RSU 63 Policy Committee Meeting Agenda

Thursday, April 10, 2025
Holbrook Middle School
3:30pm

1. Call to Order

2.  Policies for 1% Review

a.
b.

C.

g.
3.

a.
4.  Other
5.
6.

AC — Nondiscrimination/Equal Opportunity of Affirmative Action
AC-R — Grievance Procedures for Nondiscrimination

ACAA — Harassment and Sexual Harassment of Students

ACAA-R - Student Discrimination/Harassment and Title IX Sexual
Harassment Complaint Procedure

ACAB — Harassment and Sexual Harassment of School Employees
ACAB-R — Employee and Third-Party Discrimination/Harassment and
Title IX Sexual Harassment Compliant

JFBC — Secondary School Tuition

Policies for 3" Review

GCBI — Annual Evaluation of the Superintendent

Next Meeting Date: TBD
Adjourn
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RSU #63

AC

Nondiscrimination/Equal Opportunity
and Affirmative Action
Superintendent/Board of Directors

12262021 RSU #63
12/20/2021 022212021
Review as Needed
Superintendent/Board of Directors
17302021 Policy Committee
H/22/2021 Superintendent
EEO Act of 1972 (P.L. 92-261) amending Title VII of
the Civil Rights Act of 1964 (42 U.S.C. § 2000(e) et seq.)
Title IX of the Education Amendments of 1972 (20
U.S.C. § 1681 et seq.); 34 C.F.R. Part 106 (Title IX
Regulations)
Title VI of the Civil Rights Act of 1964 (42 U.S.C. §
2000d)
Age Discrimination in Employment Act of 1967 (29
U.S.C. § 621 et seq.)
Equal Pay Act of 1963 (29 U.S.C. § 206) Section 504 of
the Rehabilitation Act of 1973 (Section
504) (29 U.S.C. § 794 et seq.), as amended
Americans with Disabilities Act (42 U.S.C. § 12101 et
seq.), as amended
Genetic Information Nondiscrimination Act of 2008 (42
U.S.C. § 2000ff et seq.)
Maine Human Rights Act (5 MRSA § 4551 et seq.), as
amended

Cross Reference: RSU 63 Affirmative Action Plan
ACAA-Harassment and Sexual Harassment of Students
ACAA-R - Student Discrimination/Harassment and Title IX
Sexual Harassment Compliant Procedures
ACAB - Harassment and Sexual Harassment of School
Employees
ACAB-R - Employee Discrimination/Harassment and Title IX
Sexual Harassment Complaint Procedures

k. Narrative:

The RSU #63 Board of Directors (the Board) is committed to maintaining a workplace and
learning environment that is free from illegal discrimination and harassment. RSU #63 (the
District) does not discriminate on the basis of sex or other protected categories in its
education programs and activities, as required by federal and state laws/regulation.

AC - RSU #63 Nondiscrimination/Equal Opportunity and Affirmative Action
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I11.
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VI

In accordance with applicable Federal and/or State civil rights laws and regulations,
the District prohibits discrimination and harassment of employees, candidates for
employment, students, and others on the basis of race, color, sex, sexual orientation,
gender identity, religion, ancestry or national origin, age, familial status, disability, or
genetic information. For the purpose of this policy, “sexual orientation” means a
person’s actual or perceived bisexuality, homosexuality, gender identity, or
expression.

The Board directs the Superintendent to implement a continuing program designed to
prevent discrimination against all applicants, employees, students, and other
individuals having access rights to school premises and activities.

It is the responsibility of the Superintendent to implement this policy. The District’s
Affirmative Action Plan will include designation of an Affirmative Action
Officer/Title IX Coordinator who will be responsible for ensuring compliance with all
Federal and State requirements related to nondiscrimination including sexual
harassment. The Affirmative Action Officer/Title IX Coordinator will be appointed
by the Superintendent, identified on the District website, and be a person with direct
access to the Superintendent.

The District implements complaint procedures for resolving complaints of
discrimination/harassment and sexual harassment under this policy. The District
provides required notices of these complaint procedures and how they can be
accessed as well as the District’s compliance with federal and state civil rights laws
and regulations to all applicants for employment, employees, students, parents, and
other interested parties.

The Superintendent/Affirmative Action Officer/Title IX Coordinator is responsible
for ensuring notice of compliance with applicable Federal and/or State civil rights
laws and regulations is provided to all applicants for employment, employees,
students, parents, and other interested persons, as appropriate.

The Board urges all staff members to be especially alert to and avoid the use of sexist
or other discriminatory language in all communications, both oral and written.

AC - RSU #63 Nondiscrimination/Equal Opportunity and Affirmative Action
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RSU #63
a. NEPN/NSBA Code: AC-R
b. Title: Grievance Procedures for Nondiscrimination
c. Author:
d. Replaces Policy: IHBAL
e. Date Approved: 124412020 RSU #63
f. Previously Approved: 12/14/2020 NEW
g. Policy Expiration: Review as Needed
h. Responsible for Review: Director of Special Services and Policy Committee
i. Date Reviewed: 12/04/2020 Director of Special Services
12/03/2020 Policy Committee

j- References:
k. Narrative:

The RSU #63 Board of Directors (the Board) has adopted this grievance procedure to provide a local
avenue for persons with disabilities to raise concerns about whether the RSU #63 District (the
District) is fully meeting its obligations under state and federal laws to protect persons with
disabilities. This procedure is intended to meet the requirements of the federal Rehabilitation Act
(34 CFR § 104.7(b)) and the federal Americans with Disabilities Act (28 CFR § 35.107(b)).

Questions about this grievance procedure should be directed to the ADA/504 compliance
coordinator: Director of Special Services, 202 Kidder Hill Road, Holden, ME 04429; (207) 843-
0702.

I. Step One
A person with an identifiable disability, or someone acting on that person’s behalf, may file a
written grievance regarding compliance with state or federal disabilities laws with the
building principal where the grievance arose, or with the ADA/504 compliance coordinator.
If filed with the ADA/504 compliance coordinator, that person will forward it to the
appropriate building principal. No grievance will be heard if it involves actions that occurred
more than 60 days prior to the filing of the grievance.

The building principal, after consultation with the ADA/504 compliance coordinator, will
respond in writing to the grievance within 15 working days of its receipt. Extensions of 15
working days may be allowed if necessary to address fully the issues in the grievance. The
principal’s written response will be forwarded to the grievant and to the ADA/504
compliance coordinator.

I1. Step Two
If dissatisfied with the response, the grievant may obtain a review by the Superintendent of
the principal’s decision.

The grievant must request that review within 15 working days of the decision by the
principal. The Superintendent, after consultation with the ADA/504 compliance coordinator,
will respond in writing to the grievance within 15 working days. Extensions of 15 working

AC-R - RSU #63 Grievance Procedure for Nondiscrimination
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days may be allowed when necessary to address fully the issues in the grievance. The
Superintendent’s written response will be forwarded to the grievant and to the ADA/504
compliance coordinator.

Except for grievances regarding physical alterations to school buildings or grounds, the
decision of the Superintendent will be final. In the case of grievances regarding physical
alterations to school building or grounds, a dissatisfied grievant may obtain a review by the
Board of the Superintendent’s decision.

The grievant must request that review within 15 working days of the decision by the
Superintendent. The Board will have a reasonable time to schedule a meeting on the
grievance and to issue its decision.

Nothing in this grievance procedure in any way forecloses a person with a disability from
seeking redress for their concerns at any time through other legal avenues, such as through
the Office for Civil Rights, the Department of Justice, the Maine Human Rights Commission
or the Maine Department of Education.

Questions about other legal avenues available for persons with disabilities to pursue
compliance concerns under various disabilities laws should be directed to the ADA/504
compliance coordinator: Director of Special Services, 202 Kidder Hill Road, Holden, ME
04429; (207) 843-0702.

This notice is available in large print and on audio tape from the ADA/504 compliance
coordinator.

AC-R - RSU #63 Grievance Procedure for Nondiscrimination
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RSU #63

ACAA

Harassment and Sexual Harassment
of Students

Superintendent

121202021 RSU #63

12/20/2021 022212021

Review as Needed

Policy Committee

17302021 Policy Committee

Americans with Disabilities Act (42 U.S.C. § 12101 et
seq., as amended; 28 C.F.R. § 35.107)
Section 504 of the Rehabilitation Act of 1973 (Section
504) (29 U.S.C. § 794 et seq., as amended; 34 C.F.R. §
104.7)
Title IX of the Education Amendments of 1972 (20 USC
§ 1681, et seq.) 34 C.F.R. Part 106
Clery Act (20 U.S.C. § 1092(f)(6)(A)(v) — definition of
sexual assault)
Violence Against Women Act (34 U.S.C. § 12291(a)(10)
— dating violence; 34 U.S.C. § 12291 (a)(8) — definition of
domestic violence)
Title VI of the Civil Rights Act of 1964 (42 USC §
2000d)
Maine Human Rights Act, 5 MRSA §§ 4551 et seq.
20-A MRSA § 6553
MHRC/MDOE Joint Rule Chapter 94-348 and 05-071,
ch. 4

ACAA-R - Student Discrimination/Harassment and Title IX

Sexual Harassment Complaints and Procedures;

AC — Nondiscrimination/Equal Opportunity and Affirmative Action
ACAD - Hazing

GBEBB - Staff Conduct with Students

JFCK - Student Use of Cellular Telephones and Other Electronic

Devices

JICIA —Weapons, Violence, and School Safety
JICK - Bullying

k. Narrative:

Harassment of students because of race, color, sex, sexual orientation, gender identity,
religion, ancestry or national origin, age, familial status, disability, or genetic information is
prohibited. Such conduct is a violation of the RSU #63 Board of Directors (the Board)
policy and may constitute illegal discrimination under Federal and State laws. School
employees, fellow students, volunteers, visitors to the schools, and other persons with whom

ACAA - RSU #63 Harassment and Sexual Harassment of Students
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students may interact in order to pursue or engage in education programs and activities are
required to refrain from such conduct.

L Harassment and sexual harassment of students by school employees is considered
grounds for disciplinary action, up to and including discharge. Harassment and sexual
harassment of students by other students is considered grounds for disciplinary action, up
to and including expulsion. The Superintendent will determine appropriate sanctions for
harassment of students by persons other than school employees and students.

A. Harassment includes, but is not limited to, verbal abuse based on race, color, sex,
sexual orientation, gender identity, religion, ancestry or national origin, age, familial
status, disability, or genetic information. Harassment that rises to the level of physical
assault, battery, mental or physical abuse is also addressed in the Board policy JICIA
— Weapons, Violence, and School Safety.

. Sexual Harassment is addressed under federal and state laws/regulations. The scope

and definition of sexual harassment under these laws differ, as described below.

1. Title IX Sexual Harassment

Under the federal Title IX regulations, sexual harassment includes the following
conduct on the basis of sex which takes place within the context of the school
unit’s education programs and activities:

a.

C.

“Quid pro quo” sexual harassment by a school employee: Conditioning a
school aid, benefit or service (such as a better grade or a college
recommendation) on an individual’s participation is unwelcome sexual
conduct;

“Hostile environment” sexual harassment: Unwelcome conduct based on sex
that a reasonable person would determine is so severe, pervasive and
objectively offensive that it effectively denies an individual’s equal access to
the school unit’s education programs and activities; or

Sexual assault, dating violence, domestic violence, and stalking as these terms
are defined in federal laws.

Sexual Harassment Under Maine Law

Under Maine law, sexual harassment is defined as unwelcome sexual advances,
requests for sexual favors, and other verbal or physical conduct of a sexual nature
in the following situations:

a.

b.

C.

Submission to such conduct is made either explicitly or implicitly a term or
condition of a student’s educational benefits;

Submission to or rejection of such conduct by a student is used as the basis for
decisions on educational benefits; or

Such conduct has the purpose and effect of substantially interfering with a
student’s academic performance or creates an intimidating, hostile, or
offensive environment.

ACAA - RSU #63 Harassment and Sexual Harassment of Students

Page 2 of 3



1% Review Policy Committee: 04/10/2025

II. Reports and Complaints of Harassment or Sexual Harassment

All school employees are required to report possible incidents of harassment or sexual
harassment involving students to the Affirmative Action Officer/Title IX Coordinator.
Failure to report such incidents may result in disciplinary action. Students, parents/legal
guardians, and other individuals are strongly encouraged to report possible incidents of
harassment or sexual harassment involving students to the Affirmative Action
Officer/Title IX Coordinator. The Affirmative Action Officer/Title IX Coordinator is
also available to answer questions and provide assistance to any individual who is unsure
whether harassment or sexual harassment has occurred.

All reports and complaints of harassment or sexual harassment against students shall be
addressed through the Student Discrimination/Harassment and Title IX Sexual
Harassment Procedures (ACAA-R).

ACAA - RSU #63 Harassment and Sexual Harassment of Students
Page 3 of 3
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RSU #63

ACAA-R

Student Discrimination/Harassment and Title IX
Sexual Harassment Complaint & Administrative
Procedures

Maine School Management Association/Brann &
Isaacson

12262021
12/20/2021 0312212021
Review as Needed
Policy Committee/Superintendent
17302021 Policy Committee
H/22/2021 Superintendent
Americans with Disabilities Act (42 USC § 12101
et seq., as amended; 28 CFR § 35.107);
Section 504 of the Rehabilitation Act of 1973
(Section 504) (29 USC § 794 et seq., as amended;
34 CFR § 104.7);
Title IX of the Education Amendments of 1972
(20 USC § 1681 et seq.); 34 CFR Part 106;
Clery Act (20 USC § 1092(f)(6)(A)(V) — definition
of sexual assault);
Violence Against Women Act (34 USC §
1092(f)(6)(A)(v) - definition of sexual assault; 34
USC § 12291(a)(10) — dating violence; 34 USC §
12291(a)(3) — definition of stalking; 34 USC §
12291(a)(8) — definition of domestic violence);
Title VI of the Civil Rights Act of 1964 (42 USC
§ 2000d);
Maine Human Rights Act, S MRSA § 4551 et
seq.; 20-A MRSA § 6553;
MHRC/MDOE Joint Rule Chapter 94-348 and
05-071, ch. 4

This procedure has been adopted by the RSU #63 Board of Directors (the Board) in order to
provide a method of prompt and equitable resolution of reports and complaints of unlawful
discrimination or harassment of students, including sexual harassment, as described in policies
AC — Nondiscrimination/Equal Opportunity and Affirmative Action, and ACAA — Harassment

and Sexual Harassment of Students.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment

Complaint & Administrative Procedures
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Complaints alleging unlawful harassment or discrimination against employees based on a
protected category should be addressed through the Board’s Employee Discrimination/
Harassment and Title IX Sexual Harassment Complaint Procedures (ACAB-R).

Any individual who is unsure about whether unlawful discrimination or harassment has occurred
and/or or which complaint procedure applies is encouraged to contact the Affirmative Action
Officer/Title IX Coordinator: CarelynBrewsn, RSU #63, 202 Kidder Hill Road, Holden, Maine
04429; telephone: 207- 843-0702 :-email:-ebrown{@rsub3-org:

I DEFINITIONS

For purposes of these complaint procedures, the following definitions will be used. The
Affirmative Action Officer/Title IX Coordinator will assess all reports and complaints to ensure
that they are addressed under the appropriate policy and complaint procedure.

A. Discrimination/Harassment Complaint Procedure Definitions
1. “Discrimination or harassment”: Discrimination or harassment on the
basis of an individual’s membership in a protected category, which, for
students, includes race, color, sex, sexual orientation, gender identity,
religion, ancestry or national origin, age, familial status, disability, or
genetic information.

2. “Discrimination”: Treating individuals differently, or interfering with or
preventing them from enjoying the advantages or privileges afforded to
others because of their membership in a protected category.

3. “Harassment”: Oral, written, graphic, electronic or physical conduct
relating to an individual’s actual or perceived membership in a protected
category that is sufficiently severe, pervasive or persistent so as to
interfere with or limit that individual’s ability to participate in RSU #63
programs or activities by creating a hostile, intimidating or offensive
environment.

4. “Sexual harassment”: Under Maine law, this means unwelcome sexual
advances, requests for sexual favors, and other verbal or physical conduct
of a sexual nature in the following situations:

a. Submission to such conduct is made either explicitly or implicitly a
term or condition of a student’s educational benefits;

b. Submission to or rejection of such conduct by a student is used as
the basis for decisions on educational benefits; or

c. Such conduct has the purpose and effect of substantially interfering

with a student’s academic performance or creates an intimidating,
hostile or offensive environment.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures
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5. “Sexual orientation”: Under Maine law, this means a person’s “actual or
perceived heterosexuality, bisexuality, homosexuality or gender identity or
expression.”

6. “Gender identity”: Under Maine law, this means “the gender-related

identity, appearance, mannerisms or other gender-related characteristics of
an individual, regardless of the individual’s assigned sex at birth.”

7. “Complaint” is defined as an allegation that a student has been
discriminated against or harassed on the basis of race, color, sex, sexual
orientation, gender identity, religion, ancestry or national origin, age,
familial status, disability, or genetic information (and not otherwise
addressed in the Title IX regulations and Section III of ACAA-R).

8. Complaints of bullying not involving the protected categories or
definitions described above may be addressed under Board Policy JICK —
Bullying and Cyberbullying.

B. Title IX Sexual Harassment Complaint Procedure Definitions
1. “Sexual Harassment: Under the federal Title IX regulations, sexual
harassment includes the following conduct on the basis of sex which takes
place within the context of RSU #63’s education programs and activities:

a. “Quid pro quo” sexual harassment by a school employee:
Conditioning a school aid, benefit or service (such as a better grade
or a college recommendation) on an individual’s participation in
unwelcome sexual conduct;

b. “Hostile environment” sexual harassment: Unwelcome conduct
based on sex that a reasonable person would determine is so
severe, pervasive and objectively offensive that it effectively
denies an individual’s equal access to RSU #63’s education
programs and activities; or

c. Sexual assault, dating violence, domestic violence and stalking as
these terms are defined in federal laws.

2. “Report”: Under the Title IX regulations, any individual may make a
report of sexual harassment involving a student, whether the individual is
the alleged victim or not. School employees are required to report
possible incidents of sexual harassment involving a student. A report must
be made to the Affirmative Action Officer/Title IX Coordinator. A report
triggers certain actions by the AAO/Title IX Coordinator for the alleged
victim of sexual harassment, but an investigation is not conducted unless a
“Formal Complaint” is filed.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures
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“Formal Complaint”: Under the Title IX regulations, the alleged victim of
sexual harassment can file a written complaint that triggers the complaint
procedure in Section III of ACAA-R. Only a student and/or their
parent/legal guardian (and in certain circumstances, the AAO/Title IX
Coordinator) may file a formal complaint.

“Student”: For the purposes of this procedure, a student is an individual
who is enrolled or participating in RSU #63’s education programs and
activities, or is attempting to enroll or participate.

I1. DISCRIMINATION/HARASSMENT COMPLAINT PROCEDURE

This procedure should be used for any complaint of unlawful harassment or discrimination
complaint based on a protected category which does not involve Title IX sexual harassment
(which is addressed in Section III).

A. How to Make A Complaint

1.

School employees are required to promptly make a report to the
AAO/Title IX Coordinator if they have reason to believe that a student has
been discriminated against or harassed.

Students (and others) who believe that they, or another student has been
harassed or discriminated against should report their concern promptly to
the AAO/Title IX Coordinator.

The individual making the report must provide basic information in
writing concerning the allegation of harassment or discrimination (i.e.,
date, time, location, individual(s) who allegedly engaged in harassment or
discrimination, description of allegation) to the AAO/Title IX
Coordinator.

If an individual is unsure as to whether unlawful discrimination or
harassment has occurred, or who need assistance in preparing a written
complaint, they are encouraged to discuss the matter with the AAO/Title
IX Coordinator.

Individuals will not be retaliated against for reporting suspected
discrimination or harassment, or for participating in an investigation.
Retaliation is illegal under federal and state nondiscrimination laws, and
any retaliation will result in disciplinary action, up to and including
discharge for employees, and expulsion for students.

Individuals are encouraged to utilize RSU #63’s complaint procedure.
However, individuals are hereby notified that they also have the right to

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures

Page 4 of 15



1* Review Policy Committee: 04/10/2025

report incidents of discrimination or harassment to the Maine Human
Rights Commission, 51 State House Station, Augusta, Maine 04333
(telephone: 207-624-6290) and/or to the federal Office for Civil Rights,
U.S. Department of Education, 5 Post Office Square, 8" Floor, Boston,
MA 02109-3921 (telephone: 617-289-0111).

B. Complaint Handling and Investigation
1. The AAO/Title IX Coordinator will promptly inform the Superintendent
and the person who is the subject of the complaint (respondent) that a
complaint has been received.

2. The AAO/Title IX Coordinator may pursue an informal resolution of the
complaint with the agreement of the parties involved. Any party to the
complaint may decide to end the informal resolution process and pursue
the formal process at any point. Any informal resolution is subject to the
approval of the parties and the Superintendent, who will consider whether
the resolution is in the best interest of RSU #63 and the parties in light of
the particular circumstances and applicable policies and laws.

3. The AAO/Title IX Coordinator may implement supportive measures to a
student to reduce the risk of further discrimination or harassment to a
student while an investigation is pending. Examples of supportive
measures include, but are not limited to, ordering no contact between the
individuals involved or changing classes.

4. The complaint will be investigated by a trained internal or external
individual designated by the Superintendent and the AAO/Title IX
Coordinator. Any complaint about an employee who holds a supervisory
position will be investigated by a person who is not subject to that
supervisor’s authority. Any complaint about the Superintendent should be
submitted to the Chair of the Board, who should consult with legal counsel
concerning the handling and investigation of the complaint.

5. The investigator will consult with the AAO/Title IX Coordinator as agreed
during the investigation process.

6. The respondent will be provided with an opportunity to be heard as part of
the investigation. The complainant will not be required to attend meetings
with the respondent, but may choose to do so as part of an informal
resolution process.

7. The complainant and the respondent may suggest witnesses to be
interviewed and/or submit materials they believe are relevant to the
complaint.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures
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8. If the complaint is against an employee of RSU #63, any rights conferred
under an applicable collective bargaining agreement will be applied.

9. Privacy rights of all parties to the complaint will be maintained in
accordance with applicable state and federal laws.

10.  The investigation will be completed within 40 business days of receiving
the complaint, if practicable. Reasonable extensions of time for good
reason will be allowed.

11.  The investigator will provide a written report and findings to the
AAO/Title IX Coordinator.

C. Findings and Subsequent Actions
1. The AAO/Title IX Coordinator will consult with the Superintendent
concerning the investigation and findings.

2. If there is a finding that discrimination or harassment occurred, the
AAO/Title IX Coordinator, in consultation with the Superintendent will:

a. Determine what remedial action, if any, is required to end the
discrimination or harassment, remedy its effect and prevent
recurrence; and

b. Determine what disciplinary action should be taken against the
individual(s) who engaged in discrimination or harassment, if any.

3. Inform the complainant and the respondent in writing of the results of the
investigation and its resolution (in accordance with applicable state and
federal privacy laws).

D. Appeals
1. After the conclusion of the investigation, the complainant or respondent
may seek from the Board an appeal of the findings solely on the basis of
either: (a) prejudicial procedural error or (b) the discovery of previously
unavailable relevant evidence that could significantly impact the outcome.

2. Appeals must be submitted in writing to the Chair of the Board within 14
business days after receiving notice of the resolution.

3. Upon receipt of a valid appeal, the Chair of the Board will provide notice
to the other party, along with an opportunity to provide a written statement
to the Board within 10 business days of the Chair providing such notice.

4. The Board will review the available documentation and may conduct
further investigation if deemed appropriate.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures
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The Board’s decision on the appeal will be provided to the parties within
30 business days of the Board Chair’s original receipt of the appeal, if
practicable. The Board’s decision will be final.

E. Records
The AAO/Title IX Coordinator will keep a written record of the complaint
process.

III.  TITLE IX SEXUAL HARASSMENT COMPLAINT PROCEDURE

This section should be used only for complaints of Title IX sexual harassment as defined in

Section [.B.1.

A. How to Make A Report

1.

School employees who have reason to believe that a student has been
subjected to sexual harassment is required to promptly make a report to
the AAO/Title IX Coordinator.

Students, parents/legal guardians or other individuals who believe a
student has been sexually harassed are encouraged to make a report to the
AAO/Title IX Coordinator.

If the individual making the report is the alleged victim, or if the alleged
victim is identified by the individual making the report, the AAO/Title IX
Coordinator will meet with the alleged victim to discuss supportive
measures that may be appropriate in the particular circumstances and
explain the process for filing a formal complaint.

a. Supportive measures are individualized measures designed to
ensure the student can continue to access educational programs and
activities (such as requiring no contact between individuals or
changing classes).

b. Supportive measures may be continued even if the alleged victim
chooses not to file a formal complaint, if appropriate under the
particular circumstances.

RSU #63 cannot provide an informal resolution process for resolving a
report unless a formal complaint is filed.

Individuals will not be retaliated against for reporting sexual harassment,
or for participating in an investigation. Retaliation is illegal under federal
and state nondiscrimination laws, and any retaliation will result in
disciplinary actions, up to and including discharge for employees, or
expulsion for students.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures
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Any student (or their parent/legal guardian) who believes they have been
the victim of sexual harassment is encouraged to utilize RSU #63’s
complaint procedure. However, students (and their parents/legal
guardians) are hereby notified that they also have the right to report sexual
harassment to the Maine Human Rights Commission, 51 State House
Station, Augusta, Maine 04333 (telephone: 207-624-6290) and/or to the
federal Office for Civil Rights, U.S. Department of Education, 5 Post
Office Square, 8" Floor, Boston, MA 02109-3921 (telephone: 617-289-
0111).

The Superintendent will be informed of all reports and formal complaints
of sexual harassment.

How to Make A Formal Complaint

1.

An alleged student victim and/or their parent/legal guardian may file a
formal written complaint requesting investigation of alleged Title IX
sexual harassment. The written complaint must include basic information
concerning the allegation of sexual harassment (i.e., date, time, location,
individual(s) who allegedly engaged in sexual harassment, description of
allegation).

Students who need assistance in preparing a formal written complaint, are
encouraged to consult with the AAO/Title IX Coordinator.

In certain circumstances, the AAO/Title IX Coordinator may file a formal
complaint even when the alleged victim chooses not to. Examples include
if the respondent (person alleged to have engaged in sexual harassment)
has been found responsible for previous sexual harassment or there is a
safety threat within RSU #63). In such cases, the alleged victim is not a
party to the case, but will receive notices as required by the Title IX
regulations at specific points in the complaint process.

In accordance with the Title IX regulations, the AAO/Title IX Coordinator
must dismiss a formal complaint under this Title IX procedure if: a) the
conduct alleged in the formal complaint does not constitute sexual
harassment under the Title IX regulations and this policy; or b) if the
conduct alleged did not occur within the scope of RSU #63’s education
programs and activities, or ¢) did not occur in the United States.

In accordance with the Title IX regulations, the AAO/Title IX Coordinator
may dismiss a formal complaint under this Title IX procedure if: a) a
complainant withdraws the formal complaint, or withdraws particular
allegations within the complaint; b) the respondent is no longer employed
by or enrolled in the school unit; or ¢) there are specific circumstances that

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
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prevent the school unit from gathering evidence sufficient to reach a
determination regarding the formal complaint. However, if the conduct
potentially violates other policies or laws, it may be addressed through the
applicable Board policy/procedure.

If a formal complaint is dismissed under this Title IX procedure, the
AAO/Title IX Coordinator will promptly and simultaneously send written
notices to the parties explaining the reasons. Parties have the opportunity
to appeal dismissals in accordance with subsection I below.

If the conduct alleged in a formal complaint potentially violates other
laws, Board policies and/or professional expectations, RSU #63 may
address the conduct under Section II or another applicable Board
policy/procedure.

Emergency Removal or Administrative Leave

The Superintendent may remove a student from education programs and activities
on an emergency basis, or place an employee on administrative leave during the
complaint procedure:

1.

If there is a determination (following an individualized safety and risk
analysis) that there is an immediate threat to the physical health or safety
of an individual arising from the allegations of sexual harassment.
Examples of such circumstances might include, but are not limited to, a
continued threat of violence against a complainant by a respondent, or a
respondent’s threat of self-harm due to the allegations.

The respondent (and in the case of a student, their parent/legal guardian
will be provided notice of the emergency removal or administrative leave,
and will be provided an opportunity to challenge the decision following
the removal (this is an opportunity to be heard, not a hearing). The
respondent has the burden to demonstrate why the emergency removal or
administrative leave was unreasonable.

Any such decision will be made in compliance with any applicable
disability laws, including the Individuals with Disabilities Education Act,
Section 504 of the Rehabilitation Act and the Americans with Disabilities
Act.

Notice to Parties of Formal Complaint

1.

The Title IX Coordinator will provide to the parties written notice of the
formal complaint and allegations of sexual harassment potentially
constituting prohibited conduct under the Title IX regulations and this
procedure. The notice will include:

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
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o Notice regarding the complaint procedure and the availability of an
informal resolution process;
o Sufficient details known at the time (including identities of parties,

if known; the conduct alleged; and the date and location of the
alleged incident, if known), with sufficient time to prepare before
any initial interview (not less than five business days);

o As required by the Title IX regulations, a statement that the
respondent is presumed not responsible for the alleged conduct and
that a determination of responsibility will be made at the
conclusion of the complaint); and that the parties may inspect and
review evidence;

o Notice that the parties may each have an advisor of their choice
(who may be an attorney), and that the parties may inspect and
review evidence;

o Notice that knowingly making false statements or submitting false
information during the complaint process is prohibited and may
result in disciplinary action;

o Notice of the name of the investigator, with sufficient time (no less
than three business days) to raise concerns of conflict of interest or
bias.

2. If additional allegations become known at a later time, notice of the

additional allegations will be provided to the parties.

3. The AAO/Title IX Coordinator will discuss supportive measures with
each party and implement such measures as appropriate.

E. Informal Resolution Process
After a formal complaint has been filed, and if the AAO/Title IX Coordinator
believes the circumstances are appropriate, the AAO/Title IX Coordinator may
offer the parties the opportunity to participate in an informal resolution process to
resolve the complaint without completing the investigation and determination
process. Informal resolutions cannot be used to resolve a formal complaint where
a student is the complainant and the respondent is an employee.

Informal resolutions can take many forms, depending on the particular case.
Examples include, but are not limited to, facilitated discussions between the
parties; restorative justice; acknowledgment of responsibility by a respondent;
apologies; disciplinary actions against a respondent or a requirement to engage in
specific services; or supportive measures. Both parties must voluntarily agree in
writing to participate in an informal resolution process, and either party can
withdraw from the process at any time. The Superintendent must agree to the
terms of any informal resolution reached between the parties. If an informal
resolution agreement is reached, it must be signed by both parties and the school
unit. Any such signed agreement is final and binding according to its terms.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
Complaint & Administrative Procedures
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If an informal resolution process does not resolve the formal complaint, nothing
from the informal resolution process may be considered as evidence in the
subsequent investigation or determination.

F. Investigation

1.

The complaint will be investigated by a trained internal or external
individual designated by the Superintendent and AAO/Title IX
Coordinator. Any complaint about an employee who holds a supervisory
position will be investigated by a person who is not subject to that
supervisor’s authority. Any complaint about the Superintendent should be
submitted to the Chair of the Board, who should consult with legal counsel
concerning the handling and investigation of the complaint.

The investigator will consult with the AAO/Title IX Coordinator as agreed
during the investigation process.

If the complaint is against an employee of RSU #63, rights conferred
under an applicable collective bargaining agreement will be applied, to the

extent they do not conflict with the Title IX regulatory requirements.

Privacy rights of all parties to the complaint will be maintained in
accordance with applicable state and federal laws.

The investigator will:

a. Meet with each party after they have received appropriate notice of
any meeting and its purpose, with sufficient time to prepare.
b. Allow parties to have their advisor at all meetings related to the

complaint, although advisors may not speak on behalf of a party or
interfere with the process.

c. Allow parties a reasonable opportunity to identify witnesses and
submit favorable and unfavorable evidence.

d. Interview witnesses and conduct such other activities that will
assist in ascertaining facts (site visits, review of documents, etc.).

e. Consider evidence that is relevant and directly related to the
allegations in the formal complaint.

f. During the course of the investigation, provide both parties with an

equal opportunity to inspect and review any evidence that is
obtained in the investigation that is directly related to the
allegations in the formal complaint (including evidence which the
school unit does not intend to rely upon in reaching a
determination of responsibility), and favorable and unfavorable
evidence.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
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g. Prior to completion of the investigation report, provide each party
and advisor (if any) the evidence subject to inspection and review,
and provide the parties with ten business days to submit a written

response.

h. Consider the parties’ written responses to the evidence prior to
completing the investigation report.

i. Create an investigative report that fairly summarizes relevant

evidence and send the report to the parties and advisors (if any),
for their review and written responses within ten business days of
receipt.

i After receipt of the parties’ written responses (if any), forward the
investigation report and party responses to the assigned decision
maker.

The investigation will be concluded within 40 business days if practicable.
Reasonable extension of time for good reason will be allowed.

Determination of Responsibility

1.

The decision maker will provide the parties with the opportunity to submit
written, relevant questions that the party wants asked of another party or
witness within five business days of when the decision maker received the
investigation report and party responses.

a. The decision maker will explain to a party proposing questions if
the decision maker excludes a question as not relevant.

Each party will be provided the opportunity to review the responses of
another party and/or witness, and to ask limited written follow-up
questions within five business days of receiving the answers.

Each party will receive a copy of the responses to any follow-up
questions.

The decision maker will review the investigation report, the parties’
responses and other relevant materials, applying the preponderance of the
evidence standard (“more likely than not”).

The decision maker will issue a written determination, which will include
the following:

a. Identification of all the allegations potentially constituting sexual
harassment as defined in the Title IX regulations and this policy;
b. A description of the procedural steps taken from receipt of the

formal complaint through the determination, including
notifications to the parties, interviews with parties and witnesses,
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site visits, methods used to gather other evidence, and meetings

held;

c. A determination regarding responsibility as to each allegation and
findings of fact supporting the determinations;

d. A statement of, and rationale for, the result as to each allegation,

including a determination regarding responsibility, any disciplinary
sanctions the school unit imposes on the respondent, and whether
remedies designed to restore or preserve equal access to RSU
#63’s programs and activities will be provided to the complainant;

e. RSU #63’s appeal procedure and permissible bases for the parties
to appeal the determination.

The written determination will be provided to the parties simultaneously.
The determination concerning responsibility becomes final either on the
date that RSU #63 provides the parties with the written determination of
the results of the appeal, if an appeal is filed, or if an appeal is not filed,
the date on which the appeal would no longer be considered timely.

Remedies, Discipline and Other Actions

1.

Remedies

Remedies are measures used to ensure that the complainant has equal
access to RSU #63’s education programs and activities following the
decision maker’s determination. Such remedies may include supportive
measures, and may include other appropriate measures, depending upon
the determination and the needs of the complainant. The Title IX
Coordinator is responsible for implementing remedies and providing any
needed assistance to the Complainant.

Discipline and Other Actions - Students

The following are examples of the types of discipline and other actions
that may be imposed on a student when there is a determination that they
are responsible for one or more violations involving sexual harassment:

In or out of school suspension.

Expulsion.

Restorative justice.

Requirement to engage in education or counseling program.

Discipline and Other Actions — Employees

The following are examples of types of disciplinary actions that may be
imposed on an employee when there is a determination that they are
responsible for one or more violations involving sexual harassment:
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Written warning.
Probation.

Demotion.

Suspension without pay.
Discharge.

The following are examples of other types of actions that may be imposed
on an employee when there is a determination of responsibility:

o Performance improvement plan.

o Counseling.

o Training.

J Loss of leadership/stipend position.
I. Appeals

The parties have the opportunity to appeal a determination regarding
responsibility, and from dismissals of formal complaints. Under the Title IX
regulations, appeals are allowed on the following grounds:

1. A procedural irregularity that affected the outcome of the matter;

2. New evidence that was not reasonably available at the time the
determination regarding responsibility or dismissal of the formal
complaint was made, that could affect the outcome of the matter; or

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

All appeals will be decided by the Board. An appeal must be filed in writing
within 14 business days of receiving the determination, stating the grounds for the
appeal and including any relevant documentation in support of the appeal.
Appeals submitted after this deadline are not timely and will not be considered.

1. Appeals must be filed with the Chair of the Board, and the Board will
consider the appeal.

2. The Chair of the Board will notify the other party in writing of the appeal
and will allow both parties to submit a written statement in support of, or
challenging, the determination of the decision maker.

ACAA-R — RSU #63 Student Discrimination/Harassment and Title IX Sexual Harassment
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3. The Board will conduct an impartial review of the appeal, including
consideration of the written record of the matter, and may consult with
legal counsel or other school unit officials in making their decision.

4. The Board will issue a written decision describing the result of the appeal
and rationale for the result, and provide the written decision
simultaneously to the parties. The decision will either deny the appeal,;
grant the appeal and remand to the decision maker for further
consideration; or grant the appeal by revising the disciplinary or other
action(s).

Records

Records in connection with sexual harassment reports and the complaint process
will be maintained for a minimum of seven years.
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Harassment of any school employee on account of race, color, sex, sexual orientation, gender
identity, religion, ancestry or national origin, age, familial status, disability, or genetic
information is prohibited. Such conduct is a violation of RSU #63 Board of Directors (the
Board) policy and may constitute illegal discrimination under state and federal laws.

Any employee who engages in harassment or sexual harassment will be subject to disciplinary
action, up to and including discharge.

1. Definitions:
A. Harassment

Harassment includes, but is not limited to, verbal abuse, threats, physical assault
and/or battery based on race, color, sex, sexual orientation, gender identity,
religion, ancestry or national origin, age, familial status, disability, or genetic
information. Under the Maine Civil Rights Act, violence or threats of violence
against a person or their property based on their sexual orientation are also illegal.

B. Sexual Harassment
Sexual Harassment is addressed under federal and state laws and regulations. The
scope and definitions of sexual harassment under these laws differ, as described

below.

1. Title IX Sexual Harassment
Under the federal Title IX regulations, sexual harassment includes the
following conduct on the basis of sex which takes place within the context
of the school unit’s education programs and activities:

a.

“Quid pro quo” sexual harassment by a school employee:
Conditioning a school aid, benefit or service (such as a promotion
or favorable evaluation) on an individual’s participation in
unwelcome sexual conduct;

“Hostile environment” sexual harassment: Unwelcome conduct
based on sex that a reasonable person would determine is so
severe, pervasive and objectively offensive that it effectively
denies an individual’s equal access to the school unit’s education
programs and activities; or

Sexual assault, dating violence, domestic violence and stalking as
these terms are defined in federal laws.

2. Sexual Harassment Under Title VII and Maine Law
Under another federal law, Title VII, and under Maine law/regulations,
sexual harassment is defined differently. Maine Human Rights
Commission regulations define sexual harassment as conduct on the basis
of sex which satisfies one or more of the following:

a.

b.

Submission to such conduct is made either explicitly or implicitly a
term or condition of an individual’s employment.

Submission to or rejection of such conduct by an employee is used
as the basis for employment decisions affecting the employee; or

ACAB — RSU #63 Harassment and Sexual Harassment of School Employees
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c. Such conduct has the purpose or effect of unreasonably interfering
with an individual’s work performance or creating an intimidating,
hostile or offensive working environment.

Reports and Complaints of Harassment or Sexual Harassment

Any employee who believes they have been harassed or sexually harassed is encouraged to
make a report to the Affirmative Action/Title IX Coordinator. The Affirmative Action
Officer/Title IX Coordinator is also available to answer questions and provide assistance to
any individual who is unsure whether harassment or sexual harassment has occurred.

All reports and complaints regarding harassment or sexual harassment of employees will be
addressed through the Employee & Third-Party Unlawful Discrimination/Harassment and
Title IX Sexual Harassment Complaint Procedures (ACAB-R).

ACAB — RSU #63 Harassment and Sexual Harassment of School Employees
Page 3 of 3



a. NEPN/NSBA Code:
b. Title:

c. Author:

d. Replaces Policy:

e. Date Approved:

f. Previously Approved:
g. Policy Expiration:

h. Responsible for Review:
i. Date Reviewed:

j References:

k. Narrative:

1* Review Policy Committee: 04/10/2025
RSU #63

ACAB-R

Employee and Third-Party Discrimination/
Harassment and Title IX Sexual Harassment
Complaint Procedures

Maine School Management Association/Brann &
Isaacson

12262021
12/20/2021 0312212021
Review as Needed
Policy Committee/Superintendent
17302021 Policy Committee
H/22/2021 Superintendent
Title IX of the Education Amendments of 1972
(20 USC § 1681 et seq.); 34 CFR Part 106;
Clery Act (20 USC § 1092(H)(6)(A)(V) — definition
of sexual assault);
Violence Against Women Act (34 USC §
1092(f)(6)(A)(v) - definition of sexual assault; 34
USC § 12291(a)(10) — dating violence; 34 USC §
12291(a)(3) — definition of stalking; 34 USC §
12291(a)(8) — definition of domestic violence);
Title VI of the Civil Rights Act of 1964 (42 USC
§ 2000d);
Americans with Disabilities Act (42 USC § 12101
et seq.), as amended;
Section 504 of the Rehabilitation Act of 1973
(Section 504) (29 USC § 794 et seq.), as amended;
Title VII of the Civil Rights Act of 1964 (42 USC
§ 2000e, et seq.; 29 CFR § 1604.11)
Age Discrimination in Employment Act (29 USC
§ 623 et seq.);
Genetic Information Nondiscrimination Act of
2008 (42 USC § 2000ff et seq.)

This procedure has been adopted by the RSU #63 Board of Directors (the Board) in order to
provide prompt and equitable resolution of employee complaints of discrimination or
harassment, including sexual harassment, as described in policies AC — Nondiscrimination/Equal
Opportunity and Affirmative Action, and ACAB — Harassment and Sexual Harassment of School

Employees.

The complaint procedure in Section II may also be used, to the extent applicable, by visitors,
including parents, volunteers and others having lawful access to the schools who wish to make a

complaint of discrimination or harassment.

ACAB-R — RSU #63 Employee and Third-Party Discrimination/ Harassment and Title IX Sexual

Harassment Complaint Procedures

Page 1 of 14



1* Review Policy Committee: 04/10/2025

Complaints alleging harassment or discrimination against students based on a protected category
should be addressed through the Board’s Student Discrimination/

Harassment and Title IX Sexual Harassment Complaint & Administrative Procedures (ACAA-
R).

Any individual who is unsure about whether discrimination or harassment has occurred and/or or
which complaint procedure applies is encouraged to contact the Affirmative Action Officer/Title
IX Coordinator: Jesse-Gauthier-RSU #63, 202 Kidder Hill Road, Holden, Maine 04429;

telephone: 2017- 843-0702 ;-email:jgauthierf@rsub3-org:

I DEFINITIONS

For purposes of these complaint procedures, the following definitions will be used. The
Affirmative Action Officer/Title IX Coordinator will assess all reports and complaints to ensure
that they are addressed under the appropriate policy and complaint procedure.

A. Discrimination/Harassment Complaint Procedure Definitions

1. “Discrimination or harassment”: Discrimination or harassment on the
basis of an individual’s membership in a protected category, which, for
employees, includes race, color, sex, sexual orientation, gender identity,
religion, ancestry or national origin, age, familial status, disability, or
genetic information.

2. “Discrimination”: Treating individuals differently, or interfering with or
preventing them from enjoying the advantages or privileges afforded to
others because of their membership in a protected category.

3. “Harassment”: Oral, written, graphic, electronic or physical conduct
relating to an individual’s actual or perceived membership in a protected
category that is sufficiently severe, pervasive or persistent so as to
interfere with or limit that individual’s ability to participate in RSU #63’s
programs or activities by creating a hostile, intimidating or offensive
environment.

4. Under Title VII and under Maine law/regulations, sexual harassment is
defined differently than under Title IX. Maine Human Rights
Commission regulations define sexual harassment as conduct on the basis
of sex which satisfies one or more of the following:

a. Submission to such conduct is made either explicitly or implicitly a
term or condition of an individual’s employment;

b. Submission to or rejection of such conduct by an employee is used
as the basis for employment decisions affecting the employee; or

ACAB-R — RSU #63 Employee and Third-Party Discrimination/ Harassment and Title IX Sexual
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c. Such conduct has the purpose or effect of unreasonably interfering
with an individual’s work performance or creating an intimidating,
hostile or offensive working environment.

5. “Sexual orientation”: Under Maine law, this means a person’s “actual or
perceived heterosexuality, bisexuality, homosexuality or gender identity or
expression.”

6. “Gender identity”: Under Maine law, this means “the gender-related

identity, appearance, mannerisms or other gender-related characteristics of
an individual, regardless of the individual’s assigned sex at birth.”

7. “Complaint” is defined as an allegation that an employee or other third
party has been discriminated against or harassed on the basis of race,
color, sex, sexual orientation, gender identity, religion, ancestry or
national origin, age, familial status, disability, or genetic information (and
in regard to sex, conduct not otherwise addressed in the Title IX
regulations and Section III of ACAB-R).

8. “Employee”: Whenever the term “employee” is used in Section II, it
includes visitors or others who have a lawful basis to make a complaint of
discrimination or harassment.

B. Title IX Sexual Harassment Complaint Procedure Definitions

1. “Title IX sexual harassment”: Under the federal Title IX regulations,
sexual harassment includes the following conduct on the basis of sex
which takes place within the context of RSU #63’s education programs
and activities:

a. “Quid pro quo” sexual harassment by a school employee:
Conditioning a school aid, benefit or service (such as a promotion
or favorable evaluation) on an individual’s participation in
unwelcome sexual conduct;

b. “Hostile environment” sexual harassment: Unwelcome conduct
based on sex that a reasonable person would determine is so
severe, pervasive and objectively offensive that it effectively
denies an individual’s equal access to RSU #63’s education
programs and activities; or

c. Sexual assault, dating violence, domestic violence and stalking as
these terms are defined in federal laws.

2. “Report”: Under the Title IX regulations, any individual may make a
report of sexual harassment involving an employee, whether the individual
is the alleged victim or not. A report must be made to the Affirmative
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Action Officer/Title IX Coordinator. A report triggers certain actions by
the AAO/Title IX Coordinator for the alleged victim of sexual harassment,
but an investigation is not conducted unless a “Formal Complaint” is filed.

“Formal Complaint”: Under Title IX, the alleged victim of sexual
harassment can file a written complaint that triggers the complaint
procedure in Section III of ACAB-R. Only a school employee (and in
certain circumstances, the AAO/Title IX Coordinator) may file a formal
complaint.

“Employee”: For the purpose of this procedure, “employee” means an
applicant for employment or a current employee of RSU #63.

I1. DISCRIMINATION/HARASSMENT COMPLAINT PROCEDURE

This procedure should be used for any complaint of unlawful harassment or discrimination based
on a protected category which does not involve Title IX sexual harassment.

A. How to Make A Complaint

1.

An employee who believes they have been unlawfully harassed or
discriminated against (as such terms are defined in Section [.A.1-3) is
encouraged to try to resolve the problem by informing the individual(s)
that the behavior is unwelcome or offensive, and requesting that the
behavior stop. This will not prevent the employee from making an
immediate complaint to the AAO/Title IX Coordinator.

Any employee who believes they have been harassed or discriminated
against should report their concern promptly to the AAO/Title IX
Coordinator. A written complaint must include basic information
concerning the allegation of harassment or discrimination (i.e., date, time,
location, individual(s) who alleged engaged in harassment or
discrimination, description of allegation).

Employees who are unsure as to whether unlawful discrimination or
harassment has occurred, or who need assistance in preparing a written
complaint, are encouraged to discuss the matter with the AAO/Title [X
Coordinator.

Employees will not be retaliated against for reporting suspected
discrimination or harassment, or for participating in an investigation.
Retaliation is illegal under federal and state nondiscrimination laws, and
any retaliation will result in disciplinary measures, up to and including
discharge.

Any employee who believes they have been discriminated against or
harassed is encouraged to utilize RSU #63’s complaint procedure.
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However, employees are hereby notified that they also have the right to
report incidents of discrimination or harassment to the Maine Human
Rights Commission, 51 State House Station, Augusta, Maine 04333
(telephone: 207-624-6290) and/or to the federal Office for Civil Rights,
U.S. Department of Education, 5 Post Office Square, 8" Floor, Boston,
MA 02109-3921 (telephone: 617-289-0111).

B. Complaint Handling and Investigation

1.

The AAO/Title IX Coordinator will promptly inform the Superintendent
and the person who is the subject of the complaint (respondent) that a
complaint has been received.

The AAO/Title IX Coordinator may pursue an informal resolution of the
complaint with the agreement of the parties involved. Any party to the
complaint may decide to end the informal resolution process and pursue
the formal process at any point. Any informal resolution is subject to the
approval of the parties and the Superintendent, who will consider whether
the resolution is in the best interest of RSU #63 and the parties in light of
the particular circumstances and applicable policies and laws.

The AAO/Title IX Coordinator may implement supportive measures
(consistent with any applicable collective bargaining agreement
provisions) to reduce the risk of further discrimination or harassment
while an investigation is pending. Examples of supportive measures
include, but are not limited to, ordering no contact between the individuals
involved; changing a work location or changing a work schedule.

The complaint will be investigated by a trained internal or external
individual designated by the Superintendent and the AAO/Title IX
Coordinator. Any complaint about an employee who holds a supervisory
position will be investigated by a person who is not subject to that
supervisor’s authority. Any complaint about the Superintendent should be
submitted to the Chair of the Board, who should consult with legal counsel
concerning the handling and investigation of the complaint.

The investigator will consult with the AAO/Title IX Coordinator as agreed
during the investigation process.

The respondent will be provided with an opportunity to be heard as part of
the investigation. The complainant will not be required to attend meetings
with the respondent, but may choose to do so as part of an informal
resolution process.

The complainant and the respondent may suggest witnesses and/or submit
materials they believe are relevant to the complaint.
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8. If the complaint is against an employee of RSU #63, any rights conferred
under an applicable collective bargaining agreement will be applied.

9. Privacy rights of all parties to the complaint will be maintained in
accordance with applicable state and federal laws.

10.  The investigation will be completed within 40 business days of receiving
the complaint, if practicable. Reasonable extensions of time for good
reason will be allowed.

11.  The investigator will provide a written report and findings to the
AAO/Title IX Coordinator.

C. Findings and Subsequent Actions

1. The AAO/Title IX Coordinator will consult with the Superintendent
concerning the investigation and findings.

2. If there is a finding that discrimination or harassment occurred, the
AAO/Title IX Coordinator, in consultation with the Superintendent:

a. Will determine what remedial action, if any, is required to end the
discrimination or harassment, remedy its effect and prevent
recurrence; and

b. Determine what disciplinary action should be taken against the
individual(s) who engaged in discrimination or harassment, if any.

3. Inform the complainant and the respondent in writing of the results of the
investigation and its resolution (in accordance with applicable state and
federal privacy laws).

D. Appeals

1. After the conclusion of the investigation, the complainant or respondent
may seek from the Board an appeal of the findings solely on the basis of
either: (a) prejudicial procedural error or (b) the discovery of previously
unavailable relevant evidence that could significantly impact the outcome.

2. Appeals must be submitted in writing to the Chair of the Board within 14
business days after receiving notice of the resolution.

3. Upon receipt of a valid appeal, the Chair of the Board will provide notice
to the other party, along with an opportunity to provide a written statement
within 10 business days of the Chair providing such notice.
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4. The Board will review the available documentation and may conduct
further investigation if deemed appropriate.

5. The Board’s decision on the appeal will be provided to the parties within
30 business days, if practicable. The Board’s decision will be final.

E. Records

The AAO/Title IX Coordinator will keep a written record of the complaint
process.

III.  TITLE IX SEXUAL HARASSMENT COMPLAINT PROCEDURE

This section should be used only for complaints of Title IX sexual harassment as defined in
Section [.B.1.

A. How to Make A Report

1. Any individual who believes an employee has been sexually harassed (as
this term is defined in Section 1.B.1) may make a report to the AAO/Title
IX Coordinator.

2. If the individual making the report is the alleged victim, or if the alleged
victim is identified by the individual making the report, the AAO/Title IX
Coordinator will meet with the alleged victim to discuss supportive
measures that may be appropriate in the particular circumstances and
explain the process for filing a formal complaint.

a. Supportive measures are individualized measures designed to ensure
the employee can continue to access and perform their work (such as
requiring no contact between individuals, temporarily moving work
locations or changing schedules, etc.).

b. Supportive measures may be continued even if the alleged victim
chooses not to file a formal complaint, if appropriate under the
particular circumstances.

3. RSU #63 cannot provide an informal resolution process for resolving a
report until a formal complaint is filed.

4. Employees will not be retaliated against for reporting sexual harassment,
or for participating in an investigation. Retaliation is illegal under federal
and state nondiscrimination laws, and any retaliation will result in
disciplinary actions, up to and including discharge.

5. Any employee who believes they have been the victim of sexual
harassment is encouraged to utilize RSU #63’s complaint procedures.
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However, employees are hereby notified that they also have the right to
report sexual harassment to the Maine Human Rights Commission, 51
State House Station, Augusta, Maine 04333 (telephone: 207-624-6290)
and/or to the federal Office for Civil Rights, U.S. Department of
Education, 5 Post Office Square, 8" Floor, Boston, MA 02109-3921
(telephone: 617-289-0111).

The Superintendent will be informed of all reports and formal complaints
of sexual harassment.

B. How to Make A Formal Complaint

1.

An alleged victim may file a formal written complaint requesting
investigation of alleged Title IX sexual harassment. The written
complaint must include basic information concerning the allegation of
sexual harassment (i.e., date, time, location, individual(s) who alleged
engaged in sexual harassment, description of allegation).

Employees who need assistance in preparing a formal written complaint,
are encouraged to consult with the AAO/Title IX Coordinator.

In certain circumstances, the AAO/Title IX Coordinator may file a formal
complaint even when the alleged victim chooses not to. Examples include
if the respondent (person alleged to have engaged in sexual harassment)
has been found responsible for previous sexual harassment or there is a
safety threat within RSU #63). In such cases, the alleged victim is not a
party to the case, but will receive notices as required by the Title IX
regulations at specific points in the complaint process.

In accordance with the Title IX regulations, the AAO/Title IX Coordinator
must dismiss a formal complaint under this Title IX procedure if: a) the
conduct alleged in the formal complaint does not constitute sexual
harassment under the Title IX regulations and this policy; b) if the conduct
alleged did not occur within the scope of RSU #63’s education programs
and activities, or ¢) did not occur in the United States.

In accordance with the Title IX regulations, the AAO/Title IX Coordinator
may dismiss a formal complaint under this Title IX procedure if: a) a
complainant withdraws the formal complaint, or withdraws particular
allegations within the complaint; b) the respondent is no longer employed
by RSU #63; or c) there are specific circumstances that prevent RSU #63
from gathering evidence sufficient to reach a determination regarding the
formal complaint.

If a formal complaint is dismissed under this Title IX procedure, the
AAO/Title IX Coordinator will promptly and simultaneously send written
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notices to the parties explaining the reasons. Parties have the opportunity
to appeal dismissals in accordance with subsection I below.

6. If the conduct alleged potentially violates other laws, Board policies
and/or professional expectations, RSU #63 may address the conduct under
Section II or another applicable policy/procedure.

C. Administrative Leave

The Superintendent may place a respondent on administrative leave during the
complaint procedure:

1. If there is a determination (following an individualized safety and risk
analysis) that there is an immediate threat to the physical health or safety
of an individual arising from the allegations of sexual harassment.
Examples of such circumstances might include, but are not limited to, a
continued threat of violence against a complainant by a respondent, or a
respondent’s threat of self-harm due to the allegations.

2. The respondent will be provided notice of the administrative leave, and
will be provided an opportunity to challenge the decision following the
removal (this is an opportunity to be heard, not a hearing). The
respondent has the burden to demonstrate why the emergency leave was
unreasonable.

3. Any such decision to place an employee on administrative leave will be
made in compliance with any applicable disability laws, including Section
504 of the Rehabilitation Act and the Americans with Disabilities Act.

D. Notice to Parties of Formal Complaint

1. The Title IX Coordinator will provide to the parties’ written notice of the
formal complaint and allegations of sexual harassment potentially
constituting prohibited conduct under the Title IX regulations and this
procedure. The notice will include:

o Notice regarding the complaint procedure and the availability of an
informal resolution process;
o Sufficient details known at the time (including identities of parties,

if known; the conduct alleged; and the date and location of the
alleged incident, if known), with sufficient time to prepare before
any initial interview (not less than five business days);

o As required by the Title IX regulations, a statement that the
respondent is presumed not responsible for the alleged conduct and
that a determination of responsibility will be made at the
conclusion of the complaint; and that the parties may inspect and
review evidence;
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o Notice that the parties may each have an advisor of their choice
(who may be an attorney), and that the parties may inspect and
review evidence;

o Notice that knowingly making false statements or submitting false
information during the complaint procedure is prohibited and may
result in disciplinary action; and

o Notice of the name of the investigator, with sufficient time (no less
than three business days) to raise concerns of conflict of interest or
bias.

2. If additional allegations become known at a later time, notice of the

additional allegations with be provided to the parties.

3. The AAO/Title IX Coordinator will discuss supportive measures with
each party and implement such measures as appropriate.

Informal Resolution Process

After a formal complaint has been filed, and if the AAO/Title IX Coordinator
believes the circumstances are appropriate, the AAO/Title IX Coordinator may
offer the parties the opportunity to participate in an informal resolution process to
resolve the complaint without completing the investigation and determination
process. Informal resolutions cannot be used to resolve a formal complaint where
a student is the complainant and the respondent is an employee.

Informal resolutions can take many forms, depending on the particular case.
Examples include, but are not limited to, facilitated discussions between the
parties; restorative justice; acknowledgment of responsibility by a respondent;
apologies; disciplinary actions against a respondent or a requirement to engage in
specific services; or supportive measures. Both parties must voluntarily agree in
writing to participate in an informal resolution process, and either party can
withdraw from the process at any time. The Superintendent must agree to the
terms of any informal resolution reached between the parties. If an informal
resolution agreement is reached, it must be signed by both parties and RSU #63.
Any such signed agreement is final and binding according to its terms.

If an informal resolution process does not resolve the formal complaint, nothing
from the informal resolution process may be considered as evidence in the
subsequent investigation or determination.

Investigation

1. The complaint will be investigated by a trained internal or external
individual designated by the Superintendent and AAO/Title IX
Coordinator. Any complaint about an employee who holds a supervisory
position will be investigated by a person who is not subject to that
supervisor’s authority. Any complaint about the Superintendent should be
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submitted to the Chair of the Board, who should consult with legal counsel
concerning the handling and investigation of the complaint.

2. The investigator will consult with the AAO/Title IX Coordinator as agreed
during the investigation process.

3. If the complaint is against an employee of RSU #63, rights conferred
under an applicable collective bargaining agreement will be applied, to the
extent they do not conflict with the Title IX regulatory requirements.

4. Privacy rights of all parties to the complaint will be maintained in
accordance with applicable state and federal laws.

5. The investigator will:

a.

Meet with each party after they have received appropriate notice of
any meeting and its purpose, with sufficient time to prepare.

Allow parties to have their advisor at all meetings related to the
complaint, although advisors may not speak on behalf of a party or
interfere with the process.

Allow parties a reasonable opportunity to identify witnesses and
submit favorable and unfavorable evidence.

Interview witnesses and conduct such other activities that will
assist in ascertaining facts (site visits, review of documents, etc.).

Consider evidence that is relevant and directly related to the
allegations in the formal complaint.

During the course of the investigation, provide both parties with an
equal opportunity to inspect and review any evidence that is
obtained in the investigation that is directly related to the
allegations in the formal complaint (including evidence which
RSU #63 does not intend to rely upon in reaching a determination
of responsibility), and favorable and unfavorable evidence.

Prior to completion of the investigation report, provide each party
and advisor (if any) the evidence subject to inspection and review,
and provide the parties with ten business days to submit a written

response.

Consider the parties’ written responses to the evidence prior to
completing the investigation report.
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i. Create an investigative report that fairly summarizes relevant
evidence and send the report to the parties and advisors (if any),
for their review and written responses within ten business days of
receipt.

i After receipt of the parties’ written responses (if any), forward the
investigation report and party responses to the assigned decision
maker.

The investigation will be concluded within 40 business days if practicable.
Reasonable extension of time for good reason will be allowed.

G. Determination of Responsibility

1.

The decision maker will provide the parties with the opportunity to submit
written, relevant questions that the party wants asked of another party or
witness within five business days of when the decision maker received the
investigation report and party responses.

a. The decision maker will explain to a party proposing questions if
the decision maker excludes a question as not relevant.

Each party will be provided the opportunity to review the responses of
another party and/or witness, and to ask limited written follow-up
questions within five business days of receiving the answers.

Each party will receive a copy of the responses to any follow-up
questions.

The decision maker will review the investigation report, the parties’
responses and other relevant materials, applying the preponderance of the
evidence standard (“more likely than not”).

The decision maker will issue a written determination, which will include
the following:

a. Identification of all the allegations potentially constituting sexual
harassment as defined in the Title IX regulations and this policy;

b. A description of the procedural steps taken from receipt of the
formal complaint through the determination, including
notifications to the parties, interviews with parties and witnesses,

site visits, methods used to gather other evidence, and meetings
held;

c. A determination regarding responsibility as to each allegation and
findings of fact supporting the determinations;
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d. A statement of, and rationale for, the result as to each allegation,
including a determination regarding responsibility, any disciplinary
sanctions RSU #63 imposes on the respondent, and whether
remedies designed to restore or preserve equal access to RSU
#63’s programs and activities will be provided to the complainant;

e. RSU #63’s appeal procedure and permissible bases for the parties
to appeal the determination.

6. The written determination will be provided to the parties simultaneously.
The determination concerning responsibility becomes final either on the
date that RSU #63 provides the parties with the written determination of
the results of the appeal, if an appeal is filed, or if an appeal is not filed,
the date on which the appeal would no longer be considered timely.

H. Remedies, Discipline and Other Actions
1. Remedies

Remedies are measures used to ensure that the complainant has equal
access to RSU #63’s education programs and activities following the
decision maker’s determination. Such remedies may include supportive
measures, and may include other appropriate measures, depending upon
the determination and the needs of the complainant. The Title IX
Coordinator is responsible for implementing remedies and providing any
needed assistance to the Complainant.

2. Discipline and Other Actions
The following are examples of the types of disciplinary actions that may

be imposed on an employee when there is a determination that they are
responsible for one or more violations involving sexual harassment:

o Written warning.

o Probation.

o Demotion.

J Suspension without pay.
o Discharge.

The following are examples of other types of actions that may be imposed
on an employee when there is a determination of responsibility:

o Performance improvement plan.
o Counseling.
o Training.
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J Loss of leadership/stipend position.
I. Appeals

The parties have the opportunity to appeal a determination regarding
responsibility, and from dismissals of formal complaints. Under the Title IX
regulations, appeals are allowed on the following grounds:

1. A procedural irregularity that affected the outcome of the matter;

2. New evidence that was not reasonably available at the time the
determination regarding responsibility or dismissal of the formal
complaint was made, that could affect the outcome of the matter; or

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

All appeals will be decided by the Board. An appeal must be filed in writing
within 14 business days of receiving the determination, stating the grounds for the
appeal and including any relevant documentation in support of the appeal.
Appeals submitted after this deadline are not timely and will not be considered.

1. Appeals must be filed with the Chair of the Board, and the Board will
consider the appeal.

2. The Chair of the Board will conduct an impartial review of the appeal,
including consideration of the written record of the matter, and may
consult with legal counsel or other school unit officials in making their
decision.

3. The Board will issue a written decision describing the result of the appeal
and rationale for the result, and provide the written decision
simultaneously to the parties. The decision will either deny the appeal,;
grant the appeal and remand to the decision maker for further
consideration; or grant the appeal by revising the disciplinary action(s).

J. Records

Records in connection with sexual harassment reports and the complaint process
will be maintained for a minimum of seven years.
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RSU 63

NEPN/NSBA Code: JFBC
Title: Secondary School Tuition
Author: Superintendent/Policy Committee
Replaces Policy:
Date Approved: 04/24/2023-RSU 63
Previously Approved: 04/24/2023 02/28/2022
Policy Expiration: Review as Needed
Responsible for Review: Superintendent & Policy Committee
Date Reviewed: 04/10/2023-Superintendent

04/16/2023-Policy Committee
References: 20-A ML.R.S.A. § 5805, 5806, 5809, 5814

20-A ML.R.S.A. § 5205

k. Narrative:

RSU #63 (the District) secondary students (Grades 9-12) may apply to any Maine Department of
Education (MEDOE) approved high school at public expense.

I

I1.

I11.

IVv.

Proof of guardianship and proof of residency in Clifton, Eddington, or Holden is required
for the District to pay tuition to the approved high school.

A military-connected student whose parent is transferred or is pending transfer to the
State while on active military duty pursuant to an official military order is considered a
resident of the school administrative unit in which the address identified by the parent is
located.

A. The District will accept applications by electronic means for enrollment of a
military connected student.
B. The parent of a military-connected student will provide proof of residence in the

school administrative unit within 10 days after the arrival date provided on the
parent’s official military order.
C. A military parent may identify any of the following as an address in the State for
the purpose of this subsection:
1. A temporary lodging facility on a military installation;
ii. A purchased or leased house or apartment; or
iii. Federal Government or public-private venture military housing.

In consideration for providing secondary education instruction, the District will pay the
secondary student tuition as set forth by the MEDOE as per 20-A M.R.S.A. § 5805
subsections 1, 2, and 4; 5806 subsections 1, 2, and 3; and 5809. The District does not pay
any additional tuition, costs, fees, room and board, etc. for any students.

Regular school-day round-trip transportation will be provided by the District to its
secondary school students attending area high schools on a case-by-case basis.

Note: Currently the District transports to Bangor High School, Brewer High School,
John Bapst Memorial High School, and Hampden Academy.

JFBC — RSU #63 Secondary School Tuition
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V. The RSU #63 Board of Directors (the Board) reserves the right to make changes
regarding transportation of secondary school students.

VI.  After 30 consecutive days unexcused absent from school, RSU 63 students will be
declared unenrolled and tuition payment will no longer be made to the receiving high
school. If the student returns to the same high school, tuition payment will resume. If the
student transfers to another Maine Department of Education approved high school, tuition
payment will be made to that receiving high school.
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RSU #63
1. NEPN/NSBA Code: GCBI
2. Title: Annual Evaluation of the Superintendent
3. Author:
4. Replaces Policy: Policy GCBI
5. Date Approved: 06182018 RSU #63
6. Previously Approved: 06/18/2018 012512016
7. Policy Expiration: Review as Needed
8. Responsible for Review: Board of Directors/Policy Committee
9. Date Reviewed: 0618/2018 Board of Directors

04/03/2018 Policy Committee
j- References:
Cross References: Policy CB-Superintendent of Schools
Policy CB-R — Duties & Responsibilities of
the Superintendent
Policy CBD-Superintendent’s Contract
20-A MRSA section 1051
k. Narrative:

The Superintendent of Schools reports to and provides services to the RSU #63 Board of
Directors (the Board). The Board is responsible for conducting an annual evaluation of the
Superintendent with the objective of determining the Superintendent’s accomplishments of the
previous year, the areas needing improvement, and to set priorities for the coming year. The
primary purpose of the evaluation will be to effect improvements in administrative leadership
and, subsequently, improvements in the school unit. This written evaluation will be considered
the sole and official evaluation of the Superintendent.

Maine law (20-A MRSA section 1051) requires the Superintendent’s employment be considered
no later than December 3 1st of the year preceding the expiration of his/her contract; earlier
consideration is the Board’s option. If it is the last year of the contract with the Superintendent,
the evaluation process will include a decision by the Board whether or not to enter into a new
contract with the Superintendent.

I. Guidelines:

A. The Superintendent will be involved in the development of the standards with which s/he
will be evaluated or appropriate to her/his operations. (See “Superintendent Evaluation
Form,” attached as Exhibit A.)

B. The evaluation will be at a scheduled time and place, in Executive Session, with a
quorum of the Board present and completed by the end of November.

C. The evaluation will include four sections (a written evaluation, data from
community/staff survey, assessment data, and an action plan with goals).

GCBI - Annual Evaluation of the Superintendent
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September

1.

Data Regarding Community and Staff Relations - In September, the Board Chair will
begin to collect this data en-aretating-basis, from the community ene-year and from
District staff thefeHewing-year. The Superintendent will be involved in the
development of the survey questions.

Board members will prepare their “Superintendent Evaluation Form” and will provide
it to the Board Chair prior to the October Evaluation/Executive Session. The
Superintendent Evaluation Form is attached as Exhibit A. Each component of the
written evaluation, prepared by the Board, relating to the administration of the school
unit and major components considered essential to its success must be rated from 1 to
4. 1 meaning Ineffective, 2 meaning Partially Effective, 3 meaning Effective, and 4
meaning Highly Effective.

October

1.

The Superintendent will provide the assessment data and results of the District-Wide
Student Learning Objectives (SLO) from the previous year.

During an Evaluation/Executive Session, the Board will reach consensus on the
written evaluation to be presented to the Superintendent (using the Superintendent
Evaluation Form).

During an Evaluation/Executive Session the data and the evaluation will be reviewed
and discussed with the Superintendent. Individual Board members may address any
additional or different, and by definition “minority opinion” or issue, he/she wishes
with the Superintendent. This need not be limited to the items that appear on the
evaluation form because no form or set of guidelines can encompass the totality of the
Superintendent’s responsibility.

November

1.

During an Executive Session at the next Board meeting (typically November), the
Superintendent will present an action plan for discussion. This will include his/her
designated areas for focus, objectives, and goals for professional growth in the
coming year. The Board and Superintendent will set official goals and objectives for
the ensuing year.

An overall rating at 3 or above will be required for an increase in compensation for the
following contract but does not obligate the Board to increase compensation.

With the permission of the Board, a new Superintendent, who did not take office until July 1
of any fiscal year, may have her/his first annual evaluation during the fall of the year
following the Superintendent’s initial employment — in essence after eighteen (18) months of
employment.

GCBI - Annual Evaluation of the Superintendent
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EXHIBIT A

Superintendent Evaluation Form

Understanding that the Superintendent will have different relationships with various
Board members because of the various foci assigned committees and special projects,
individual Board members will only submit ratings on their “Superintendent Evaluation”
for those areas on the evaluation form with which they have genuine knowledge and/or
experience.

Areas with which a Board member has no knowledge, or with which the Superintendent

has had no responsibility or involvement, are to be rated N/A. Any rating of 1 or 4 will be
accompanied with specific examples supporting the rating.
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A. Board Relations

Ineffective (1) Partially Effective (2) Effective (3) Highly Effective (4) Rating and Comments
ngps the bgard Keeps all board
. Keeps only some informed with .
Does not provide the . . members informed
. . members informed, appropriate . .
. information the board T , , with appropriate,
Information . making it difficult for information as o
needs to perform its ) regular communication
o the board to perform needed so it may . )
responsibilities. . e . so it may perform its
its responsibilities. perform its .
N responsibilities.
responsibilities.
Meetllng mgtenals . . Materials are Meeting materials are
aren't available. Meeting materials are . . :
. . . ) provided. Some provided with
Materials and Members arrive at ] incomplete, and don't . L .
. ) . ) supporting supporting information
Background meetings without any | include supporting . L .
LS . ) ; information is in order to make
prior information information. . . .
. included. informed decisions.
regarding agenda.
Board questions are , Board questions are
Board questions are
. answered, but not all ) answered thoroughly
. Board questions are addressed with . C
Board Questions members are with communication to

. occasional follow-up
apprised of relevant all members to ensure
to members.

questions/answers. understanding.

rarely answered.

Is minimally involved | Is actively involved in Lo
Is proactive in the

Makes decisions in the development, the development, L
. . . . determination of
Policy Involvement without regard to recommendation and | recommendation and district needs and
adopt policy. administration of administration of olicy priorities
district policies. district policies. poliey p '

Actively and

Provides members .
continuously

When asked, with information

. . . encourages board
Doesn't promote provides members regarding board

Board Development L . development by

board development. |with information about development !
s seeking and
board development. | opportunities when L
. communicating
they arise.

opportunities.

Category Rating (Average)
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B. Community Relations

Ineffective (1) Partially Effective (2) Effective (3) Highly Effective (4) Rating and Comments

Projects a positive | Projects and promotes
image of the district |a positive image of the
as expected. district.

District | Is negative about the Doesn't actively
istrict Image district. promote the district.

Actively seeks
communication, as
appropriate, and
works to provide

Actively seeks two-
way communication
with the community as

Provides appropriate

Communication with . . . .
Isn't readily available. Jinformation only when

Community asked. appropriate alternative means of
pprop ’ contact with the
community.
. . Commu'mcates with f lsn't proalctlve,. butis Promotes the district | Initiates and actively
Media Relations the media only when | cooperative with the . . :
. in the media. engages the media.
requested. media.
Is neither visible nor Is visible and Is visible and
approachable by Is visible, at a approachable by approachable by
Approachability . ’ members of the
members of the distance. members of the .
. . community. Attends a
community. community. )
variety of events.

Category Rating (Average)
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C. Staff Relationships
Tneffective (1) Partially Effective (2) Effective (3) Highly Effective (4) Rating and Comments
Doesn't have specific Is mcoqsstent n Keeps staff informed Establlshe's a system
Internal . keeping staff ) of keeping staff
.. system to inform staff | . ; of most important \ .
Communications . informed of important continually informed of
of important matters. matters. .
matters. important matters.
There is no system to A systemis used to | Establishes a system
handle personnel A system has been address personnel | thatis proactive with
matters in a established, but it is matters with personnel matters.
Personnel Matters . . . . .
consistent manner. not applied consistency, fairness, | Personnel policies are
Some situations may consistently. discretion, and routinely discussed
be handled with bias. impartiality. and promoted.
Delegates Delegates
Doesn't delegate Delegates duties to |responsibilities to staff| responsibility to staff
. . duties. Maintains staff, but retains final | within their abilities that will foster
Delegation of Duties . . . .
personal control over decision-making and then provides professional growth,
all district operations. authority. support to ensure leadership, and
their success. decision-making skills.
Follows a formal
recruitment process for
Th i f I .,
efe '$ no forma A formal recruitment Follows a formal eaCh. h|r|ng.
recruitment process . . opportunity. Actively
. . process is in place, recruitment process .
Recruitment and/or hires are , . recruits the best staff
. . but is not used for each hiring .
considered in an . . available and
. consistently. opportunity. .
arbitrary manner. encourages their
application to the
district
- Is present at building Visits Reg.ulfar visits to
. Seldom visits . _— buildings and
Visibility . programs and special | buildings/classrooms
buildings. - ; ) classrooms are a
activities. as time permits. o
priority item.
Category Rating (Average)
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D. Business and Finance

Ineffective (1)

Partially Effective (2)

Effective (3)

Highly Effective (4)

Rating and Comments

Budget Development
and Maintenance

Superintendent's
budget knowledge is
limited. The budget is

developed and
managed without
taking into
consideration current
needs of the district.

Superintendent works
to develop and
manage the budget
to meet the
immediate fiscal
issues. Decisions are
primarily reactive to
current needs of the
district.

Budget actions are
proactive and
considered the most
current information
and data. A balance
is sought to meet the
needs of students
and remain fiscally
responsible to the
community.

Budget actions are
proactive and consider|
both current and long-
range information and

data. A balance is

sought to meet the
current and future
needs of students and
remain fiscally
responsible to the
community.

Budget Reports

Doesn't report
financial information
to the board except

with the annual audit.

Reports the status of
financial accounts as
requested by the
board.

Regularly reports to
the board concerning
the budget and
financial status.

Constant flow of
budgetary/financial
information provided

with discussion of the
ramifications of any
changes.

Facility Management

A facilities
management plan is
not created.
Maintenance is only
performed when
absolutely needed.

Facilities needs are
discussed internally,
but a plan is not
created. Issues are
addressed on an as-
needed basis.

A facilities
management plan is
in place that includes
the current status of
the buildings and the
need to improve any
facilities in the future.

Facilities management
plan is place, includes
current status of
buildings and the
need to improve
facilities in the future,
with a projected plan
to secure funding.

Resource Allocation

Resources are
allocated without
consideration of

district needs.

Resources are
allocated to meet to
meet immediate
needs.

Resources are
distributed based
upon district goals
and seek to meet

immediate objectives.

Resources are
distributed based
upon district goals and
seek to meet
immediate and long-

range objectives.

Category Rating (Average)
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E. Instructional Leadership

Ineffective (1)

Partially Effective (2)

Effective (3)

Highly Effective (4)

Rating and Comments

Professional
Knowledge

Is unaware of current
instructional
programs.

Is somewhat
knowledgeable of
current instructional
programs. Relies on
others for info./data.

Demonstrates
knowledge of current
instructional
programs, and is able

to discuss them.

Demonstrates

knowledge and
comfort with current
instructional programs.
Seeks to communicate
with others how the
district is implementing
best practices.

Self-improvement

Does not participate
in professional
development
opportunities.

Passively participates
in some professional
development
opportunities.

Seeks to learn and
improve upon
personal and

professional abilities.

Attends professional

conferences when
appropriate.

Eagerly seeks to learn
and improve upon
personal and
professional abilities.
Is able to apply this
new leaming for the
benefit of the district.
Participates actively in
professional groups
and organizations.

Focus on Students

Focus is on the
management of the
district and
maintaining day-to-
day operations.
Student achievement

isn't the priority.

Student achievement
is a concem, but
does not always

guide decisions made
within the district.

Student achievement
is important and
guides decisions
made within the

district.

Places student
achievement as the
top priority and
consistently
communicates this to
others. Bases
decisions on improving
student achievement.
This priority is reflected

in the budget.
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Goal Development

Goals are not
developed.

Goals are defined by
implementing state
curriculum and
seeking to maximize
student scores.

Facilitates the
development of short-
term goals for the
district. Provides the
necessary financial
resources to meet
those goals.

Believes in and
facilitates the
development of
short/long term goals
for the district. Aligns
the available
resources within the
budget to accomplish
these goals.

Staff Development

Staff development
isn't provided. Staff
members are
responsible for their
own improvement.

Staff development
programs are offered
based upon available

opportunities.

Staff development
programs are offered
based upon available
opportunities that are

targeted toward
increasing student
achievement.

Staff development
programs are targeted
toward district-specific

goals and are
sustained to increase
student achievement.

Curriculum

Curriculum isn't a
priority in the district.

Allows teachers to
define their own
curriculum. There is
little or no
coordination.

A curriculum is in
place that seeks to
meet the state
standards.

There is an on-going
review process to be
sure the curriculum is
aligned to the state
standards and meets
the needs of our
students.

Category Rating (Average)
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