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6120

Equal
Employment
Opportunity

Suggested revision(s): Required policy. Revised language throughout the policy in light of
changes to non-discrimination and anti-harassment laws and regulations including,
specifically, revisions to the implementing regulations for Title IX of the Education
Amendments Act of 1972. In revising the policy, we sought to create consistency between it
and other non-discrimination and anti-harassment policies and to emphasize the connection
that exists between and among them.

As part of these revisions, an "Overview" section was added which indicates that the policy is
just one component of the District's overall commitment to maintaining a discrimination and
harassment-free educational and work environment. This section also states that the District is
an equal opportunity employer that does not discriminate against any employee or applicant
for employment in its programs and activities on the basis of any legally protected class or
category. A "Reporting Allegations of Employment Discrimination" section was added so that
individuals know how to report complaints without having to reference another policy. Where
appropriate, references to other potentially relevant policies and documents were also added.
Policy Committee recommends as is.

6121

Sexual
Harassment in
the Workplace

Suggested revision(s): Required policy. Revised in light of changes to non-discrimination and
anti-harassment laws and regulations including, specifically, revisions to the implementing
regulations for Title IX of the Education Amendments Act of 1972. In revising the policy, we
sought to create consistency between it and other non-discrimination and anti-harassment
policies and to emphasize the connection that exists between and among them.

As part of these revisions, the language at the beginning of the policy was modified and,
where appropriate, references to other potentially relevant policies and documents were added.
Policy Committee recommends as is.

6150

Alcohol,
Tobacco,
Drugs & Other
Substances

Suggested revision(s): Revised in light of senate bill S854A which legalized recreational
cannabis (marijuana) use for anyone age 21 and older. Public Health Law prohibits smoking
and vaping on school grounds. As part of senate bill S854A, the definition of smoking in
Public Health Law was revised to include a reference to cannabis. The senate bill also added
Section 222.10 to the Penal Law. This new Section prohibits smoking, vaping, or ingesting
cannabis or concentrated cannabis in or upon the grounds of a school or in or on a school bus.
However, this prohibition does not apply to acts that are in compliance with Article three of
the Cannabis Law which relates to medical cannabis use. Other revisions were made for clarity
and consistency purposes. Policy Committee recommends as is.

6160

Professional
Growth/Staff
Development

Suggested revision(s): Revised to more closely align with current practices associated with
professional growth and staff development, as well as to conform with the current terminology
used in the Commissioner's regulations. Further, content covered in other policies was
removed from the policy as duplicative. Policy Committee recommends as is.

6219

Registration &
Professional
Development

Suggested revision(s): Now titled "Registration and Professional Learning." Revised to reflect
a shift in terminology from "professional development" to "professional learning" in the
Commissioner's regulations. This shift is consistent with changes to standards adopted by the
Professional Standards and Practices Board for Teaching (PSPB). Specifically, the phrase
"professional development plan" was changed to "professional learning plan" in 8 NYCRR
Section 100.2(dd). According to the Board of Regents, this shift was more than just a change
in language. Using the phrase "professional learning" emphasizes the importance of educators
taking an active role in their continuous development. Rather than being passive recipients of
information, educators should be active partners in determining the content of their learning,
how their learning occurs, and how they evaluate its effectiveness. Other revisions were made
for clarity and consistency purposes. Policy Committee recommends as is.

6461

Use of Email
in the School
District

Suggested revision(s): Customization required. Now titled "Use of Email in the District."
Revised language throughout the policy to reflect current issues with the use of email in
districts. In addition to addressing issues such as sending emails with personal, private, and
sensitive information, the revised policy now addresses receiving suspicious emails and
accessing District email services on personal devices. Policy Committee recommends
further review of this proposed update.

6571

Professional
Service
Providers

Suggest District delete: Suggest deleting policy as the content of this policy is covered in other
policies such as policy 6570, Determination of Employment Status: Employee or Independent
Contractor, and policy 5411, Procurement of Goods and Services. Policy Committee
recommends deleting this policy.
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Personnel

SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY

The District is an equal opportunity employer that does not discriminate against any employee or
applicant for employment in its programs and activities on the basis of race, color, creed, national origin,
religion, sex (including gender identity or the status of being transgender), sexual orientation, disability,
age, military status, predisposing genetic characteristics, marital status, domestic-violence-victim status,
criminal arrest or conviction record, or any other basis prohibited by state or federal non-discrimination
laws.

Investigation of Complaints and Grievances

The School District will act to promptly, thoroughly, and equitably investigate all complaints,
whether verbal or written, of discrimination, and will promptly take appropriate action to protect
individuals from further discrimination. All such complaints will be handled in a manner consistent with
the District's policies, procedures, and/or regulations regarding the investigation of discrimination and
harassment complaints.

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

The Board prohibits any retaliatory behavior directed against complainants, victims, witnesses,
and/or any other individuals who participated in the investigation of a complaint of discrimination.
Complaints of retaliation may be directed to the Civil Rights Compliance Officer. In the event the Civil
Rights Compliance Officer is the alleged offender, the report will be directed to another Civil Rights
Compliance Officer, if the District has designated another individual to serve in such a capacity, or to
the Superintendent,

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

Age Discrimination in Employment Act, 29 USC § 621

Americans with Disabilities Act, 42 USC § 12101, et seq.

Genetic Information Non-Discrimination Act of 2008 (GINA), Public Law 110-233
Section 504 of the Rehabilitation Act of 1973, 29 USC § 794, et seq.
Title VI of the Civil Rights Act of 1964, 42 USC § 2000d, et seq.

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

Title IX of the Education Amendments of 1972, 20 USC § 1681, et seq.
Civil Rights Law § 40-c

Human Rights Law § 296

9 NYCRR § 466.13

Civil Service Law § 75-B

Executive Law § 290, et seq.

Military Law §§ 242 and 243

(Continued)
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY (Cont'd.)

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

Adopted: 5/9/06
Revised: 11/16/10; 7/8/14; 5/10/16; 3/19/19
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY
Overview

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

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

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

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

Reporting Allegations of Employment Discrimination

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

All District employees who witness or receive an oral or written report of employment
discrimination must immediately inform the CRCO. Failure to immediately inform the CRCO may
subject the employee to discipline up to and including termination. If the CRCO is unavailable, including
due to a conflict of interest or other disqualifying reason, the report will be directed to another CRCO,
if the District has designated another individual to serve in that capacity. If the District has not designated
another CRCO, the Superintendent will ensure that another person with the appropriate training and
qualifications 1s appointed to act as the CRCO,

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

(Continued)
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY (Cont'd.)
Grievance Process for Complaints of Employment Discrimination

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

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

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

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

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

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

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

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

8 USC § 1324b

29 USC § 206

42 USC § 1981

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

Genetic Information Non-Discrimination Act (GINA), 42 USC § 2000T et seq.
National Labor Relations Act (NLRA), 29 USC § 151 et seq.

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

Jy &

(Continued)
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SUBJECT: EQUAL EMPLOYMENT OPPORTUNITY (Cont'd.)

Title V1 of the Civil Rights Act of 1964, 42 USC § 2000d et seq.

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

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

29 CFR Chapter | - National Labor Relations Board

29 CFR Chapter XIV - Equal Employment Opportunity Commission

34 CFR Parts 100, 104, and 106

45 CFR Part 86

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

Civil Service Law §§ 75-band 1 15

Correction Law § 752

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

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

Military Law §§ 242, 243, and 318

9 NYCRR § 466 et seq.

NOTE:  Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -~ Sex Discrimination and Sexual Harassment Prohibited by
Title IX of the Education Amendments of 1972
#6121 -- Sexual Harassment in the Workplace
#6122 -- Employvee Grievances

Adopted: 5/9/06
Revised: 11/16/10; 7/8/14; 5/10/16; 3/19/19;
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE

The District is committed to maintaining a discrimination-free work environment. Sexual
harassment is one form of workplace discrimination. This policy addresses sexual harassment in the

workplace and is one component of the District's commitment to a discrimination-free work
environment.

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

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

a) Employees;
b)  Applicants for employment;
¢)  Paid or unpaid interns; and

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

Sexual harassment in the workplace can occur between any individuals, regardless of their sex or
gender. Unlawful sexual harassment is not limited to the physical workplace itself. Sexual harassment
can occur on school grounds, school buses or District vehicles, and at school-sponsored events,
programs, or activities, including those that take place at locations off school premises. It can also occur
while employees are traveling for District business. Calls, texts, emails, and social media usage can
constitute unlawful workplace harassment, even if they occur away from school grounds, on personal
devices, or during non-work hours.

What Constitutes Sexual Harassment
Sexual harassment is a form of sex discrimination and is unlawful under federal, state, and (where

applicable) local law. Sexual harassment includes harassment on the basis of sex, sexual orientation,
self-identified or perceived sex, gender expression, gender identity, and the status of being transgender.

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

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

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

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

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

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

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

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

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

Examples of Sexual Harassment

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

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

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

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

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

b)

Unwanted sexual advances or propositions, such as:

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

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

2. Subtle or obvious pressure for unwelcome sexual activities.

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

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

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

displays on workplace computers or cell phones and sharing such displays while in the
workplace,

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

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

2. Sabotaging an individual's work; and

3. Bullying, yelling, or name-calling.

Prohibition of Retaliatory Behavior (Whistle-Blower Protection)

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

hours),

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

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

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

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

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

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

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

Reporting Sexual Harassment

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

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

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

Supervisory Responsibilities

All supervisors, building principals, and other administrators who receive a complaint or
information about suspected sexual harassment, observe what may be sexually harassing behavior or for
any reason suspect that sexual harassment is occurring, are required to report such suspected sexual
harassment to the CRCO. In the event the CRCO is the alleged harasser, the report will be directed to
another CRCO, if the District has designated another individual to serve in that capacity, or to the
Superintendent.

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

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

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

Investigating Complaints

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

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

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

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

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

b) Ifa complaint is verbal, encourage the individual to complete the complaint form, which is
available on the District website, in writing. If he or she refuses, prepare a complaint form
based on the verbal reporting.

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

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

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

e)

g)

h)

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

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

1. Alistof all documents reviewed, along with a detailed summary of relevant documents;
2. Alist of names of those interviewed, along with a detailed summary of their statements;
3. Atimeline of events;

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

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

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

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

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

If an investigation reveals that discrimination or harassment has occurred, the District will take
immediate corrective action as warranted. This action will be taken in accordance with applicable laws
and regulations, as well as any and all relevant codes of conduct, District policies and administrative
regulations, collective bargaining agreements, and/or third-party contracts.

Annual Training

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

a)

b)

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

Examples of conduct that would constitute unlawful sexual harassment;

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

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

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

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

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

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

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

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

Legal Protections and External Remedies

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

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

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

State Human Rights Law (HRL)

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

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

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

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

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

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

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

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

Civil Rights Act of 1964

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

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

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

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

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

Title IX

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

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

Local Protections

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

Local Police Department

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

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

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

34 CFR Subtitle B, Chapter 1

Civil Service Law Section 75-B

Executive Law Article 15

Labor Law Section 201-g

NOTE:  Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the School
District
#6122 -- Employee Grievances
#7541 -- Sexual Harassment of Students

Adopted: 5/9/06
Revised: 11/18/08; 7/8/14; 5/10/16; 10/16/18; 1/19/21
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE

Overview

The District is committed to creating and maintaining an environment which is free from
discrimination-free-werk-environment and harassment. Sexual harassment is one form of workplace
discrimination. This policy addresses sexual harassment in the workplace. and-1t is just one component
of the District's overall commitment to maintaining a discrimination and harassment-free educational
and work environment.

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

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

)

and impose disciplinary measures and implement remedies when warranted

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

Scope and Applic

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

a)  Employees;

b)  Applicants for employment;

¢) Paid or unpaid interns; and

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

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

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

Sexual harassment in the workplace can occur between any individuals, regardless of their sex or
gender. Unlawful sexual harassment is not llmlted to the physwal workplace 1tself Sexual harassment
can occur on

& ; : g =school m‘w;*x::';l\
and at school functions which, for purposes of this policy, means a school-sponsored or school-
authorized extracurricul:

event or actiy regardless of where the event or activity takes place,
including any event or activity that may take place virtually or in another state. It can also occur while
employees are traveling for District business. Calls, texts, emails, and social media usage can constitute
unlawful workplace harassment, even if they occur away from school ‘»‘F(—)Jcﬂ%és operty, on personal
devices, or during non-work hours. Accordingly. mm{m or incidents of sexual harassment that create
or foreseeably create a disruption within the District may be subject to this policy in
circumstances.

certain

Other District policies and documents such as regulations, procedures, collective bargaining
>ements, and Lhk District's Code of Conduct may address misconduct rel

ed to sexual harassment
nd may provide for additional, different, or more specific grievance ;‘vr\‘»wd'mu depending on a number
of factors including, but not limited to, who is involved and where the alleged sexual harassment
occurred. These documents must %\‘ read in conjunction with this policy. \npl icable policies or
documents may 11‘1'\’:lud 1";‘»1'&&:\' :»‘%-i \(\‘ Discriminats ”g’jg.{,:_\m}-ll-n assment in the District; and
Policy ¢ t Prohi
A

ation

'he dismissal of a complaint under one policy or document does not preclude action under another
i
i

related District pt\]‘L\ or document.

What Constitutes Sexual Harassment

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

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

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

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

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

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

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

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

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

Any covered person who feels harassed should report the conduct so that any violation of this

policy can be corrected promptly. Any harassing conduct, even a single incident, can be addressed under
this policy.

Examples of Sexual Harassment

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

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

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

2. Rape, sexual battery, molestation or attempts to commit these assaults.
b)  Unwanted sexual advances or propositions, such as:

1. Requests for sexual favors accompanied by implied or overt threats concerning the
target's job performance evaluation, a promotion or other job benefits or detriments;
and

2. Subtle or obvious pressure for unwelcome sexual activities.

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

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

d)

e)

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

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

displays on workplace computers or cell phones and sharing such displays while in the
workplace.

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

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

&

Sabotaging an individual's work; and

(U]

Bullying, yelling, or name-calling.

Prohibition of Retaliatory Behavior (Whistle-Blower Protection)

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

hours).

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

a)

b)

<)

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

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

Opposed sexual harassment by making an verbat-oral or informal complaint of harassment

to a supervisor, building principal, other administrator, or the CivilRightsComplianee
Otfeer (CRCO3;

(Continued)
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE (Cont'd.)
d)  Reported that another employee has been sexually harassed; or
e) Encouraged a fellow employee to report harassment.

Even if the alleged harassment does not turn out to rise to the level of a violation of law, the
individual is protected from retaliation if the person had a good faith belief that the practices were

unlawful. However, the retaliation provision is not intended to protect persons making intentionally false
charges of harassment.

Reporting Allegations of Sexual Harassment

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

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

District employees must comply with reporting re

policy or document.

Applicable policies or doc

; and Policy #

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

Supervisory Responsibilities

All supervisors, building principals, and other administrators who receive a complaint or
information about suspected sexual harassment, observe what may be sexually harassing behavior or for
any reason suspect that sexual harassment is occurring, are required to report such suspected sexual
harassment to the CRCO. n-the-eventthe-€ P ¢ afassetr—the teportwil-be-directed o

)

i€ nelua

he'CRCO™ ,
‘ mother CRCO

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

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

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

Investigating Complaints of Sexual Harassment

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

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

below, and in accordance with any applicable collective bargaining agreements to protect their rights to
a fair and impartial investigation.

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

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

a)  Upon receipt of a complaint, the CRCO will conduct an immediate review of the allegations,
and take any interim actions (e.g., instructing the respondent to refram from communlcatlons
w1th the complamant) as approprlate

b)

(Continued)
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g)

h)

)

laint torm ba

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

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

students.

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

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

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

(OS]

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

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

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

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

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

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

> by 5 e S 14/ -~ F e N IY
vhich District POLICIES and/or documen

[f an investigation reveals that dis at —haras sexual harassment has occurred, the
District will take immediate corrective action as warranted Thls actlon w1ll be taken in accordance w1th
appllcable 1aw~ and regulatlons as well as any cmd—&H e

(=}

applicable

District policy, regulation, procedure, '..'«s!l‘ccu‘c 5'\-rt{':._.;i.ji‘1537- agreement, third-pa

ity contract, or other
document such as the District's Code of Conduct

Annual Training

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

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

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

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

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

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

NoticeNotification

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

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

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

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

Legal Protections and External Remedies

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

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

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

State Human Rights Law (HRL)

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

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

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

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

DHR will investigate yeurihe complaint and determine whether there is probable cause to believe
that sexual harassment has occurred. Probable cause cases are forwarded to a public hearing before an
administrative law judge. If sexual harassment is found after a hearmg DHR has the power to award
relief, which varies but may include requiring your-emptoyerthe Disirict to take action to stop the

harassment, or redress the damage caused, including paying of monetary damages attorney's fees. and
civil fines.

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

Contact DHR at (888) 392-3644 or visit dhr.ny.gov/complaint for more information about filing a
complaint. The website has a complaint form that can be downloaded, filled out, notarized and mailed



to DHR. The website also contains contact information for DHR's regional offices across New York
State.

(Continued)
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Civil Rights Act of 1964

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

at which point the EEOC will issue a Right to Sue letter permitting the individual to file a complaint in
federal court.

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

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

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

Title [X

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

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

Local Protections

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

Local Police Department

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

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

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

34 CFR Subtitle B, Chapter I

Civil Service Law § 75-b

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

Labor Law § 201-g

NOTE:  Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Sex Discrimination and Sexual Harassment Prohibited by
Title IX of the Education Amendments of 1972
#6122 -- Employee Grievances
#7541 -- Sexual Harassment of Students

Adopted: 5/9/06
Revised: 11/18/08; 7/8/14; 5/10/16; 10/16/18; 1/19/21;



2020 6150
1of2

Personnel

SUBJECT: ALCOHOL, TOBACCO, DRUGS, AND OTHER SUBSTANCES (STAFF)
Prohibited Conduct

The Board, recognizing that students are often influenced by teachers and other members of a
school's staff, impresses upon staff the importance of maintaining a high level of professionalism
appropriate to their position, which, in turn, will set a positive example for students.

The Board, therefore, prohibits staff from consuming, sharing, selling, using, and/or possessing
illegal drugs, counterfeit and designer drugs, drug paraphernalia, or alcohol in the workplace or when
the effects of these actions may impair job performance. Additionally, the Board prohibits the misuse
and/or unprescribed use of prescription and over-the-counter drugs in the workplace or when the effects
of these actions may impair job performance.

In accordance with law, regulation, and District policy, smoking and vaping are prohibited on
school grounds; within 100 feet of the entrances, exits, or outdoor areas of any of the District's schools;
and/or at any school-sponsored event or activity that occurs off school grounds.

Disciplinary Measures -

Staff will be informed of the range of penalties or consequences, up to and including, termination
of employment that may be imposed for engaging in prohibited conduct in accordance with any
applicable law, District policy, collective bargaining agreement, and/or other similar document.

Information on Substance Use Related Services

The Superintendent has designated one or more individuals to provide information regarding
where and how to find available substance use related services to students, parents, and staff.

The designated individual(s) for the District is the Family Support Center Coordinator.

Any information provided by a student, parent, or staff member to the designated individual(s)
will not be used in any school disciplinary proceeding and will, in addition to any other applicable
privilege, be considered confidential in accordance with law.

20 USC Sections 6083(a), 7118, and 7973(a)

41 USC Section 8101 et seq.

Civil Service Law Section 75

Education Law Sections 409, 2801, 3020-a, and 3038
Public Health Law Section 1399-0

(Continued)
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(Cont'd.)

NOTE:  Refer also to Policies #3410 -- Code of Conduct on School Property
#5640 -- Smoking/Tobacco Use
#6560 -- Employee Assistance Program (EAP)
#7320 -- Alcohol, Tobacco, Drugs, and Other Substances (Students)
District Code of Conduct

Adopted: 5/9/06
Revised: 6/16/09; 3/19/19; 5/19/20
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Prohibited Conduct

The Beardl)isirict, recognizing that students are often influenced by teachers and other members
of a school's staff, impresses upon staff the importance of maintaining a high level of professionalism
appropriate to their position, which, in turn, will set a positive example for students.

: B itsAccording i\‘\\‘m.\;" the ‘A‘I‘\.‘iu\ﬁi"\‘!"\»rif\ clie of the
actions may impair job performance, staff are prohibited from consuming, sharing, selling, usmg and/or
possessing:

a)  tllegal drugs:;

b)  Cannabis (maryjuana) or any other controlled substance in schedules 1 through V of the
Controlled Substances Act:

¢)  elounterfeit and designer drugs::
d)  dDrug paraphernalias: or

¢)  aAlcohol+

Lixceptions may exist for authorized medical cannabis use.
Additionally, the-Beard-prohibits the misuse and/or unprescribed use of prescription and over-the-

counter drugs i+ prohibited in the workplace or when the effects of these actions may impair job
performance.

hibitions contained in District policy #3640

Disciplinary Measures

Staff will be informed of the range of penalties or consequences, up to and including: termination

of employment that may be imposed for engaging in prohibited conduct. Penalties and consequences

will be in accordance with any applicable law, District policy, collective bargaining agreement, and/or
other similar document.

(Continued)
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Information on Substance Use Related Services

The Superintendent has designated one or more individuals to provide information regarding
where and how to find available substance use related services to students, parents, and staff.

The designated individual(s) for the District is the Family Support Center Coordinator.

Any information provided by a student, parent, or staff member to the designated individual(s)
will not be used in any school disciplinary proceeding and will, in addition to any other applicable
privilege, be considered confidential in accordance with law.

20 USC §§ 6083(a), 7118, and 7973(a)

41 USC § 8101 et seq.

Cannabis Law § 127

Civil Service Law § 75

Education Law §§ 409, 2801, 3020-a, and 3038
Labor Law § 201-d

Penal Law § 222.10

Public Health Law §§ 1399-n and 1399-0

NOTE:  Refer also to Policies #3410 -- Code of Conduct on School Property

#5640 -- Smoking, Tobacco, and Cannabis (Marijuana) Use

#6560 -- Employee Assistance Program (EAP)
#7320 -- Alcohol, Tobacco, Drugs, and Other Substances (Students)

District Code of Conduct

Adopted: 5/9/06
Revised: 6/16/09; 3/19/19; 5/19/20;
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SUBJECT: PROFESSIONAL GROWTH/STAFF DEVELOPMENT

It is the policy of the District that attention be given to in-service, pre-service, and other staff
development programs which are believed to be of benefit to the School District and its students. The
Superintendent, in consultation with the appropriate administrative staff and/or teacher committees, is
directed to arrange in-service programs and other staff development opportunities which will provide
for the selection of subjects pertinent to the curriculum in the schools, to build from these subjects those
topics or courses for in-service or staff development which will help employees acquire new methods
of performing their job responsibilities or help staff improve on those techniques which are already
being used in the schools, with the objective of improving professional competencies.

It is recommended that administration develop meaningful in-service and/or staff development
programs which will achieve the following:

a)  Contribute to the instructional program of the schools;

b)  Contribute to improved education for students;

¢) Achieve state mandates;

d)  Enhance the professional competencies and/or instructional abilities of staff members.

The Board of Education, therefore, encourages all employees to improve their competencies
beyond that which they may obtain through the regular performance of their assigned duties.
Opportunities should be provided for:

a)  Planned in-service programs, courses, seminars, and workshops offered both within the
School System and outside the District.

b)  Visits to other classrooms and schools, as well as attendance at professional meetings, for
the purpose of improving instruction and/or educational services.

¢)  Orientation/re-orientation of staff members to program and/or organizational changes as well
as District expectations.

Attendance at such professional development programs must be directly linked to the duties and
responsibilities comprising the job description of the employee. Consequently, employees are
encouraged to participate in the planning of staff development programs designed to meet their specific
needs.

Members of the staff are also encouraged to continue their formal education as well as to attend
their respective work-related workshops, conferences and meetings.

(Continued)
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Funds for participating at such conferences, conventions, and other similar professional
development programs will be budgeted for by the Board of Education on an annual basis.
Reimbursement to District staff for all actual and necessary registration fees, expenses of travel, meals
and lodging, and all necessary tuition fees incurred in connection with attendance at conferences and
the like will be in accordance with established regulations for conference attendance and expense
reimbursement,

The Superintendent of Schools or his/her designee has authority to approve release time and
expenses for staff members' attendance at professional training conferences, study councils, in-service
courses, workshops, summer study grants, school visitations, professional organizations and the like
within budgetary constraints.

A conference request form/course approval form must be submitted by the employee and approved
by the designated administrator prior to the employee's attendance at such conference or other
professional development program.

Mentoring Programs for First Year Teachers

Effective February 2, 2004, initial certificated teachers must participate in a mentoring program
as a component of the School District's Professional Development Plan. The purpose of the mentoring
program is to increase the retention of new teachers and improve their ability to assist students in
attaining State learning standards. The mentor's role is to provide guidance and support to a new teacher.
However, additional mentor responsibilities may be negotiated and reflected in a collective bargaining
agreement,

Education Law Sections 1604(27), 3004 and 3006
General Municipal Law Sections 77-b and 77-c
8 NYCRR Sections 52.21(b)(3)(xvi), 52.21(b)(3)(xvii), 80-3.4(b)(2), 80-5.13, 80-5.14 and Part 100.2(dd)

Adopted: 5/9/06
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The District will work to provide staff with professional learning opportunities. These
opportunities will be designed to foster the professional growth of staff, help staff remain current with
their profession, and meet the learning needs of students. Opportunities that may be provided for,
include, but are not hmited to:

a)  Planned in-service programs, courses, seminars, and workshops offered both within and
outside the District.

b)  Videoconferences, prerecorded videos, and/or online discussion boards.

¢} Visits to other classroorns and schools, as well as attendance at professional meetings, for
the purpose of improving instruction and/or educational services.

d)  Orientation or re-orientation of staff members to program and/or organizational changes, as
well as District expectations.

Attendance at professional learning programs must be directly related to the duties and
responsibilities of the staff member. Consequently, staff members are encouraged to participate in the
planning of staff development programs designed to meet their specific needs.

Staff members are also encouraged to continue their formal education, as well as to attend work-
related workshops, conferences, and meetings.

Funds for participating in conferences, conventions, and other similar professional learning
programs will be budgeted for by the Board on an annual basis. Reimbursement to staff members for all
actual and necessary registration fees, expenses of travel, meals and lodging, as well as all necessary
tuition fees incurred in connection with attendance at conferences, will be in accordance with District
documents which address conference attendance and expense reimbursement.

Professional Learning Plans

By September | of each school year, the District will adopt or, in the case of multi-year plans,
readopt a professional learning plan that meets the content requirements specified in the Commissioner's
regulations. The professional learning plan will be structured in a format consistent with the
Commissioner's guidelines and will include, among other things, a description of?

a)  The professional learning activities provided to all professional staff and supplementary
school personnel who work with students with exceptional learning needs, particularly
students with disabilities, English language learners, students who are gifted and talented,
and students with low literacy levels, to enable them to identify these students and provide
instruction based on the needs of these students.

(Continued)
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b)  How professional learning related to educator practice and curriculum development are
culturally responsive and reflect the needs of the community that the District serves.

¢)  Expected participation in continuing teacher and leader education (CTLE), as well as other
professional learning opportunities provided by the District.

lhe professional learning plan will be developed through collaboration with a professional
learning team. The Board will appoint the members of this team in accordance with the Commissioner's

regulations.

Mentoring Program

The District's professional learning plan will include a provision for a mentoring program. The
purpose of the mentoring program is to provide guidance and support for educators who hold an initial
certificate in the classroom teaching service or as a school building leader to ease the transition from
teacher and school building leader preparation to practice in order to increase retention of teachers and
school building leaders. Additionally, the mentoring program is intended to increase the skills of new
teachers and school building leaders in order to improve student achievement.

The mentoring program will be developed and implemented consistent with any collective
bargaining agreement.

Fducation Law §§ 1604, 1608, 1716, 1950, 2118, and 2601-a
General Municipal Law §§ 77-b and 77-¢
8 NYCRR § 100.2(dd)

NOTE: Refer also to Policies #6161 -- Expense Reimbursement
#6219 -- Registration and Professional [Learning

Adopted: 5/9/06
Revised:
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SUBJECT: REGISTRATION AND PROFESSIONAL DEVELOPMENT

Registration

All employees who are certificate holders must register with the State Education Department
(SED) every five years through the TEACH system. An employee is a certificate holder if he or she
holds a permanent or professional certificate in the classroom teaching service, a permanent or
professional certificate in the educational leadership service (i.e., school building leader, school district
leader, or school district business leader), or a Level III Teaching Assistant certificate. Only registered
employees may teach or supervise in the District.

Employees who were certificate holders prior to July 1, 2016 had to apply for initial registration
during the 2016-2017 school year and each subsequent five-year period thereafter.

Any individual who is issued a new certificate is automatically registered with SED. These
certificate holders must renew their registration every five years during their birth month.

Any certificate holder who fails to register by the beginning of the appropriate registration period
may be subject to late filing penalties.

Certificate holders must notify SED of any change of name or mailing address within 30 days of
such change through the TEACH system. Any certificate holder who willfully fails to inform SED of
changes to his or her name and/or address within 180 days of such change may be subject to moral
character review.

Continuing Teacher and Leader Education (CTLE) Credit Hours

All continuing teacher and leader education certificate holders (CTLE certificate holders) must
successfully complete a minimum of 100 hours of acceptable CTLE hours during each five-year
registration period to maintain a valid certificate. An employee is a CTLE certificate holder if he or she
holds a professional certificate in the classroom teaching service, a professional certificate in educational
leadership service, or a Level III Teaching Assistant certificate. This requirement may be completed at
any time over the course of a five-year period. Credit hours cannot carry over to subsequent registration
periods.

SED sets high standards for courses, programs, and activities that qualify for CTLE credit, and it
must approve all CTLE sponsors. Generally, acceptable CTLE will be in the content area of any
certificate title held by an individual or in pedagogy. Further, the CTLE will be aligned with professional
development standards created by the New York Professional Standards and Practices Board for
Teaching.

(Continued)
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The District will describe opportunities for teachers and administrators to engage in CTLE in its
Professional Development Plan. The District will annually certify, in a form and on a time table
prescribed by the Commissioner of Education, that the requirements to have a professional development
plan for the succeeding school year have been met and that it has complied with the professional
development plan for the current school year. The District will provide CTLE opportunities that are
designed to improve the teacher or leader's pedagogical and/or leadership skills and are targeted at
improving student performance, among other things. A peer-review teacher or principal acting as an
independent trained evaluator who conducts a classroom observation as part of a teacher evaluation
under relevant sections of the Education Law may apply the observation time to fulfilling CTLE
requirements. Time spent mentoring may also be counted toward required CTLE credit hours.

Language Acquisition CTLE and Exemption

Employees holding an English to speakers of other languages (all grades) certificate or a bilingual
extension are required to complete a minimum of 50% of the required CTLE hours in language
acquisition aligned with the core content area of instruction taught, including a focus on best practices
for co-teaching strategies, and integrating language and content instruction for English Language
Learner (ELL) students. All other certificate holders must complete a minimum of 15% of the required
hours dedicated to language acquisition addressing the needs of ELLs, including a focus on best
practices for co-teaching strategies and integrating language and content instruction for ELLs. A
minimum of 15% of the required CTLE hours for employees holding a Level III Teaching Assistant
certificate will be dedicated to language acquisition addressing the needs of ELLs and integrating
language and content instruction for ELLs.

Employees holding school district business leader certificates are exempt from the language
acquisition CTLE requirements for each year that they are employed in the District. Instead, they must
complete a minimum of 15% of the required CTLE hours dedicated to the needs of ELLs and federal,
state, and local mandates for ELLs.

Employees may be eligible for a waiver of language acquisition CTLE requirements. Each school
year when there are fewer than 30 ELL students enrolled in the District or ELLs make up less than 5%
of the total student population, the District may obtain an exemption. If the District obtains this
exemption, employees would be exempt from the language acquisition CTLE requirement for each year
that they are employed in the District.

CTLE Adjustments
The Commissioner may adjust an employee's number of CTLE hours and/or time to complete

them due to poor health, as certified by a health-care provider; extended active duty in the Armed Forces;
or other acceptable good cause.

(Continued)
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SUBJECT: REGISTRATION AND PROFESSIONAL DEVELOPMENT (Cont'd.)

Any employee holding a certificate in the classroom teaching service who obtains certification
from the National Board for Professional Teaching Standards will be considered CTLE-compliant for
the registration period in which he or she obtains this certification. The employee must still meet any
language acquisition requirements, however.

Recordkeeping and Reporting Requirements

Employees must maintain a record of completed CTLE hours for at least three years from the end
of the applicable registration period. The record must include the title of the program, the total number
of hours completed, the number of hours completed in language acquisition addressing the need of
ELLs, the sponsor's name, any identifying number, attendance verification, and the date and location of
the program.

The District will maintain a record of any professional development it conducts or provides for at
least seven years from the date of completion. The District will submit to SED, in a form and timetable
prescribed by SED, information concerning the completion of professional development for regularly
employed certificate holders.

Education Law Sections 3006, 3006-a, 3012-d
8 NYCRR Subpart 80-6
8 NYCRR Sections 100.2(dd) and 154-2.3(k)

NOTE:  Refer also to Policy #6160 -- Professional Growth/Staff Development

Adopted: 1/17/12
Revised: 12/19/17; 4/21/20
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Registration

All employees who are certificate holders must register with the State Education Department
(SED) every ﬁve years through the TEACH system. An employee is a certificate holder if he-orshe
hotds-the \d a permanent or professional certificate in the classroom teaching service, a permanent
or professmnal certificate in the educational leadership service (i.e., school building leader school
district leader, or school district business leader), or a Level III Teachmg Assistant certificate. Only
registered employees may teach or supervise in the District.

Employees who were certificate holders prior to July 1, 2016 had to apply for initial registration
during the 2016-2017 school year and each subsequent five-year period thereafter.

Any individual who is issued a new certificate is automatically registered with SED. These
certificate holders must renew their registration every five years during their birth month.

Any certificate holder who fails to register by the beginning of the appropriate registration period
may be subject to late filing penalties.

Certificate holders must notify SED of any change of name or mailing address within 30 days of
such change through the TEACH system. Any certificate holder who willfully fails to inform SED of
changes to his-er-her-their name and/or address within 180 days of such change may be subject to moral
character review.

Continuing Teacher and Leader Education (CTLE) Credit Hours

All continuing teacher and leader education certificate holders (CTLE certificate holders) must
successfully complete a minimum of 100 hours of acceptable CTLE hours during each five-year
reglstratlon perlod to maintain a valid certificate. An employee is a CTLE certificate holder if he-ershe
hetds-they hold a professional certificate in the classroom teaching service, a professional certificate in
educational leadership service, or a Level III Teaching Assistant certificate. This requirement may be
completed at any time over the course of a five-year period. Credit hours cannot carry over to subsequent
registration periods.

SED sets high standards for courses, programs, and activities that qualify for CTLE credit, and it
must approve all CTLE sponsors. Generally acceptable CTLE will be in the content area of any
certlﬁcate tltle held by an 1nd1v1dual orin pedagogy : s

(Continued)
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The District will describe opportumtles for teachers and administrators to engage in CTLE in its
Pprofessional Pevelopment-lcarning Pplan. The District will annually certify, in a formal and on a
tlmetable prescrlbed by the Commissioner of Education, that the requirements to have a professional

lea  plan for the succeedmg school year have been met and that it has complied with
the professwnal é@%‘e-l-@*pﬂ-}bm- 2 plan for the current school year.

The District will provide CTLE opportunities that are designed to improve the teacher or leader's
pedagogical and/or leadership skills and are targeted at improving student performance, among other
things. A peer-review teacher or principal acting as an independent trained evaluator who conducts a
classroom observation as part of a teacher evaluation under relevant sections of the Education Law may
apply the observation time to fulfilling CTLE requirements. Time spent mentoring may also be counted
toward required CTLE credit hours.

Language Acquisition CTLE and Exemption

Employees holding an English to speakers of other languages (all grades) certificate or a bilingual
extension are required to complete a minimum of 50% of the required CTLE hours in language
acquisition aligned with the core content area of instruction taught, including a focus on best practices
for co-teaching strategies, and integrating language and content instruction for English Language
Learner (ELL) students. All other certificate holders must complete a minimum of 15% of the required
C ['1.I" hours dedicated to language acquisition addressing the needs of ELLs, including a focus on best
practlces for co-teaching strategies and integrating language and content instruction for ELLs. A
minimum of 15% of the required CTLE hours for employees holding a Level III Teaching Assistant

certificate will be dedicated to language acquisition addressing the needs of ELLs and integrating
language and content instruction for ELLs.

Employees holding school district business leader certificates are exempt from the language
acquisition CTLE requirements for each year that they are employed in the District. Instead, they must
complete a minimum of 15% of the required CTLE hours dedicated to the needs of ELLs and federal,
state, and local mandates for ELLs.

Employees may be eligible for a waiver of language acquisition CTLE requirements. Each school
year when there are fewer than 30 ELL: students-enrolled in the District or ELLs make up less than 5%
of the total student population, the District may obtain an exemption. If the District obtains this

exemption, employees would be exempt from the language acquisition CTLE requirement for each year
that they are employed in the District.

CTLE Adjustments

The Commissioner may adjust an employee's number of CTLE hours and/or time to complete
them due to poor health, as certified by a health-care provider; extended active duty in the Armed Forces;
or other acceptable good cause.

(Continued)
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(Cont'd.)

Any employee holding a certificate in the classroom teaching service who obtains certification
from the National Board for Professional Teaching Standards will be considered CTLE-compliant for
the registration period in which he-ershe-ebtains-they obiain this certification. [lowever. (Fhe employee
must still meet any language acquisition requirements—however.

Recordkeeping and Reporting Requirements

Employees must maintain a record of completed CTLE hours for at least three years from the end
of the applicable registration period. The record must include the title of the program, the total number
of hours completed, the number of hours completed in language acquisition addressing the need of

ELLs, the sponsor's name, any identifying number, attendance verification, and the date and location of
the program.

The District will maintain a record of any professional development—|carning it conducts or
provides for cducators for at least seven years from the date of completion.-Fhe Distriet-will-submait-to

2

S Nara oo al

Education Law §§ 3006, 3006-a, and 3012-d
8 NYCRR Subpart 80-6
8 NYCRR §§ 100.2(dd) and 154-2.3(k)

NOTE:  Refer also to Policy #6160 -- Professional Growth/Staff Development

Adopted: 1/17/12
Revised: 12/19/17; 4/21/20;



2012 6571
1 of2

Personnel

SUBJECT: PROFESSIONAL SERVICES PROVIDERS
Determination by Employer

The District has the primary responsibility for determining whether an individual is rendering
services as an employee or as an independent contractor. When making such a determination the District
must consider the factors enumerated in Commissioner's Regulations Sections 315.2 and 315.3. An
individual serving the District as an independent contractor or consultant is not an employee and should
not be reported to the New York State and Local Retirement System (NYSLRS).

Charging for Professional Services

A lawyer shall not simultaneously be an independent contractor and an employee of the School
District for the purpose of providing legal services to the District.

A lawyer who is not an employee of the School District shall not seek to be or be considered,
treated or otherwise reported by the District as an employee thereof for purposes of compensation,
remuneration, health insurance, pension and all employment-related benefits and emoluments associated
therewith [Education Law Section 2051(2)].

Enforcement

Any person who shall knowingly:

a)  Violate the provisions of Education Law Section 2051(2);

b)  Make a false statement of material fact; or

c¢)  Falsify or permit to be falsified any record or records of the retirement system in an attempt

to defraud the retirement system as a result of such act for the purpose of obtaining a credit
towards pension benefits, or a benefit or payment in excess of one thousand dollars ($1,000)
from such retirement system for a professional services provider to which such professional
services provider would not be entitled, shall be guilty of a Class E felony.
Reports Regarding Lawyers
The District shall, on or before the 45th day after the commencement of its fiscal year, file with

the State Education Department, the State Comptroller and the Attorney General a report specifying
those requirements enumerated in Education Law Section 2053.

(Continued)
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SUBJECT: PROFESSIONAL SERVICES PROVIDERS (Cont'd.)
Protection Against Fraud

Any person who shall knowingly make any false statement, or shall falsify or permit to be falsified
any record or records of the retirement system in any attempt to defraud the system as a result of such
act, shall be guilty of a misdemeanor, and shall be punishable under the laws of New York State.

Any violation of applicable law that results in a member or beneficiary of the retirement system
receiving a benefit or payment in excess of one thousand dollars ($1,000) more than he/she would have
been entitled to shall be a Class E felony. Any violation of applicable law that results in a member or
beneficiary of the retirement system receiving a benefit or payment in excess of three thousand dollars
($3,000) more than he/she would have been entitled to shall be a Class D felony.

Education Law Sections 525, 2050-2054
Retirement and Social Security Law Sections 111 and 411
8 NYCRR Sections 315.2 and 315.3

NOTE:  Refer also to Policy #6570 -- Determination of Employment Status: Employee

or Independent Contractor

Adopted: 1/17/12
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SUBJECT: SCHOOL SAFETY PLANS

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

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

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

District-Wide School Safety Plan

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

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

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

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

(Continued)
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b)

c)

d)

g)
h)

i)

k)

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

Appropriate prevention and intervention strategies, such as:

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

2. Nonviolent conflict resolution training programs;

3. Peer mediation programs and youth courts; and

4. Extended day and other school safety programs;

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

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

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

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

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

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

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

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

(Continued)
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D

0)

p)

q)

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

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

Protocols for responding to a declared public health emergency involving a communicable
disease that are substantially consistent with the provisions in Labor Law Section 27-¢ which
require, among other things, a description of:

l.

Positions and titles considered essential in the event of a state-ordered reduction of in-
person workforce, and a justification of the consideration for each position and title
included.

Protocols that enable all non-essential employees and contractors to telecommute
including, but not limited to, facilitating or requesting the procurement, distribution,
downloading and installation of any needed devices or technology, including software,
data, office laptops or cell phones, and the transferring of office phone lines to work or
personal cell phones as practicable or applicable to the workplace.

How, to the extent possible, work shifts of essential employees and contractors will be
staggered in order to reduce overcrowding on public transportation systems and at
worksites.

How appropriate personal protective equipment will be procured for essential
employees and contractors, based upon the various tasks and needs of these employees
and contractors in a quantity sufficient to provide at least two pieces of each type of
personal protective equipment to each essential employee and contractor during any
given work shift over at least six months. This description will also include a plan for
storage of such equipment to prevent degradation and permit immediate access in the
event of an emergency declaration.

(Continued)
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5. Protocols for in the event an employee or contractor is exposed to a known case of the
communicable disease that is the subject of the public health emergency, exhibits
symptoms of such disease, or tests positive for such disease in order to prevent the
spread or contraction of the disease in the workplace.

6.  This protocol will also detail actions to be taken to immediately and thoroughly
disinfect the work area of any employee or contractor known or suspected to be
infected with the communicable disease as well as any common area surface and shared
equipment the employee or contractor may have touched, and the employer policy on
available leave in the event of the need of an employee to receive testing, treatment,
isolation, or quarantine. This protocol will not involve any action that would violate
any existing federal, state, or local law, including regarding sick leave or health
information privacy.

7. Protocols for documenting precise hours and work locations, including off-site visits,
for essential employees and contractors. This protocol will be designed only to aid in
tracking of the disease and to identify the population of exposed employees and
contractors in order to facilitate the provision of any benefits which may be available
to certain employees and contractors on that basis.

8. Protocols for how the public employer will work with the employer's locality to identify
sites for emergency housing for essential employees in order to further contain the
spread of the communicable disease that is the subject of the declared emergency, to
the extent applicable to the needs of the workplace.

Building-Level Emergency Response Plan

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

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

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

Education Law § 2801-a
Labor Law § 27-c
8§ NYCRR § 155.17

Adopted: 5/9/06
Revised: 10/19/10; 11/21/17; 5/19/20; 4/20/21
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SUBJECT: SCHOOL SAFETY PLANS

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

updated by the appropriate team on at least an annual basis and adopted by the Board by September 1
of each school year.

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

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

District-Wide School Safety Plan

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

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

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

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

(Continued)
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b)

d)

g)
h)

i)

k)

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

Appropriate prevention and intervention strategies, such as:

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

2. Nonviolent conflict resolution training programs;

3. Peer mediation programs and youth courts; and

4. Extended day and other school safety programs;

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

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

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

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

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

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

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

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

(Continued)
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D

p)

Q)

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

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

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

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

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

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

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

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

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

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

(Continued)
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t)

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

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

n

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

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

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

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

Protocols for responding to a declared pablic-health-—stale disasier emergency involving a
communicable disease that are substantially con51stent w1th the provisions in Labor Law
Section 27-c -whieh-
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Building-Level Emergency Response Plan

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

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

officials, or other emergency response agencies, and any other representatives the Board deems
appropriate.

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

Education Law § 2801-a
Labor Law § 27-c
8 NYCRR § 155.17

Adopted: 5/9/06
Revised: 10/19/10; 11/21/17; 5/19/20; 4/20/21;
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The Board may accept gifts, donations, grants and/or bequests of money, real or personal property,
as well as other merchandise which, in view of the Board, add to the overall welfare of the School
District, provided that such acceptance is in accordance with existing laws and regulations. Donations
to the school are fully tax deductible so long as the gift is used exclusively for public purposes in
accordance with USC Section 170(c). However, the Board is not required to accept any gift, grant or
bequest and does so at its discretion, basing its judgment on the best interests of the District.
Furthermore, the Board will not accept any gift, grant or bequest which constitutes a conflict of interest
and/or gives an appearance of impropriety. At the same time, the Board will safeguard the District, the
staff and students from commercial exploitation, from special interest groups, and the like.

The Board will not accept any gifts or grants which will place encumbrances on future Boards, or
result in unreasonable additional or hidden costs to the District. The Board may, if it deems it necessary,
request that gifts of equipment, facilities or any item that requires upkeep and maintenance include funds
to carry out such maintenance for the foreseeable life of the donation.

The Board of Education will not formally consider the acceptance of gifts or grants until and unless
it receives the offer in writing from the donor/grantor or their attorney/financial advisor. Any such gifts
or grants donated to the Board and accepted on behalf of the School District must be by official action
and resolution passed by Board majority. The Board would prefer the gift or grant to be a general offer
rather than a specific one. Consequently, the Board would suggest that the donor/ grantor work first with
the school administrators in determining the nature of the gift or grant prior to formal consideration for
acceptance by the Board. However, the Board, in its discretion, may direct the Superintendent of Schools
to apply such gift or grant for the benefit of a specific school or school program.

The Board is prohibited, in accordance with the New York State Constitution, from making
gifts/charitable contributions with School District funds.

Gifts and/or grants of money to the District shall be annually accounted for under the trust and
agency account in the bank designated by the Board of Education.

All gifts, grants and/or bequests shall become School District property. A letter of appreciation,
signed by the President of the Board and the Superintendent, will be sent to a donor/grantor in
recognition of his/her contribution to the School District. Letters will be sent in a timely manner and
will acknowledge the possible tax deduction available to donors whose gifts qualify under IRS
regulations.

(Continued)
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Gift Giving

The Board of Education recognizes that gift giving, especially during the holiday season, may be
a common practice for many District employees. While the giving or exchanging of gifts may be
acceptable among staff members, the Board strongly encourages District employees and students to
show appreciation through written notes or greeting cards.

Additionally, all business contacts will be informed that gifts exceeding seventy-five dollars (875)
to District employees will be returned or donated to charity.

New York State Constitution Article 8, Section 1
Education Law Sections 1709(12), 1709(12-a) and 1718(2)
General Municipal Law Section 805-a(1)

Adopted: 5/9/06
Revised: 5/13/14
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SUBJECT: ACCEPTANCE OF GIFTS, GRANTS, AND BEQUESTS TO THE DISTRICT

The Board may accept gifts, donations, grants, or bequests (collectively "gifts") of money, real or
personal property, as well as other merchandise that add to the overall welfare of the District, provided
that acceptance is in accordance with existing laws and regulations. Donations to the school are fully
tax deductible so long as the gift is used exclusively for public purposes in accordance with USC Section
170(c). The Board may refuse any gift that constitutes a conflict of interest, gives an appearance of
impropriety, or is not in its best interests. The Board will safeguard the District, the staff, and students
from commercial exploitation, from special interest groups, and the like.

The Board will not accept any gifts which will place encumbrances on future Boards, or result in
unreasonable additional or hidden costs to the District. The Board may, if it deems it necessary, request
that gifts of equipment, facilities, or any item that requires upkeep and maintenance include funds to
carry out maintenance for the foreseeable life of the donation.

The Board will not formally consider the acceptance of gifts until and unless it receives the offer
in writing from the donor or grantor or their attorney or financial advisor. Any gifts donated to the Board
and accepted on behalf of the District must be by official action and resolution passed by Board majority.
The Board would prefer the gift to be a general offer rather than a specific one. Consequently, the Board
would suggest that the donor or grantor work first with the school administrators in determining the
nature of the gift prior to formal consideration for acceptance by the Board. However, the Board, in its
discretion, may direct the Superintendent to apply the gift for the benefit of a specific school or school
program.

The Board is prohibited, in accordance with the New York State Constitution, from making gifts
or charitable contributions with District funds.

Gifts of money to the District will be annually accounted for under the trust and agency account
in the bank designated by the Board.

All gifts become District property. A letter of appreciation, signed by the President of the Board
and the Superintendent, will be sent to a donor or grantor in recognition of his or her contribution to the
District. Letters will be sent in a timely manner and will acknowledge the possible tax deduction
available to donors whose gifts qualify under IRS regulations.

New York State Constitution Article 8, § 1
Education Law §§ 1709(12), 1709(12-a) and 1718(2)
General Municipal Law § 805-a(1)

Adoption Date
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Acceptance

Only the Board may accept, on behalf of the District, donations of either money or merchandise,

including surplus property and property given to the District by bequest or devise in a will or trust
instrument, which in the view of the Board, will add to the overall welfare of the District. The Board
will not consider the acceptance of a donation until the offer is made in writing. (see Form #5230F --
Information Related to the Acceptance or Refusal of a Gift)

Accounting for Donations

D

2)

3)

4)
5)

6)

7

8)

9)

10)

All donations over $500 will be entered into the personal physical inventory of the District, in the
same manner as purchased personal property and consistent with the policy on fixed assets. (see
Policy #5620 -- Fixed Asset Inventories, Accounting, and Tracking)

Donations of money will be annually accounted for under the trust agency account in the bank
designated by the District.

Any property or funds donated will be for the use of the District and no employee shall benefit
personally from such donation.

All donations will become the sole property of the District.

All intended donations will be immediately brought to the attention of the principal or program
director to which the contribution is made.

The principal will recommend the acceptance or rejection of the donation to the Superintendent or
designee.

The Superintendent or designee will then make a recommendation to accept or reject the donations
to the Board at a regular meeting for all donations over $500 and notify the donor of this.

The building principal to which the donation is made will be responsible for ensuring that the
donation is appropriately used.

Donations made that are not specific to a program will be brought to the attention of the
Superintendent or designee who will be responsible for ensuring the donation is put to use to
benefit the school community.

All donors will be sent an Acknowledgement Letter, which thanks them for their generosity and
recognizes that the donation is tax deductible to the extent allowed by law. All Acknowledgement
Letters will be signed by the Board President and the Superintendent and kept on file in the
Business Office.

(Continued)
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Donor Recognition

The Board will develop a system of donor recognition. This may include plaques, donor walls, and
naming opportunities. The costs of recognition will be kept to a minimum to maximize the use of donor
funds for the intended purpose of benefiting the school community. The cost of any meal or gift given
in exchange for a donation will be acknowledged in the letter to the donor.
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INFORMATION RELATED TO THE ACCEPTANCE OR REFUSAL OF A GIFT

Date:

Person Completing:

1)  Identity/Description of Gift:

Title:

2) Identity of Donor

c.

Name:

Address:

Telephone:

Person to Contact:

Title:

3) Delivery Information

c.

Date Promised:

Mode of Delivery:

Cost of Delivery:

Delivery Costs Paid for by District:

Date to be used by District:

Donor:

4) Identity of Student Recipient (if applicable):

S)  Related Statistics

a.

Estimated Market Value:

Estimated Useful Life:

Installation Costs:

Annual Operating Cost:

Annual Maintenance Cost:

Replacement Cost:

(Continued)
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This information was provided by:

Based on:

*Note: The District will not incur any cost in determining the value of a gift.
6) Recommendation:

[ ] Accept Gift
[ 1 Reject Gift

Conditions placed on acceptance of Gift:

Principal's Signature: Date:

Forward completed form to Superintendent's Office.
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SUBJECT: ACCEPTANCE OF GIFTS, GRANTS, AND BEQUESTS TO THE DISTRICT

The Board may accept gifts, donations, grants, or bequests (collectively "gifts") of money, real or
personal property, as well as other merchandise that add to the overall welfare of the District, provided
that acceptance is in accordance with existing laws and regulations. Donations to the school are fully
tax deductible so long as the gift is used exclusively for public purposes in accordance with USC Section
170(c). The Board may refuse any gift that constitutes a conflict of interest, gives an appearance of
impropriety, or is not in its best interests. The Board will safeguard the District, the staff, and students
from commercial exploitation, from special interest groups, and the like.

The Board will not accept any gifts which will place encumbrances on future Boards, or result in
unreasonable additional or hidden costs to the District. The Board mays, if it deems it necessary, request
that gifts of equipment, facilities, or any item that requires upkeep and maintenance include funds to
carry out maintenance for the foreseeable life of the donation.

The Board will not formally consider the acceptance of gifts until and unless it receives the offer
in writing from the donor or grantor or their attorney or financial advisor. Any gifts donated to the Board
and accepted on behalf of the District must be by official action and resolution passed by Board majority.
The Board would prefer the gift to be a general offer rather than a specific one. Consequently, the Board
would suggest that the donor or grantor work first with the school administrators in determining the
nature of the gift prior to formal consideration for acceptance by the Board. However, the Board, in its
discretion, may direct the Superintendent to apply the gift for the benefit of a specific school or school
program.

The Board is prohibited, in accordance with the New York State Constitution, from making gifts
or charitable contributions with District funds.

Gifts of money to the District will be annually accounted for-underthe-trust-and-ageney-aceount
in the General Fund in the bank designated by the Board.

All gifts become District property. A letter of appreciation, signed by the President of the Board
and the Superintendent, will be sent to a donor or grantor in recognition of his or her contribution to the
District. Letters will be sent in a timely manner and will acknowledge the possible tax deduction
available to donors whose gifts qualify under IRS regulations.

Acceptance

Only the Board may accept, on behalf of the District, donations of either money or merchandise,
including surplus property and property given to the District by bequest or devise in a will or trust
instrument, which in the view of the Board, will add to the overall welfare of the District. The Board
will not consider the acceptance of a donation until the offer is made in writing. (see Form #5230F --
Information Related to the Acceptance or Refusal of a Gift)

(Continued)
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Accounting for Donations

1)

2)

3)

)
S)

6)

7)

8)

9)

10)

All donations over $500 will be entered into the personal physical inventory of the District, in the
same manner as purchased personal property and consistent with the policy on fixed assets. (see
Policy #5620 -- Fixed Asset Inventories, Accounting, and Tracking)

Donations of money will be annually accounted for under-the-trust-agency-aceount in the General
Fund in the bank designated by the District.

Any property or funds donated will be for the use of the District and no employee shall benefit
personally from such donation.

All donations will become the sole property of the District.

All intended donations will be immediately brought to the attention of the principal or program
director to which the contribution is made. Donations may be facilitated through electronic
platform so long as any donation becomes property of the District and not the individual AND the
platform and donation is approved by a building principal/supervisor and the Superintendent or
his/her designee in writing.

The principal/supervisor will recommend the acceptance or rejection of the donation to the
Superintendent or designee.

The Superintendent or designee will then make a recommendation to accept or reject the donations
to the Board at a regular meeting for all donations over $500 and notify the donor of this.

The building principal/supervisor to which the donation is made will be responsible for ensuring
that the donation is appropriately used.

Donations made that are not specific to a program will be brought to the attention of the
Superintendent or designee who will be responsible for ensuring the donation is put to use to
benefit the school community.

All donors will be sent an Acknowledgement Letter, which thanks them for their generosity and
recognizes that the donation is tax deductible to the extent allowed by law. All Acknowledgement
Letters will be signed by the Board President and the Superintendent and kept on file in the
Business Office.

(Continued)
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Donor Recognition

The Board will develop a system of donor recognition. This may include plaques, donor walls, and
naming opportunities. The costs of recognition will be kept to a minimum to maximize the use of donor
funds for the intended purpose of benefiting the school community. The cost of any meal or gift given
in exchange for a donation will be acknowledged in the letter to the donor.

New York State Constitution Article 8, § 1
Education Law §§ 1709(12), 1709(12-a) and 1718(2)
General Municipal Law § 805-a(1)

Adoption Date



