5035-R Discrimination and Harassment of Staff or Applicants

The School District prohibits unlawful sexual harassment at school, including but not limited to, sexual assault, which includes any sexual act
directed against a student or staff member, forcibly or against that person's will, as well as criminal sexual conduct. Non-forcible sexual acts
are also prohibited when the recipient is incapable by reason of age or disability, of giving consent, or where force or coercion is threatened.
Use of authority is a form of coercion; in all cases, sexual conduct between adults and students is prohibited and violates School District
policy. The School District also prohibits sexual contact between staff/students.

Title IX prohibits harassment of both male and female students/staff regardless of the sex of the harasser - i.e., even if the harasser and target
are members of the same sex. It also prohibits gender-based harassment, which may include acts of verbal, nonverbal, or physical aggression,
intimidation, or hostility based on sex or sex-stereotyping. Thus, it can be sex discrimination if students are harassed either for exhibiting
what is perceived as a stereotypical characteristic of their sex, or failing to conform to stereotypical notions of masculinity and femininity.
Title IX also prohibits sexual harassment and gender-based harassment of all students, regardless of the actual or perceived sexual orientation
or gender identity of the harasser or target.

Although Title IX may not prohibit discrimination based solely on sexual orientation, Title IX protects all students, including lesbian, gay,
bisexual, and transgender (LGBT) students, from sex discrimination. When students are subjected to harassment on the basis of their LGBT
status, they may also be subjected to forms of sex discrimination prohibited under Title IX. The fact that the harassment includes anti-LGBT
comments or is partly based on the target's actual or perceived sexual orientation does not relieve a school of its obligation under Title IX to
investigate and remedy overlapping sexual harassment or gender-based harassment.

All sexual activity or conduct between District employees and students is a violation of Board Policy, is prohibited, and must be reported by
District employees, when known. Students, parents and guardians are strongly encouraged to immediately report all such suspected or known
conduct to the District's Compliance Officers, principal, assistant principal, teacher, social worker or counselor. The School District shall
immediately investigate and take prompt corrective and remedial action.

Administrators and professional staff are directed to thoroughly investigate any allegations of gender-based harassment, sexual assault,
misconduct, sexting or any coercive conduct of a sexual nature. Those who violate School District policy are subject to discipline up to
expulsion from school, termination of employment, or other appropriate action.

Any questions concerning whether alleged conduct might involve gender-based harassment/sex discrimination should be promptly brought to
the District Compliance Officers.

Any complaint of sexual assault, misconduct or harassment may also be reported to the superintendent's office, a principal, assistant
principal, teacher, social worker, or counselor. In addition, any student or parent who believes their student has been subjected to a criminal
sexual assault or criminal sexual conduct at school, may file a complaint with law enforcement. In such cases, the School District will
coordinate with law enforcement and will also conduct its own investigation using a preponderance of evidence standard, which differs from
the standard used by law enforcement, to determine whether there has been a violation of the Student Code of Conduct. The School District
may also refer a complaint under this policy to law enforcement for their independent review.

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").

Mrs. Jennifer S. Fee

East Grand Rapids Public Schools
2915 Hall Street SE

Grand Rapids, MI 49506
jfee@egrps.org

(616) 235-3535 %4120

Mr. Tim Johnston

East Grand Rapids Public Schools
2211 Lake Drive SE

Grand Rapids, MI 49506

tjohnsto@egrps.org
(616-235-7593 x5450



Mr. William Behrendt

East Grand Rapids Public Schools
2915 Hall Street SE

Grand Rapids, MI 49506
wbehrend@egrps.org

(616) 235-3535 x4130

Mr. Kevin Philipps

East Grand Rapids Public Schools
2915 Hall Street SE

Grand Rapids, MI 49506
kphilipp@egrps.org

(616) 235-3535 x4129

Investigation and Complaint Procedure

Any student or staff member who believes that s/he has been subjected to unlawful discrimination or retaliation may seek resolution of
his/her complaint through the procedures described below. The formal complaint procedures involve an investigation of the individual's
claims 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 should make every effort to file a complaint within thirty (30) calendar 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) business days of the
complaint being received).

Informal Complaint Procedure

The goal of the informal complaint procedure is to stop inappropriate behavior and facilitate resolution through an informal process. The
informal complaint procedure is provided as a less formal option for a student/staff who believes s/he has been unlawfully discriminated or
retaliated against. 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 parties (the alleged target of the discrimination and individual(s)
alleged to have engaged in the discrimination) agree to participate in it.

Students/staff who believe that they have been unlawfully discriminated/retaliated against 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 or any other adult member of the School District community against a student will be formally
investigated.

As an initial course of action, if a student/staff feels that s/he is being unlawfully discriminated/retaliated against and s/he is able and feels
safe doing so, the individual should tell or otherwise inform the person who engaged in the allegedly discriminatory/retaliatory conduct that it
is inappropriate and must stop. The complaining individual should address the alleged misconduct as soon after it occurs as possible.

The COs and/or the team will be available to support and counsel individuals when taking this initial step or to intervene on behalf of the
individual if requested to do so. An individual who is uncomfortable or unwilling to inform the person who allegedly engaged in the unlawful
conduct of his/her concerns is not prohibited from otherwise filing an informal or a formal complaint. In addition, with regard to certain types
of unlawful discrimination, such as sexual discrimination, the CO may advise against the use of the informal complaint process.

A student/staff who believes s/he has been unlawfully discriminated/retaliated against 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 or teacher is assigned to; (2) to the
Superintendent or other District-level employee; and/or (3) directly to one of the COs.

All informal complaints must be reported to one 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 students/staff who believe they are being unlawfully
discriminated/retaliated against with a range of options aimed at bringing about a prompt resolution of their concerns. Depending upon the
nature of the complaint and the wishes of the student/staff claiming unlawful discrimination/retaliation, informal resolution may involve, but
not be limited to, one or more of the following:

A. Advising the student/staff about how to communicate his/her concerns to the person who allegedly engaged in the



discriminatory/retaliatory behavior.

B. Distributing a copy of Policy 5035 and 8330 - Discriminatory Harassment as a reminder to the individuals in the school building or
office where the individual whose behavior is being questioned works or attends.

C. If both parties agree, the CO may arrange and facilitate a meeting between the student/staff claiming discrimination/retaliation and the
individual accused of engaging in the misconduct 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 will exercise his/her authority to
attempt to resolve all informal complaints within fifteen (15) business days of receiving the informal complaint. Parties who are dissatisfied
with the results of the informal complaint process may proceed to file a formal complaint. And, as stated above, parties 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 student/staff elects to file a formal complaint initially, the formal complaint
process shall be implemented.

A student/staff who believes s/he has been subjected to unlawful discrimination/retaliation (hereinafter referred to as the "Complainant") may
file a formal complaint, either orally or in writing, with a teacher, Principal, or other District employee at the student's school, the CO,
Superintendent, or another District employee 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 complaint within thirty (30) calendar days after the conduct occurs. If a Complainant informs a teacher, Principal, or other
District employee 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 within two (2) business days.

Throughout the course of the process, the CO should keep the parties informed of the status of the investigation and the decision-making
process.

All formal complaints must include the following information to the extent it is available: the identity of the individual believed to have
engaged in, or be engaging in; the discriminatory/retaliatory conduct; a detailed description of the facts upon which the complaint is based; 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 person alleged to have engaged in the misconduct. In making such a determination, the CO should consult the
Complainant to assess his/her agreement to the proposed action. If the Complainant is unwilling to consent to the proposed change, the CO
may still take whatever actions s/he deems appropriate in consultation with the Superintendent.

Within two (2) business 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. A Principal will not conduct an investigation unless directed to do so
by the CO.

Simultaneously, the CO will inform the individual alleged to have engaged in the discriminatory or retaliatory conduct (hereinafter referred to
as the "Respondent") that a 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 5035 and 8330 - Discriminatory Harassment. The Respondent must also be informed of the opportunity to
submit a written response to the complaint within five (5) business 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) business 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;

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 or designee shall prepare and deliver a written report to the Superintendent that summarizes the
evidence gathered during the investigation and provide the 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 Complainant has been subjected to



unlawful discrimination/retaliation. The CO's recommendations must be based upon the totality of the circumstances, including the ages and
maturity levels of those involved. In determining if unlawful discrimination or retaliation occurred, a preponderance of evidence standard
will be used. The CO 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 CO or designee, the Superintendent must either
issue a final 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 Complainant was subjected to unlawful discrimination/retaliation, s’he 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.

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 his/her receipt of the Superintendent's final decision.

In an attempt to resolve the complaint, the Board shall meet with the concerned parties and their representatives 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 concerned party within ten (10)
business days of this meeting. The decision of the Board will be final.

The Board reserves the right to investigate and resolve a complaint or report of unlawful discrimination/retaliation regardless of whether the
Complainant 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 Complainant may be represented, at his/her 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 or the filing of a court case. Use of this internal complaint procedure is not a
prerequisite to the pursuit of other remedies.



8330-R Discriminatory Harassment of Students

The School District prohibits unlawful sexual harassment at school, including but not limited to, sexual assault, which includes any sexual act
directed against a student, forcibly or against that person's will, as well as criminal sexual conduct. Non-forcible sexual acts are also
prohibited when the recipient is incapable by reason of age or disability, of giving consent, or where force or coercion is threatened. Use of
authority is a form of coercion; in all cases, sexual conduct between adults and students if prohibited and violates School District policy. The
School District also prohibits sexual contact between students at school, on a school bus, or at a school-sponsored activity or event.

Title IX prohibits harassment of both male and female students/staff regardless of the sex of the harasser - i.e., even if the harasser and target
are members of the same sex. It also prohibits gender-based harassment, which may include acts of verbal, nonverbal, or physical aggression,
intimidation, or hostility based on sex or sex-stereotyping. Thus, it can be sex discrimination if students are harassed either for exhibiting
what is perceived as a stereotypical characteristic of their sex, or failing to conform to stereotypical notions of masculinity and femininity.
Title IX also prohibits sexual harassment and gender-based harassment of all students, regardless of the actual or perceived sexual orientation
or gender identity of the harasser or target.

Although Title IX may not prohibit discrimination based solely on sexual orientation, Title IX protects all students, including lesbian, gay,
bisexual, and transgender (LGBT) students, from sex discrimination. When students are subjected to harassment on the basis of their LGBT
status, they may also be subjected to forms of sex discrimination prohibited under Title IX. The factthat the harassment includes anti-LGBT
comments or is partly based on the target's actual or perceived sexual orientation does not relieve a school of its obligation under Title IX to
investigate and remedy overlapping sexual harassment or gender-based harassment.

All sexual activity or conduct between District employees and students is a violation of Board Policy, is prohibited, and must be reported by
District employees, when known. Students, parents and guardians are strongly encouraged to immediately report all such suspected or known
conduct to the District's Compliance Officers, principal, assistant principal, teacher, social worker or counselor. The School District shall
immediately investigate and take prompt corrective and remedial action.

Administrators and professional staff are directed to thoroughly investigate any allegations of gender-based harassment, sexual assault,
misconduct, sexting or any coercive conduct of a sexual nature. Those who violate School District policy are subject to discipline up to
expulsion from school, termination of employment, or other appropriate action.

Any questions concerning whether alleged conduct might involve gender-based harassment/sex discrimination should be promptly brought to
the District Compliance Officers.Any complaint of sexual assault, misconduct or harassment may also be reported to the superintendent's
office, a principal, assistant principal, teacher, social worker, or counselor. In addition, any student or parent who believes their student has
been subjected to a criminal sexual assault or criminal sexual conduct at school, may file a complaint with law enforcement. In such cases,
the School District will coordinate with law enforcement and will also conduct its own investigation using a preponderance of evidence
standard, which differs from the standard used by law enforcement, to determine whether there has been a violation of the Student Code of
Conduct. The School District may also refer a complaint under this policy to law enforcement for their independent review.

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").

Mrs. Jennifer S. Fee

East Grand Rapids Public Schools
2915 Hall Street SE

Grand Rapids, MI 49506
jfee@egrps.org

(616) 235-3535 x4120

Mr. Tim Johnston

East Grand Rapids Public Schools
2211 Lake Drive SE

Grand Rapids, MI 49506
tjohnsto@egrps.org
(616-235-7593 x5450

Mr. William Behrendt



East Grand Rapids Public Schools
2915 Hall Street SE

Grand Rapids, MI 49506
wbehrend@egrps.org

(616) 235-3535 x4130

Mr. Kevin Philipps

East Grand Rapids Public Schools
2915 Hall Street SE

Grand Rapids, MI 49506
kphilipps@egrps.org

(616) 235-3535 x4129

Investigation and Complaint Procedure

Any student or staff member who believes that s/he has been subjected to unlawful discrimination or retaliation may seek resolution of
his/her complaint through the procedures described below. The formal complaint procedures involve an investigation of the individual's
claims 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 should make every effort to file a complaint within thirty (30) calendar 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) business days of the
complaint being received).

Informal Complaint Procedure

The goal of the informal complaint procedure is to stop inappropriate behavior and facilitate resolution through an informal process.

The informal complaint procedure is provided as a less formal option for a student/staff who believes s/he has been unlawfully discriminated
or retaliated against. 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 parties (the alleged target of the discrimination and individual(s)
alleged to have engaged in the discrimination) agree to participate in it.

Students/staff who believe that they have been unlawfully discriminated/retaliated against 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 or any other adult member of the School District community against a student will be formally
investigated.

As an initial course of action, if a student/staff feels that s/he is being unlawfully discriminated/retaliated against and s/he is able and feels
safe doing so, the individual should tell or otherwise inform the person who engaged in the allegedly discriminatory/retaliatory conduct that it
is inappropriate and must stop. The complaining individual should address the alleged misconduct as soon after it occurs as possible. The
COs and/or the team will be available to support and counsel individuals when taking this initial step or to intervene on behalf of the
individual if requested to do so. An individual who is uncomfortable or unwilling to inform the person who allegedly engaged in the unlawful
conduct of his/her concerns is not prohibited from otherwise filing an informal or a formal complaint. In addition, with regard to certain types
of unlawful discrimination, such as sexual discrimination, the CO may advise against the use of the informal complaint process.

A student/staff who believes s/he has been unlawfully discriminated/retaliated against 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 or teacher is assigned to; (2) to the
Superintendent or other District-level employee; and/or (3) directly to one of the COs.

All informal complaints must be reported to one 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 students/staff who believe they are being unlawfully
discriminated/retaliated against with a range of options aimed at bringing about a prompt resolution of their concerns. Depending upon the
nature of the complaint and the wishes of the student/staff claiming unlawful discrimination/retaliation, informal resolution may involve, but
not be limited to, one or more of the following:

A. Advising the student/staff about how to communicate his/her concerns to the person who allegedly engaged in the
discriminatory/retaliatory behavior.



B. Distributing a copy of Policy 5035 and 8330 - Discriminatory Harassment as a reminder to the individuals in the school building or
office where the individual whose behavior is being questioned works or attends.

C. If both parties agree, the CO may arrange and facilitate a meeting between the student/staff claiming discrimination/retaliation and the
individual accused of engaging in the misconduct 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 will exercise his/her authority to
attempt to resolve all informal complaints within fifteen (15) business days of receiving the informal complaint.

Parties who are dissatisfied with the results of the informal complaint process may proceed to file a formal complaint. And, as stated above,
parties 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 student/staff elects to file a formal complaint initially, the formal complaint
process shall be implemented.

A student/staff who believes s/he has been subjected to unlawful discrimination/retaliation (hereinafter referred to as the "Complainant") may
file a formal complaint, either orally or in writing, with a teacher, Principal, or other District employee at the student's school, the CO,
Superintendent, or another District employee 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 complaint within thirty (30) calendar days after the conduct occurs. If a Complainant informs a teacher, Principal, or other
District employee 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 within two (2) business days.

Throughout the course of the process, the CO should keep the parties informed of the status of the investigation and the decision-making
process.

All formal complaints must include the following information to the extent it is available: the identity of the individual believed to have
engaged in, or be engaging in; the discriminatory/retaliatory conduct; a detailed description of the facts upon which the complaint is based; 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 person alleged to have engaged in the misconduct. In making such a determination, the CO should consult the
Complainant to assess his/her agreement to the proposed action. If the Complainant is unwilling to consent to the proposed change, the CO
may still take whatever actions s/he deems appropriate in consultation with the Superintendent.

Within two (2) business 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. A Principal will not conduct an investigation unless directed to do so
by the CO.

Simultaneously, the CO will inform the individual alleged to have engaged in the discriminatory or retaliatory conduct (hereinafter referred to
as the "Respondent") that a 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 5035 and 8330 - Discriminatory Harassment. The
Respondent must also be informed of the opportunity to submit a written response to the complaint within five (5) business 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) business 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;

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 or designee shall prepare and deliver a written report to the Superintendent that summarizes the
evidence gathered during the investigation and provide the 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 Complainant has been subjected to
unlawful discrimination/retaliation. The CO's recommendations must be based upon the totality of the circumstances, including the ages and
maturity levels of those involved. In determining if unlawful discrimination or retaliation occurred, a preponderance of evidence standard
will be used. The CO 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 CO or designee, the Superintendent must either
issue a final 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 Complainant was subjected to unlawful discrimination/retaliation, s’he 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.

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 his/her receipt of the Superintendent's final decision.

In an attempt to resolve the complaint, the Board shall meet with the concerned parties and their representatives 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 concerned party within ten (10)
business days of this meeting. The decision of the Board will be final.

The Board reserves the right to investigate and resolve a complaint or report of unlawful discrimination/retaliation regardless of whether the
Complainant 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 Complainant may be represented, at his/her 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 or the filing of a court case. Use of this internal complaint procedure is not a
prerequisite to the pursuit of other remedies.

WITNESS DISCLOSURE FORM

Name of Witness:

Position of Witness:

Address of Witness:

Phone Number(s):

Date of Testimony/Interview:

Description of Instance Witnessed:

Additional Information:




I agree that all the information on this form is accurate and true to the best of my knowledge.

Signature:

Date: Supt Office
8/2000

SEXUAL HARASSMENT COMPLAINT FORM

Name of Complainant:

Address of Complainant:

Phone Number(s):

Date of Complaint:

Name of Alleged Harasser:

Date and Place of Incident or Incidents:

Description of Misconduct (Use back, if needed):

Names(s) of Witness, if any:

Evidence of Harassment (i.e., letters, photos

Additional Information:

I agree that all the information on this form is accurate and true to the best of my knowledge.

Signature:

Date:

Supt Office 8/2000



