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SUBJECT:  TITLE IX SEXUAL DISCRIMINATION POLICY FOR STUDENTS 
 

It is the policy of this school district to prohibit sexual discrimination involving students in 
the schools, at school activities and at events sponsored by the school district.  To that end, 
all officers, supervisory personnel, employees, and students of the school district will be 
given a copy of this policy and training regarding its terms, procedures, protections and 
penalties. 
 

Definitions 

Sexual discrimination is defined as discrimination against a person on the basis of sex and is 
prohibited by both federal and state law. 
 

Under federal regulations, sexual discrimination is defined as conduct on the basis of sex that 
is one or more of the following: 
 

1. When an employee conditioning the provision of an aid, benefit, or service of the 
school district on an individual’s participation in unwelcome sexual conduct (quid pro 
quo, which is sexual discrimination per se), or 

2. Unwelcome conduct determined by a reasonable person to be so severe, pervasive, 
and objectively offensive that it effectively denies a person equal access to the school 
district’s education program or activity; or 

3. Sexual assault, dating violence, domestic violence, or stalking, which is sexual 
discrimination per se.   

 

Jurisdiction  

Title IX Complaints will be processed as such where alleged conduct occurs in a location over 
which the District exercises substantial control over both the alleged harasser and the 
context in which the alleged discrimination occurred.  

Notice of Sexual Discrimination 

The District will post on its website a notice of nondiscrimination which explains how 
reports of sexual discrimination may be made by any person through mail, telephone or 
email to a Title IX Coordinator. The District will be deemed to be on notice of sexual 
discrimination when any employee of the District has actual knowledge of the allegations. 
Once the District is on notice of allegations of sexual discrimination there will be a reasonably 
prompt and equitable response in light of the presenting circumstances.  

Procedure 

Any student who believes that he or she has been subjected to sexual discrimination by an 
officer, employee, student, business invitee, volunteer, or visitor is encouraged to address 
the matter with any district Title IX Coordinator* who will promptly conduct an intake 
interview in order to determine whether the matter should be referred to a formal grievance  
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SUBJECT:  TITLE IX SEXUAL DISCRIMINATION POLICY FOR STUDENTS (CON’T) 

process as a Title IX matter and to explain the following possible options for resolution, 
where appropriate: 
 

1. Registering an informal complaint verbally or in writing; 
2. Registering a formal complaint verbally or in writing; 
3. Engaging in an informal resolution process such as mediation to arrive at a resolution 

of the matter; and/or 

4. Placing the district on notice of the objectionable conduct without seeking a 
resolution through the complaint process or mediation. 

 

Only a Complainant or a legal parent/guardian acting on behalf of a minor child may file 
a formal complaint based upon the individual having been the alleged victim of conduct 
that could be found to constitute sexual discrimination. The Complainant must be 
enrolled in the District and participating in or seeking to participate in the activity or 
program at the time when the Complaint is being presented for the Complaint to be acted 
upon. A Title IX Coordinator may file a formal complaint at his or her initiative. 
 

The Title IX Coordinator is authorized to proceed with any reported allegations as if they had 
been filed as an informal complaint or a formal complaint, at his/her discretion. The Title IX 
Coordinator will provide an initial review of all reports of alleged sexual discrimination for 
a determination as to whether, if proven, alleged conduct would constitute a Title IX 
violation, and may file a formal complaint on behalf of the Complainant at his/her discretion. 
All formal complaints pursuant to Title IX will be processed in accordance with federal 
regulations, which require a mandatory grievance process and permit informal resolution 
upon consent of the parties, so long as the Respondent is not an employee if the Complainant 
is a student.  
 
Supportive Measures. 

Supportive measures will promptly be offered to the Complainant and Respondent(s) by the 
Title IX Compliance Office upon notice of allegations and will be designed to restore or 
preserve equal access to the school’s educational programs and activities, but may not be 
punitive or “unduly burdensome” as against the Respondent during the pendency of the 
Grievance. Supportive measures may include (but are not limited to): [1] counseling; [2] 
monitoring or supervision;[3] course-related adjustments, including extension of deadlines 
[4] schedule changes; [5] campus security measures and/or [6] additional academic support. 

The Title IX Coordinator will also explain that the parties (Complainants and Respondents) 
and any third-party witnesses may not be subjected to retaliation or retribution, and that 
confidentiality will be maintained throughout the process, except as necessary to assure fair 
and due process. 
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SUBJECT:  TITLE IX SEXUAL DISCRIMINATION POLICY FOR STUDENTS (CON’T) 

Informal Complaints 

When the District has knowledge of an alleged act of sexual discrimination or when a 
Complainant does not file a formal Title IX complaint, or files an informal complaint (not 
alleging a violation of Title IX) there will be a prompt review by a Title IX Coordinator, who 
will issue a written report to the Superintendent of Schools, within ten (10) days.  The 
Superintendent will take such further action necessary to reasonably deter any further act 
prohibited by this policy if corrective action is warranted.  Such further action may include 
referring the matter to a Title IX investigator as if it had been filed as a formal complaint. 
 

Formal Complaints 

Written Notice 

If the Title IX Coordinator determines that the formal complaint alleges conduct that may, if 
proven, constitute a violation of Title IX, a Notice of Title IX Formal Complaint will be issued 
to the Complainant and the Respondent setting forth the following information: 

1. Notice of the Grievance Process as described in this policy. 
2. Description of the alleged violation(s) of Title IX. 
3. A statement regarding the presumption of the Respondent’s non-responsibility. 
4. The right of both parties to representation during the Grievance Process, including a 

right to legal counsel. 
5. Both parties’ right to inspect, review, and rebut all evidence. 
6. Both parties’ right to a written determination upon conclusion of the Grievance 

Processing which will be issued simultaneously to both parties. 
7. That the Code of Conduct and District Policy prohibit false statements made 

knowingly or maliciously at any stage of the Grievance Process. 
8. That any newly asserted allegations will be processed under this Policy, whether as a 

separate matter or through consolidation as determined by the Title IX Coordinator. 
9. The right of both parties and their respective representatives to present evidence and 

discuss evidence with the investigator, as well as an equal opportunity to present 
witnesses. 

10. The District will not restrict the ability of any party to discuss the allegations under 
investigation or to gather and present relevant evidence. 

11. The District will provide a party whose participation is invited or expected written 
notice of date, time, location, participants, and purpose of all hearings, investigative 
interviews, or other meetings, with sufficient time to prepare for such participation. 

12. That the District has the burden of proof in making findings of sexual discrimination 
based on the standard of “a preponderance of the credible evidence.” 

All formal complaints will be received in writing or reduced to writing by a Title IX 
Coordinator, who will personally, or by reference to a trained designee on the Board of 
Education’s approval list, conduct a full and fair investigation of the complaint. The 
processing of Complaints will not require, allow or rely upon information which is privileged  
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SUBJECT:  TITLE IX SEXUAL DISCRIMINATION POLICY FOR STUDENTS (CON’T) 

information. Disciplinary action or other punitive remedies against a Respondent will not be 
imposed until the investigation is completed, although enforcement of the Code of Conduct 
or discipline for other misconduct may be effectuated, even if arising from the same facts and 
circumstances that gave rise to the sexual discrimination complaint, so long as no retaliatory 
basis for such discipline may be imputed. The burden of proof in determining a finding of 
sexual discrimination is upon the District and requires a preponderance of credible and 
relevant evidence to establish a violation. Both the Complainant and the Respondent(s) will 
be equitably treated during the processing of the formal complaint. The investigation of a 
formal complaint will require an objective evaluation of all evidence and that determinations 
regarding the credibility of persons may not be based upon their status as a complainant, 
respondent or witness. 

Conflicts of Interest 

In the interest of due process, any Title IX Coordinator, Investigator, or designated decision 
make with any conflict of interest will recuse him or herself from participation in the formal 
Title IX Grievance Process. Title IX Coordinators, Investigators, and Decision Makers will 
proceed without bias toward any party, and will maintain the due process principle of 
“innocent until proven guilty” during the pendency of proceedings.  If a party believes that a 
Title IX Coordinator has a conflict of interest, s/he should address such concerns, in writing 
if possible, to the Superintendent of Schools as early as possible during the Grievance 
Process, to request reassignment of the matter. Any concerns regarding the impartiality of 
an investigator (other than the Title IX Coordinator) or the Decision Maker should be 
immediately made known to the Title IX Coordinator. 

Alternates 

The Board of Education will appoint more than one Title IX Coordinator and several 
designated Title IX formal complaint investigators.  A Complainant will have a choice of 
which Title IX Officer to approach regarding a Title IX complaint.  If the complaint is about 
the Superintendent of Schools, the Board may stand in the Superintendent’s place for review 
or may engage independent counsel. 
 

Removal of Respondent 

A student respondent to a complaint of sexual discrimination will not be removed from 
attendance upon instruction based upon the filing of a Title IX Complaint where supportive 
efforts are adequate to preserve or restore equal access to the educational environment for 
the Complainant.  

Where, upon an individualized safety and risk analysis, it is determined that the Respondent 
poses an immediate threat to the physical health or safety of the Complainant or others, an 
immediate suspension may be invoked pursuant to Education Law §3214 or, where the 
Respondent is an employee, an immediate suspension or consensual leave implemented by  
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SUBJECT:  TITLE IX SEXUAL DISCRIMINATION POLICY FOR STUDENTS (CON’T) 

the Superintendent of Schools in accordance with applicable laws and regulations may be 
effectuated.  

Rights to Review Evidence 

Each party will have reasonable opportunity to review all evidence directly related to a 
formal complaint, including evidence possessed by the District that it doesn’t intend to use 
in determining the outcome of a formal complaint, as well as any exculpatory information. 
The right to review will be offered at least ten (10) days before the date of the completion of 
the Title IX Investigator’s final report.  Upon completion of the report, each party will be 
provided a copy and will have at least ten (10) days to submit responses, prior to submission 
of the report to the decision maker. The parties’ response will be incorporated into the 
Investigator’s submission to an impartial decision maker. 

The Complainant and the Respondent will be advised in writing of the disposition of the 
complaint, which may include: 
 

1. A finding that this policy has not been violated; or 

2. A finding that this policy has been violated and corrective measures have been 
implemented; or 

3. That disciplinary action will be taken or, where pre-disciplinary charges must be 
preferred, that they have been preferred in order to convene a disciplinary hearing. 

 Informal Resolution 

At any time during the Title IX Grievance Process, a grievance may be referred to an informal 
resolution process instead of a full investigation. An informal process may be implemented 
if both parties provide written, voluntary consent and are provided a written notice of rights, 
but would not be available in a case in which sexual discrimination is alleged on the part of 
an employee. Informal resolution may involve conflict resolution strategies such as (but not 
limited to) arbitration, mediation, or restorative justice. 

Dismissal of Complaints 

Pursuant to federal Title IX regulations, the Title IX Coordinator must dismiss allegations 
that, even if proven, would not constitute sexual discrimination as defined under Title IX 
regulations; did not occur within the school’s program or activity over which the District had 
substantial control; or did not occur within the United States.  A complaint may be dismissed 
at the Title IX Coordinator’s discretion if the complainant notifies the Title IX Coordinator at 
any time that s/he wishes to withdraw the complaint, the respondent’s employment or 
enrollment at the District ends, or specific circumstances prevent the District from gathering 
evidence sufficient to reach a determination. 
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SUBJECT:  TITLE IX SEXUAL DISCRIMINATION POLICY FOR STUDENTS (CON’T) 

Decision Maker 
 

Upon conclusion of the ten-day report response period described above, the designated 
Decision Maker (who may NOT be the Title IX Coordinator or the Investigator) will receive 
and review the final investigation report and any responses submitted by the parties or their 
advisors.  The Decision Maker must apply the preponderance of evidence standard to the 
relevant, permissible evidence and issue a written determination of responsibility that: 

1. Identifies the allegations that potentially constitute sexual discrimination; 
2. Describes the procedural steps taken from the receipt of the complaint to the 

determination; 
3. Includes findings of fact supporting the determination; 
4. Includes conclusions regarding application of district policy to the facts; 
5. Includes a statement of, and a rationale for, the result as to each allegation, 

including: 
a. determination of responsibility; 
b. any disciplinary sanctions to be imposed; 
c. whether remedies to restore or preserve equal access will be provided to the 

Complainant. 
6. Explains procedures, timelines, and permissible bases for appeals; and 
7.   Reminds the parties of the prohibition on retaliation.  

 

Appeal of Formal Complaints 

An appeal of the Decision Maker’s determination may be brought to the District’s appellate 
authority, the Superintendent of Schools, submitted in writing within thirty (30) calendar 
days of the determination, based upon the following: 
 

1. A procedural irregularity affecting the outcome; 
2. New evidence that was reasonably not available at the time of the determination 

becomes available and could affect the outcome; or 
3. A conflict of interest on the part of the Title IX Coordinator, Investigator, or Decision 

Maker affected the outcome. 
 

A party may appeal the Title IX Coordinator’s dismissal of a complaint or any allegation 
therein within thirty calendar days of such dismissal by written submission to the 
Superintendent. 

Confidentiality 

The district’s Title IX Coordinators, investigators, the Superintendent of Schools, and the 
Board of Education will, to the maximum extent possible, maintain as confidential the 
transaction(s) underlying complaint and the proceedings as well as the outcome of any 
mediated agreement and action taken, other than formal discipline. The Respondent,  
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however, must be informed of the identity of the person who commenced the proceedings 
or complaint in order to provide fair and due process.  Both the Complainant and the 
Respondent will be given written notice of the findings in the matter of a formal complaint. 
 
Consequences 

Any officer, supervisor, or employee who violates this policy will be subject to corrective 
action up to and including termination of office or employment, with due process provided, 
as necessary.  Students who violate this policy will be subject to disciplinary or other 
corrective action, in the nature of in-school suspension, short term principal’s suspension or 
long-term suspension pursuant to a Superintendent’s hearing, as well as being offered the 
opportunity to voluntarily participate in restorative practices, where applicable. 
 

Any complaint that is determined to have been processed maliciously or in bad faith will be 
deemed to be in violation of this policy and may give rise to disciplinary consequences 
against the complainant. 

Record-Keeping 

The report and all documentation related to a Title IX complaint and investigation will be 
kept in a sealed file for a minimum of seven (7) years. 

Training Materials 

The District’s Title IX training materials are accessible on the District website at 
_________________ 

*District Title IX Officers 

Coordinator/ Investigator     

Name: Mary Kate Boesch     

Title:  Elementary Principal       
Address: 2 Herbert Dr, Chester, NY 10918   

Phone Number: (845) 469-2178      

E-mail address: marykate.boesch@chesterufsd.org   

 
 

 
Adoption Date 11/14/18  

Revised 6/12/24  

Revised 8/21/24 

Revised  2/12/25 
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POLICY 

WORKPLACE VIOLENCE PREVENTION 

The district is committed to establishing and maintaining a safe and secure workplace for employees. 
Workplace violence will not be tolerated. All employees are expected to work together to create and maintain a safe 
and respectful work environment for everyone.

Workplace violence is defined as any physical assault or act of aggressive behavior occurring where employees 
perform any work-related duty in the course of their employment including but not limited to an attempt or threat, 
whether verbal or physical, to inflict physical injury upon an employee; any intentional display of force which would 
give an employee reason to fear or expect bodily harm; intentional and wrongful physical contact with a person 
without their consent that entails some injury; or stalking an employee with the intent of causing fear of material harm 
to the physical safety and health of such employee when such stalking has arisen through and in the course of 
employment.  

All employees are responsible for notifying their supervisor or their Building Principal of any violent incidents, 
threatening behavior, including threats they have witnessed, received, or have been told that another person has 
witnessed or received. All acts of workplace violence will be promptly and thoroughly investigated, and appropriate 
action will be taken, including contacting law enforcement where necessary. 

As required by Labor Law §27-b, the district will develop and implement a Workplace Violence Prevention 
Program to comply with the law and its implementing regulations.  The Program will include elements required by law 
and regulation, including: 

a. the risk factors present in the workplace;
b. the methods the district will use to prevent incidents of violence in the workplace;
c. the methods and means by which the district will address specific identified hazards;
d. a system to report workplace violence incidents in writing;
e. a written outline for employee training; and
f. a plan for annual program review.

In developing the Workplace Violence Prevention Program, the district will conduct an evaluation to identify
likely potential risks of violence in the workplace.  Authorized employee representative(s) will be involved in: 

a. evaluating the physical environment;
b. developing the Workplace Violence Prevention Program; and
c. reviewing workplace violence incident reports at least annually to identify trends in the types of incidents
reported, if any, and reviewing the effectiveness of the mitigating actions taken.

(Continued)
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WORKPLACE VIOLENCE PREVENTION (Cont'd)

As required by law, at the time of initial assignment and annually thereafter, all employees will participate in a 
Workplace Violence Prevention Training Program and be informed of the requirements of Labor Law §27-b, the risk 
factors identified in the workplace, and the location of the district’s Workplace Violence Prevention Program.  

The training will include: 

a. the details of the workplace violence prevention program;
b. the measures they can take to protect themselves from risks of violence; and
c. the specific procedures the district has implemented to protect employees (such as appropriate work

practices, emergency procedures, and the use of security alarms).

This policy will be posted where notices to employees are normally posted.

Allegations of Violations and Non-Retaliation

The process for employees to allege violations of the workplace violence prevention program to the state 
Commissioner of Labor, and the employment protections for doing so, is set forth in Labor Law §27-b and 12 NYCRR 
§800.6 and includes the following:

● A “serious violation” of the workplace violence prevention program is the failure to develop and implement a
program or address situations which could result in serious physical harm.
● “Imminent danger” is any condition or practice in the workplace where a danger exists which could reasonably
be expected to cause death or serious physical harm immediately, or before the imminence of the danger can be
eliminated through these complaint procedures.

Employees or their representatives who believe that a serious violation of the workplace violence prevention 
program exists or that an imminent danger exists (as defined above), must bring the matter to their supervisor’s or 
Building Principal’s attention in writing, and must give the district a reasonable opportunity to correct the activity, 
policy or practice, before notifying the Commissioner of Labor. However, such prior written notice and opportunity for 
correction is not required if there is an imminent danger or threat to the safety of a specific employee, and the employee 
reasonably believes in good faith that reporting to a supervisor would not result in corrective action.

If, after the matter has been brought to a supervisor’s attention and a reasonable opportunity to correct the issue 
has passed, the issue has not been resolved and the employee still believes that a violation of the workplace violence 
prevention program remains or that an imminent danger exists, an employee(s) or their representatives may request an 
inspection from the Commissioner of Labor in writing.  The Commissioner will provide a copy of the request to the 
district, but the employee may request that their name be withheld.

(Continued)
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A district representative and authorized employee representative may accompany the 
Commissioner of Labor during the inspection to assist in the inspection.  If there is no authorized 
employee representative, the Commissioner will consult with district employees concerning workplace 
safety.

The district will not take retaliatory action (terminate, suspend, demote, penalize, discriminate, 
or other adverse employment action in the terms and conditions of employment) against any employee 
because they have alleged a serious violation of the workplace violence prevention program, or imminent 
danger exists, requested an inspection by the Commissioner of Labor, or accompanied the 
Commissioner on the inspection, as prescribed by state law and regulation.

Reference: Labor Law §27-b; 12 NYCRR §800.6
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