it to the CO who will send it
simultaneously to the parties. [END OF OPTIONAL SENTENCE]

[END OF OPTION 1]

x  [OPTION 2]

The Superintendent shall serve as the appeal decisionmaker, provided the Superintendent has not been otherwise involved
in the grievance procedures (i.e., did not serve as the investigator/decisionmaker or informal resolution process facilitator)
and is appropriately trained. If the Superintendent is not eligible to serve as the appeal decisionmaker, the CO will
designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the
Determination, and is appropriately trained (x ), as set forth in AG 1422.
 

If a party appeals the Determination, the CO will:

A. notify the parties of the appeal;
 

B. implement appeal procedures equally for the parties;
 

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

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

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

 
Parties Provided a Reasonable and Equal Opportunity to Make a Statement in Support of, or Challenging, the
Dismissal (x ) or Determination [END OF OPTION]
 
When a party files an appeal, the party must set forth the reason(s)/basis/bases for the appeal, and the other party will
have ____ (__) five (5)[INSERT AMOUNT] days to provide the appeal decisionmaker with a statement in support of their
position. Once the decisionmaker receives the statement (or the deadline for filing such a statement expires), the appeal
decisionmaker will have ____ (__)ten (10) [INSERT AMOUNT] days to issue a decision on the appeal.

[DRAFTING NOTE: Neola suggests any appeals should be filed within five (5) days of the parties receiving
written notice of the Determination. Neola further suggests that the timeline for the other party submitting a
statement be equivalent to the timeframe in which an appeal has to be filed. Finally, Neola suggests the appeal
decisionmaker have ten (10) days from receipt of the statements to issue a decision.]
 
While a party appealing a Determination may argue the reason/basis for the appeal is that new evidence has been
discovered/obtained that would change the outcome and that said new evidence was not reasonably available when the
Determination was originally made, the party may not submit the new or additional evidence during the appeal process.
Rather, the party appealing should identify/describe in detail the evidence, including how and when it was
discovered/obtained, and explain why it was not reasonably available during the Investigation (i.e., prior to the
Determination). If the appeal decisionmaker accepts the proffered explanation, the appeal decisionmaker should remand
the case back to the investigator/decisionmaker (i.e., reopen the investigation) so the new evidence may be submitted and
considered by the other party and the investigator/decisionmaker. 
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The appeal decisionmaker shall determine the outcome of the appeal based on the appeal decisionmaker’s independent
review of the record (i.e., the relevant and not otherwise impermissible evidence and the written determination) and the
appeal decisionmaker’s application of the law and Board policy to the facts in the record. The appeal decisionmaker must
give due deference and due weight to the decisionmaker’s factual findings and credibility determinations and should not
overturn them unless non-testimonial extrinsic evidence in the record justifies a contrary conclusion or unless the record
read in its entirety compels a contrary conclusion. Generally, the appeal decisionmaker is expected to uphold the original
Determination unless the appeal decisionmaker concludes the original Determination is unlawful, unreasonable, or against
the manifest weight of the evidence. Every reasonable presumption must be made in favor of the original Determination.

The appeal decisionmaker shall

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

(x ) [OPTION 1]
 
simultaneously notify the parties, in writing, of the result of the appeal and the rationale for the outcome.
 
[END OF OPTION 1]
 
[OR]

( ) [OPTION 2]
 
notify the CO, in writing, of the result of the appeal and the rationale for the outcome. The CO will then simultaneously
notify the parties, in writing, of the result of the appeal and the appeal decisionmaker’s rationale for the outcome.
 
[END OF OPTION 2]
 
[OR]

( ) [OPTION 3]
 
submit the appeal decision to the Board who will promptly adopt it as written and forward it to the CO, who will send it
simultaneously to the parties. The appeal decision shall set forth the result of the appeal and the appeal decisionmaker’s
rationale for the outcome.
 
[END OF OPTION 3]

The (x ) appeal decisionmaker’s ( ) Board’s [END OF OPTION] decision shall be final.
 
[END OF OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]

Supportive Measures: 
 
The District will offer and coordinate supportive measures as appropriate for the complainant and/or respondent to restore
or preserve that person’s access to the District’s education programs or activities or provide support during the grievance
procedures and/or during the informal resolution process. For allegations of Prohibited Conduct other than prohibited
harassment or retaliation, the District’s provision of support measures does not require the District, Board employees, or
any other person authorized to provide aid, benefit, or service on the District’s behalf to alter the alleged
discriminatory/retaliatory conduct for the purpose of providing a supportive measure. 
 
The CO shall determine appropriate supportive measures on a case-by-case basis. Supportive measures may vary
depending on what the CO deems to be reasonably available. Supportive measures may include, but are not limited to:
modifications of work schedules, mutual restrictions on contact between the parties; changes in work locations; leaves of
absence; increased security and monitoring of certain work settings; training related to Prohibited Conduct; ( ) referral to
Employee Assistance Program; [END OF OPTION and other similar measures. 
 
Supportive measures must not unreasonably burden either party and must be designed to protect the safety of the parties
and/or the District’s educational environment, or to provide support during the Board’s grievance procedures or the
informal resolution process. 
 
The District will not impose such measures for punitive or disciplinary reasons. 
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The CO may, as appropriate, modify or terminate supportive measures at the conclusion of the grievance procedures, or at
the conclusion of the informal resolution process, or the District may continue them beyond that point. 
 
A party may seek additional modification or termination of a supportive measure applicable to them if circumstances
change materially.
 
The District will not disclose information about any supportive measures to persons other than the person to whom they
apply, including informing one party of supportive measures provided to another party, unless necessary to provide the
supportive measure or restore or preserve a party’s access to the District’s education programs or activities, or as otherwise
permitted under existing law and/or policy. 
 
The Superintendent may place an employee respondent on administrative leave from employment responsibilities during
the pendency of the Board’s grievance procedures.
 
Disciplinary Sanctions and Remedies: 
 
Following a determination that Prohibited Conduct occurred, the District may impose disciplinary sanctions, which may
include:
 

A. (x ) oral or written warning;
 

B. (x ) written reprimands;
 

C. (x ) required counseling;
 

D. (x ) required training or education;
 

E. (x ) demotion;
 

F. (x ) suspension with pay;

[END OF OPTIONS]
 

G. suspension without pay;
 

H. termination; and
 

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

 
The District may also provide remedies, which may include disciplinary sanctions/consequences. The CO will notify the
Superintendent of the recommended remedies, so an authorized administrator can consider the recommendation and
implement appropriate remedies in compliance with applicable due process procedures, whether statutory or contractual.
 
[DRAFTING NOTE: The Board should review applicable policy(ies)/administrative guidelines/employee
handbooks to determine whether changes are needed to establish timelines associated with imposition of
discipline as a result of possible delays caused by the Board implementing the preceding grievance
procedures; likewise, the Board may need to discuss with union representatives how implementation of the
grievance procedures may impact any disciplinary provisions contained in applicable collective bargaining
(e.g., timelines, permitted attendees at investigative interviews, etc.).] 
 
Discipline of an employee will be implemented in accordance with Federal and State law, Board policy, and applicable
provisions of any relevant collective bargaining agreement.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging Prohibited Conduct or retaliation, or
participates in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce, or
discriminate against any individual for the purpose of interfering with any right or privilege secured by the U.S.
Constitution, the Michigan Constitution, Federal or State law, or this policy, or because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in any manner in an investigation, proceeding, or
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hearing under this policy. Intimidation, threats, coercion, or discrimination, including initiating a disciplinary process against
a person for a code of conduct violation that does not involve Prohibited Conduct but arises out of the same facts and
circumstances as a complaint or information reported about possible Prohibited Conduct, for the purpose of interfering with
the exercise of any right or privilege secured by Federal or State law constitutes retaliation. Retaliation against a person for
making a complaint or participating in an investigation is a serious violation of this policy that can result in the imposition of
disciplinary sanctions/consequences and/or other appropriate remedies.
 
Complaints alleging retaliation may be filed according to the grievance procedures set forth above. The District shall initiate
its grievance procedures upon receiving any complaint alleging retaliation.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Charging an individual with a code of conduct violation for making a materially false statement in bad faith in the course of
a grievance proceeding under this policy shall not constitute retaliation, provided, however, that a determination that
Prohibited Conduct occurred, alone, is not sufficient to conclude that any party made a materially false statement in bad
faith. 
 
Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the complainant, the respondent(s), and the witnesses
as much as possible, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform
with any discovery or disclosure obligations. The District will keep confidential the identity of any individual who has made a
complaint of Prohibited Conduct, any complainant, any individual who has been reported to be the perpetrator of Prohibited
Conduct, any respondent, and any witness, except as may be permitted by the Family Educational Rights and Privacy Act
("FERPA"), 20 U.S.C. 1232g, or FERPA regulations, 34 C.F.R. part 99, or as required by law, or to carry out the purposes of
relevant Federal or State law or regulations, including the conduct of any investigation, hearing, or judicial proceeding
arising thereunder (i.e., the District’s obligation to maintain confidentiality shall not impair or otherwise affect the
complainant’s and respondent’s receipt of the information to which they are entitled related to the investigation and
determination of whether Prohibited Conduct occurred).  All records generated under the terms of this policy shall be
maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
respondent must be provided the complainant's identity.
 
During an investigation, the CO or designated investigator/decisionmaker will instruct each person who is interviewed about
the importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not
to disclose to other members of the School District Community or Third Parties any information that is learned or provided
during the course of the investigation.

Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against Prohibited Conduct by taking appropriate action reasonably
calculated to stop and prevent further misconduct. While observing the principles of due process, a violation of this policy
may result in disciplinary action up to and including the discharge of an employee. All disciplinary action will be taken in
accordance with applicable State law and the terms of the relevant collective bargaining agreement(s). When imposing
discipline, the Superintendent shall consider the totality of the circumstances involved in the matter. In those cases where
Prohibited Conduct is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants
discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).
 
Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its reoccurrence, and remedy its effects.

 
Application of the First Amendment
 
The Board will construe and apply this policy consistent with the First Amendment to the U.S. Constitution ( ) and the
principles of academic freedom as set forth in the applicable collective bargaining agreement [END OF OPTION]. In no
case will a respondent be found to have committed Prohibited Conduct based on expressive conduct that is protected by the
First Amendment ( ) and/or the principles of academic freedom specified in the Board’s collective bargaining agreement
with its teachers [END OF OPTION]. .
 
Training
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All employees, investigators, decisionmakers, facilitators of informal resolution process, the District Compliance Officer(s),
and other persons who are responsible for implementing the Board’s grievance procedures or have the authority to modify
or terminate supportive measures shall receive training related to their duties under applicable Federal and State laws and
this policy. x ] The training shall be provided promptly upon hiring or a change of position that alters their duties under this
policy, and annually thereafter. [END OF OPTIONAL SENTENCE] The training shall not rely on stereotypes involving
Protected Classes. 
 
x  Training materials will be made available for inspection upon request by members of the public. [END OF OPTION]
 
Recordkeeping (including retention of investigatory records and materials)

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

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

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

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

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

C. all materials used to provide the training referenced above (x ) and in AG 1422 [END OF OPTION].

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

 
Outside Appointments, Dual Appointments, and Delegations
 
The Board retains discretion to appoint suitably qualified persons who are not Board employees to fulfill any function of the
Board under this policy including, but not limited to, District Compliance Officer, investigator, decisionmaker, appeal
decisionmaker, or facilitator of the informal resolution process.
 
The Board also retains discretion to appoint two (2) or more persons to jointly fulfill the role of District Compliance Officer,
investigator, decisionmaker, appeal decisionmaker, and facilitator of the informal resolution process.
 
The Superintendent may delegate functions assigned to a specific Board employee under this policy including, but not
limited to, the functions assigned to the District Compliance Officer, investigator, decisionmaker, appeal decisionmaker, and
facilitator of the informal resolution process to any suitably qualified individual, and such delegation may be rescinded by
the Superintendent at any time.
 
[DRAFTING NOTE: The following option expressly sets forth authority that the Board has, regardless of
whether it is included in this policy, but is offered for those boards of education that may want to affirmatively
communicate to/address these issues for readers of this policy.]
 
x  Discretion in Application
 
The Board retains discretion to interpret and apply this policy in a manner that is not clearly unreasonable, even if the
Board’s interpretation or application differs from the interpretation of any specific complainant and/or respondent. 
 
Despite the Board’s reasonable efforts to anticipate all eventualities in drafting this policy, it is possible that unanticipated
or extraordinary circumstances may not be specifically or reasonably addressed by the express policy language, in which
case the Board retains discretion to respond to the unanticipated or extraordinary circumstance in a way that is not clearly
unreasonable. 
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The provisions of this policy are not contractual in nature, whether in their own right or as part of any other express or
implied contract. Accordingly, the Board retains discretion to revise this policy at any time and for any reason. The Board
may apply policy revisions to an active case provided that doing so is not clearly unreasonable.
 
[END OF OPTION]

 

© Neola 2025

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

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

20 U.S.C. 1232g

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

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R. Part 1635

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

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

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

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended

34 C.F.R. Part 110 (7/27/93)

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

42 U.S.C. 1983

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

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

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

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

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

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

Fourteenth Amendment, U.S. Constitution
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Book Policy Manual

Section Board Review - 40.1 NonDiscrimination

Title Copy of SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN
EMPLOYMENT

Code po3123

Status

Adopted March 19, 2012

Last Revised July 1, 2022

3123 - SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT
 
The Board of Education prohibits discrimination against any employee or applicant based upon the employee's or
applicant'shis/her disability. As such, the Board will not engage in employment practices or adopt policies that discriminate
on the basis of disability, or otherwise discriminate against qualified individuals with disabilities in regard to job application
procedures, the hiring, advancement, or discharge of employees, employee compensation, job training, or other terms,
conditions, and privileges of employment. The Board further will not limit, segregate or classify applicants or employees in
any way that adversely affects their opportunities or status because of disability. Additionally, the Board will not participate
in any contractual or other relationships that have the effect of subjecting qualified individuals with disabilities who are
applicants or employees to discrimination on the basis of disability.
 
"An individual with a disability" means a person who has, had a record of, or is regarded as having, a physical or mental
impairment that substantially limits one or more major life activities. Major life activities are functions such as caring for
one's self, performing manual tasks, walking, seeing, hearing, eating, sleeping, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating, sitting, reaching, interacting with others, and
working.
 
Major life activities also include the operation of a major bodily function, including, but not limited to, functions of the
immune system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder,
neurological, brain, respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The
operation of a major bodily function includes the operation of an individual organ within a body system.
 
An impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life
activity when active.
 
The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision
devices (defined as devices that magnify, enhance, or otherwise augment a visual image, but not including ordinary
eyeglasses or contact lenses), prosthetics (including limbs and devices), hearing aid(s) and cochlear implant(s) or other
implantable hearing devices, mobility devices, oxygen therapy equipment or supplies, use of assistive technology,
reasonable accommodations or "auxiliary aides or services," learned behavioral or adaptive neurological modifications,
psychotherapy, behavioral therapy, or physical therapy.
 
A qualified person with a disability means the individual satisfies the requisite skill, experience, education and other job-
related requirements of the employment position such individual holds or desires and, with or without reasonable
accommodation, can perform the essential functions of the job in question.
 
The Board will provide a reasonable accommodation to a qualified individual who has an actual disability or who has a
record of a disability, unless the accommodation would impose an undue hardship on the operation of the District’s program
and/or activities. A reasonable accommodation is not required for an individual who is merely regarded as having a
disability.
 
Compliance Officer(s)
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The Board designates the following individual(s) to serve as the District's 504 Compliance Officer(s)/ADA Coordinator(s)
(hereinafter referred to as the "District Compliance Officer(s)").
 
David Williams
Principal
100 Blue Pride Dr.
Lawton, MI 49065
269-624-7601
 
Jonathan Waldron
Principal
101 Blue Pride Dr.
Lawton, MI 49065
269-624-7801
 
The name(s), title(s), and contact information of this/these individual(s) will be published annually in the staff handbooks
and on the School District's website.
 
The District Compliance Officer(s) are responsible for coordinating the District's efforts to comply with and fulfill its
responsibilities under Section 504 and Title II of the Americans with Disabilities Act, as amended ("ADA"). A copy of Section
504 and the ADA, including copies of their implementing regulations, may be obtained from the District Compliance
Officer(s).
 
The District Compliance Officer(s) will oversee the investigation of any complaints of discrimination based on disability,
which may be filed pursuant to the Board's adopted internal complaint procedure, and will attempt to resolve such
complaints. The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section
504/ADA. See below.
 
Training
 
The District Compliance Officer(s) will also oversee the training of employees in the District so that all employees
understand their rights and responsibilities under Section 504 and the ADA, and are informed of the Board's policies,
administrative guidelines and practices with respect to fully implementing and complying with the requirements of Section
504/ADA.
 
The Board will provide in-service training and consultation to staff responsible for the education of persons with disabilities,
as necessary and appropriate.
 
Facilities
 
No qualified person with a disability will, because the District's facilities are inaccessible to or unusable by persons with
disabilities, be denied the benefits of, be excluded from participation in, or otherwise be subjected to discrimination under
any program or activity to which Section 504/ADA applies.
 
For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For
those existing facilities constructed prior to June 3, 1977, the District is committed to operating its programs and activities
so that they are readily accessible to persons with disabilities.
 
Notice
 
Notice of the Board's policy on nondiscrimination in employment practices and the identity of the District's Compliance
Officer(s) will be published on the District's website and posted throughout the District, and included in the District's
recruitment statements or general information publications.
 

Complaint Procedures

If a person believes that they haves/he has been discriminated against on the basis of his/her disability, the person may
utilize the following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and
equitable resolution of the matter.

In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"),
employees will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation, or
misapplication of Section 504. In addition, employees will be notified of their right to file a complaint with the U.S.
Department of Education's Office for Civil Rights.
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Internal complaints must be put in writing and must identify the specific circumstances or areas of dispute that have given
rise to the complaint, and offer possible solutions to the dispute. The complaint must be filed with a District Compliance
Officer within the time limits specified below. The District's Compliance Officers are available to assist individuals in filing a
complaint.

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

Internal Complaint Procedure

The following internal complaint procedure is available to employees for the prompt and equitable resolution of complaints
alleging discrimination based upon disability. This complaint procedure is not available to unsuccessful applicants. Use of
the internal complaint procedure is not a prerequisite to the pursuit of other remedies, including the filing of a complaint
with the U.S. Department of Education's Office for Civil Rights.

A. An employee with a complaint based on alleged discrimination on the basis of disability may first discuss the
problem with the District Compliance Officer.
 

B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a
formal written complaint with the District Compliance Officer. The written complaint must contain the name and
address of the individual or representative filing the complaint, be signed by the complainant or someone authorized
to sign for the complainant, describe the alleged discriminatory action in sufficient detail to inform the District
Compliance Officer of the nature and date of the alleged violation, and propose a resolution. The complaint must be
filed within thirty (30) days of the circumstances or event giving rise to the complaint unless the time for filing is
extended by the District Compliance Officer for good cause.
 

C. The District Compliance Officer will conduct an independent investigation of the matter (which may or may not
include a hearing). This complaint procedure contemplates informal, but thorough investigations, affording all
interested persons and their representatives, if any, an opportunity to present witnesses and other evidence relevant
to the complaint. The District Compliance Officer will provide the complainant with a written disposition of the
complaint within ten (10) days. If no decision is rendered within ten (10) days, or the decision is unsatisfactory in
the opinion of the complainant, the employee may file, in writing, an appeal with the Superintendent. The District
Compliance Officer shall maintain the District's files and records relating to the complaint. 
 

D. The Superintendent will, within ten (10) days of receiving the written appeal, conduct a hearing with all parties
involved in an attempt to resolve the complaint.

The Superintendent will render ahis/her decision within ten (10) days of the hearing.
 

E. The employee may be represented, at the employee'shis/her own cost, at any of the above-described
meetings/hearings.
 

F. The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person's
pursuit of other remedies such as the filing of a complaint with the Office for Civil Rights or the filing of a court case.
Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.​

If it is determined that the Complainant was subjected to unlawful discrimination, the CO must identify what corrective
action will be taken to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action
should be reasonable, timely, age-appropriate and effective, and tailored to the specific situation.

OCR Complaint

At any time, if an employee believes that they haves/he has been subjected to discrimination based upon his/her disability
in violation of Section 504 or the ADA, the individual may file a complaint with the U.S. Department of Education's Office for
Civil Rights ("OCR"). The OCR can be reached at:
E-mail: OCR.Cleveland@ed.gov
Web: http://www.ed.gov/ocr

U.S. Department of Education

Office for Civil Rights
Lyndon Baines Johnson Department of Education Building
400 Maryland Ave., SW
Washington, DC 20202-1100
Telephone: (800) 421-3481
FAX: (202) 453-6012
TDD: 800-877-8339
E-mail: OCR@ed.gov
Web: http://www.ed.gov/ocr

 
Retaliation
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Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report, formal complaint, testified, assisted or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Revised 9/15/14
Revised 5/17/21
T.C. 7/1/22
 
© Neola 2025

Legal 29 C.F.R. Part 1630

29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended

34 C.F.R. Part 104

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

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Rescind ANTI-HARASSMENT

Code po3362

Status

Adopted June 1, 1996

Last Revised July 1, 2022

Rescind Policy - Vol. 40, No. 1
 
3362 - ANTI-HARASSMENT
 
General Policy Statement
 
It is the policy of the Board of Education to maintain an education and work environment that is free from all forms of
unlawful harassment, including sexual harassment. This commitment applies to all School District operations, programs,
and activities. All students, administrators, teachers, staff, and all other school personnel share responsibility for avoiding,
discouraging, and reporting any form of unlawful harassment. This policy applies to unlawful conduct occurring on school
property, or at another location if such conduct occurs during an activity sponsored by the Board.
 
The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, sex (including
sexual orientation and gender identity), disability, age (except as authorized by law), religion, height, weight, marital or
family status, military status, ancestry, or genetic information (collectively, Protected Classes) that are protected by Federal
civil rights laws (hereinafter referred to as unlawful harassment) and encourages those within the School District
community, as well as Third Parties, who feel aggrieved to seek assistance to rectify such problems. The Board will
investigate all allegations of harassment and in those cases where unlawful harassment is substantiated, the Board will take
immediate steps to end the harassment, prevent its recurrence, and remedy its effects. Individuals who are found to have
engaged in unlawful harassment will be subject to appropriate disciplinary action.
 
[ ] The District will offer counseling services to any person found to have been subjected to unlawful harassment, and
where appropriate, the person(s) who committed the unlawful harassment.
 
Other Violations of the Anti-Harassment Policy
 
The Board will also take immediate steps to impose disciplinary action on individuals engaging in any of the following
prohibited acts:
 

 
Definitions
 
Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according
to their plain and ordinary meanings.
 
Complainant is the individual who alleges, or is alleged, to have been subjected to unlawful harassment, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged harassment.
 

A. Retaliating against a person who has made a report or filed a complaint alleging unlawful harassment, or who has
participated as a witness in a harassment investigation.
 

B. Filing a malicious or knowingly false report or complaint of unlawful harassment.
 

C. Disregarding, failing to investigate adequately, or delaying investigation of allegations of harassment, when
responsibility for reporting and/or investigating unlawful harassment charges comprises part of one's supervisory
duties.
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Respondent is the individual who has been alleged to have engaged in unlawful harassment, regardless of whether the
Reporting Party files a formal complaint or is seeking an informal resolution to the alleged harassment.
 
School District community means students and Board employees (i.e., administrators and professional and support
staff), as well as Board members, agents, volunteers, contractors, or other persons subject to the control and supervision
of the Board.
 
Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers,
participants on opposing athletic teams, parents), vendors doing business with, or seeking to do business with, the Board,
and other individuals who come in contact with members of the School District community at school-related
events/activities (whether on or off District property).
 
Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a
day(s) that the Board office is open for normal operating hours, Monday – Friday, excluding State-recognized holidays).
 
Bullying
 
Bullying rises to the level of unlawful harassment when one or more persons systematically and chronically inflict physical
hurt or psychological distress on one (1) or more students or employees and that bullying is based upon one (1) or more
Protected Classes, that is, characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and
repeated written, verbal, or physical behavior including any threatening, insulting, or dehumanizing gesture by an adult or
student that is severe or pervasive enough to create an intimidating, hostile, or offensive educational or work environment;
cause discomfort or humiliation; or unreasonably interfere with the individual's school or work performance or participation;
and may involve:
 

 
Harassment means any threatening, insulting, or dehumanizing gesture, use of technology, or written, verbal or physical
conduct directed against a student or school employee that:
 

 
Sexual Harassment
 
For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, sexual harassment is defined
as: Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature when:
 

A. teasing;
 

B. threats;
 

C. intimidation;
 

D. stalking;
 

E. cyberstalking;
 

F. cyberbullying;
 

G. physical violence;
 

H. theft;
 

I. sexual, religious, or racial harassment;
 

J. public humiliation; or
 

K. destruction of property.

A. places a student or school employee in reasonable fear of harm to his/her person or damage to his/her property;
 

B. has the effect of substantially interfering with a student's educational performance, opportunities, or benefits, or an
employee's work performance; or
 

C. has the effect of substantially disrupting the orderly operation of a school.
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Sexual harassment may involve the behavior of a person of any gender against a person of the same or another gender.
 
Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities is
not included in this policy. Allegations of such conduct shall be addressed solely by Policy 2266.
 
Prohibited acts that constitute sexual harassment under this policy may take a variety of forms. Examples of the kinds of
conduct that may constitute sexual harassment include, but are not limited to:
 

 
Not all behavior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct
must be sufficiently severe, pervasive, and persistent such that it adversely affects, limits, or denies an individual's
employment or education, or such that it creates a hostile or abusive employment or educational environment.
 
[DRAFTING NOTE: Sexual conduct/relationships with students by District employees or any other adult
member of the School District community is prohibited, and any teacher, administrator, coach, or other school
authority who engages in sexual conduct with a student may also be guilty of the criminal charge of sexual

A. Submission to such conduct is made either implicitly or explicitly a term or condition of an individual's employment,
or status in a class, educational program, or activity.
 

B. Submission or rejection of such conduct by an individual is used as the basis for employment or educational
decisions affecting such individual.
 

C. Such conduct has the purpose or effect of interfering with the individual's work or educational performance; creating
an intimidating, hostile, or offensive working and/or learning environment; or interfering with one's ability to
participate in or benefit from a class or an educational program or activity.

A. Unwelcome sexual propositions, invitations, solicitations, and flirtations.
 

B. Unwanted physical and/or sexual contact.
 

C. Threats or insinuations that a person's employment, wages, academic grade, promotion, classroom work or
assignments, academic status, participation in athletics or extra-curricular programs, activities, or events, or other
conditions of employment or education may be adversely affected by not submitting to sexual advances.
 

D. Unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or
sexual activities; the unwelcome use of sexually degrading language, profanity, jokes, or innuendoes; unwelcome
suggestive or insulting sounds or whistles; obscene telephone calls.
 

E. Sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings, or literature placed in the work or
educational environment that may reasonably embarrass or offend individuals.
 

F. Unwelcome and inappropriate touching, patting, or pinching; obscene gestures.
 

G. Asking about, or telling about, sexual fantasies, sexual preferences, or sexual activities.
 

H. Speculations about a person's sexual activities or sexual history, or remarks about one's own sexual activities or
sexual history.
 

I. Giving unwelcome personal gifts such as lingerie that suggest the desire for a romantic relationship.
 

J. Leering or staring at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin.
 

K. A pattern of conduct, which can be subtle in nature, that has sexual overtones and is intended to create or has the
effect of creating discomfort and/or humiliation to another.
 

L. In the context of employees, consensual sexual relationships where such relationship leads to favoritism of a
subordinate employee with whom the superior is sexually involved and where such favoritism adversely affects other
employees or otherwise creates a hostile work environment.
 

M. Inappropriate boundary invasions by a District employee or other adult member of the School District community
into a student's personal space and personal life.
 

N. Verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not
involve conduct of a sexual nature.
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battery. The issue of consent is irrelevant in regard to such criminal charge and/or with respect to the
application of this policy to District employees or other adult members of the School District community.]
 
Race/Color Harassment
 
Prohibited racial harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
race or color and when the conduct has the purpose or effect of interfering with the individual's work or educational
performance; creating an intimidating, hostile, or offensive working, and/or learning environment; or interfering with one's
ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's race or color, such as racial slurs, nicknames implying stereotypes,
epithets, and/or negative references relative to racial customs.
 
Religious (Creed) Harassment
 
Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's religion or creed and when the conduct has the purpose or effect of interfering with the individual's work or
educational performance; creating an intimidating, hostile, or offensive working and/or learning environment; or interfering
with one's ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur
where conduct is directed at the characteristics of a person's religious tradition, clothing, or surnames, and/or involves
religious slurs.
 
National Origin/Ancestry Harassment
 
Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based
upon an individual's national origin or ancestry and when the conduct has the purpose or effect of interfering with the
individual's work or educational performance; creating an intimidating, hostile, or offensive working and/or learning
environment; or interfering with one's ability to participate in or benefit from a class or an educational program or activity.
Such harassment may occur where conduct is directed at the characteristics of a person's national origin or ancestry, such
as negative comments regarding customs, manner of speaking, language, surnames, or ethnic slurs.
 
Disability Harassment
 
Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's disability and when the conduct has the purpose or effect of interfering with the individual's work or educational
performance; creating an intimidating, hostile, or offensive working and/or learning environment; or interfering with one's
ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's disability, such as negative comments about speech patterns,
movement, physical impairments or defects/appearances, or the like. Such harassment may further occur where conduct is
directed at or pertains to a person's genetic information.
 
Anti-Harassment Compliance Officers
 
The following individual(s) shall serve as the District’s Anti-Harassment Compliance Officer(s) (hereinafter, “the Compliance
Officer(s)”):
 
[DRAFTING NOTE: Neola suggests the Board appoint both a male and a female Compliance Officer in order to
provide Complainants with the option to report their concerns to an individual of the gender with which they
feel most comfortable. The same individual(s) assigned to serve as Compliance Officer(s) may also be
assigned to serve as the District's Section 504 Compliance Officer(s)/ADA Coordinator(s) and/or Title IX
Coordinator(s). Additionally, by appointing two (2) Compliance Officers, there should also be a Compliance
Officer available to investigate a claim of harassment that pertains to the other Compliance Officer.]
 
_____________________________
(Name)
 
_____________________________
(School District Title)
 
_____________________________
(Telephone Number)
 
_____________________________
(Office Address)
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_____________________________
(E-mail Address)
 
 
__________________________
(Name)
 
__________________________
(School District Title)
 
__________________________
(Telephone Number)
 
__________________________
(Office Address)
 
__________________________
(E-mail Address)
 
The names, titles, and contact information of these individuals will be published annually on the School District's website (
) and:
 

 
The Compliance Officer(s) ( ) is ( ) are [END OF OPTION] responsible for coordinating the District’s efforts to comply with
applicable Federal and State laws and regulations, including the District’s duty to address in a prompt and equitable manner
any inquiries or complaints regarding harassment.
 
The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to unlawful
harassment, to assist students, other members of the District community, and third parties who seek support or advice
when informing another individual about unwelcome conduct, or to intercede informally on behalf of the individual in those
instances where concerns have not resulted in the filing of a formal complaint and where all parties are in agreement to
participate in an informal process.
 
The Compliance Officers shall accept reports of unlawful harassment directly from any member of the School District
community or a Third Party or receive reports that are initially filed with an administrator, supervisor, or other District-level
official. Upon receipt of a report of alleged harassment, the Compliance Officer(s) will contact the Complainant and begin
either an informal or formal complaint process (depending on the request of the Complainant or the nature of the alleged
harassment) or the Compliance Officer(s) will designate a specific individual to conduct such a process. The Compliance
Officer(s) will provide a copy of this policy to the Complainant and Respondent. In the case of a formal complaint, the
Compliance Officer(s) will prepare recommendations for the Superintendent or will oversee the preparation of such
recommendations by a designee. All Board employees must report incidents of harassment that are reported to them to a
Compliance Officer within two (2) days of learning of the incident.
 
Any Board employee who directly observes unlawful harassment is obligated, in accordance with this policy, to report such
observations to a Compliance Officer within two (2) days. Additionally, any Board employee who observes an act of unlawful
harassment is expected to intervene to stop the harassment unless circumstances make such an intervention dangerous, in
which case the staff member should immediately notify other Board employees and/or local law enforcement officials, as
necessary, to stop the harassment. Thereafter, a Compliance Officer or designee must contact the Complainant if age
eighteen (18) or older, or the Complainant's parents/guardians if the Complainant is under the age of eighteen (18), within
two (2) days to advise of the Board's intent to investigate the alleged wrongdoing.
 
Reports and Complaints of Harassing Conduct
 

A. ( ) in the parent and staff handbooks.
 

B. ( ) in the School District Annual Report to the public.
 

C. ( ) on each individual school's website.
 

D. ( ) in the School District's calendar.
 

E. ( ) ___________________________________.
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Members of the School District community along with Third Parties are encouraged to promptly report incidents of
harassing conduct to an administrator, supervisor, or other School District official so that the Board may address the
conduct before it becomes severe, pervasive, or persistent. Any administrator, supervisor, or other District official who
receives such a report shall file it with a Compliance Officer within two (2) days of receiving the report of harassment.
 
Members of the School District community and Third Parties who believe they have been unlawfully harassed by another
member of the School District community or a Third Party are entitled to utilize the Board's complaint process that is set
forth below. Initiating a complaint, whether formally or informally, will not adversely affect the Complainant's employment
or participation in educational or extra-curricular programs. While there are no time limits for initiating complaints of
harassment under this policy, individuals should make every effort to file a complaint as soon as possible after the conduct
occurs while the facts are known and potential witnesses are available.
 
If, during an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 –
Bullying and Other Forms of Aggressive Behavior, the Principal believes that the reported misconduct may have created a
hostile work environment and may have constituted unlawful discriminatory harassment based on a Protected Class, the
Principal will report the act of bullying, aggressive behavior, and/or harassment to the Compliance Officer(s) who shall
investigate the allegation in accordance with this policy. If the alleged harassment involves Sexual Harassment as defined
by Policy 2266, the matter will be handled in accordance with the grievance process and procedures outlined in Policy 2266.
While the Compliance Officer investigates the allegation, or the matter is being addressed pursuant to Policy 2266, the
Principal shall suspend the Policy 5517.01 investigation to await the Compliance Officer's written report or the
determination of responsibility pursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the
status of the Policy 3362 investigation and provide the Principal with a copy of the resulting written report. Likewise, the
Title IX Coordinator will provide the Principal with the determination of responsibility that results from the Policy 2266
grievance process.
 
Investigation and Complaint Procedure (See Form 3362 F1)
 
Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education
Programs or Activities, any employee or other member of the School District community or Third Party (e.g., visitor to the
District) who believes that they have been subjected to unlawful harassment may seek resolution of the complaint through
the procedures described below. The formal complaint process involves an investigation of the Complainant's claims of
harassment or retaliation and a process for rendering a decision regarding whether the charges are substantiated.
 
Due to the sensitivity surrounding complaints of unlawful harassment, timelines are flexible for initiating the complaint
process; however, individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs
while the facts are known and potential witnesses are available. Once the formal complaint process is begun, the
investigation will be completed in a timely manner (ordinarily, within fifteen (15) business days of the complaint being
received).
 
The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of
unlawful harassment or retaliation with the United States Department of Education Office for Civil Rights and/or Equal
Employment Opportunity Commission (EEOC).
 
Informal Complaint Procedure
 
The goal of the informal complaint procedure is promptly to stop inappropriate behavior and to facilitate resolution through
an informal means, if possible. The informal complaint procedure is provided as a less formal option for a student, other
member of the School District community, or Third Party who alleges unlawful harassment or retaliation. This informal
procedure is not required as a precursor to the filing of a formal complaint. The informal process is only available in those
circumstances where the Complainant and the Respondent mutually agree to participate in it.
 
The Complainant may proceed immediately to the formal complaint process and individuals who seek resolution through
the informal procedure may request that the informal process be terminated at any time to move to the formal complaint
process.
 
All complaints involving a District employee, any other adult member of the School District community, or a Third Party and
a student will be formally investigated.
 
As an initial course of action, if a Complainant feels comfortable and safe in doing so, the individual should tell or otherwise
inform the Respondent that the allegedly harassing conduct is unwelcome and must stop. The Complainant should address
the allegedly harassing conduct as soon after it occurs as possible. The Compliance Officers are available to support and
counsel individuals when taking this initial step or to intervene on behalf of the Complainant if requested to do so. A

2/24/26, 1:24 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 6/11

121



Complainant who is uncomfortable or unwilling to directly approach the Respondent about the alleged inappropriate conduct
may file an informal or a formal complaint. In addition, with regard to certain types of unlawful harassment, such as sexual
harassment, the Compliance Officer may advise against the use of the informal complaint process.
 
A complainant may make an informal complaint, either orally or in writing: 1) to a teacher, other employee, or building
administrator; 2) directly to one (1) of the Compliance Officers; and/or 3) to the Superintendent or other District-level
employee.
 
All informal complaints must be reported to one (1) of the Compliance Officers who will either facilitate an informal
resolution as described below or appoint another individual to facilitate an informal resolution.
 
The Board's informal complaint procedure is designed to provide employees, other members of the School District
community, or third parties who believe they are being unlawfully harassed with a range of options designed to bring about
a resolution of their concerns. Depending upon the nature of the complaint and the wishes of the Complainant, informal
resolution may involve, but not be limited to, one (1) or more of the following:
 

 
While there are no set time limits within which an informal complaint must be resolved, the Compliance Officer/designee is
directed to attempt to resolve all informal complaints within fifteen (15) business days of receiving the informal complaint.
If the Complainant is dissatisfied with the informal complaint process, the Complainant may proceed to file a formal
complaint. And, as stated above, either party may request that the informal process be terminated at any time to move to
the formal complaint process.
 
Formal Complaint Procedure
 
If a complaint is not resolved through the informal complaint process, if one of the parties has requested that the informal
complaint process be terminated to move to the formal complaint process, or the Complainant, from the outset, elects to
file a formal complaint, or the CO determines the allegations are not appropriate for resolution through the informal
process, the formal complaint process shall be implemented.
 
The Complainant may file a formal complaint, either orally or in writing, with a teacher, Principal, Compliance Officer,
Superintendent, or other District official. Due to the sensitivity surrounding complaints of unlawful harassment and
retaliation, timelines are flexible for initiating the complaint process; however, individuals should make every effort to file a
formal complaint within thirty (30) days after the conduct occurs while the facts are known and potential witnesses are
available. If a Complainant informs a teacher, Principal, Superintendent, or other District official, either orally or in writing,
about any complaint of harassment or retaliation, that employee must report such information to a Compliance
Officer/designee within two (2) business days.
 
Throughout the course of the process, the Compliance Officer should keep the parties reasonably informed of the status of
the investigation and the decision-making process.
 
All formal complaints must include the following information to the extent known: the identity of the Respondent; a detailed
description of the facts upon which the complaint is based (i.e., when, where, and what occurred); a list of potential
witnesses; and the resolution sought by the Complainant.
 
If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the
Compliance Officer shall ask for such details in an oral interview. Thereafter, the Compliance Officer will prepare a written
summary of the oral interview, and the Complainant will be asked to verify the accuracy of the reported charge by signing
the document.
 
Upon receiving a formal complaint, the Compliance Officer will consider whether any action should be taken in the
investigatory phase to protect the Complainant from further harassment or retaliation including, but not limited to, a
change of work assignment or schedule for the Complainant and/or the Respondent. In making such a determination, the
Compliance Officer should consult the Complainant to assess whether the individual agrees with the proposed action. If the
Complainant is unwilling to consent to the proposed change, the Compliance Officer may still take whatever actions deemed
appropriate in consultation with the Superintendent.
 

A. Advising the Complainant about how to communicate the unwelcome nature of the behavior to the Respondent.
 

B. Distributing a copy of this policy as a reminder to the individuals in the school building or office where the
Respondent works or attends.
 

C. If both parties agree, the Compliance Officer may arrange and facilitate a meeting or mediation between the
Complainant and the Respondent to work out a mutual resolution.
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Within two (2) business days of receiving the complaint, the Compliance Officer/designee will initiate a formal investigation
to determine whether the Complainant has been subjected to offensive conduct/harassment/retaliation. The Principal will
not conduct an investigation unless directed to do so by the Compliance Officer.
 
Simultaneously, the Compliance Officer will inform the Respondent that a formal complaint has been received. The
Respondent will be informed about the nature of the allegations and provided with a copy of any relevant policies and/or
administrative guidelines, including the Board's Anti-Harassment policy. The Respondent must also be informed of the
opportunity to submit a written response to the formal complaint within five (5) days.
 
Although certain cases may require additional time, the Compliance Officer/designee will attempt to complete an
investigation into the allegations of harassment/retaliation within fifteen (15) business days of receiving the formal
complaint. The investigation will include:
 

 
At the conclusion of the investigation, the Compliance Officer/designee shall prepare and deliver a written report to the
Superintendent that summarizes the evidence gathered during the investigation and provides recommendations based on
the evidence and the definition of unlawful harassment as provided in Board policy and State and Federal law as to whether
the Respondent engaged in unlawful harassment/retaliation of the Complainant. The Compliance Officer's recommendations
must be based upon the totality of the circumstances. In determining if discriminatory harassment or retaliation occurred, a
preponderance of evidence standard will be used. The Compliance Officer may consult with the Board’s legal counsel before
finalizing the report to the Superintendent.
 
Absent extenuating circumstances, within five (5) business days of receiving the report of the Compliance Officer/designee,
the Superintendent must either issue a final decision regarding whether the complaint of harassment has been
substantiated or request further investigation. A copy of the Superintendent's written decision will be delivered to both the
Complainant and the Respondent.
 
If the Superintendent requests additional investigation, the Superintendent must specify the additional information that is
to be gathered and such additional investigation must be completed within five (5) business days. At the conclusion of the
additional investigation, the Superintendent must issue a written decision as described above.
 
[ ] The decision of the Superintendent shall be final.
 
OR
 
[ ] A Complainant or Respondent who is dissatisfied with the final decision of the Superintendent may appeal through a
signed written statement to the Board within five (5) business days of the party's receipt of the Superintendent's decision.
 
In an attempt to resolve the complaint, the Board shall meet with the concerned parties and their representative within
twenty (20) business days of the receipt of such an appeal. A copy of the Board's disposition of the appeal shall be sent to
each party within ten (10) business days of this meeting. The decision of the Board will be final.
 
[END OF OPTIONS]
 
The Board reserves the right to investigate and resolve a complaint or report of unlawful harassment/retaliation regardless
of whether the member of the School District community or Third Party alleging the unlawful harassment/retaliation
pursues the complaint. The Board also reserves the right to have the formal complaint investigation conducted by an
external person in accordance with this policy or in such other manner as deemed appropriate by the Board or its designee.
 
[ ] The parties may be represented, at their own cost, at any of the above-described meetings/hearings.
 
The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person's pursuit of
other remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law
enforcement, or the filing of a civil action in court. Use of this internal complaint process is not a prerequisite to the pursuit
of other remedies.

A. interviews with the Complainant;
 

B. interviews with the Respondent;
 

C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the
allegations;
 

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other
witness that is reasonably believed to be relevant to the allegations.
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Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent, and the witnesses
as much as possible, consistent with the Board’s legal obligations to investigate, take appropriate action, and conform with
any discovery or disclosure obligations. All records generated under the terms of this policy and related administrative
guidelines shall be maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be
guaranteed. Additionally, the Respondent must be provided with the Complainant's identity.
 
During the course of a formal investigation, the Compliance Officer/designee will instruct all members of the School District
community and Third Parties who are interviewed about the importance of maintaining confidentiality. Any individual who is
interviewed as part of a harassment investigation is expected not to disclose any information that is learned or provided
during the course of the investigation.
 
Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against unlawful harassment/retaliation by taking appropriate action
reasonably calculated to stop the harassment and prevent further such harassment. While observing the principles of due
process, a violation of this policy may result in disciplinary action up to and including the discharge of an employee or the
suspension/expulsion of a student. All disciplinary action will be taken in accordance with applicable State law and the
terms of the relevant collective bargaining agreement(s). When imposing discipline, the Superintendent shall consider the
totality of the circumstances involved in the matter, including the ages and maturity levels of those involved. In those cases
where unlawful harassment is not substantiated, the Board may consider whether the alleged conduct nevertheless
warrants discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).
 
Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its recurrence, and remedy its effects.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report, formal complaint testified, assisted or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws and/or the policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in the imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Allegations Constituting Criminal Conduct: Child Abuse/Sexual Misconduct
 
State law requires any school teacher or school employee who knows or suspects that a child under the age of eighteen
(18) or that a person with a disability receiving services as a student from the school regardless of age has suffered or
faces a threat of suffering a physical or mental wound, disability, or condition of a nature that reasonably indicates abuse or
neglect of a child to immediately report that knowledge or suspicion to the county children's services agency. If, during the
course of a harassment investigation, the Compliance Officer or a designee has reason to believe or suspect that the
alleged conduct reasonably indicates abuse or neglect of the Complainant, a report of such knowledge must be made in
accordance with State law and Board Policy.
 
Any reports made to a county children's services agency or to local law enforcement shall not terminate the Compliance
Officer's or a designee's obligation and responsibility to continue to investigate a complaint of harassment. While the
Compliance Officer or a designee may work cooperatively with outside agencies to conduct concurrent investigations, in no
event shall the harassment investigation be inhibited by the involvement of outside agencies without good cause after
consultation with the Superintendent.
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Education and Training
 
In support of this Anti-Harassment Policy, the Board promotes preventative educational measures to create greater
awareness of unlawful discriminatory practices. The Superintendent shall provide appropriate information to all members of
the School District community related to the implementation of this policy and shall provide training for District students
and staff where appropriate. All training, as well as all information provided regarding the Board's policy and harassment in
general, will be age and content appropriate.
 
Retention of Investigatory Records and Materials
 
The Compliance Officer(s) is responsible for overseeing the retention of all records that must be maintained pursuant to this
policy. All individuals charged with conducting investigations under this policy shall retain all documents, electronically
stored information (ESI), and electronic media (as defined in Policy 8315) created and/or received as part of an
investigation which may include, but not be limited to:
 

A. all written reports/allegations/complaints/grievances/statements/responses pertaining to an alleged violation of this
policy;
 

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses pertaining to
an alleged violation of this policy;
 

C. any documentation that memorializes the actions taken by District personnel or individuals contracted or appointed
by the Board to fulfill its responsibilities related to the investigation and/or the District’s response to the alleged
violation of this policy;
 

D. written witness statements;
 

E. narratives, notes from, or audio, video, or digital recordings of witness interviews/statements;
 

F. e-mails, texts, or social media posts that directly relate to or constitute evidence pertaining to an alleged violation of
this policy (i.e., not after-the-fact commentary about or media coverage of the incident);
 

G. notes or summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten,
keyed into a computer or tablet, etc.), but not including transitory notes whose content is otherwise memorialized in
other documents;
 

H. written disciplinary sanctions issued to students or employees and other documentation that memorializes oral
disciplinary sanctions issued to students or employees for violations of this policy;
 

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and
other documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,
including any consequences imposed as a result of a violation of this policy;
 

J. documentation of any supportive measures offered and/or provided to the Complainant and/or the Respondent,
including no contact orders issued to both parties, the dates the no contact orders were issued, and the dates the
parties acknowledged receipt of the no contact orders;
 

K. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent
its recurrence, eliminate any hostile environment, and remedy its discriminatory effects;
 

L. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to
students and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee
Handbooks);
 

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

[DRAFTING NOTE:  The following options should be selected if the district concludes that the following
items are not adequately encompassed in the preceding paragraphs.]
 

N. ( ) documentation of any training provided to District personnel related to this policy including, but not limited to,
notification of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all
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The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records
exempt from disclosure under Federal (e.g., FERPA, ADA) and/or State law – e.g., student records and confidential medical
records.
 
The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall
be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District’s records retention schedule.
 
© Neola 2021

District personnel involved in enforcing this policy, including their duty to report alleged violations of this policy
and/or conducting an investigation of an alleged violation of this policy; [REMINDER:  Documentation of training
should be maintained regardless of whether there is an investigation of an alleged violation of this
policy.  It is best practice to maintain a log of all staff members who participate in a training, along with
the date, time and location of the training, and a copy of the materials reviewed and/or presented
during the training.]
 

O. ( ) documentation that any rights or opportunities that the District made available to one party during the
investigation were made available to the other party on equal terms;
 

P. ( ) copies of any notices sent to the alleged perpetrator/responding party of the allegations constituting a potential
violation of this policy;
 

Q. ( ) copies of any notices sent to the Complainant and the Respondent in advance of any interview, meeting, or
hearing;
 

R. ( ) copies of any documentation or evidence used during informal and formal disciplinary meetings and hearings,
including the investigation report, and any written responses submitted by the Complainant or the Respondent.

Legal 29 C.F.R. Part 1635

20 U.S.C. 1400 et seq., The Individuals with Disabilities Education Improvement Act
of 2004 (IDEIA)

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

29 U.S.C. 794, Rehabilitation Act of 1973, as amended

42 U.S.C. 1983

42 U.S.C. 2000e et seq.

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

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

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

Title IX of the Educational Amendments of 1972, 20 U.S.C. 1681 et seq.

The Handicappers Civil Rights Act, M.C.L. 37.1101 et seq.

The Elliott-Larsen Civil Rights Act, M.C.L. 37.2101, et seq.

Titles VI and VII of the Civil Rights Act of 1964, 42 U.S.C. 2000d et seq.

Policies on Bullying, Michigan State Board of Education, 7-19-01

Model Anti-Bullying Policy, Michigan State Board of Education, 09-2006

National School Boards Association Inquiry and Analysis May 2008
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Book Policy Manual

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Rescind NONDISCRIMINATION
BASED ON GENETIC INFORMATION OF THE EMPLOYEE

Code po4122.02

Status

Adopted September 20, 2010

Last Revised March 19, 2012

Rescind Policy - Vol. 40, No. 1
 
4122.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE
 
The Board of Education prohibits discrimination on the basis of genetic information in all aspects of employment, including
hiring, firing, compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions,
or privileges of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive
or tend to deprive them of employment opportunities or otherwise adversely affect the status of an employee as an
employee, based on genetic information. Harassment of a person because of his/her genetic information is also prohibited.
Likewise, retaliation against an applicant or employee for engaging in protected activity is prohibited.
 
In accordance with the Genetic Information Nondiscrimination Act (GINA), the Board shall not request, require, or purchase
genetic information of employees, their family members, or applicants for employment. Further, in compliance with this Act,
employees are directed not to provide any genetic information, including the individual’s family medical history, in response
to necessary requests for medical information, with the exception that family medical history may be acquired as part of
the certification process for FMLA leave, when an employee is asking for leave to care for an immediate family member with
a serious health condition. Applicants for employment are directed not to provide any genetic information, including the
individual’s family medical history, in response to requests for medical information as part of the District’s application
process.
 
[ ] The District recognizes that genetic information may be acquired through commercially and publicly available documents
like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits, however, its
employees from searching such sources with the intent of finding or obtaining genetic information or accessing sources
from which they are likely to acquire genetic information.
 
"Genetic information," as defined by GINA, means information about: (a)  an individual’s genetic tests; (b) the genetic tests
of that individual’s family members; (c) the manifestation of disease or disorder in family members of the individual (i.e.,
family medical history); (d) an individual’s request for, or receipt of, genetic services, or the participation in clinical research
that includes genetic services by the individual or a family member of the individual; or (e) the genetic information of a
fetus carried by an individual or a pregnant woman who is a family member of the individual and the genetic information of
an embryo legally held by an individual or family member using assistive reproductive technology.
 
If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider it shall be treated as a confidential
medical record in accordance with law.
 
The Superintendent shall appoint a compliance officer who shall be responsible for overseeing the District’s compliance with
Federal regulations and promptly dealing with any inquiries or complaints. S/He shall also verify that proper notice of
nondiscrimination for Title II of the Genetic Information Nondiscrimination Act of 2008 is provided to staff members, and
that all District requests for health-related information (e.g., to support an employee’s request for reasonable
accommodation under the ADA or a request for sick leave) is accompanied by a written warning that directs the employee
or health care provider not to collect or provide genetic information. The warning shall read as follows:
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The Genetic Information Nondiscrimination Act of 2008 (GINA) prohibits employers and other entities covered by GINA Title
II, including the Board of Education, from requesting or requiring genetic information of an individual or family member of
the individual, except as specifically allowed by law. To comply with this law, do not provide any genetic information when
responding to this request for medical information (unless the request pertains to a request for FMLA leave for purposes of
caring for an immediate family member with a serious health condition). "Genetic information," as defined by GINA,
includes an individual’s family medical history, the results of an individual’s or family member’s genetic test, the fact that an
individual or an individual’s family member sought or received genetic services or participated in clinical research that
includes genetic services, and genetic information of a fetus carried by an individual or an individual’s family member or an
embryo lawfully held by an individual or family member receiving assistive reproductive services.
 
[ ] The District offers health services ( ), including a wellness program [END OF OPTION]. Participation in the
services/program is voluntary. Genetic information (such as family medical history) may be obtained as part of an
individual’s participation in the service/program. If that occurs, individual genetic information may be provided to the
individual receiving the services and to his/her health services providers, but only genetic information in aggregate form
will be provided to the Board. [END OF OPTIONAL PARAGRAPH]
 
[NOTE: It should be noted that any sections of the District's collective bargaining agreements dealing with
terms and conditions of employment should contain a statement of nondiscrimination similar to that in the
Board's statement above.]
 
© Neola 2011

Legal 29 C.F.R. Part 1635

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

Section Board Review - 40.1 NonDiscrimination

Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Replacement
NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT

Code po4122

Status

Adopted February 20, 1995

Last Revised July 1, 2022

Replacement Policy - Vol. 40, No. 1
 
4122 - NONDISCRIMINATION, EQUAL EMPLOYMENT OPPORTUNITY, AND ANTI-HARASSMENT
 

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

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

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

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

All school employees share responsibility for avoiding, discouraging, and reporting any form of Prohibited Conduct.

The Board will take immediate action to address the following prohibited acts:

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

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

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

Definitions:

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

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

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

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

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

Disciplinary sanctions means: consequences imposed on a respondent following a determination that the respondent
engaged in Prohibited Conduct.

Education programs or activities refer to: all the District’s operations including, but not limited to, in-person and
online/remote educational instruction, employment, extracurricular activities, athletics, performances, and community
engagement and outreach programs. The term applies to all programs and activities operated by the Board on school
grounds or on other property owned or occupied by the Board. It also includes events and circumstances that take place off
school property/grounds but over which the District asserts disciplinary authority (e.g., at off-campus activities sponsored
by the Board).

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

Party means: a complainant or respondent.

Pregnancy, childbirth, or related medical conditions means:

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

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

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

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

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

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

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

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

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

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

Pregnancy, Childbirth, and Related Medical Conditions
  
The Board will not discriminate against an employee based on the person's current pregnancy, potential or intent to become
pregnant, past pregnancy, or medical condition related to pregnancy or childbirth, or because the person uses birth control,
or has had or not had an abortion.

  Additionally, the Board will provide a reasonable accommodation to an employee’s known limitation related to pregnancy,
childbirth, or a related medical condition, unless the accommodation will cause the District undue hardship.
 
The Board will treat pregnancy, childbirth, and related medical conditions as any other temporary medical conditions for all
job-related purposes, including commencement, duration, and extensions of leave; accrual of seniority and any other
benefit or service; reinstatement; and under any fringe benefit offered to employees by virtue of employment.
 
The Board will provide reasonable break time for an employee to express breast milk while at work for the first year after
the employee's child's birth. The Board will provide the employee with a space, other than a bathroom, that is clean,
shielded from view, free from intrusion from coworkers and the public, and which the employee can use as needed to
express breast milk. See Board Policy 6700 – Fair Labor Standards Act.

Nondiscrimination Based on Employee’s Genetic Information
 
The Board prohibits discrimination on the basis of genetic information in all aspects of employment, including hiring, firing,
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compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions, or privileges
of employment. The Board also does not limit, segregate, or classify employees in any way that would deprive or tend to
deprive them of employment opportunities or otherwise adversely affect the status of an employee as an employee, based
on genetic information. Harassment of a person because of the individual's genetic information is also prohibited. Likewise,
retaliation against an applicant or employee for engaging in protected activity is prohibited.
 
In accordance with the Genetic Information Nondiscrimination Act ("GINA"), the Board shall not request, require, or
purchase genetic information of employees, their family members, or applicants for employment. Further, in compliance
with GINA, employees are directed not to provide any genetic information, including the individual's family medical history,
in response to necessary requests for medical information, with the exception that family medical history may be acquired
as part of the certification process for FMLA leave, when an employee is asking for leave to care for an immediate family
member with a serious health condition. Applicants for employment are directed not to provide any genetic information,
including the individual's family medical history, in response to requests for medical information as part of the District's
application process.
 
[ ] The District recognizes that genetic information may be acquired through commercially and publicly available documents
like newspapers, books, magazines, periodicals, television shows, or the Internet. The District prohibits, however, its
employees from searching such sources with the intent of finding or obtaining genetic information or accessing sources
from which they are likely to acquire genetic information. (+) Provides a greater level of protection for employees
and the district via potential lawsuits; (-) Not required in policy, keeps it simplerEND OF OPTION]

If the District either legally and/or inadvertently receives genetic information about an employee or applicant for
employment from the employee, applicant for employment, or a medical provider, it shall be treated as a confidential
medical record in accordance with law.
 
The District Compliance Officer (see below) shall be responsible for overseeing the District's compliance with
applicable Federal regulations and promptly dealing with any inquiries or complaints. The District Compliance Officer or
designee shall also verify that proper notice of nondiscrimination for Title II of the Genetic Information Nondiscrimination
Act of 2008 is provided to staff members, and that all District requests for health-related information (e.g., to support an
employee's request for reasonable accommodation under the Americans with Disabilities Act ("ADA") or a request for sick
leave) is accompanied by a written warning that directs the employee or health care provider not to collect or provide
genetic information. The warning shall read as follows:
 
The Genetic Information Nondiscrimination Act of 2008 ("GINA") prohibits employers and other entities covered by GINA
Title II, including the Board of Education, from requesting or requiring genetic information of an individual or family
member of the individual, except as specifically allowed by law. To comply with this law, do not provide any genetic
information when responding to this request for medical information (unless the request pertains to a request for FMLA
leave for purposes of caring for an immediate family member with a serious health condition). "Genetic information," as
defined by GINA, includes an individual's family medical history, the results of an individual's or family member's genetic
test, the fact that an individual or an individual's family member sought or received genetic services or participated in
clinical research that includes genetic services, and genetic information of a fetus carried by an individual or an individual's
family member or an embryo lawfully held by an individual or family member receiving assistive reproductive services. 
 
[ ] The District offers health services ( ), including a wellness program [END OF INTERNAL OPTION]. Participation in the
services/program is voluntary. Genetic information (such as family medical history) may be obtained as part of an
individual's participation in the service/program. If that occurs, individual genetic information may be provided to the
individual receiving the services and to the person's health services providers, but only genetic information in aggregate
form will be provided to the Board. [END OF OPTION]

District Compliance Officer(s)

Middle School Principal

(269) 624-7601

100 Blue Pride Drive

Lawton, MI 49065

 

High School Principal

(269) 624-7801

101 Blue Pride Drive

Lawton, MI 49065

The Board designates and authorizes the following individual(s) to coordinate its efforts to comply with the Board’s
responsibilities under Federal and State laws that prohibit discrimination, including harassment, based on Protected
Classes and retaliation (also known as “Civil Rights Coordinator(s)” or “Anti-Harassment Compliance Officer(s)”)
(hereinafter referred to as the “District Compliance Officer(s)” or “CO(s)”):
 
[x ] The District Compliance Officer may delegate specific duties to one (1) or more designees. [END OF OPTION]
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The contact information concerning the District Compliance Officer(s) will be published on the School District’s website
www.lawtoncs.org
( ) in parent/student and staff handbooks.

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

x ] The District Compliance Officer(s) shall report directly to the Superintendent except when the Superintendent is a party
to a complaint (i.e., either the complainant or the respondent). Under such circumstances, the CO(s) shall report directly
to [SELECT ONE OF THE FOLLOWING] (x ) the Board President or (x ) the Board’s Legal Counsel (
) ______________ [OTHER] [END OF INTERNAL OPTIONS] until the matter in which the Superintendent is a party is
concluded. [END OF OPTION]

Questions about this policy ( ) and AG 1422 [END OF OPTION] should be directed to the District Compliance Officer(s). 

The CO(s) is/are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and
regulations, including the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, harassment, retaliation, or denial of equal opportunity/access. The CO(s) shall also verify that proper notice
of nondiscrimination for Title II of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil Rights
Act of 1964, Section 504 of the Rehabilitation Act of 1973 (as amended), Genetic Information Nondiscrimination Act
(GINA), and the Age Discrimination in Employment Act of 1975 is provided to staff members and the general public. [ ] Any
sections of the District's collective bargaining agreements dealing with hiring, promotion, demotion, discipline, and tenure
need to contain a statement of nondiscrimination similar to that in the Board's statement set forth above. [END OF
OPTION] [ ] In addition, as practical, gender-specific terms should be eliminated from such contracts. [END OF
OPTION] Copies of the laws and regulations listed above are available upon request from the CO(s). 

The CO(s) will be available during regular work hours to discuss concerns related to Prohibited Conduct, to assist
employees, other members of the District community, and third parties who seek support or advice when informing another
individual about Prohibited Conduct, including unwelcome conduct, or to intercede informally on behalf of the individual in
those instances where concerns have not resulted in the filing of a formal complaint and where all parties are in agreement
to participate in an informal process.

The CO(s) shall monitor the District’s education programs and activities for barriers to reporting information about conduct
that reasonably may constitute Prohibited Conduct pursuant to Federal and/or State laws that prohibit
discrimination/harassment based on the basis of a Protected Class/Category and retaliation, and take steps reasonably
calculated to address such barriers.
 

Notice of Nondiscrimination
 
The Superintendent shall provide a notice of nondiscrimination to students, parents, guardians, or other authorized legal
representatives of elementary and secondary students; employees; applicants for admission and employment; and all
unions and professional organizations holding collective bargaining or professional agreements with the Board. Specifically,
the Superintendent shall post the notice of nondiscrimination on the District’s website and in each handbook, catalog,
announcement, bulletin, and application form that it makes available to the persons listed above, or which are otherwise
used in connection with the recruitment of employees. (x ) See AG 1422 and Form 1422F1 – Notice and Statement of
Nondiscrimination. [END OF OPTION]
 

NOTIFICATION/REPORTS OF PROHIBITED CONDUCT

Any person may provide information to the CO(s) concerning conduct that reasonably may constitute Prohibited Conduct.
Such information may be submitted in person, by mail, by telephone, or by electronic mail using the CO’s(s’) published
contact information, or by any other means (oral or written) that results in the CO(s) receiving the information. Information
may be provided at any time (including during non-work hours). [x ] Anonymous reports may be submitted using ( ) the
online reporting form posted at __________ [insert the web address for the reporting form, or insert a hyperlink
tied to the phrase “online reporting form”] [or] ( ) the hotline reporting number (__________[insert phone
number]). [END OF OPTION]https://ok2say.state.mi.us/
 
All Board employees are required to notify the CO(s) of conduct that reasonably may constitute Prohibited Conduct. For the
Board to fulfill its responsibilities under applicable Federal and/or State laws, if a Board employee has knowledge of conduct
that reasonably may constitute Prohibited Conduct, the Board employee must notify the/a CO within two (2) days of
learning the information or receiving the report. [DRAFTING NOTE: The applicable statutes and regulations do not
specify within how many days the Board employee must notify the CO of receiving notification/a report of
Prohibited Conduct; Neola suggests “two (2) days”. Alternatively, the Board could make this language more
open-ended – e.g., “* * * must immediately/promptly notify the/a CO of such information or report.”] The
Board employee must also comply with mandatory reporting responsibilities pursuant to Policy 8462 – Student Abuse and
Neglect, if applicable. If the Board employee’s knowledge about the alleged Prohibited Conduct is based on another
individual bringing the information to the Board employee’s attention, and the reporting individual submitted a written
notification/report or complaint to the Board employee, the Board employee must provide the written notification/report or
complaint to the CO.
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Notification can be provided orally or in writing and should be as specific as possible. The person making the
notification/report should, to the extent known, identify the alleged victim(s), perpetrator(s), and witness(es), and describe
in detail what occurred, including date(s), time(s), and location(s). 
 
If a notification/report or complaint involves allegations of Prohibited Conduct by or involving the CO, the person making
the report (i.e., providing the notification or filing the complaint) should submit it to the Superintendent or another Board
employee who, in turn, will notify the Superintendent of the report/complaint. The Superintendent will then serve in place
of the CO for purposes of addressing that report of Prohibited Conduct. [DRAFTING NOTE: If the Superintendent is the
CO, substitute “Board President” in place of “Superintendent.”] 

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

Any allegations of misconduct not involving Prohibited Conduct as defined in this policy will be addressed through the
procedures outlined in other Board policies (x ) and/or administrative guidelines [END OF OPTION], the applicable
Student Code of Conduct, applicable collective bargaining agreement, and/or Employee/Administrator Handbook. 

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

GRIEVANCE PROCEDURES
 
Overview: 
 
The Board adopts the following grievance procedures to provide for the prompt, effective, and equitable resolution of
complaints made by employees, applicants, or other individuals who are participating or attempting to participate in the
District’s education programs or activities (i.e., members of the School District community and Third Parties), or by the CO
alleging any act of Prohibited Conduct.
 
These grievance procedures shall be used for all complaints of Prohibited Conduct unless it involves conduct involving a
student, in which case the grievance procedures set forth in Policy 2260 or Policy 5517.01 shall apply. These grievances
procedures set forth the means for investigating and resolving claims involving such Prohibited Conduct; in particular, the
procedures provide a method for assessing – in a prompt, effective, and equitable manner –  whether an applicable Federal
or State law was violated and, if it was, how best to end the Prohibited Conduct, prevent its recurrence, and remedy its
effects.

Due to the sensitivity surrounding complaints of Prohibited Conduct, timelines are flexible for initiating the grievance
procedures; however, individuals are encouraged to file a complaint within thirty (30) days after the conduct occurs. Once
the formal complaint process is begun, the investigation will be completed in a timely manner.
 
[DRAFTING NOTE: Title VII of the Civil Rights Act of 1964 (“Title VII”)  prohibits discrimination in
employment. Specifically, it prohibits employment discrimination based on race, color, religion, sex, or
national origin, and applies to employers with fifteen (15) or more employees. Title IX, on the other hand,
specifically prohibits discrimination based on sex in education programs and activities that receive Federal
financial assistance, including employment within those institutions. Title IX is addressed by Board Policy
2266 and AG 2266. While both laws aim to prevent sex-based discrimination in the workplace, Title VII applies
more broadly to various types of employers, whereas Title IX is limited to educational institutions receiving
Federal funds. Ultimately, both laws aim to ensure equal employment opportunities and protect individuals
from discrimination. When a District Compliance Officer receives a complaint or notification of alleged
misconduct involving sex discrimination (in particular, sexual harassment) that involves an employee
complainant and an employee respondent, the District Compliance Officer should consult with the Title IX
Coordinator and/or the Board’s Legal Counsel concerning which law – it may be both – the District will need to
comply with when investigating the allegations.]
 
Under all circumstances, the CO shall offer and coordinate supportive measures, as appropriate, in accordance with this
policy (x ) and AG 1422 [END OF OPTION]. 

Complaints:
 
The following people may make a complaint of Prohibited Conduct – i.e., request that the District investigate and determine
whether Prohibited Conduct occurred:
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A. a “complainant,” which includes: 
 

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

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

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

C. the District Compliance Officer.

A person is entitled to make a complaint of unlawful harassment only if they themselves are alleged to have been subjected
to the unlawful harassment, or if the CO initiates a complaint.
 
[DRAFTING NOTE: This paragraph emphasizes that in order for a person to file a complaint of
unlawful harassment, the person has to have been subjected to the alleged misconduct directly or be a person
who has a legal right to act on behalf of the person who was subjected to the alleged misconduct. This is
consistent with the prior paragraph, where the complainant is identified as an employee who was “subjected
to conduct that could constitute Prohibited Conduct.” The following paragraph, on the other hand, expands
who can file a complaint – when the alleged Prohibited Conduct does not involve unlawful harassment, or the
complaint involves allegations of retaliation – to persons who are aware of the alleged Prohibited Conduct,
even if that person was not directly affected by or subject to the alleged Prohibited Conduct.] 
 
With respect to complaints of Prohibited Conduct other than unlawful harassment, or complaints involving allegations of
retaliation, in addition to the people listed above, the following persons have a right to make a complaint:

A. any employee of the District; or
 

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

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

A person may file criminal charges simultaneously with filing a complaint. A person does not need to wait until the District’s
internal grievance procedures are completed before filing a criminal complaint. Likewise, questions or complaints relating to
alleged violations of applicable Federal or State laws may be filed with the U.S. Department of Education’s Office for Civil
Rights, the U.S. Department of Justice's Civil Rights Division, the U.S. Equal Employment Opportunity Commission, or the
Michigan Department of Civil Rights, at any time based on the underlying statutory basis for the complaint.
 
Basic Requirements: 
 
The District will treat complainants and respondents equitably.
 
All persons involved with implementing the grievance procedures and any other aspects of this Policy, including the District
Compliance Officer, the investigator, the decisionmaker, and the appeal decisionmaker, (x ) and the facilitator of the
informal resolution process, [END OF OPTION] shall be free from any conflicts of interest or bias for or against
complainants or respondents generally or an individual complainant or respondent. 

x  The CO may serve simultaneously as an investigator and/or a decisionmaker. [END OF OPTION] [DRAFTING NOTE:
Neola recommends the Board select this OPTION; note it is “may” (i.e., optional) so the CO can decide when to
serve in both roles and when to designate one or more persons to perform these responsibilities in a given
case.]
 
If the CO does not intend to serve as the investigator/decisionmaker in a specific case, the CO shall designate one (1) or
more administrators who are appropriately trained to serve in the role. 
 
In circumstances when the CO and trained administrators do not have time/capacity to serve, or are prevented due to a
conflict of interest, bias, or partiality, or other reasons impair the CO and other trained administrators from serving as an
investigator/decisionmaker in a specific case, the CO shall ( x), in consultation with (x ) and approval of [END OF
OPTION] the Superintendent or ( ) Board (x ) Board President (as appropriate), [END OF OPTION] secure one (1) or
more independent third parties to serve as the investigator and/or decisionmaker. 
 
The District presumes that the respondent is not responsible for the alleged Prohibited Conduct until a determination is
made at the conclusion of its grievance procedures.
 
Under ordinary circumstances, the Board expects to complete the major stages of the grievance procedures within the
timeframe specified below: 
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A. Evaluation – The District Compliance Officer will determine whether to dismiss a complaint or investigate it
within ___ (__) ten (10)[INSERT AMOUNT] days of receiving the complaint. [DRAFTING NOTE: Neola
recommends that the evaluation stage be completed within ten (10) days of the CO receiving notice of
the complaint.]
 

B. Investigation – The CO, or designated investigator/decisionmaker, shall ordinarily complete the investigation (i.e.,
collect relevant evidence that is not otherwise impermissible) and issue a Determination (i.e., consider the rlevant
and not otherwise impermissible evidence and decide whether Prohibited Conduct occurred) within ____ (__)twenty
(20) [INSERT AMOUNT] days of the CO determining the charges require investigation. [DRAFTING NOTE:
Recognizing that it is important for investigations to be completed and Determinations issued in a
prompt and equitable manner, Neola recommends that a school district typically complete an
investigation and issue a Determination within twenty (20) days.]

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

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

C. Appeal – A party filing an appeal of the CO’s decision to dismiss a complaint ( ), or the Determination, [END OF
OPTION] must do so within ___ (__) [INSERT AMOUNT] days of receiving the Dismissal ( ) or
Determination [END OF OPTION]. [DRAFTING NOTE: Neola recommends the Board allow limited appeals
based on the Determination. See DRAFTING NOTE below in the appeal section.]Appeal – A party filing an
appeal of the Title IX Coordinator’s decision to dismiss a complaint must do so within 5 days of receiving the
Dismissal.

The CO, or the Superintendent if the CO is the individual requesting an extension, may approve reasonable extensions of
the preceding timeframes on a case-by-case basis for good cause with notice to the parties. 
 
The District will take reasonable steps to protect the privacy of the parties and witnesses. x  These steps will not restrict
the ability of the parties to present evidence or otherwise participate in the grievance procedures. [END OF OPTION] The
parties shall not engage in retaliation, including against witnesses.
 
The CO, or designated investigator/decisionmaker, shall objectively evaluate all evidence that is relevant and not otherwise
impermissible — including both inculpatory and exculpatory evidence. Credibility determinations shall not be based on a
person’s status as a complainant, respondent, or witness.
 
The following types of evidence, and questions seeking such evidence, are impermissible (i.e., will not be accessed or
considered, except by the District to determine whether one of the exceptions listed below applies; will not be disclosed;
and will not otherwise be used), regardless of whether they are relevant:

A. evidence that is protected under a privilege recognized by Federal or State law, unless the person to whom the
privilege or confidentiality is owed voluntarily waived the privilege or confidentiality; and
 

B. a party’s or witness’s records that are made or maintained by a physician, psychologist, or other recognized
professional or paraprofessional in connection with the provision of treatment to the party or witness, unless the
District obtains that party’s or witness’s voluntary, written consent for use in its grievance procedures.

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

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

B. sufficient information available at the time to allow the parties to respond to the allegations, including the identities
of the parties involved in the incident(s), the conduct alleged to constitute Prohibited Conduct, and the date(s) and
location(s) of the alleged incident(s); and
 

C. retaliation is prohibited.

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

2/24/26, 1:25 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 9/17

137



Dismissal of a Complaint: 
 
The CO may dismiss a complaint of Prohibited Conduct if:

A. the District is unable to identify the respondent after taking reasonable steps to do so;
 

B. the respondent is not participating in the District’s education program or activity and is not employed by the Board;
 

C. the complainant voluntarily withdraws any or all the allegations in the complaint, the CO declines to initiate a
complaint, and the District determines that, without the complainant’s withdrawn allegations, the conduct that
remains alleged in the complaint, if any, would not constitute Prohibited Conduct even if proven; or
 

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

Upon dismissal, the CO will promptly notify, in writing, the complainant of the basis for the dismissal. If the dismissal occurs
after the respondent has been notified of the allegations, the CO will also simultaneously notify, in writing, the respondent
of the dismissal and the basis for the dismissal.
 
The CO will further notify the complainant that a dismissal may be appealed and will provide the complainant with an
opportunity to appeal the dismissal of the complaint. If the dismissal occurs after the respondent has been notified of the
allegations, then the CO will also notify the respondent that the dismissal may be appealed.

Dismissals may be appealed on the following bases:

A. procedural irregularity that would change the outcome;
 

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

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

If the dismissal is appealed, the CO will:

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

B. implement appeal procedures equally for the parties;
 

C. ensure that the appeal decisionmaker did not take part in the original dismissal of the complaint;
 

D. ensure that the appeal decisionmaker has been trained consistent with this Policy (x ) and AG 1422 [END OF
OPTION];
 

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

F. notify the parties of the result of the appeal and the rationale for the result.  

When a complaint is dismissed, the CO will, at a minimum: 

A. offer supportive measures to the complainant as appropriate;
 

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

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

[DRAFTING NOTE: Neola encourages the Board to select the following option so the CO can choose, in
appropriate circumstances, to offer the parties the opportunity to participate in an informal resolution process,
or to honor the parties’ request to use an informal resolution process, to end the Prohibited Conduct, prevent
its recurrence, and remedy its effects.]
 
x  [OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
 
Informal Resolution Process: 
 
In lieu of resolving a complaint through the Board’s formal grievance procedures, the parties may instead elect to
participate in an informal resolution process. The District will not offer informal resolution to resolve a complaint when such
a process would conflict with Federal, State, or local law.
 
[END OF OPTIONAL LANGUAGE: INFORMAL RESOLUTION PROCESS]
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Adding Allegations and/or Consolidating Complaints:
 
If, in the course of an investigation, the District decides to investigate additional allegations of Prohibited Conduct by the
respondent toward the complainant that are not included in the original Notice of Allegations or to consolidate charges
raised in a different complaint involving the same respondent, the CO will notify the parties of the additional allegations.
 
Investigation:
 
The District will provide for an adequate, reliable, and impartial investigation of complaints.
 
The burden is on the District — not on the parties — to conduct an investigation that gathers sufficient evidence to
determine whether Prohibited Conduct occurred. 
 
The CO, or the designated investigator/decisionmaker, will provide an equal opportunity for the parties to present fact
witnesses and other inculpatory and exculpatory evidence that are relevant and not otherwise impermissible. 
 
The CO, or the designated investigator/decisionmaker, will review all evidence gathered through the investigation and
determine what evidence is relevant and what evidence is impermissible, regardless of relevance. 
 
Determination of Whether Prohibited Conduct Occurred: 
 
Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the CO or designated
investigator/decisionmaker will:
 

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

B. Notify the parties, in writing, of the determination whether Prohibited Conduct occurred, including the rationale for
such determination (x ), and the procedures and permissible bases for the complainant and respondent to
appeal [END OF OPTION].
 

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

D. If there is a determination that Prohibited Conduct occurred, the CO will, as appropriate:
 

1. coordinate the provision and implementation of remedies to a complainant and other people the District
identifies as having had equal access to the District’s education programs or activities limited or denied by
the Prohibited Conduct;
 

2. coordinate the imposition of any disciplinary sanctions on a respondent (x ), including notification to the
complainant of any such disciplinary sanctions [END OF OPTION]; and
 

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

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

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

[DRAFTING NOTE: If the CO dismisses a complaint in the Evaluation stage (i.e., prior to commencing an
investigation), the complainant may appeal as set forth above. Neola also recommends the Board include an
appeal process related to the Determination.]
 
x  [OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]
 
Appeal of Determinations:
 
If a party disagrees with the decisionmaker’s determination as to whether Prohibited Conduct occurred, the party may file
an appeal. Appeals must be submitted, in writing, within ____ (__) five (5)(INSERT AMOUNT) days of the appealing
party’s receipt of the Determination. 
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A party may appeal a Determination on the following bases:
 

A. procedural irregularity that would change the outcome;
 

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

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

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

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

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

[ ] [OPTION 1]

The CO will designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the
Determination, and is appropriately trained ( ), as set forth in AG 1422 [END OF INTERNAL OPTION].

The CO has authority ( ), in consultation with ( ) and approval of [END OF OPTION] the Superintendent or ( ) Board (
) Board President (as appropriate), [END OF OPTIONS] to secure an independent Third Party to serve as the appeal
decisionmaker.

[ ] In designating an appeal decisionmaker, the CO will work with the Board to identify and appoint an independent Third
Party to serve as the appeal decisionmaker – this individual shall be considered to be the Board's designee and will submit
the appeal decision to the Board who will promptly adopt it as written and forward it to the CO who will send it
simultaneously to the parties. [END OF OPTIONAL SENTENCE]

[END OF OPTION 1]

x  [OPTION 2]

The Superintendent shall serve as the appeal decisionmaker, provided the Superintendent has not been otherwise involved
in the grievance procedures (i.e., did not serve as the investigator/decisionmaker or informal resolution process facilitator)
and is appropriately trained. If the Superintendent is not eligible to serve as the appeal decisionmaker, the CO will
designate an appeal decisionmaker, who will be a person who did not conduct the Investigation and render the
Determination, and is appropriately trained (x ), as set forth in AG 1422.
 

If a party appeals the Determination, the CO will:

A. notify the parties of the appeal;
 

B. implement appeal procedures equally for the parties;
 

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

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

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

 
Parties Provided a Reasonable and Equal Opportunity to Make a Statement in Support of, or Challenging, the
Dismissal (x ) or Determination [END OF OPTION]
 
When a party files an appeal, the party must set forth the reason(s)/basis/bases for the appeal, and the other party will
have ____ (__) five (5)[INSERT AMOUNT] days to provide the appeal decisionmaker with a statement in support of their
position. Once the decisionmaker receives the statement (or the deadline for filing such a statement expires), the appeal
decisionmaker will have ____ (__)ten (10) [INSERT AMOUNT] days to issue a decision on the appeal.

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

2/24/26, 1:25 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 12/17

140



decisionmaker have ten (10) days from receipt of the statements to issue a decision.]
 
While a party appealing a Determination may argue the reason/basis for the appeal is that new evidence has been
discovered/obtained that would change the outcome and that said new evidence was not reasonably available when the
Determination was originally made, the party may not submit the new or additional evidence during the appeal process.
Rather, the party appealing should identify/describe in detail the evidence, including how and when it was
discovered/obtained, and explain why it was not reasonably available during the Investigation (i.e., prior to the
Determination). If the appeal decisionmaker accepts the proffered explanation, the appeal decisionmaker should remand
the case back to the investigator/decisionmaker (i.e., reopen the investigation) so the new evidence may be submitted and
considered by the other party and the investigator/decisionmaker. 
 
The appeal decisionmaker shall determine the outcome of the appeal based on the appeal decisionmaker’s independent
review of the record (i.e., the relevant and not otherwise impermissible evidence and the written determination) and the
appeal decisionmaker’s application of the law and Board policy to the facts in the record. The appeal decisionmaker must
give due deference and due weight to the decisionmaker’s factual findings and credibility determinations and should not
overturn them unless non-testimonial extrinsic evidence in the record justifies a contrary conclusion or unless the record
read in its entirety compels a contrary conclusion. Generally, the appeal decisionmaker is expected to uphold the original
Determination unless the appeal decisionmaker concludes the original Determination is unlawful, unreasonable, or against
the manifest weight of the evidence. Every reasonable presumption must be made in favor of the original Determination.

The appeal decisionmaker shall

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

(x ) [OPTION 1]
 
simultaneously notify the parties, in writing, of the result of the appeal and the rationale for the outcome.
[END OF OPTION 3]

The (x ) appeal decisionmaker’s ( ) Board’s [END OF OPTION] decision shall be final. 
[END OF OPTIONAL LANGUAGE - APPEAL OF DETERMINATION]

Supportive Measures: 
 
The District will offer and coordinate supportive measures as appropriate for the complainant and/or respondent to restore
or preserve that person’s access to the District’s education programs or activities or provide support during the grievance
procedures and/or during the informal resolution process. For allegations of Prohibited Conduct other than prohibited
harassment or retaliation, the District’s provision of support measures does not require the District, Board employees, or
any other person authorized to provide aid, benefit, or service on the District’s behalf to alter the alleged
discriminatory/retaliatory conduct for the purpose of providing a supportive measure. 
 
The CO shall determine appropriate supportive measures on a case-by-case basis. Supportive measures may vary
depending on what the CO deems to be reasonably available. Supportive measures may include, but are not limited to:
modifications of work schedules, mutual restrictions on contact between the parties; changes in work locations; leaves of
absence; increased security and monitoring of certain work settings; training related to Prohibited Conduct; ( ) referral to
Employee Assistance Program; [END OF OPTION and other similar measures. 
 
Supportive measures must not unreasonably burden either party and must be designed to protect the safety of the parties
and/or the District’s educational environment, or to provide support during the Board’s grievance procedures or the
informal resolution process. 
 
The District will not impose such measures for punitive or disciplinary reasons. 
 
The CO may, as appropriate, modify or terminate supportive measures at the conclusion of the grievance procedures, or at
the conclusion of the informal resolution process, or the District may continue them beyond that point. 
 
A party may seek additional modification or termination of a supportive measure applicable to them if circumstances
change materially.
 
The District will not disclose information about any supportive measures to persons other than the person to whom they
apply, including informing one party of supportive measures provided to another party, unless necessary to provide the
supportive measure or restore or preserve a party’s access to the District’s education programs or activities, or as otherwise
permitted under existing law and/or policy. 
 
The Superintendent may place an employee respondent on administrative leave from employment responsibilities during
the pendency of the Board’s grievance procedures.
 
Disciplinary Sanctions and Remedies: 
 
Following a determination that Prohibited Conduct occurred, the District may impose disciplinary sanctions, which may
include:
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A. (x ) oral or written warning;
 

B. (x ) written reprimands;
 

C. (x ) required counseling;
 

D. (x ) required training or education;
 

E. (x ) demotion;
 

F. (x ) suspension with pay;
 

G. suspension without pay;
 

H. termination; and
 

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

The District may also provide remedies, which may include disciplinary sanctions/consequences. The CO will notify the
Superintendent of the recommended remedies, so an authorized administrator can consider the recommendation and
implement appropriate remedies in compliance with applicable due process procedures, whether statutory or contractual.
 
[DRAFTING NOTE: The Board should review applicable policy(ies)/administrative guidelines/employee
handbooks to determine whether changes are needed to establish timelines associated with imposition of
discipline as a result of possible delays caused by the Board implementing the preceding grievance
procedures; likewise, the Board may need to discuss with union representatives how implementation of the
grievance procedures may impact any disciplinary provisions contained in applicable collective bargaining
(e.g., timelines, permitted attendees at investigative interviews, etc.).] 
 
Discipline of an employee will be implemented in accordance with Federal and State law, Board policy, and applicable
provisions of any relevant collective bargaining agreement.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging Prohibited Conduct or retaliation, or
participates in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce, or
discriminate against any individual for the purpose of interfering with any right or privilege secured by the U.S.
Constitution, the Michigan Constitution, Federal or State law, or this policy, or because the individual made a report or
complaint, testified, assisted, or participated or refused to participate in any manner in an investigation, proceeding, or
hearing under this policy. Intimidation, threats, coercion, or discrimination, including initiating a disciplinary process against
a person for a code of conduct violation that does not involve Prohibited Conduct but arises out of the same facts and
circumstances as a complaint or information reported about possible Prohibited Conduct, for the purpose of interfering with
the exercise of any right or privilege secured by Federal or State law constitutes retaliation. Retaliation against a person for
making a complaint or participating in an investigation is a serious violation of this policy that can result in the imposition of
disciplinary sanctions/consequences and/or other appropriate remedies.
 
Complaints alleging retaliation may be filed according to the grievance procedures set forth above. The District shall initiate
its grievance procedures upon receiving any complaint alleging retaliation.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Charging an individual with a code of conduct violation for making a materially false statement in bad faith in the course of
a grievance proceeding under this policy shall not constitute retaliation, provided, however, that a determination that
Prohibited Conduct occurred, alone, is not sufficient to conclude that any party made a materially false statement in bad
faith. 
 
Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the complainant, the respondent(s), and the witnesses
as much as possible, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform
with any discovery or disclosure obligations. The District will keep confidential the identity of any individual who has made a
complaint of Prohibited Conduct, any complainant, any individual who has been reported to be the perpetrator of Prohibited
Conduct, any respondent, and any witness, except as may be permitted by the Family Educational Rights and Privacy Act
("FERPA"), 20 U.S.C. 1232g, or FERPA regulations, 34 C.F.R. part 99, or as required by law, or to carry out the purposes of
relevant Federal or State law or regulations, including the conduct of any investigation, hearing, or judicial proceeding
arising thereunder (i.e., the District’s obligation to maintain confidentiality shall not impair or otherwise affect the
complainant’s and respondent’s receipt of the information to which they are entitled related to the investigation and
determination of whether Prohibited Conduct occurred).  All records generated under the terms of this policy shall be
maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be guaranteed. Additionally, the
respondent must be provided the complainant's identity.
 
During an investigation, the CO or designated investigator/decisionmaker will instruct each person who is interviewed about
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the importance of maintaining confidentiality. Any individual who is interviewed as part of an investigation is expected not
to disclose to other members of the School District Community or Third Parties any information that is learned or provided
during the course of the investigation.

Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against Prohibited Conduct by taking appropriate action reasonably
calculated to stop and prevent further misconduct. While observing the principles of due process, a violation of this policy
may result in disciplinary action up to and including the discharge of an employee. All disciplinary action will be taken in
accordance with applicable State law and the terms of the relevant collective bargaining agreement(s). When imposing
discipline, the Superintendent shall consider the totality of the circumstances involved in the matter. In those cases where
Prohibited Conduct is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants
discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).
 
Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its reoccurrence, and remedy its effects.

 
Application of the First Amendment
 
The Board will construe and apply this policy consistent with the First Amendment to the U.S. Constitution ( ) and the
principles of academic freedom as set forth in the applicable collective bargaining agreement [END OF OPTION]. In no
case will a respondent be found to have committed Prohibited Conduct based on expressive conduct that is protected by the
First Amendment ( ) and/or the principles of academic freedom specified in the Board’s collective bargaining agreement
with its teachers [END OF OPTION]. .
 
Training
 
All employees, investigators, decisionmakers, facilitators of informal resolution process, the District Compliance Officer(s),
and other persons who are responsible for implementing the Board’s grievance procedures or have the authority to modify
or terminate supportive measures shall receive training related to their duties under applicable Federal and State laws and
this policy. x ] The training shall be provided promptly upon hiring or a change of position that alters their duties under this
policy, and annually thereafter. [END OF OPTIONAL SENTENCE] The training shall not rely on stereotypes involving
Protected Classes. 
 
x  Training materials will be made available for inspection upon request by members of the public. [END OF OPTION]
 
Recordkeeping (including retention of investigatory records and materials)

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

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

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

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

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

C. all materials used to provide the training referenced above (x ) and in AG 1422 [END OF OPTION].

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

 
Outside Appointments, Dual Appointments, and Delegations
 
The Board retains discretion to appoint suitably qualified persons who are not Board employees to fulfill any function of the
Board under this policy including, but not limited to, District Compliance Officer, investigator, decisionmaker, appeal
decisionmaker, or facilitator of the informal resolution process.
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The Board also retains discretion to appoint two (2) or more persons to jointly fulfill the role of District Compliance Officer,
investigator, decisionmaker, appeal decisionmaker, and facilitator of the informal resolution process.
 
The Superintendent may delegate functions assigned to a specific Board employee under this policy including, but not
limited to, the functions assigned to the District Compliance Officer, investigator, decisionmaker, appeal decisionmaker, and
facilitator of the informal resolution process to any suitably qualified individual, and such delegation may be rescinded by
the Superintendent at any time.
 
[DRAFTING NOTE: The following option expressly sets forth authority that the Board has, regardless of
whether it is included in this policy, but is offered for those boards of education that may want to affirmatively
communicate to/address these issues for readers of this policy.]
 
x  Discretion in Application
 
The Board retains discretion to interpret and apply this policy in a manner that is not clearly unreasonable, even if the
Board’s interpretation or application differs from the interpretation of any specific complainant and/or respondent. 
 
Despite the Board’s reasonable efforts to anticipate all eventualities in drafting this policy, it is possible that unanticipated
or extraordinary circumstances may not be specifically or reasonably addressed by the express policy language, in which
case the Board retains discretion to respond to the unanticipated or extraordinary circumstance in a way that is not clearly
unreasonable. 
 
The provisions of this policy are not contractual in nature, whether in their own right or as part of any other express or
implied contract. Accordingly, the Board retains discretion to revise this policy at any time and for any reason. The Board
may apply policy revisions to an active case provided that doing so is not clearly unreasonable.
 

© Neola 2025

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

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

20 U.S.C. 1232g

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

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R. Part 1635

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

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

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

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended

34 C.F.R. Part 110 (7/27/93)

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

42 U.S.C. 1983

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

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

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

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

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

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

Fourteenth Amendment, U.S. Constitution

2/24/26, 1:25 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 16/17

144



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

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

20 U.S.C. 1232g

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

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 C.F.R. Part 1635

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

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

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

29 U.S.C. 701 et seq. (in particular 794), Rehabilitation Act of 1973, as amended

34 C.F.R. Part 110 (7/27/93)

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

42 U.S.C. 1983

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

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

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

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

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

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

Fourteenth Amendment, U.S. Constitution

2/24/26, 1:25 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 17/17

145
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Title Copy of SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN
EMPLOYMENT

Code po4123

Status

Adopted March 19, 2012

Last Revised July 1, 2022

4123 - SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT
 
The Board of Education prohibits discrimination against any employee or applicant based upon the employee's or
applicant'shis/her disability. As such, the Board will not engage in employment practices or adopt policies that discriminate
on the basis of disability, or otherwise discriminate against qualified individuals with disabilities in regard to job application
procedures, the hiring, advancement, or discharge of employees, employee compensation, job training, or other terms,
conditions, and privileges of employment. The Board further will not limit, segregate, or classify applicants or employees in
any way that adversely affects their opportunities or status because of disability. Additionally, the Board will not participate
in any contractual or other relationships that have the effect of subjecting qualified individuals with disabilities who are
applicants or employees to discrimination on the basis of disability.
 
"An individual with a disability" means a person who has, had a record of, or is regarded as having, a physical or mental
impairment that substantially limits one or more major life activities. Major life activities are functions such as caring for
one's self, performing manual tasks, walking, seeing, hearing, eating, sleeping, standing, lifting, bending, speaking,
breathing, learning, reading, concentrating, thinking, communicating, sitting, reaching, interacting with others, and
working.
 
Major life activities also include the operation of a major bodily function, including, but not limited to, functions of the
immune system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder,
neurological, brain, respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The
operation of a major bodily function includes the operation of an individual organ within a body system.
 
An impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life
activity when active.
 
The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision
devices (defined as devices that magnify, enhance, or otherwise augment a visual image, but not including ordinary
eyeglasses or contact lenses), prosthetics (including limbs and devices), hearing aid(s) and cochlear implant(s) or other
implantable hearing devices, mobility devices, oxygen therapy equipment or supplies, use of assistive technology,
reasonable accommodations or "auxiliary aides or services," learned behavioral or adaptive neurological modifications,
psychotherapy, behavioral therapy, or physical therapy.
 
A qualified person with a disability means the individual satisfies the requisite skill, experience, education and other job-
related requirements of the employment position such individual holds or desires and, with or without reasonable
accommodation, can perform the essential functions of the job in question.
 
The Board will provide a reasonable accommodation to a qualified individual who has an actual disability or who has a
record of a disability, unless the accommodation would impose an undue hardship on the operation of the District's program
and/or activities. A reasonable accommodation is not required for an individual who is merely regarded as having a
disability.
 
Compliance Officer(s)
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The Board designates the following individual(s) to serve as the District's 504 Compliance Officer(s)/ADA Coordinator(s)
(hereinafter referred to as the "District Compliance Officer(s)").
 
MIddle School Principal
100 Blue Pride Dr.
Lawton, MI 49065
269-624-7601
 
High School Principal
101 Blue Pride Dr.
Lawton, MI 49065
269-624-7801
 
The name(s), title(s), and contact information of this/these individual(s) will be published annually in the staff handbooks
and on the School District's website.
 
The District Compliance Officer(s) are responsible for coordinating the District's efforts to comply with and fulfill its
responsibilities under Section 504 and Title II of the Americans with Disabilities Act, as amended ("ADA"). A copy of Section
504 and the ADA, including copies of their implementing regulations, may be obtained from the District Compliance
Officer(s).
 
The District Compliance Officer(s) will oversee the investigation of any complaints of discrimination based on disability,
which may be filed pursuant to the Board's adopted internal complaint procedure, and will attempt to resolve such
complaints. The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section
504/ADA. See below.
 
Training
 
The District Compliance Officer(s) will also oversee the training of employees in the District so that all employees
understand their rights and responsibilities under Section 504 and the ADA, and are informed of the Board's policies,
administrative guidelines and practices with respect to fully implementing and complying with the requirements of Section
504/ADA.
 
The Board will provide in-service training and consultation to staff responsible for the education of persons with disabilities,
as necessary and appropriate.
 
Facilities
 
No qualified person with a disability will, because the District's facilities are inaccessible to or unusable by persons with
disabilities, be denied the benefits of, be excluded from participation in, or otherwise be subjected to discrimination under
any program or activity to which Section 504/ADA applies.
 
For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For
those existing facilities constructed prior to June 3, 1977, the District is committed to operating its programs and activities
so that they are readily accessible to persons with disabilities.
 
Notice
 
Notice of the Board's policy on nondiscrimination in employment practices and the identity of the District's Compliance
Officer(s) will be published on the District's website and posted throughout the District, and included in the District's
recruitment statements or general information publications.

Complaint Procedures

If a person believes that they haves/he has been discriminated against on the basis of his/her disability, the person may
utilize the following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and
equitable resolution of the matter.

In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"),
employees will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation, or
misapplication of Section 504. In addition, employees will be notified of their right to file a complaint with the U.S.
Department of Education's Office for Civil Rights.

Internal complaints must be put in writing and must identify the specific circumstances or areas of dispute that have given
rise to the complaint and offer possible solutions to the dispute. The complaint must be filed with a District Compliance
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Officer within the time limits specified below. The District's Compliance Officer is available to assist individuals in filing a
complaint.

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

Internal Complaint Procedure

The following internal complaint procedure is available to employees for the prompt and equitable resolution of complaints
alleging discrimination based upon disability. This complaint procedure is not available to unsuccessful applicants. Use of
the internal complaint procedure is not a prerequisite to the pursuit of other remedies, including the filing of a complaint
with the U.S. Department of Education's Office for Civil Rights.

A. An employee with a complaint based on alleged discrimination on the basis of disability may first discuss the
problem with the District Compliance Officer.
 

B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a
formal written complaint with the District Compliance Officer. The written complaint must contain the name and
address of the individual or representative filing the complaint, be signed by the complainant or someone authorized
to sign for the complainant, describe the alleged discriminatory action in sufficient detail to inform the District
Compliance Officer of the nature and date of the alleged violation, and propose a resolution. The complaint must be
filed within thirty (30) days of the circumstances or event giving rise to the complaint unless the time for filing is
extended by the District Compliance Officer for good cause.
 

C. The District Compliance Officer will conduct an independent investigation of the matter (which may or may not
include a hearing). This complaint procedure contemplates informal, but thorough investigations, affording all
interested persons and their representatives, if any, an opportunity to present witnesses and other evidence relevant
to the complaint. The District Compliance Officer will provide the complainant with a written disposition of the
complaint within ten (10) days. If no decision is rendered within ten (10) days, or the decision is unsatisfactory in
the opinion of the complainant, the employee may file, in writing, an appeal with the Superintendent. The District
Compliance Officer shall maintain the District's files and records relating to the complaint. 
 

D. The Superintendent will, within ten (10) days of receiving the written appeal, conduct a hearing with all parties
involved in an attempt to resolve the complaint.

The Superintendent will render ahis/her decision within ten (10) days of the hearing.

E. The employee may be represented, at the employee'shis/her own cost, at any of the above-described
meetings/hearings.
 

F. The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person's
pursuit of other remedies such as the filing of a complaint with the Office for Civil Rights or the filing of a court case.
Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.​

If it is determined that the Complainant was subjected to unlawful discrimination, the CO must identify what corrective
action will be taken to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action
should be reasonable, timely, age-appropriate, and effective, and tailored to the specific situation.

OCR Complaint

At any time, if an employee believes that they haves/he has been subjected to discrimination based upon his/her disability
in violation of Section 504 or the ADA, the individual may file a complaint with the U.S. Department of Education's Office for
Civil Rights ("OCR"). The OCR can be reached at:

U.S. Department of Education

Office for Civil Rights
Lyndon Baines Johnson Department of Education Building
400 Maryland Ave., SW
Washington, DC 20202-1100
Telephone: (800) 421-3481
FAX: (202) 453-6012
TDD: 800-877-8339
E-mail: OCR@ed.gov
Web: http://www.ed.gov/ocr

Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report, formal complaint, testified, assisted or participated or refused to
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participate in any manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Revised 9/15/14
Revised 5/17/21
T.C. 7/1/22
 
© Neola 2025

Legal 29 C.F.R. Part 1630

29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended

34 C.F.R. Part 104

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
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Title Vol. 40, No. 1 - Nondiscrimination - September 2025 Rescind ANTI-HARASSMENT

Code po4362
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Adopted February 20, 1995

Last Revised July 1, 2022

Rescind Policy - Vol. 40, No. 1
 
4362 - ANTI-HARASSMENT
 
General Policy Statement
 
It is the policy of the Board of Education to maintain an education and work environment that is free from all forms of
unlawful harassment, including sexual harassment. This commitment applies to all School District operations, programs,
and activities. All students, administrators, teachers, staff, and all other school personnel share responsibility for avoiding,
discouraging, and reporting any form of unlawful harassment. This policy applies to unlawful conduct occurring on school
property, or at another location if such conduct occurs during an activity sponsored by the Board.
 
The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, sex (including
sexual orientation and gender identity), disability, age (except as authorized by law), religion, height, weight, marital or
family status, military status, ancestry, or genetic information (collectively, Protected Classes) that are protected by Federal
civil rights laws (hereinafter referred to as unlawful harassment) and encourages those within the School District
community, as well as Third Parties, who feel aggrieved to seek assistance to rectify such problems. The Board will
investigate all allegations of harassment and in those cases where unlawful harassment is substantiated, the Board will take
immediate steps to end the harassment, prevent its recurrence, and remedy its effects. Individuals who are found to have
engaged in unlawful harassment will be subject to appropriate disciplinary action.
 
[ ] The District will offer counseling services to any person found to have been subjected to unlawful harassment, and,
where appropriate, the person(s) who committed the unlawful harassment.
 
Other Violations of the Anti-Harassment Policy
 
The Board will also take immediate steps to impose disciplinary action on individuals engaging in any of the following
prohibited acts:
 

 
Definitions
 
Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according
to their plain and ordinary meanings.
 
Complainant is the individual who alleges or is alleged to have been subjected to unlawful harassment, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged harassment.
 

A. Retaliating against a person who has made a report or filed a complaint alleging unlawful harassment, or who has
participated as a witness in a harassment investigation.
 

B. Filing a malicious or knowingly false report or complaint of unlawful harassment.
 

C. Disregarding, failing to investigate adequately, or delaying investigation of allegations of harassment, when
responsibility for reporting and/or investigating unlawful harassment charges comprises part of one's supervisory
duties.
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Respondent is the individual who has been alleged to have engaged in unlawful harassment, regardless of whether the
Reporting Party files a formal complaint or is seeking an informal resolution to the alleged harassment.
 
School District community means students and Board employees (i.e., administrators and professional and support
staff), as well as Board members, agents, volunteers, contractors, or other persons subject to the control and supervision
of the Board.
 
Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers,
participants on opposing athletic teams, parents), vendors doing business with or seeking to do business with the Board,
and other individuals who come in contact with members of the School District community at school-related
events/activities (whether on or off District property).
 
Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a
day(s) that the Board office is open for normal operating hours, Monday – Friday, excluding State-recognized holidays).
 
Bullying
 
Bullying rises to the level of unlawful harassment when one (1) or more persons systematically and chronically inflict
physical hurt or psychological distress on one (1) or more students or employees and that bullying is based upon one (1) or
more Protected Classes, that is, characteristics that are protected by Federal civil rights laws. It is defined as any unwanted
and repeated written, verbal, or physical behavior, including any threatening, insulting, or dehumanizing gesture, by an
adult or student that is severe or pervasive enough to create an intimidating, hostile, or offensive educational or work
environment; cause discomfort or humiliation; or unreasonably interfere with the individual's school or work performance
or participation; and may involve:
 

 
Harassment means any threatening, insulting, or dehumanizing gesture, use of technology, or written, verbal, or physical
conduct directed against a student or school employee that:
 

 
Sexual Harassment
 
For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, sexual harassment is defined as:
 
Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature, when:
 

A. teasing;
 

B. threats;
 

C. intimidation;
 

D. stalking;
 

E. cyberstalking;
 

F. cyberbullying;
 

G. physical violence;
 

H. theft;
 

I. sexual, religious, or racial harassment;
 

J. public humiliation; or
 

K. destruction of property.

A. places a student or school employee in reasonable fear of harm to his/her person or damage to his/her property;
 

B. has the effect of substantially interfering with a student's educational performance, opportunities, or benefits, or an
employee's work performance; or
 

C. has the effect of substantially disrupting the orderly operation of a school.
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Sexual harassment may involve the behavior of a person of any gender against a person of the same or another gender.
 
Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities is
not included in this policy. Allegations of such conduct shall be addressed solely by Policy 2266.
 
Prohibited acts that constitute sexual harassment under this policy may take a variety of forms. Examples of the kinds of
conduct that may constitute sexual harassment include, but are not limited to:
 

 
Not all behavior with sexual connotations constitutes unlawful sexual harassment. Sex-based or gender-based conduct
must be sufficiently severe, pervasive, and persistent such that it adversely affects, limits, or denies an individual's
employment or education, or such that it creates a hostile or abusive employment or educational environment.
 
[DRAFTING NOTE: Sexual conduct/relationships with students by District employees or any other adult
member of the School District community is prohibited, and any teacher, administrator, coach, or other school
authority who engages in sexual conduct with a student may also be guilty of the criminal charge of sexual

A. Submission to such conduct is made either implicitly or explicitly a term or condition of an individual's employment,
or status in a class, educational program, or activity.
 

B. Submission or rejection of such conduct by an individual is used as the basis for employment or educational
decisions affecting such individual.
 

C. Such conduct has the purpose or effect of interfering with the individual's work or educational performance; creating
an intimidating, hostile, or offensive working and/or learning environment; or interfering with one's ability to
participate in or benefit from a class or an educational program or activity.

A. Unwelcome sexual propositions, invitations, solicitations, and flirtations.
 

B. Unwanted physical and/or sexual contact.
 

C. Threats or insinuations that a person's employment, wages, academic grade, promotion, classroom work or
assignments, academic status, participation in athletics or extra-curricular programs, activities, or events, or other
conditions of employment or education may be adversely affected by not submitting to sexual advances.
 

D. Unwelcome verbal expressions, including graphic sexual commentaries about a person's body, dress, appearance, or
sexual activities; the unwelcome use of sexually degrading language, profanity, jokes, or innuendoes; unwelcome
suggestive or insulting sounds or whistles; obscene telephone calls.
 

E. Sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings, or literature placed in the work or
educational environment that may reasonably embarrass or offend individuals.
 

F. Unwelcome and inappropriate touching, patting, or pinching; obscene gestures.
 

G. Asking about, or telling about, sexual fantasies, sexual preferences, or sexual activities.
 

H. Speculations about a person's sexual activities or sexual history, or remarks about one's own sexual activities or
sexual history.
 

I. Giving unwelcome personal gifts such as lingerie that suggest the desire for a romantic relationship.
 

J. Leering or staring at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin.
 

K. A pattern of conduct, which can be subtle in nature, that has sexual overtones and is intended to create or has the
effect of creating discomfort and/or humiliation to another.
 

L. In the context of employees, consensual sexual relationships where such relationship leads to favoritism of a
subordinate employee with whom the superior is sexually involved and where such favoritism adversely affects other
employees or otherwise creates a hostile work environment.
 

M. Inappropriate boundary invasions by a District employee or other adult member of the School District community
into a student's personal space and personal life.
 

N. Verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex stereotyping that does not
involve conduct of a sexual nature.
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battery. The issue of consent is irrelevant in regard to such criminal charge and/or with respect to the
application of this policy to District employees or other adult members of the School District community.]
 
Race/Color Harassment
 
Prohibited racial harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
race or color and when the conduct has the purpose or effect of interfering with the individual's work or educational
performance; creating an intimidating, hostile, or offensive working, and/or learning environment; or interfering with one's
ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's race or color, such as racial slurs, nicknames implying stereotypes,
epithets, and/or negative references relative to racial customs.
 
Religious (Creed) Harassment
 
Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's religion or creed and when the conduct has the purpose or effect of interfering with the individual's work or
educational performance; creating an intimidating, hostile, or offensive working and/or learning environment; or interfering
with one's ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur
where conduct is directed at the characteristics of a person's religious tradition, clothing, or surnames, and/or involves
religious slurs.
 
National Origin/Ancestry Harassment
 
Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based
upon an individual's national origin or ancestry and when the conduct has the purpose or effect of interfering with the
individual's work or educational performance; creating an intimidating, hostile, or offensive working and/or learning
environment; or interfering with one's ability to participate in or benefit from a class or an educational program or activity.
Such harassment may occur where conduct is directed at the characteristics of a person's national origin or ancestry, such
as negative comments regarding customs, manner of speaking, language, surnames, or ethnic slurs.
 
Disability Harassment
 
Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's disability and when the conduct has the purpose or effect of interfering with the individual's work or educational
performance; creating an intimidating, hostile, or offensive working and/or learning environment; or interfering with one's
ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's disability, such as negative comments about speech patterns,
movement, physical impairments or defects/appearances, or the like. Such harassment may further occur where conduct is
directed at or pertains to a person's genetic information.
 
Anti-Harassment Compliance Officers
 
The following individual(s) shall serve as the District’s Anti-Harassment Compliance Officer(s) (hereinafter, “the Compliance
Officer(s)”):
 
[DRAFTING NOTE: Neola suggests the Board appoint both a male and a female Compliance Officer in order to
provide Complainants with the option to report their concerns to an individual of the gender with which they
feel most comfortable. The same individual(s) assigned to serve as Compliance Officer(s) may also be
assigned to serve as the District's Section 504 Compliance Officer(s)/ADA Coordinator(s) and/or Title IX
Coordinator(s). Additionally, by appointing two (2) Compliance Officers, there should also be a Compliance
Officer available to investigate a claim of harassment that pertains to the other Compliance Officer.]
 
_____________________________
(Name)
 
_____________________________
(School District Title)
 
_____________________________
(Telephone Number)
 
_____________________________
(Office Address)
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_____________________________
(E-mail Address)
 
 
__________________________
(Name)
 
__________________________
(School District Title)
 
__________________________
(Telephone Number)
 
__________________________
(Office Address)
 
__________________________
(E-mail Address)
 
The names, titles, and contact information of these individuals will be published annually on the School District's website (
) and:
 

 
The Compliance Officer(s) ( ) is ( ) are responsible for coordinating the District’s efforts to comply with applicable Federal
and State laws and regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or
complaints regarding harassment.
 
The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to unlawful
harassment, to assist students, other members of the District community, and third parties who seek support or advice
when informing another individual about unwelcome conduct, or to intercede informally on behalf of the individual in those
instances where concerns have not resulted in the filing of a formal complaint and where all parties are in agreement to
participate in an informal process.
 
The Compliance Officers shall accept reports of unlawful harassment directly from any member of the School District
community or a Third Party or receive reports that are initially filed with an administrator, supervisor, or other District-level
official. Upon receipt of a report of alleged harassment, the Compliance Officer(s) will contact the Complainant and begin
either an informal or formal complaint process (depending on the request of the Complainant or the nature of the alleged
harassment) or the Compliance Officer(s) will designate a specific individual to conduct such a process. The Compliance
Officer(s) will provide a copy of this policy to the Complainant and Respondent. In the case of a formal complaint, the
Compliance Officer(s) will prepare recommendations for the Superintendent or will oversee the preparation of such
recommendations by a designee. All Board employees must report incidents of harassment that are reported to them to a
Compliance Officer within two (2) days of learning of the incident.
 
Any Board employee who directly observes unlawful harassment is obligated, in accordance with this policy, to report such
observations to a Compliance Officer within two (2) days. Additionally, any Board employee who observes an act of unlawful
harassment is expected to intervene to stop the harassment unless circumstances make such an intervention dangerous, in
which case the staff member should immediately notify other Board employees and/or local law enforcement officials, as
necessary, to stop the harassment. Thereafter, the Compliance Officer(s) or designee must contact the Complainant if age
eighteen (18) or older, or the Complainant's parents/guardians if the Complainant is under the age of eighteen (18), within
two (2) days to advise of the Board's intent to investigate the alleged wrongdoing.
 
Reports and Complaints of Harassing Conduct
 

A. ( ) in the parent and staff handbooks.
 

B. ( ) in the School District Annual Report to the public.
 

C. ( ) on each individual school's website.
 

D. ( ) in the School District's calendar.
 

E. ( ) ___________________________________.
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Members of the School District community, along with Third Parties, are encouraged to promptly report incidents of
harassing conduct to an administrator, supervisor, or other School District official so that the Board may address the
conduct before it becomes severe, pervasive, or persistent. Any administrator, supervisor, or other District official who
receives such a report shall file it with a Compliance Officer within two (2) days of receiving the report of harassment.
 
Members of the School District community and Third Parties who believe they have been unlawfully harassed by another
member of the School District community or a Third Party are entitled to utilize the Board's complaint process that is set
forth below. Initiating a complaint, whether formally or informally, will not adversely affect the Complainant's employment
or participation in educational or extra-curricular programs. While there are no time limits for initiating complaints of
harassment under this policy, individuals should make every effort to file a complaint as soon as possible after the conduct
occurs while the facts are known and potential witnesses are available.
 
If, during an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 –
Bullying and Other Forms of Aggressive Behavior, the Principal believes that the reported misconduct may have created a
hostile work environment and may have constituted unlawful discriminatory harassment based on a Protected Class, the
Principal will report the act of bullying, aggressive behavior, and/or harassment to the Compliance Officer(s) who shall
investigate the allegation in accordance with this policy. If the alleged harassment involves Sexual Harassment as defined
by Policy 2266, the matter will be handled in accordance with the grievance process and procedures outlined in Policy 2266.
While the Compliance Officer investigates the allegation, or the matter is being addressed pursuant to Policy 2266, the
Principal shall suspend the Policy 5517.01 investigation to await the Compliance Officer's written report or the
determination of responsibility pursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the
status of the Policy 4362 investigation and provide the Principal with a copy of the resulting written report. Likewise, the
Title IX Coordinator will provide the Principal with the determination of responsibility that results from the Policy 2266
grievance process.
 
Investigation and Complaint Procedure (See Form 4362 F1)
 
Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education
Programs or Activities, any employee or other member of the School District community or Third Party (e.g., visitor to the
District) who believes that they have been subjected to unlawful harassment may seek resolution of the complaint through
the procedures described below. The formal complaint process involves an investigation of the Complainant's claims of
harassment or retaliation and a process for rendering a decision regarding whether the charges are substantiated.
 
Due to the sensitivity surrounding complaints of unlawful harassment, timelines are flexible for initiating the complaint
process; however, individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs
while the facts are known and potential witnesses are available. Once the formal complaint process is begun, the
investigation will be completed in a timely manner (ordinarily, within fifteen (15) business days of the complaint being
received).
 
The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of
unlawful harassment or retaliation with the United States Department of Education Office for Civil Rights and/or Equal
Employment Opportunity Commission (EEOC).
 
Informal Complaint Procedure
 
The goal of the informal complaint procedure is to promptly stop inappropriate behavior and to facilitate resolution through
an informal means, if possible. The informal complaint procedure is provided as a less formal option for a student, other
member of the School District community, or Third Party who alleges unlawful harassment or retaliation. This informal
procedure is not required as a precursor to the filing of a formal complaint. The informal process is only available in those
circumstances where the Complainant and the Respondent mutually agree to participate in it.
 
The Complainant may proceed immediately to the formal complaint process and individuals who seek resolution through
the informal procedure may request that the informal process be terminated at any time to move to the formal complaint
process.
 
All complaints involving a District employee, any other adult member of the School District community, or a Third Party and
a student will be formally investigated.
 
As an initial course of action, if a Complainant feels comfortable and safe in doing so, the individual should tell or otherwise
inform the Respondent that the allegedly harassing conduct is unwelcome and must stop. The Complainant should address
the allegedly harassing conduct as soon after it occurs as possible. The Compliance Officers are available to support and
counsel individuals when taking this initial step or to intervene on behalf of the Complainant if requested to do so. A
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Complainant who is uncomfortable or unwilling to directly approach the Respondent about the alleged inappropriate conduct
may file an informal or a formal complaint. In addition, with regard to certain types of unlawful harassment, such as sexual
harassment, the Compliance Officer may advise against the use of the informal complaint process.
 
A complainant may make an informal complaint, either orally or in writing: 1) to a teacher, other employee, or building
administrator; 2) directly to one (1) of the Compliance Officers; and/or 3) to the Superintendent or other District-level
employee.
 
All informal complaints must be reported to one (1) of the Compliance Officers, who will either facilitate an informal
resolution as described below or appoint another individual to facilitate an informal resolution.
 
The Board's informal complaint procedure is designed to provide employees, other members of the School District
community, or third parties who believe they are being unlawfully harassed with a range of options designed to bring about
a resolution of their concerns. Depending upon the nature of the complaint and the wishes of the Complainant, informal
resolution may involve, but not be limited to, one (1) or more of the following:
 

 
While there are no set time limits within which an informal complaint must be resolved, the Compliance Officer/designee is
directed to attempt to resolve all informal complaints within fifteen (15) business days of receiving the informal complaint.
If the Complainant is dissatisfied with the informal complaint process, the Complainant may proceed to file a formal
complaint. And, as stated above, either party may request that the informal process be terminated at any time to move to
the formal complaint process.
 
Formal Complaint Procedure
 
If a complaint is not resolved through the informal complaint process, if one of the parties has requested that the informal
complaint process be terminated to move to the formal complaint process, or the Complainant, from the outset, elects to
file a formal complaint, or the CO determines the allegations are not appropriate for resolution through the informal
process, the formal complaint process shall be implemented.
 
The Complainant may file a formal complaint, either orally or in writing, with a teacher, Principal, Compliance Officer, the
Superintendent, or other District official. Due to the sensitivity surrounding complaints of unlawful harassment and
retaliation, timelines are flexible for initiating the complaint process; however, individuals should make every effort to file a
formal complaint within thirty (30) days after the conduct occurs while the facts are known and potential witnesses are
available. If a Complainant informs a teacher, Principal, Superintendent, or other District official, either orally or in writing,
about any complaint of harassment or retaliation, that employee must report such information to a Compliance
Officer/designee within two (2) business days.
 
Throughout the course of the process, the Compliance Officer should keep the parties reasonably informed of the status of
the investigation and the decision-making process.
 
All formal complaints must include the following information to the extent known: the identity of the Respondent; a detailed
description of the facts upon which the complaint is based (i.e., when, where, and what occurred); a list of potential
witnesses; and the resolution sought by the Complainant.
 
If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the
Compliance Officer shall ask for such details in an oral interview. Thereafter, the Compliance Officer will prepare a written
summary of the oral interview and the Complainant will be asked to verify the accuracy of the reported charge by signing
the document.
 
Upon receiving a formal complaint, the Compliance Officer will consider whether any action should be taken in the
investigatory phase to protect the Complainant from further harassment or retaliation including, but not limited to, a
change of work assignment or schedule for the Complainant and/or the Respondent. In making such a determination, the
Compliance Officer should consult the Complainant to assess whether the individual agrees with the proposed action. If the
Complainant is unwilling to consent to the proposed change, the Compliance Officer may still take whatever actions deemed
appropriate in consultation with the Superintendent.
 

A. Advising the Complainant about how to communicate the unwelcome nature of the behavior to the Respondent.
 

B. Distributing a copy of this policy as a reminder to the individuals in the school building or office where the
Respondent works or attends.
 

C. If both parties agree, the Compliance Officer may arrange and facilitate a meeting or mediation between the
Complainant and the Respondent to work out a mutual resolution.
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Within two (2) business days of receiving the complaint, the Compliance Officer/designee will initiate a formal investigation
to determine whether the Complainant has been subjected to offensive conduct/harassment/retaliation. The Principal will
not conduct an investigation unless directed to do so by the Compliance Officer.
 
Simultaneously, the Compliance Officer will inform the Respondent that a formal complaint has been received. The
Respondent will be informed about the nature of the allegations and provided with a copy of any relevant policies and/or
administrative guidelines, including the Board's Anti-Harassment policy. The Respondent must also be informed of the
opportunity to submit a written response to the formal complaint within five (5) days.
 
Although certain cases may require additional time, the Compliance Officer/designee will attempt to complete an
investigation into the allegations of harassment/retaliation within fifteen (15) business days of receiving the formal
complaint. The investigation will include:
 

 
At the conclusion of the investigation, the Compliance Officer/designee shall prepare and deliver a written report to the
Superintendent that summarizes the evidence gathered during the investigation and provides recommendations based on
the evidence and the definition of unlawful harassment as provided in Board policy and State and Federal law as to whether
the Respondent engaged in unlawful harassment/retaliation of the Complainant. The Compliance Officer's recommendations
must be based upon the totality of the circumstances. In determining if discriminatory harassment or retaliation occurred, a
preponderance of evidence standard will be used. The Compliance Officer may consult with the Board’s legal counsel before
finalizing the report to the Superintendent.
 
Absent extenuating circumstances, within five (5) business days of receiving the report of the Compliance Officer/designee,
the Superintendent must either issue a final decision regarding whether the complaint of harassment has been
substantiated or request further investigation. A copy of the Superintendent's written decision will be delivered to both the
Complainant and the Respondent.
 
If the Superintendent requests additional investigation, the Superintendent must specify the additional information that is
to be gathered, and such additional investigation must be completed within five (5) business days. At the conclusion of the
additional investigation, the Superintendent must issue a written decision as described above.
 
[ ] The decision of the Superintendent shall be final.
 
[OR]
 
[ ] A Complainant or Respondent who is dissatisfied with the final decision of the Superintendent may appeal through a
signed written statement to the Board within five (5) business days of the party's receipt of the Superintendent's decision.
 
In an attempt to resolve the complaint, the Board shall meet with the concerned parties and their representative within
twenty (20) business days of the receipt of such an appeal. A copy of the Board's disposition of the appeal shall be sent to
each party within ten (10) business days of this meeting. The decision of the Board will be final.
 
[END OF OPTIONS]
 
The Board reserves the right to investigate and resolve a complaint or report of unlawful harassment/retaliation regardless
of whether the member of the School District community or Third Party alleging the unlawful harassment/retaliation
pursues the complaint. The Board also reserves the right to have the formal complaint investigation conducted by an
external person in accordance with this policy or in such other manner as deemed appropriate by the Board or its designee.
 
[ ] The parties may be represented, at their own cost, at any of the above-described meetings/hearings.
 
The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person's pursuit of
other remedies such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law
enforcement, or the filing of a civil action in court. Use of this internal complaint process is not a prerequisite to the pursuit
of other remedies.

A. interviews with the Complainant;
 

B. interviews with the Respondent;
 

C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the
allegations;
 

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other
witness that is reasonably believed to be relevant to the allegations.
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Privacy/Confidentiality
 
The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent, and the witnesses
as much as possible, consistent with the Board’s legal obligations to investigate, take appropriate action, and conform with
any discovery or disclosure obligations. All records generated under the terms of this policy and related administrative
guidelines shall be maintained as confidential to the extent permitted by law. Confidentiality, however, cannot be
guaranteed. Additionally, the Respondent must be provided with the Complainant's identity.
 
During the course of a formal investigation, the Compliance Officer/designee will instruct all members of the School District
community and Third Parties who are interviewed about the importance of maintaining confidentiality. Any individual who is
interviewed as part of a harassment investigation is expected not to disclose any information that is learned or provided
during the course of the investigation.
 
Sanctions and Monitoring
 
The Board shall vigorously enforce its prohibitions against unlawful harassment/retaliation by taking appropriate action
reasonably calculated to stop the harassment and prevent further such harassment. While observing the principles of due
process, a violation of this policy may result in disciplinary action up to and including the discharge of an employee or the
suspension/expulsion of a student. All disciplinary action will be taken in accordance with applicable State law and the
terms of the relevant collective bargaining agreement(s). When imposing discipline, the Superintendent shall consider the
totality of the circumstances involved in the matter, including the ages and maturity levels of those involved. In those cases
where unlawful harassment is not substantiated, the Board may consider whether the alleged conduct nevertheless
warrants discipline in accordance with other Board policies, consistent with the terms of the relevant collective bargaining
agreement(s).
 
Where the Board becomes aware that a prior remedial action has been taken against a member of the School District
community, all subsequent sanctions imposed by the Board and/or Superintendent shall be reasonably calculated to end
such conduct, prevent its recurrence, and remedy its effects.
 
Retaliation
 
Retaliation against a person who makes a report or files a complaint alleging unlawful harassment/retaliation or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce, or
interfere with any individual because the person opposed any act or practice made unlawful by any Federal or State civil
rights law, or because that individual made a report or formal complaint, testified, assisted, or participated or refused to
participate in any manner in an investigation, proceeding, or hearing under those laws and/or the policy, or because that
individual exercised, enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or
protected by those laws and/or this policy.
 
Retaliation against a person for making a report of discrimination, filing a formal complaint, or participating in an
investigation or meeting is a serious violation of this policy that can result in the imposition of disciplinary
sanctions/consequences and/or other appropriate remedies.
 
Formal complaints alleging retaliation may be filed according to the internal complaint process set forth above.
 
The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.
 
Allegations Constituting Criminal Conduct: Child Abuse/Sexual Misconduct
 
State law requires any school teacher or school employee who knows or suspects that a child under the age of eighteen
(18) or that a person with a disability receiving services as a student from the school regardless of age has suffered or
faces a threat of suffering a physical or mental wound, disability or condition of a nature that reasonably indicates abuse or
neglect of a child to immediately report that knowledge or suspicion to the county children's services agency. If, during the
course of a harassment investigation, the Compliance Officer or a designee has reason to believe or suspect that the
alleged conduct reasonably indicates abuse or neglect of the Complainant, a report of such knowledge must be made in
accordance with State law and Board Policy.
 
Any reports made to a county children's services agency or to local law enforcement shall not terminate the Compliance
Officer's or a designee's obligation and responsibility to continue to investigate a complaint of harassment. While the
Compliance Officer or a designee may work cooperatively with outside agencies to conduct concurrent investigations, in no
event shall the harassment investigation be inhibited by the involvement of outside agencies without good cause after
consultation with the Superintendent.
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Education and Training
 
In support of this Anti-Harassment Policy, the Board promotes preventative educational measures to create greater
awareness of unlawful discriminatory practices. The Superintendent shall provide appropriate information to all members of
the School District community related to the implementation of this policy and shall provide training for District students
and staff where appropriate. All training, as well as all information provided regarding the Board's policy and harassment in
general, will be age and content appropriate.
 
Retention of Investigatory Records and Materials
 
The Compliance Officer(s) is responsible for overseeing the retention of all records that must be maintained pursuant to this
policy. All individuals charged with conducting investigations under this policy shall retain all documents, electronically
stored information (ESI), and electronic media (as defined in Policy 8315) created and/or received as part of an
investigation which may include, but not be limited to:
 

A. all written reports/allegations/complaints/grievances/ statements/responses pertaining to an alleged violation of this
policy;
 

B. any narratives that memorialize oral reports/allegations/ complaints/grievances/statements/responses pertaining to
an alleged violation of this policy;
 

C. any documentation that memorializes the actions taken by District personnel or individuals contracted or appointed
by the Board to fulfill its responsibilities related to the investigation and/or the District’s response to the alleged
violation of this policy;
 

D. written witness statements;
 

E. narratives, notes from, or audio, video, or digital recordings of witness interviews/statements;
 

F. e-mails, texts, or social media posts that directly relate to or constitute evidence pertaining to an alleged violation of
this policy (i.e., not after-the-fact commentary about or media coverage of the incident);
 

G. notes or summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten,
keyed into a computer or tablet, etc.), but not including transitory notes whose content is otherwise memorialized in
other documents;
 

H. written disciplinary sanctions issued to students or employees and other documentation that memorializes oral
disciplinary sanctions issued to students or employees for violations of this policy;
 

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and
other documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,
including any consequences imposed as a result of a violation of this policy;
 

J. documentation of any supportive measures offered and/or provided to the Complainant and/or the Respondent,
including no contact orders issued to both parties, the dates the no contact orders were issued, and the dates the
parties acknowledged receipt of the no contact orders;
 

K. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent
its recurrence, eliminate any hostile environment, and remedy its discriminatory effects;
 

L. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to
students and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee
Handbooks);
 

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

[DRAFTING NOTE:  The following options should be selected if the district concludes that the following
items are not adequately encompassed in the preceding paragraphs.]
 

N. ( ) documentation of any training provided to District personnel related to this policy including, but not limited to,
notification of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all
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The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records
exempt from disclosure under Federal (e.g., FERPA, ADA) and/or State law – e.g., student records and confidential medical
records.
 
The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall
be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District’s records retention schedule.
 
© Neola 2021

District personnel involved in enforcing this policy, including their duty to report alleged violations of this policy
and/or conducting an investigation of an alleged violation of this policy; [REMINDER:  Documentation of training
should be maintained regardless of whether there is an investigation of an alleged violation of this
policy.  It is best practice to maintain a log of all staff members who participate in a training, along with
the date, time and location of the training, and a copy of the materials reviewed and/or presented
during the training.]
 

O. ( ) documentation that any rights or opportunities that the District made available to one party during the
investigation were made available to the other party on equal terms;
 

P. ( ) copies of any notices sent to the alleged perpetrator/responding party of the allegations constituting a potential
violation of this policy;
 

Q. ( ) copies of any notices sent to the Complainant and the Respondent in advance of any interview, meeting, or
hearing;
 

R. ( ) copies of any documentation or evidence used during informal and formal disciplinary meetings and hearings,
including the investigation report, and any written responses submitted by the Complainant or the Respondent.

Legal 20 U.S.C. 1400 et seq., The Individuals with Disabilities Education Improvement Act
of 2004 (IDEIA)

29 C.F.R. Part 1635

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

29 U.S.C. 794, Rehabilitation Act of 1973, as amended

42 U.S.C. 1983

42 U.S.C. 2000e et seq.

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

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

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

Titles VI and VII of the Civil Rights Act of 1964, 42 U.S.C. 2000d et seq.

Title IX of the Educational Amendments of 1972, 20 U.S.C. 1681 et seq.

The Handicappers Civil Rights Act, M.C.L. 37.1101 et seq.

The Elliott-Larsen Civil Rights Act, M.C.L. 37.2101, et seq.

Policies on Bullying, Michigan State Board of Education, 7-19-01

Model Anti-Bullying Policy, Michigan State Board of Education, 09-2006

National School Boards Association Inquiry and Analysis May 2008

2/24/26, 1:26 PM BoardDocs® PL

https://go.boarddocs.com/mi/law/Board.nsf/Private?open&login# 11/11
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Neola Policy Adoption

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education adopts the Neola Board 
Policies Vol. 40, No. 1 for Nondiscrimination.”
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Committee Report Form 

 
Committee:   Finance​ ​ ​ ​  
Date of Meeting:   4.11.26 
Committee Members attending:   Carroll, Cronenwett, 
Administrator(s) attending:   Bandfield, Watson 
 
 Type of committee report:  

X   Reporting/updating 

X   Recommending board action 

      
Brief background of committee issues/area reporting: 
The committee met on Monday May 11th to discuss the following 

●​ Review and Finalize of the 2025-26 General Fund Amendment with an 
overview of Revenue and Expense changes.  

●​ Finalize the Initial Review of the  26-27 Projected  General Fund Budget 
Proposal  

●​ The 2025-26 General Fund Budget Amendment and a High Level 2026-27 
General Fund Budget Proposal is upcoming it tonight's meeting.  

●​ June will be Amendments and Proposed Budgets for both 25-26 and 26-27 
Budgets for General Fund (Amendment if needed), Food Service, and Student 
Activities.  

  
 
RECOMMENDED BOARD ACTION:  
 
Recommends approval of the 25-26 General Fund Budget Amendment 
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updated 5/13/2026

Account Description Actual Original Amended Variance

General Fund 11 2024/2025 2025/2026 2025/2026 From 

Audited June 2025 May 2026 25/26 Original

Revenues:
Local Sources 1,693,585$  1,613,602$   1,691,336$   77,734$        
Local - Athletic Sources 51,813          41,779           46,742           4,963
State Sources 12,588,423  12,389,729   12,982,885   593,156
Federal Sources 290,493        184,796         209,947         25,151
ISD Sources 406,132        444,533         474,533         30,000          
Misc.-Incoming Transfers 65,114          60,000           65,000           5,000            

General Fund Revenues 15,095,560  14,734,439   15,470,443   736,004

Expenditures:
Instruction

Basic Programs 7,505,862     7,962,127      8,080,324      118,197
Added Needs 1,266,705     1,209,067      1,301,991      92,924

Total Instruction: 8,772,567    9,171,194     9,382,315     211,121
Support Services

Pupil Support 578,836        570,534         583,045         12,511
Instructional Support 111,109        100,488         89,901           (10,587)
General Administration 439,184        460,615         488,308         27,693
School Administration 1,143,927     1,171,604      1,187,851      16,247
Business Services 337,473        331,842         297,626         (34,216)
Operations/Maintenance 1,627,305     1,541,226      1,643,832      102,606
Transportation 422,979        448,950         522,845         73,895
Central Services 443,172        516,856         533,965         17,109
Athletics 313,221        289,148         339,455         50,307
Other Support 1,421            -                      -                      0
Community Services 1,000             
Debt Service 3,721            3,722             

Total Support Services: 5,422,348    5,431,263     5,691,549     260,286

Community Services
Lawton Little Learners 51,000           -                      (51,000)
Other 3,283             -                      (3,283)           

Total Transfer Out: -                     54,283           -                      23,321          

Other Financing Uses
QZAB 174,333        178,637         174,333         (4,304)
Lawton Little Learners 72,700          26,604           26,604

Total Transfer Out: 247,033        178,637         200,937         22,300          

Total General Fund Expenditures 14,441,948  14,835,378   15,274,801   439,423        

Excess/(Deficiency) Revenues/Expenditures: 653,612        (100,939)       195,642         296,581        

Prior Year-End Fund Balance: 5,656,720    5,854,517     6,310,332     455,815        
Projected Current Year-End Fund Balance: 6,310,332$  5,753,578$   6,505,974$   752,396        

Less Nonspendable Fund Balance:
Less Restricted Fund Balance:
Less Committed (AFB) Fund Balance: (665,000)       (732,000)        (732,000)        
Unassigned Fund Balance: 5,645,332     5,021,578      5,773,974      

39.09% 33.85% 37.80%

The Board of Education will levy 18.000 mills of ad valorem property tax on non-homestead property
for the purpose of general operations.

Lawton Community Schools
2025/2026 Amended Budget

General Fund Budget Summary
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GENERAL FUND BUDGET AMENDMENT
FISCAL YEAR 2025-2026

Originally Adopted: June 16, 2025
Amended: May 18, 2026

RESOLUTION FOR ADOPTION
BY THE BOARD OF EDUCATION

OF LAWTON COMMUNITY SCHOOLS

Presented May 18, 2026

RESOLVED, that the Lawton Community Schools Board of Education approves an amended 
General Fund budget for fiscal year 2025-2026 to reflect updated known revenues and 
expenditures from the originally approved 2025-2026 General Fund of June 16, 2025: 

Revenues of: $15,470,443
Expenditures of: $15,274,801
Revenues Exceeding Expenditures of: $     195,642

and Ending Fund Balance of: $  6,505,974

to include:

Non-Spendable: $0
Restricted: $0
Committed: $732,000 for Capital Expenditures
Assigned: $0
Unassigned: $5,773,974

Roll Call Vote

Ayes:

Nays:

This appropriation resolution is to take effect on: ______________________________________
(DATE)
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TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Closed Session

RECOMMENDED BOARD ACTIONS:

"RESOLVED, that the Lawton Community Schools Board of Education go into Closed Session 
to consider the dismissal, suspension, or disciplining of a student, as allowed by the Open 
Meetings Act, P.A. 267 of 1976 8(b). Closed session requested by student.”

165



TO:  Board of Education
FROM: Ben Bandfield
DATE: May 18, 2026
SUBJECT:  Open Session

RECOMMENDED BOARD ACTION:

"RESOLVED, that the Lawton Community Schools Board of Education return to Open Session.”
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TO: Board of Education
FROM: Ben Bandfield
DATE: May, 18, 2026
RE: Student Discipline Resolution

Administrative Recommendation / 28 Day Suspension Resolution
RESOLVED, that the Lawton Community Schools Board of Education suspend student #20291043 for 19 
school days which is the remainder of the 25-26 school year. Beginning in the 26-27 school year the 
student would be enrolled in the LAAC and beginning the year either virtually or in person which is at 
the discretion of the Superintendent. The student is not permitted on school grounds during the 
suspension. 

Alternate Resolution: Different number of days suspended or expelled  with Option for additional 
language
RESOLVED, that the Lawton Community Schools Board of Education suspend / expel student #20291043 
for ____ school days, returning on _________________
Option: 
The Board is not supportive of providing a virtual learning option. 

RECOMMENDED BOARD ACTION:

“RESOLVED, that the Lawton Community Schools Board of Education suspends student #20291043 
from Lawton Community Schools for ___ school days. During the suspension, the student should not 
be on school grounds.”
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