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Monomoy Regional School District - Monomoy Regional School Committee
Policy Subcommittee Meeting
Monomoy Regional High School Main Street Conference Room A186
75 Oak Street, Harwich, MA 02645
Thursday, July 10, 2025 at 5:30 PM

AGENDA

A. Call to order
B. Review Policies:

1. ACAB - Harassment Policy and Grievance Procedure
2. BBBC - School Committee Member Resignation
3. BBBE - School.Committee Vacancy

C. Adjourn

Authorized Posting Officer

Roberta Simmons
July 8,, 2025
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Monomoy Regional School District
School Committee Vacancy

DRAFT

Any vacancy occurring on the Regional District School Committee for any cause shall be filled by the
local Board of Selectman and the remaining Regional District School Committee members from the
town where the vacancy occurs in accordance with Section | (F) of the Regional Agreement.

The members of the Board of Selectmen shall meet in joint session with the remaining members of
the Regional School District Committee from the town where the vacancy occurs. A majority vote of
the members of this joint session shall be required to fill the vacant position. Such replacement shall

serve until the next annual town election. At that next annual election, a person will be elected to
serve the balance of the unexpired term, if any, which had become vacant.

Legal references:
Regional Agreement Section I(F) updated 2022

Adopted: March 27, 2013

Revised:
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Monomoy Regional School District
School Committee Member Resignation
If a School Committee member wishes to resign from the Committee prior to the expiration of that
individual's term of office, said resignation must be filed with the Town Clerk in the Town he/she
represents in written form with a copy to the School Committee.
Once a School Committee member submits a letter of resignation to the Town Clerk of the Town
he/she represents, said individual's duties as a Committee member are terminated unless a specific

date has been stated in the notification for that resignation to take effect.

A school committee term of office shall be deemed vacated should an existing member move out of
the Town of Chatham or Harwich prior to the expiration of that term.

Established by law

Legal references:

M.G.L. 41:2; 41:109
File BBBE- School Committee Vacancy
Adopted: March 27, 2013

Revised:
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Monomoy Regional School District
SEXUAL HARASSMENT PREVENTION POLICY AND-GRIEVANCEPROCEDURE
DRAFT

The Monomoy Regional School District (“the District”) is committed to maintaining a school and work

environment free of un-}a-wfu} sexual harassment O‘P-mry—kmd——"Phe—Brsmct—dees—mrt—drscrmmafe—agmnsf

harassment of any employee or student (hereinafter * 1nd1v1dua1”) occumng in the env1ronment or in other
settings in which individuals may find themselves in connection with their relationship to the District is
unlawful and will not be tolerated. Further, any retaliation against an individual who has complained about
sexual harassment or retaliation against individuals for cooperating with an investigation of a sexual harassment
complaint is similarly unlawful and will not be tolerated. To achieve our goal of providing an environment free
from untawfal sexual harassment, the conduct that is described in this policy will not be tolerated and we have
provided a procedure by which inappropriate conduct will be dealt with by the District.

It should be noted that while this policy sets forth the goal of promoting a work and educational environment
that are free of umtawfut sexual harassment, the policy is not designed or intended to limit the authority of
school officials to discipline or take remedial action for conduct which is deemed unacceptable, regardless of
whether that conduct satisfies the definition of sexual harassment.

This policy covers al-types-of-harassment-apartfrom-any sexual harassment that is not covered by Title IX,
which is addressed in Policy A€AB=SHACC.

Because the District takes allegations of sexual harassment seriously, it will respond promptly to complaints of
alleged sexual harassment and, where it is determined that such inappropriate conduct has occurred, will act
promptly to eliminate the conduct and impose such corrective action as is necessary, including disciplinary
action where appropriate.
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Definition of Sexual Harassment

“Sexual harassment” means unwelcome sexual advances, requests for sexual favors, and other uninvited verbal,
visual or physical conduct of a sexual nature when:

e submission to or rejection of such advances, requests or conduct is made either explicitly or
implicitly as a term or condition of employment or a student’s status; or

e submission to or rejection of such advances, requests or conduct is made either explicitly or
mmplicitly as a basis for employment decisions or student status decisions; or

e such advances, requests or conduct have the purpose or effect of unreasonably interfering with an
employee’s and/or students work performance by creating an intimidating, hostile, humiliating or
sexually offensive environment.

Under this definition, direct or implied requests by a supervisor for sexual favors in exchange for actual or
promised job benefits such as favorable reviews, salary increases, promotions, increased benefits, or continued
employment constitutes sexual harassment.

The legal definition of sexual harassment is broad and in addition to the above examples, other sexually
oriented conduct, whether it is intended or not, that is unwelcome and has the effect of creating an environment
that is hostile, offensive, intimidating, or humiliating to individuals, regardless of gender, may also constitute
sexual harassment.

While it is not possible to list all those additional circumstances that may constitute sexual harassment, the
following are some examples of conduct that may constitute sexual harassment depending upon the totality of
the circumstances including the severity of the conduct and its persuasiveness:

verbal abuse of a sexual nature;

use of sexually degrading words;

Jokes or language of a sexual nature;

conversation or gossip with sexual overtones;

obscene or suggestive gestures or sounds;

sexually-oriented teasing;

verbal comments of a sexual nature about an individual’s appearance or sexual terms used to
describe an individual;

inquiries into one’s sexual experiences;

discussion of one’s sexual activities;

comments, jokes or threats directed at a person because of his/her sexual preference;
unwelcome and repeated invitations (for lunch, dinner, drinks, dates, sexual relations);
demand for sexual favors accompanied by an implied or overt threat concerning a student’s
participation in an Educational Program or Activity, including promises of preferential
treatment;



physical contact such as touching, hugging, kissing, stroking, fondling, patting, pinching or
repeated brushing up against one’s body;

deliberate bumping, cornering, grabbing;

assaults, molestations or coerced sexual acts;

posting or distributing sexually suggestive objects, pictures, cartoons or other materials;
sexually-oriented letters or notes;

sending offensive or discriminatory messages or materials through the use of electronic
communications (e.g., electronic mail, including the Internet, voice mail and facsimile)
which contain overt sexual language, sexual implications or innuendo, or comments that
offensively address someone’s sexual orientation;

staring at parts of a person’s body;

sexually suggestive gestures, leering; and

condoning Sexual Harassment.

Sexual harassment can occur in a variety of circumstances. Here are some things to remember:

® aperson of any sex or gender may be the victim of sexual harassment, and a person of any sex or gender
may be the harasser;

o the harasser does not have to be the victim’s supervisor;

e the victim does not have to be of a different sex or gender from the harasser; and

e the victim does not have to be the person at whom the unwelcome sexual conduct is directed. The
victim may be someone who is affected by the harassing conduct, even when it is directed toward
another person, if the conduct creates an intimidating, hostile, or offensive environment for the victim or
unreasonably interferes with the victim’s performance by creating a hostile, humiliating, or sexually
offensive environment.

Individual Responsibilities
Each individual of the District is personally responsible for:

ensuring that their conduct does not sexually harass any other individual with whom he/she
comes in contact;

cooperating in any investigation of alleged sexual harassment by providing any information
they possess concerning the matter being investigated,;

actively participating in efforts to prevent and eliminate sexual harassment and to maintain an
environment free from such harassment; and

ensuring that an individual who files a good-faith sexual harassment claim or cooperates in
an investigation may do so without fear of retaliation or reprisal.

All individuals should take special note that, as stated above, retaliation against an individual who has
complained about sexual harassment, and retaliation against individuals for cooperating with an investigation of
sexual harassment complaint is unlawful and will not be tolerated by the District.

Complaints of Sexual Harassment

If any individual believes that he or she has been subjected to sexual harassment, they have the right to file a
complaint with the appropriate person listed below. This may be done in writing or orally.

The District has designated Sexual Harassment Grievance Officers. If you would like to file a complaint you
may do so by contacting the current Sexual Harassment Grievance Officers as follows:



The District’s Sexual Harassment Grievance Officer is the Director of Student Services, who can be reached by
phone at 508-945-5130.

If any individual believes he or she has been subject to sexual harassment, the employee or student should
initiate a complaint regarding alleged sexual harassment by contacting the Sexual Harassment Grievance
Officer as soon as possible. The individual should file the complaint promptly following any alleged incident of
harassment. The individual should be aware that the longer the period of time between the event giving rise to
the complaint and the filing, the more difficult it will be for the District to reconstruct what occurred. The
individual will be requested to write out his or her complaint to document the charge or to sign a written
statement.

Individuals will not have to go through the regular chain of reporting procedures when reporting sexual
harassment.

The Sexual Harassment Grievance Officer is also available to discuss any concerns you may have and to
provide information to you about our policy on sexual harassment and our complaint process.

SEXUAL HARASSMENT INVESTIGATION

Upon receiving the complaint, the Sexual Harassment Grievance Officer will promptly investigate the
allegation in a fair and expeditious manner. The investigation will be conducted in such a way as to maintain
confidentiality to the extent practicable under the circumstances. When the Sexual Harassment Grievance
Officer has completed their investigation, they will, to the extent appropriate, inform the person filing the
complaint and the person alleged to have committed the conduct of the results of that investigation.

If it is determined that inappropriate conduct has occurred, the District will act promptly to address the
offending conduct, and where it is appropriate, the District will also impose disciplinary action.

RETALIATION

Retaliation against an individual for making a good-faith complaint of sexual harassment or cooperating in an
investigation is against the law and prohibited. If any individual believes that they have been subjected to
retaliation for having brought a complaint of harassment or for having participated in an investigation, that
individual or student is encouraged to report the situation as soon as possible to the Sexual Harassment
Grievance Officer, the Alternate Sexual Harassment Grievance Officer, the building Principal or Superintendent
of Schools.

DISCIPLINARY ACTION

If it is determined that inappropriate conduct has been committed, the District will take such action as is
appropriate under the circumstances. Such action may range from counseling to termination from employment,
or, for students, from counseling to suspension or expulsion, in accordance with law, and may include such
others forms of disciplinary action as the District deems appropriate under the circumstances.

STATE AND FEDERAL REMEDIES

In addition to the above, if you believe you have been subjected to sexual harassment, you may file a formal
complaint regarding alleged sexual harassment with either or both of the government agencies set forth below.
Using our complaint process does not prohibit you from filing a complaint with these agencies. Each of the
agencies has a short time period for filing a claim (EEOC - 180 days, but under certain circumstances, may be
filed within 300 days; MCAD — 300 days).



The United States Equal Employment Opportunity Commission (“EEOC”)

JFK Federal Building
15 New Sudbury Street, Room 475
Boston, MA 02203-0506
Phone: 1-800-669-4000
Fax: 617-565-3196
TTY: 1-800-669-6820

The Massachusetts Commission Against Discrimination (“MCAD”")

Boston Office: Springfield Office: Worcester Office:

One Ashburton Place, Room 601 424 Dwight Street, Room 220 18 Chestnut Street, Room 520
Boston, MA 02108 Springfield, MA 01103 Worcester, MA 01608

Phone: (617) 994-6000 Phone: (413) 739-2145 Phone: 508-453-9630

Fax: (617) 994-6196 Fax: (413) 784-1056 Fax: (508) 755-3861

Email: mcad@mass.gov Email: mcad@mass.gov Email: mcad@mass.gov

LEGAL REF.: M.G.L. 151B:3A; 151B:4

CROSS REF.: AC, Nondiscrimination Policy Including Harassment and Retaliation
ACA, Non-Discrimination on the Basis of Sex
ACC, Title IX Policy and Procedures

Adopted: March 27, 2013
Revised: June 25, 2020



