LIVINGSTON BOARD OF EDUCATION
WORKSHOP/VOTING MEETING AGENDA

March 3, 2026
Executive Session - Administration Building - 5:45 p.m.
Public Session - Administration Building - 7:30 p.m.
I. OPEN SESSION

A. Call to Order — Parul Khemka, President

B. Reading of Meeting Notice

Adequate notice of this meeting has been provided by amendment to notice approved at
the Board’s reorganization meeting on January 6, 2026, and posted at the Board of

Education office, on the district’s website, and communicated to the Livingston Township
Clerk.

C. Executive Session

Whereas, the Open Public Meetings Act, N.J.S.A. 10:4-11, permits the Board of Education
to meet in closed session to discuss certain matters; now, therefore be it

Resolved, that the Livingston Board of Education adjourns to closed session to discuss:
e legal and student matters

Action may be taken upon return to the public session. The full length of the meeting is
anticipated to be approximately 105 minutes; and be it

Further Resolved, the minutes of this closed session be made public when the need for
confidentiality no longer exists.

ROLL CALL VOTE
D. Pledge of Allegiance / Roll Call
E. Superintendent’s Report
1. Budget
F. Board Reports

G. Student Representative’s Report
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II.

H. Public Comment

The Board of Education recognizes the value of public comment on educational issues and the importance of

allowing

members of the public to express themselves on school matters of community interest. To protect the

privacy of all students and staff, concerns regarding individual students and staff members should generally be
addressed by first meeting with the appropriate administrative staff.

In order

to permit the fair and orderly expression of such comment, the Board shall provide a period for public

comment at every meeting of the Board.

Public participation shall be permitted only as indicated in accordance with Board Bylaw No. 0167.

Public participation shall be extended to residents of this district, persons having a legitimate interest in the
actions of this Board, persons representing groups in the community or school district, representatives of firms
eligible to bid on materials or services solicited by the Board, and employees and pupils of this district, except
when the issue addressed by the participant is subject to remediation by an alternate method provided for in
policies or contracts of the Board.

Public participation is not an opportunity to engage in a dialogue with the Board and shall be governed by the
following rules:

1.

2.

A participant must be recognized by the presiding officer and must preface comments by an
announcement of his/her name, municipality of residence, and group affiliation, if appropriate;

A participant is limited to three (3) minutes' duration; elapsed time will be determined through the use of
a timing device operated by the Board Secretary;

No participant may speak more than once and there shall be no yielding of time among speakers;

All statements shall be directed to the presiding officer; no participant may address or question Board
members individually;

There shall be no cross dialogue between the participant and the Board and/or Administration;

Upon conclusion of a participant's remarks, the presiding officer will acknowledge the individual's remarks
and may respond and/or direct a member of the Administration to respond to an inquiry following the
participant's remarks or at the conclusion of the public participation session.

The presiding officer may:

a.

Interrupt, warn, or terminate a participant's statement when the statement is too lengthy, abusive,
obscene, or irrelevant;

Request any individual to leave the meeting when that person does not observe reasonable decorum;
Request the assistance of law enforcement officers in the removal of a disorderly person when that
person's conduct interferes with the orderly progress of the meeting;

Call for a recess or an adjournment to another time when the lack of public decorum so interferes with
the orderly conduct of the meeting as to warrant such action; and

Waive these rules when necessary for the protection of privacy or the efficient administration of the
Board's business.

N.J.S.A. 2C:33-8
N.J.S.A. 10:4-12

RECOMMENDATIONS FOR APPROVAL

1. PROGRAM/CURRICULUM

The Superintendent recommends the following:

1.1

Field Trip

Resolved, that the Livingston Board of Education approves the field trip as shown on
Attachment A.

ROLL CALL VOTE
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3. BUSINESS
The Superintendent recommends the following:

3.1 Additional Daily Ski Trip

Resolved, that the Livingston Board of Education approves Shyella Mayk, Christopher
Wagner, Jacob Bernstein, Maureen Weakley, Claudia Netti and Kristina Duda and ten
parent volunteers (Barbara Scarpa Pinkham, Christopher Pinkham, Gennia Yosifovich,
Chad Dinzes, Susan Lugashi, Inga Cohen, Liati Hai, Jeff Arons, Brian Spector, Boris
Kizhner, Vaishali Patil and Tejas Jois) to chaperone approximately 50 members of the
HMS Ski & Snowboard Club on an additional daily ski trip to either Camelback Ski
Resort in Tannersville, PA, or Blue Mountain Resort in Palmerton, PA, on March 4, 2026.
All daily ski trips were previously approved on December 9, 2025.

3.2 Overnight Trip

Resolved, that the Livingston Board of Education approves Daniel Quackenbush, Dan
Gonzalez, Teresa Fannell, Sarah Rosenberg, Deborah Girone, Natalie Bray and Pietrina
Daly to chaperone approximately 100 students participating in the DECA State
Competition in Atlantic City, New Jersey, from March 2 to 5, 2026. This resolution has
been updated from the one previously approved on January 20, 2026.

3.3 Approval of Educator Advancement Program

WHEREAS, the Livingston Board of Education (Board) is committed to recruiting,
developing, and retaining highly qualified and diverse educators to serve its students;

WHEREAS, the Board recognizes the importance of providing opportunities for staff
and teachers to advance their careers through degree completion programs and
professional development;

WHEREAS, BloomBoard, Inc. (BBI) has presented a proposal to the Board to
implement an Educator Advancement Program that includes job-embedded coursework,
coaching, and classroom experience to enable aspiring educators to complete the
Alternate Pathway at Drew University leading to a teaching certification;

WHEREAS, the Board will utilize grant dollars available in the State of New Jersey and
cover portions of any remaining balances for the cost of tuition through the tuition
reimbursement provisions within our collective bargaining agreement with the
Livingston Education Association (LEA), as applicable;

WHEREAS, the Board will identify participants for enrollment in the program through
its partnership with Drew University and ensure compliance with programmatic
assurances, including residency placements, cooperating teacher requirements, and
technical support;

NOW, THEREFORE, BE IT RESOLVED, that the Livingston Board of Education hereby
approves this agreement with BloomBoard, Inc. established in March 2026 to
implement an Educator Advancement Program as outlined in the proposal dated
February 9, 2026;

BE IT FURTHER RESOLVED that the Board authorize the Board Secretary to execute
such agreement, a copy of which shall be retained on file in the Business Office.
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3.4 Change to Annual Public Meeting Calendar

Resolved, that the Livingston Board of Education approves the addition of a Workshop
Meeting on March 10, 2026 at 6:00 p.m. for the Board to continue their NJSBA
Certification Training.

3.5 Bylaws, Policies and Requlations

Resolved, that the Livingston Board of Education approves the following Bylaws,
Policies and Regulations for second reading and adoption:

Bylaw #0142.1 - Nepotism (M) (with revisions)

Policy #1220 - Employment of Chief School Administrator (M) (with revisions)

Policy #1552 - Sexual Harassment - Staff (M) (new to district)

Regulation #1552 - Sexual Harassment - Staff (M) (new to district)

Policy #2415.04 - Title I - District-Wide Parent And Family Engagement (M) (with
revisions)

Policy #2415.20 - Every Student Succeeds Act Complaints (M) (with revisions)
Regulation #2415.20 - Every Student Succeeds Act Complaints (M) (new to district)
Policy #2415.50 - Title I - School Parent And Family Engagement (M) (new to district)
Policy #2440 - Summer Session (new to district)

ROLL CALL VOTE

4. PERSONNEL

The Superintendent recommends the following:

4.1 Resignations & Retirements

Resolved, that the Livingston Board of Education accepts the resignations of:

Name Position Reason Location Last Day of Employment
IT Support . .

Ethan Rotman Specialist Resignation LHS February 26, 2026
Rachel Montesion Instr;.:gtéonal Resignation MPMS March 5, 2026
Daniel Gonzalez TOSD Resignation LHS June 30, 2026
Ruth Finkelman Tealvcl:I;;:‘ of Resignation LHS June 30, 2026
Srepionia TOSD Resignation MPE June 30, 2026
Gautieri

April 28, 2026, or
Caroline Godino TOSD Resignation BHE sooner if a replacement

is found.

Josephine Instructional . . .
Evangelista Aide Resignation LHS April 6, 2026

*as amended from a previous agenda

March 3, 2026
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4.2

Leaves of Absences

Resolved, that the Livingston Board of Education approves the leaves of absences of:

Name Location Position LOA w/pay LOA w/o pay, Extended Return
and benefits but with LOA w/o pay Date
benefits (if or benefits
applicable)
) . 1/28/2026- 3/2/2026-
%*
Nikola Poposki LHS TOSD 2/27/2026%* 5/6/2026%* NA 5/7/2026
6/1/2026-
, 5/11/2026- 6/30/2026 &
Kathryn Fierro HMS TOSD 5/29/2026 8/26/2026- NA 11/19/2026
11/18/2026**
6/11/2026-
) School 5/1/2026- 6/30/2026 & 11/19/2026-
L
Kathryn Otterbein | LAS | ooy enologist | 6/10/2026 8/26/2026- 6/30/2027 SEtetey
11/18/2026**
8/26/2026-
Speech 9/8/2026 & 9/24/2026- 12/3/2026-
Jessica Cohen RHE ;ar;gcraa:igst: 9/9/2028- 12/2/2026%* 1/1/2027 1/4/2027
P 9/23/2026%*
. 1/2/2026- 4/1/2026-
*
Danielle Cohen HMS TOSD 3/31/2026 6/30/2026%* NA 8/26/2026

*as amended from a previous agenda

**Deasignates time counted toward NJFLA/FMLA

4.3

Appointments

Resolved, that the Livingston Board of Education approves the applications indicated
below (*) for emergent hiring for the following appointments under the requirements of
N.J.S.A. 18A:16-1 et. seq., N.J.S.A. 18A:39.17 et. seq.; N.J.S.A. 18A:6-4.13 et. seq. All
appointments are contingent upon reference checks in accordance with P.L. 2018, c.5.

Tenure
. - Track/LOA or - . Ste Effective
Name Location Title LT Replacing | Guide p Salary Date
Replacement

Amber V: L 12 R 2/2/2026
mber Van ; eave -mo plus $1,200 -
de Beek MPMS | First Secretary | poojacement | G COvello | Tgs 1| ordegree | 2/28/2026

(prorated)

Amber V. 12 e 3/1/2026
mber Van . -mo sk plus $1,200 N
de Beek MPMS First Secretary Tenure Track G. Covello FS 1 P . 6/30/2026

(prorated)
Ashley o Fourth Year sk $76,018
Addison* Collins TOSD Tenure Track NA MA+32 | 7 (prorated) 2/16/2026
Lauren Leave N. $64,568
Pantos RHE Ieaenen g Ar6 Replacement Benjamin i L (prorated) 3/2/2026
$45,202
plus $2,500
Hca’ ’gs MPMS c Hteadd. NA G. Honore C 2 for Head 3/1/2026
uapaya ustodiar Custodian
(prorated)
Liam PT IT Support
Sweeney CO Specialist NA R. Pagan NA NA $20/hr 4/1/2026
*as amended from a previous agenda
**step will remain the same for the 2026-27 SY
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4.4 Substitutes

Resolved, the Livingston Board of Education approves the individuals listed on
Attachment B as certified substitutes. These individuals are currently employed by
the District. In the event these individuals are called upon to serve as a substitute,
they will be compensated an additional $50/day ($10/period) for that assignment.

4.5 Extra Period Assignments

Resolved, that the Livingston Board of Education approves the extra period
assignments as listed on Attachment C.

4.6 Curriculum Writing

Resolved, that the Livingston Board of Education approves the individuals on
Attachment D to participate in mid-year curriculum writing during the 2025-26 school
year, at $54.23/hour. (Acct #11-000-221-104-5063-19)

4.7 Stipends

Resolved, that the Livingston Board of Education approves the individuals on
Attachment E for athletic stipends at Heritage Middle School for the 2025-2026 school
year in accordance with the contract between the LBOE and the LEA.

Resolved, that the Livingston Board of Education rescinds the approval of Christine
Tanko as Musical Director for the Spring Production at Mt. Pleasant Middle School for
the 2025-2026 school year.

Resolved, that the Livingston Board of Education approves the individuals on
Attachment F for cocurricular stipends at Mt. Pleasant Middle School for the
2025-2026 school year in accordance with the contract between the LBOE and the LEA.

4.8 Contract Adjustments

Resolved, that the Livingston Board of Education approves the contract adjustments as
listed on Attachment G.

4.9 Extra Pay

Resolved, that the Livingston Board of Education approves Carlos Huapaya to be paid
in accordance with Article XIII, Section II.A. of the contract effective January 12, 2026,
through February 28, 2026, for temporarily assuming the role of Head Custodian at Mt.
Pleasant Middle School.

ROLL CALL VOTE

5. MISCELLANEQUS
The Superintendent recommends the following:

5.1 HIB Report
Resolved, that the Livingston Board of Education accepts the findings of HIB cases.
ROLL CALL VOTE
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I. Old Business

J. New Business

III. ADJOURNMENT

EXECUTIVE SESSION

Whereas, N.1.S.A. 10:4-1 et seq., also known as the “Sunshine Law,” authorizes a public body to meet in
executive or private session under certain limited circumstances, and

Whereas, said law requires the Board to adopt a resolution at a public hearing before it can meet in such
an executive or private session, now, therefore, be it

Resolved, by the Livingston Board of Education that:

(A) It does hereby determine that it is necessary to meet in executive session on March 3, 2026 to discuss
the matters stipulated, in conformance with the subsections of said act which are indicated.

1.
2.
3.

o uk

ponc0 Sl

10.

Matter rendered confidential by federal law, state statute or rule of court.

Matter in which the release of information would impair a right to receive federal funds.

Matter, the disclosure of which would constitute an unwarranted invasion of individual privacy
unless the individual concerned shall request in writing that the same be disclosed publicly.
Collective bargaining matters.

Matter involving the purchase, lease or acquisition of real property with public funds, the setting of
banking rates, etc. where it would adversely affect the public interest if discussion were disclosed.
Tactics and techniques utilized in protecting public property where disclosure could impair
protection.

Investigation of violations or possible violations of law.

Pending or anticipated litigation or contract negotiation other than collective bargaining agreement.
Personnel matters unless the individual employees or appointees affected requested that such
matter be discussed at a public meeting.

Deliberations occurring after a public hearing that may result in the imposition of a specific civil
penalty.

(B) The matters discussed will be made public when confidentiality is no longer required and formal action
pursuant to said discussion shall take place only at a meeting to which the public has been invited.

(C) No action will be taken.
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FIELD TRIPS

Attachment A

SCHOOL

GRADE/COURSE

MONTH

DESTINATION

Secondary

Grade 6 Leadership Conference

March

Kean University

March 3, 2026



Location

Last Name

First Name

Position

HAR

Debra

Lewis

Instructional Aide

Attachment B
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Attachment C

Name Position Location | # Classes Effective Date
Patrick Catalano Teacher of Math HMS 0.028 2/23/2026 - 6/30/2026
Kelly Feeney Reading Specialist COL 0.17 4/27/2026 - 6/30/2026
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Attachment D
MID-YEAR 25-26 CURRICULUM WRITING

STEAM
Danielle DeGraw
Supervisor: Robert Rolling
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2025-26
HMS ATHLETIC STIPENDS
Position # of Positions 2025-2026 Recommended
Boys Lacrosse Head Coach 1 $3,800 Marc Pollack (OD)

Boys Lacrosse VOLUNTEER

Matthew Siegel (OD)

Attachment E
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2025-26
MT. PLEASANT MIDDLE SCHOOL STIPENDS

Position poritl‘?(fms 2025-2026 Recommended
Spring Production
Music Director 1 $1,305 Madelyn Ortiz
Technical Director of Stage Crew 1 $1,305 Jenna Foley
N
Set Design 1 $652 Christine Tanko

Attachment F
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Attachment G

Last Name

First Name

Position

Guide

Step

Base Salary

ACE

Total Salary

FTE

Effective Date

Melendez

Sendy

35-Hr Bus Driver

35-Hr BD

$41,014

$41,014

1.00

3/1/2026

March 3. 2026
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0142.1 NEPOTISM (M)

The Board of Education adopts this Nepotism Policy as a condition of receiving State aid
pursuant to N.J.A.C. 6A:23A-6.2(a).

For the purposes of this Policy, “relative” means an individual's spouse, civil union
partner as defined at N.J.S.A. 37:1-28, et. Seq., domestic partner as defined at N.J.S.A.
26:8A-3, or the parent, child, sibling, aunt, uncle, niece, nephew, grandparent,
grandchild, son-in-law, daughter-in-law, stepparent, stepchild, stepbrother, stepsister, or
half-brother or half-sister of the individual or the individual’s spouse, civil union patrtner,
or domestic partner, whether the relative is related to the individual or the individual's
spouse, civil union partner, or domestic partner by blood, marriage or adoption pursuant
to N.JLA.C. 6A:23A-1.2.

For the purposes of this Policy, “immediate family member” means the person’s spouse,
partner in a civil union as defined at N.J.S.A. 37:1-33, domestic partner as defined in
N.J.S.A. 26:8A-3, or dependent child residing in the same household.

For the purposes of this Policy, “administrator” is defined as set forth in N.J.S.A.
18A:12-23.

The school district is prohibited from employing any relative of a current school Board
member, Chief School Administrator, Business Administrator, Assistant Superintendent
or Director of Human Resources in an office or a regular full or part-time position within
the district. The Superintendent of Schools is further prohibited from recommending to
the Board, pursuant to N.J.S.A. 18A:27-4.1, any relative of a Board member, Chief
School Administrator, Business Administrator, Assistant Superintendent or Director of
Human Resources for hire. The only exclusions to this policy are:

1. A person employed by the district on or before October 1, 2008 or on or before the
date an employee’s relative becomes a Board member or Superintendent shall not be
prohibited from continuing to be employed or to be promoted in the district in accordance
with the effective date as outlined in the initial version of N.J.A.C. 6A:32A-6.2 adopted
on July 1, 2008. However, this shall not pertain to extending an employment contract to
allow for an increase in annual pay directly related to an extension of the work year; and

2. The district may employ a relative of a Board member or the Superintendent provided
the district has obtained approval from the Executive County Superintendent. Such
approval shall be granted only upon demonstration by the district that it conducted a
thorough search for candidates and the proposed candidate is the only qualified and
available person for the position.
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The Superintendent shall not recommend to the Board, pursuant to N.J.S.A. 18A:27-4.1,
the relative of the Superintendent or a Board member, unless the relative is subject to an
exception as outlined at N.J.A.C. 6A:23A-6.2(a)2. and at 1. and 2. above.

A district administrator shall not exercise direct or indirect authority, supervision, or
control over the administrator’s relative. If it is not feasible to eliminate such a direct or
indirect supervisory relationship, appropriate screens and/or alternative supervision and
reporting mechanisms shall be put in place.

A district administrator or Board member whose relative is a member of the bargaining
unit shall not discuss or vote on the proposed collective bargaining agreement with that
unit or from participating in any way in negotiations, including, but not limited to, being
a member of the negotiating team; nor should that district administrator be present with
the Board in closed session when negotiation strategies are being discussed; however, the
administrator may serve as a technical resource to the negotiating team and may provide
technical information necessary to the collective bargaining process when no one else in
the district can provide such information.

A district administrator or Board member who has an immediate family member who is a
member of the same Statewide union in another school district shall not participate in any
way in negotiations, including, but not limited to, being a member of the negotiating team
or being present with the Board in closed sessions when negotiation strategies are being
discussed, prior to the Board attaining a tentative memorandum of agreement with the
bargaining unit that includes a salary guide and total compensation package. Once the
tentative memorandum of agreement is established, a district administrator with an
immediate family member who is a member of the same Statewide union in another
school district may fully participate in the process, absent other conflicts. However, a
district administrator who has an immediate family member who is a member of the same
Statewide union in another district may serve as a technical resource to the negotiating
team and may provide technical information necessary to the collective bargaining
process when no one else in the district can provide the information.

N.J.A.C. 6A:23A-6.2

Adopted: 08 September 2008
Revised: 06 June 2011
Revised: 12 December 2016
Revised: March 17, 2026
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1220 EMPLOYMENT OF CHIEF SCHOOL ADMINISTRATOR

The Board of Education vests the ptimary responsibility for the administration of this
district in a Superintendent and recognizes that the appointment of a person to that office is
one of the most important functions this Board can perform. The Superintendent shall have
a seat on the Board employing the Superintendent and the right to speak on all matters at
meetings of the Board ), but shall have no vote pursuant to N.J.S.A. 18A:17-20.b.

Recruitment Procedures

The Board shall actively seek the best qualified and most capable candidate for the position
of Superintendent. Recruitment procedures shall be prepared in advance of the search and
shall include the following:

1. The preparation of a new or a revision an existing written job desctiption;

2. The preparation of informative matetial describing this district and its educational
goals;

3. 'The opportunity for applicants to visit the district, where feasible;

An interview process that encourages the candidate and the Board members to have a
meaningful discussion of the district’s needs and expectations. The Board members shall
review and discuss the candidate’s credentials, qualifications, educational philosophy, and
other qualities and expertise the candidate can offer to the district;

4. Solicitation of applications from a wide geographical area; and

5. Strict compliance with law and Policy 1530 on equal employment oppottunity.

Qualifications

The Superintendent must possess a valid New Jersey administrative certificate endorsed for
school administrator or a provisional school administrator’s endorsement in accordance with
N.J.A.C. 6A:9B-12.4 et seq. and must qualify for employment following a criminal history
record check.

The Superintendent shall meet critetia established at the time of the seatrch.

Employment Contract

A person appointed Supetintendent must enter an employment contract with the Board. An
employment contract for the Supetintendent of Schools shall be reviewed and approved by
the Exccutive County Superintendent in accordance with the provisions of N.J.A.C.
6A:23A-3.1 and Policy 1620. Any actions by the Executive County Supetintendent
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undertaken pursuant to N.J.A.C. 6A:23A-3.1 may be appealed to the Commissioner
pursuant to the procedures set forth in N.J.A.C. 6A:3 pursuant to N.J.A.C. 6A:23A:3.1(f).

The employment contract with the Superintendent must be approved with a majority vote of
the full Board at a public Board meeting.

In the event thete is a Superintendent vacancy at the expitation of the existing contract, only
the Board seated at the time of the expiration of the cutrent Supetintendent’s contract may
appoint and approve an employment contract for the next Superintendent.

In the cvent there is a Superintendent vacancy prior to the expiration of the existing
contract, the Boatd seated at the time the position becomes vacant may appoint and approve
an employment contract for the next Superintendent.

The contract for the Supetintendent will include: a term of not less than three nor more than
five years and expiring July 1; a beginning and ending date; the salary to be paid and benefits
to be received; a provision for termination of the contract by the Superintendent; an
evaluation process pursuant to N.J.S.A. 18A:17-20.3; and other terms agreed to between the
Board and the Superintendent.

Duting the term of the contract, the Supetintendent shall not be dismissed or reduced in
compensation except for inefficiency, incapacity, ot conduct unbecoming a Superintendent
or othet just cause and then only in the manner ptescribed by N.J.S.A. 18A:6 Article 2
Subarticle B pursuant to N.J.S.A. 18A:17-20.2.

At the conclusion of the term of the initial contract or of any subsequent contract, in
accordance with N.J.S.A. 18A:17-20.1, the Supetintendent shall be deemed reappointed for
another contracted term of the same duration as the previous contract unless either: the
Board by contract reappoints the Supetintendent for a different term which shall be not
less than three nor more than five years, in which event reappointments thereafter shall be
deemed for the new term unless a different term is again specified; or the Board notifies the
Supetintendent in writing the Superintendent will not be reappointed at the end of the
current term, in which event the Superintendent’s employment shall cease at the expiration
of that term. In the event the Board notifies the Superintendent they will not be
reappointed, the notification shall be given prior to the expiration of the first or any
subsequent contract by a length of time equal to thirty days for each year in the term of the
current contract.

Putsuant to N.J.S.A. 18A:17-20.2a, the Board shall submit to the Commissioner of
Education for prior approval an early termination of employment agreement that includes
the payment of compensation as a condition of separation. As used in N.J.S.A. 18A:17-
20.2a, compensation includes, but is not limited to, salary, allowances, bonuses and stipends,
payments for accumulated sick ot vacation leave, contributions toward the costs of health,
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dental, life, and other types of insurance, medical reimbursement plans, retitement plans, and
any in-kind or other form of remuneration.

An early termination of an employment agreement of the Superintendent shall be limited in
its terms and conditions as outlined in N.J.A.C. 6A:23A-3.2. The Commissioner shall
evaluate such agreements in accordance with the provisions of N.J.S.A. 18A:17-20.2a and
N.J.A.C. 6A:23A-3.2 and has the authotity to disapprove the agreement if the payment of
compensation has a condition of separation from service that is found to be excessive
pursuant to N.J.S.A. 18A:17-20.2a. The agreement shall be submitted to the Commissioner
by the district by certified mail, return receipt requested. The determination shall be made
within thirty days of the Commissioner’s receipt of the agreement from the district.

Disqualification
Any candidate’s misstatement of fact material to qualifications for employment or the

determination of salary will be considered by this Board to constitute grounds for dismissal.

Certificate Revocation

All Superintendent contracts shall include, pursuant to N.J.S.A. 18A:17-15.1, the required
provision that states that the contract is null and void in the event the Supetintendent’s
certificate is revoked in accordance with N.J.A.C. 6A:23A-3.1(e)13.

N.J.S.A. 18A:16-1; 18A:17-15 18A:17-20; 18A:17-20.1; 18A:17-20.2; 18A:17-20.2a; 18A:17-
20.3
N.J.A.C. 6A:9B-12.3; 6A:9B-12.4; 6A:23A-3.1; 6A:23A-3.2

ADOPTED: 11 April 2005
REVISED: December 14, 2009
REVISED: November 21, 2016
REVISED: March 17, 2026
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1552 SEXUAL HARASSMENT — STAFF (M)

The Board of Education (employer) recognizes that an employee’s right to freedom from
employment discrimination includes the opportunity to work in an environment untainted
by sexual harassment. Sexually offensive speech and conduct are wholly inappropriate to the
harmonious employment relationships necessaty to the operation of the school district and
intolerable in a workplace to which the children of the district are exposed.

A. Title VII of the Civil Rights Act of 1964 — 29 CFR 1604
1. Sexual Harassment — 29 CFR 1604.11
a. Definition of Sexual Harassment — Title VII

(1) Unwelcome sexual advances, requests for sexual favors, and other verbal or physical
conduct of a sexual nature constitute sexual harassment when:

(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 individual is used as the basis for
employment decisions affecting such individual, or

(c) Such conduct has the purpose or effect of unreasonably interfering with an individual’s
work performance or cteating an intimidating, hostile, or offensive working environment.

b. With respect to conduct between fellow employees, an employer is responsible for acts of
sexual harassment in the workplace whete the employer (or its agents ot supetvisoty
employees) knows or should have known of the conduct, unless the employer can show that
it took immediate and appropriate corrective action.

c. The employer may also be responsible for the acts of non-employees, with respect to
sexual harassment of employees in the workplace, where the employer (ot its agents ot
supervisory employees) knows ot should have known of the conduct and fails to take
immediate and approptiate corrective action.

d. The employer should take all steps necessary to prevent sexual harassment from
occurting, such as affirmatively raising the subject, expressing strong disapproval, developing
approptiate sanctions, informing employees of their right to raise and how to raise the issue
of harassment under Title VII, and developing methods to sensitize all concerned.
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(1) The employee may submit a complaint, under 29 CFR 1604 to the Affirmative Action
Officer.

(2) Upon receipt of the complaint the employer shall initiate the grievance procedure in
accordance with Regulation 1552.

e. Where employment opportunities or benefits are granted because of an individual’s
submission to the employer’s sexual advances or requests for sexual favors, the employer
may be held liable for unlawful sex discrimination against other individuals who were
qualified for but denied that employment oppottunity or benefit.

2. Job Opportunities Advertising — 29 CFR 1604.5

It is a violation of Title VII for a help-wanted advertisement to indicate a preference,
limitation, specification, or discrimination based on sex unless sex is a bona fide
occupational qualification for the particular job involved. The placement of an
advertisement in columns classified by publishers on the basis of sex, such as columns
headed “Male” or “Female,” will be consideted an expression of a preference, limitation,
specification, or disctimination based on sex.

3. Pre-Employment Inquiries as to Sex — 29 CFR 1604.7

A pre-employment inquiry may ask “Male......... , Female......... ”; or “Mr. Mrs. Miss,” provided
that the inquiry is made in good faith for a nondisctiminatory purpose. Any pre-
employment inquity in connection with prospective employment which expresses directly or
indirectly any limitation, specification, or disctimination as to sex shall be unlawful unless
based upon a bona fide occupational qualification.

4. Fringe Benefits — 29 CFR 1604.9

a. “Fringe benefits,” as used in 29 CFR 1604.9, Regulation 1552, and this Policy, includes
medical, hospital, accident, life insurance and retirement benefits; profit-sharing and bonus
plans; leave; and other terms, conditions, and privileges of employment.

b. It shall be an unlawful employment practice for the employer to discriminate between
men and women with regard to fringe benefits.

c. Where the employer conditions benefits available to employees and their spouses and
families on whether the employee is the “head of the household” ot “principal wage earner”
in the family unit, the benefits tend to be available only to male employees and their
families. Due to the fact that such conditioning disctiminatorily affects the rights of women
employees, and that “head of household” or “ptincipal wage earner” status bears no
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relationship to job petformance, benefits which are so conditioned will be found a prima
facie violation of the prohibitions against sex discrimination contained in Title VII of the
Civil Rights Act of 1964 (Act).

d. It shall be an unlawful employment practice for the employer to make available benefits
for the wives and families of male employees where the same benefits ate not made available
for the husbands and families of female employees; ot to make available benefits for the
wives of male employees which are not made available for female employees; ot to make
available benefits to the husbands of female employees which are not made available for
male employees. An example of such an unlawful employment practice is a situation in
which wives of male employees receive maternity benefits while female employees receive no
such benefits.

e. It shall not be a defense under Title VII to a charge of sex disctimination in benefits that
the cost of such benefits is greater with respect to one sex than the othet.

f. It shall be an unlawful employment practice for the employer to have a pension ot
retirement plan which establishes different optional or compulsory retirement ages based on
sex, or which differentiates in benefits on the basis of sex.

5. Employment Policies Relating to Pregnancy and Childbirth — 29 CFR 1604.10

a. A written or unwritten employment policy or practice which excludes from employment
applicants or employees because of pregnancy, childbirth or related medical conditions is in
ptima facie violation of Title VIL

b. Disabilities caused or contributed to by pregnancy, childbirth, or related medical
conditions, for all job-related purposes, shall be treated the same as disabilities caused ot
contributed to by other medical conditions, under any health or disability insurance or sick
leave plan available in connection with employment. Written or unwritten employment
policies and practices involving matters such as the commencement and duration of leave,
the availability of extensions, the accrual of seniotity and other benefits and privileges,
reinstatement, and payment under any health or disability insurance or sick leave plan,
formal or informal, shall be applied to disability due to pregnancy, childbirth or related
medical conditions on the same terms and conditions as they are applied to other disabilities.

c. Where the termination of an employee who is temporatily disabled is caused by an
employment policy under which insufficient or no leave is available, such a termination
violates the Act if it has a disparate impact on employees of one sex and is not justified by
business necessity.
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d. Any fringe benefit program implemented after October 31, 1978, must comply with the
provisions of 29 CFR 1604.10(b) upon implementation.

B. Title IX of the Education Amendments of 1972 — 34 CFR 106

1. Definitions — Title IX — 34 CFR 106.2 and 34 CFR 106.30

a. “Sexual harassment” means conduct on the basis of sex that satisfies one or more of the
following:

(1) An employee of the employer conditioning the provision of an aid, benefit, or service of
the employer on an individual’s patticipation in unwelcome sexual conduct;

(2) Unwelcome conduct determined by a treasonable individual to be so severe, pervasive,
and objectively offensive that it effectively denies an individual equal access to the
employer's education program or activity; or

(3) “Sexual assault” as defined in 20 USC 1092(£)(6)(A)(v), “dating violence” as defined in 34
USC 12291(2)(10), “domestic violence” as defined in 34 USC 12291(2)(8), or “stalking” as
defined in 34 USC 12291(a)(30).

b. “Program or activity” and “program” means all of the operations of a local educational
agency (as defined in 20 USC 8801), system of vocational education, ot other school system.

c. “Title IX” means Title IX of the Education Amendments of 1972, Pub. L. 92-318, as
amended by section 3 of Pub. L. 93-568, 88 Stat. 1855, except sections 904 and 906 theteof;
20 USC 1681, 1682, 1683, 1685, 1686.

2. Effect of Employment Opportunities — 34 CFR 106.7

The employer’s obligation to comply with 34 CFR 106, Regulation 1552, and this Policy is
not obviated or alleviated because employment opportunities in any occupation or
profession are or may be more limited for members of one sex than for members of the
other sex.

3. Designation of Title IX Cootdinator and Notice to Employees — 34 CFR 106.8

a. The employer must designate and authorize at least one employee to coordinate its efforts
to comply with its responsibilities under 34 CFR 106, which employee must be referred to as
the “Title IX Coordinator.”
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b. The employer must notify applicants for employment, employees, and all unions ot
professional organizations holding collective bargaining ot professional agreements with the
employer, of the name o title, office address, electronic mail address, and telephone number
of the employee or employees designated as the Title IX Coordinator.

(1) Any individual may report sex discrimination, including sexual harassment (whether or
not the individual reporting is the individual alleged to be the victim of conduct that could
constitute sex discrimination or sexual harassment), in petson, by mail, by telephone, or by
electronic mail, using the contact information listed for the Title IX Coordinator, or by any
other means that results in the Title IX Coordinator receiving the individual’s verbal ot
wiitten report. Such a report may be made at any time (including during non-business
hours) by using the telephone number or electronic mail address, or by mail to the office
address, listed for the Title IX Coordinator.

(2) Sexual harassment may take place electronically or on an online platform used by the
school, including, but not limited to, computer and internet networks; digital platforms; and
computer hardware ot software owned or operated by, or used in the operations of the
school.

c. Dissemination of Policy
(1) Notification of Policy

(a) The employer must notify applicants for employment, employees, and all unions ot
professional organizations holding collective bargaining or professional agreements with the
employer, that the employer does not disctiminate on the basis of sex in the education
program or activity that it opetates, and that it is requited by Title IX and 34 CFR 106 not to
discriminate in such a manner. Such notification must state that the requirement not to
discriminate in the education program or activity extends to employment, and that inquities
about the application of Title IX and 34 CFR 106 to such employer may be referred to the
employer’s Title IX Coordinator, to the Assistant Secretaty for Civil Rights of the United
States Department of Education, or both.

(2) Publications

(a) Each employer must prominently display the contact information required to be listed for
the Title IX Cootdinator and this Policy on its website, if any, and in each handbook or
catalog that it makes available to applicants for employment, employees, and all unions or
professional otganizations holding collective bargaining or professional agreements with the
employer.
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(b) The employer must not use or disttibute a publication stating that the employer treats
applicants for employment ot employees differently on the basis of sex except as such
treatment is permitted by Title IX or 34 CFR 106.

4. Discrimination on the Basis of Sex and Employment in Education Programs or Activities
Prohibited — 34 CFR 106 Subpart E

a. Employment — 34 CFR 106.51
(1) General

(@) No individual shall, on the basis of sex, be excluded from participation in, be denied the
benefits of, or be subjected to discrimination in employment, or recruitment, consideration,
or selection thetefor, whether full-time or part-time, under any education program or activity
operated by the employer which receives Federal financial assistance.

(b) The employer shall make all employment decisions in any education program ot activity
opetated by such employer in a nondisctiminatory manner and shall not limit, segregate, or
classify applicants or employees in any way which could adversely affect any applicant’s or
employee’s employment opportunities or status because of sex.

(c) The employer shall not enter into any contractual or other relationship which directly or
indirectly has the effect of subjecting employees or students to disctimination prohibited by
34 CFR 106 Subpart E, including relationships with employment and refetral agencies, with
labot unions, and with otganizations providing or administering fringe benefits to employees
of the employer.

(d) The employer shall not grant preferences to applicants for employment on the basis of
attendance at any educational institution or entity which admits as students only or
predominantly members of one sex, if the giving of such preferences has the effect of
discriminating on the basis of sex in violation of 34 CFR 106.

(2) 34 CFR 106 Subpatt E applies to:

(@) Recruitment, advertising, and the process of application for employment;

(b) Hiring, upgrading, promotion, consideration for and award of tenure, demotion, transfer,
layoff, termination, application of nepotism policies, tight of return from layoff, and rehiring;

(c) Rates of pay or any other form of compensation, and changes in compensation;
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(d) Job assignments, classifications and structure, including position desctiptions, lines of
progression, and seniority lists;

(e) The terms of any collective bargaining agreement;

(f) Granting and return from leaves of absence, leave for pregnancy, childbirth, false
pregnancy, termination of pregnancy, leave for individuals of cither sex to cate for children
ot dependents, or any other leave;

(g) Fringe benefits available by virtue of employment, whether or not administered by the
employer;

(h) Selection and financial suppott for training, including apprenticeship, professional
meetings, conferences, and other related activities, selection for tuition assistance, selection
for sabbaticals and leaves of absence to pursue training;

(i) Employer-sponsored activities, including those that are social ot recreational; and
() Any other term, condition, or privilege of employment.
b. Employment Criteria — 34 CFR 106.52

(1) The employer shall not administer ot operate any test ot other critetion for any
employment opportunity which has a disproportionately adverse effect on individuals on the
basis of sex unless:

(a) Use of such test or other ctiterion is shown to predict validly successful petformance in
the position in question; and

(b) Alternative tests or criteria for such purpose, which do not have such disproportionately
adverse effect, are shown to be unavailable.

c. Recruitment — 34 CFR 106.53
(1) Nondisctiminatory Recruitment and Hiring

The employer shall not discriminate on the basis of sex in the recruitment and hiting of
employees. Where the employer has been found to be presently discriminating on the basis
of sex in the recruitment or hiring of employees, or has been found to have in the past so
discriminated, the employer shall tecruit members of the sex so discriminated against so as
to overcome the effects of such past or present discrimination.
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(2) Recruitment Patterns

The employer shall not recruit primarily or exclusively at entities which furnish as applicants
only or predominantly members of one sex if such actions have the effect of discriminating
on the basis of sex in violation of 34 CFR 106.53.

d. Compensation — 34 CFR 106.54

(1) The employer shall not make or enforce any policy or practice which, on the basis of sex:
(2) Makes distinctions in rates of pay or other compensation;

(b) Results in the payment of wages to employees of one sex at a rate less than that paid to
employees of the opposite sex for equal work on jobs the performance of which requires
equal skill, effort, and responsibility, and which are performed under similar working
conditions.

e. Job Classification and Structure — 34 CFR 106.55

(1) The employer shall not:

(a) Classify a job as being for males ot for females;

(b) Maintain or establish separate lines of progression, seniority lists, career ladders, or tenure
systems based on sex; ot

(c) Maintain or establish separate lines of progression, seniority systems, career ladders, or
tenure systems for similar jobs, position desctiptions, or job requirements which classify
individuals on the basis of sex, unless sex is a bona-fide occupational qualification for the
positions in question as set forth in 34 CFR 106.61.

f. Fringe Benefits — 34 CFR 106.56

(1) For the putpose of 34 CFR 106, “fringe benefits” means: Any medical, hospital,
accident, life insurance or retirement benefit, service, policy ot plan, any profit-sharing or
bonus plan, leave, and any other benefit ot setvice of employment not subject to the

provision of 34 CFR 106.54.

(2) The employer shall not:
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(2) Discriminate on the basis of sex with regard to making fringe benefits available to
employees or make fringe benefits available to spouses, families, or dependents of employees
differently upon the basis of the employee’s sex;

(b) Administer, operate, offer, or participate in a fringe benefit plan which does not provide
cither for equal periodic benefits for members of each sex, or for equal contributions to the
plan by the employer for members of each sex; ot

(c) Administer, operate, offer, or participate in a pension or retirement plan which
establishes different optional or compulsory retitement ages based on sex or which
otherwise discriminates in benefits on the basis of sex.

g. Marital or Parental Status — 34 CFR 106.57
(1) The employer shall not apply any policy or take any employment action:

(2) Concerning the potential marital, parental, ot family status of an employee or applicant
for employment which treats individuals differently on the basis of sex; ot

(b) Which is based upon whether an employee or applicant for employment is the head of
household or principal wage earnet in such employee’s or applicant’s family unit.

(2) The employer shall not discriminate against or exclude from employment any employee
or applicant for employment on the basis of pregnancy, childbirth, false pregnancy,
termination of pregnancy, or recovery therefrom.

(3) The employer shall treat ptegnancy, childbirth, false pregnancy, termination of
pregnancy, and recovery therefrom and any temporary disability resulting therefrom as any
other temporary disability for all job-related purposes, including commencement, duration
and extensions of leave, payment of disability income, accrual of seniority and any other
benefit or service, and reinstatement, and under any fringe benefit offered to employees by
virtue of employment.

(4) In the case of the employer which does not maintain a leave policy for its employees, or
in the case of an employee with insufficient leave or accrued employment time to qualify for
leave under such a policy, the employer shall treat pregnancy, childbitth, false pregnancy,
termination of pregnancy, and tecovery therefrom as a justification for a leave of absence
without pay for a reasonable petiod of time, at the conclusion of which the employee shall
be reinstated to the status which the employee held when the leave began or to a comparable
position, without decrease in rate of compensation ot loss of promotional opportunities, or
any othet right or privilege of employment.
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h. Effect of State or Local Law ot Other Requitements — 34 CFR 106.58

(1) The obligation to comply with 34 CFR 106.58 is not obviated or alleviated by the
existence of any State ot local law ot other requirement which imposes prohibitions or limits
upon employment of members of one sex which are not imposed upon members of the
other sex.

(2) The employer which provides any compensation, service, or benefit to members of one
sex pursuant to a State or local law or other requirement shall provide the same
compensation, service, ot benefit to members of the other sex.

1. Advertising — 34 CFR 106.59

The employer shall not in any advertising related to employment indicate preference,
limitation, specification, ot disctimination based on sex unless sex is a bona-fide
occupational qualification for the particular job in question.

j. Pre-Employment Inquiries — 34 CFR 106.60

(1) The employer shall not make pre-employment inquity as to the marital status of an
applicant for employment, including whether such applicant is “Miss or Mrs.”

(2) The employer may make pre-employment inquiry as to the sex of an applicant for
employment, but only if such inquiry is made equally of such applicants of both sexes and if
the tesults of such inquiry are not used in connection with disctimination prohibited by 34
CFR 106.

k. Sex as a Bona-Fide Occupational Qualification — 34 CFR 106.61

The employer may take action otherwise prohibited by 34 CFR 106 Subpart E provided it is
shown that sex is a bona-fide occupational qualification for that action, such that
consideration of sex with regard to such action is essential to successful operation of the
employment function concerned. The employer shall not take action pursuant to 34 CFR
106.61 which is based upon alleged comparative employment charactetistics or stereotyped
characterizations of one or the other sex, ot upon preference based on sex of the employer,
employees, students, or other individuals, but nothing contained in 34 CFR 106.61 shall
prevent the employer from considering an employee’s sex in relation to employment in a
locker room or toilet facility used only by members of one sex.

5. Effect of Other Federal Provisions — 34 CFR 106.6(a)
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a. The obligations imposed by 34 CFR 106 are independent of, and do not alter, obligations
not to discriminate on the basis of sex imposed by Executive Order 11246, as amended;
sections 704 and 855 of the Public Health Service Act (42 USC 292d and 298b-2); Title VII
of the Civil Rights Act of 1964 (42 USC 2000e et seq.); the Equal Pay Act (29 USC 206 and
206(d)); and any other Act of Congtess or Federal regulation.

b. Nothing in 34 CFR 106 may be tead in derogation of any individual’s rights under Title
VII of the Civil Rights Act of 1964, 42 USC 2000e et seq. or any regulations promulgated
thereunder.

C. Grievance Procedures

1. Upon receiving a complaint alleging sexual harassment, the employer shall teview the
alleged conduct to determine whethet to apply the grievance procedure for Title VII or Title
IX outlined in Regulation 1552. When making this determination, the Superintendent or
designee should consult with the Board Attorney to determine which definition of sexual
harassment (Title VII, Title IX, or both), applies to the alleged conduct. If the alleged
conduct is addressed by both definitions, the employer shall proceed with the gtievance
procedure outlined for Title IX in Section B. of Regulation 1552.

a. Title VII of the Civil Rights Act of 1964 — 29 CFR 1604

(1) Upon receipt of a complaint of sexual harassment under Title V1I, the employet shall
follow the grievance ptocedure outlined in Section A. of Regulation 1552.

b. Title IX of the Education Amendments of 1972 — 34 CFR 106

(1) Upon receipt of a complaint of sexual harassment under Title IX, the employer shall
follow the grievance procedure outlined in Section B. of Regulation 1552.

(2) The employer must provide to applicants for employment, employees, and all unions or
professional organizations holding collective bargaining or professional agreements with the
employer notice of the employer’s Title IX grievance procedures and grievance process,
including how to teport or file a complaint of sex discrimination, how to repott or file a
formal complaint of sexual harassment, and how the employer will respond.

29 CFR 1604
34 CFR 106

Adopted: March 17, 2026
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1552 SEXUAL HARASSMENT — STAFF (M)

The Board of Education will not tolerate sexual harassment of employees by other school
employees or third parties. The employer shall investigate and resolve allegations of sexual
harassment pursuant to Title VII of the Civil Rights Act of 1964 (29 CFR 1604); Title IX of
the of the Education Amendments of 1972 (34 CFR 106); Policy 1552; and this Regulation.

A. Title VII of the Civil Rights Act of 1964 — 29 CFR 1604
1. Sexual Harassment — 29 CFR 1604.11
a. Definition of Sexual Harassment — Title VII

(1) Unwelcome sexual advances, requests for sexual favors, and other verbal or physical
conduct of a sexual nature constitute sexual harassment when:

(2) Submission to such conduct is made either explicitly or implicitly a term ot condition of
an individual’s employment,

(b) Submission to of rejection of such conduct by an individual is used as the basis for
employment decisions affecting such individual, ot

(c) Such conduct has the purpose ot effect of unreasonably interfering with an individual’s
work performance or creating an intimidating, hostile, or offensive working environment.

b. With respect to conduct between fellow employees, an employet is tesponsible for acts of
sexual harassment in the workplace whete the employer (or its agents or supetvisory
employees) knows or should have known of the conduct, unless it can show that it took
immediate and appropriate cotrective action.

c. The employer may also be responsible for the acts of non-employees, with respect to
sexual harassment of employees in the wotkplace, where the employer (ot its agents or
supervisory employees) knows or should have known of the conduct and fails to take
immediate and appropriate corrective action.

d. The employer should take all steps necessary to prevent sexual harassment from
occurting, such as affirmatively raising the subject, expressing strong disapproval, developing
approptiate sanctions, informing employees of their right to raise and how to raise the issue
of harassment under Title VII, and developing methods to sensitize all concerned.

(1) The employee may submit a complaint, under 29 CFR 1604 to the Affirmative Action
Officet.
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(2) Upon teceipt of the complaint the employer shall initiate the grievance procedure in
accordance with Regulation 1552.

e. Where employment opportunities or benefits ate granted because of an individual’s
submission to the employer’s sexual advances ot requests for sexual favors, the employer
may be held liable for unlawful sex discrimination against other individuals who were
qualified for but denied that employment opportunity or benefit.

2. Grievance Procedure for Title VII Complaints
The following grievance procedure shall be used for an allegation(s) of sexual harassment:
a. Reporting of Sexual Harassment Conduct

(1) Any individual with any information regarding actual and/or potential sexual harassment
of an employee must report the information to the Principal, their immediate supetvisot, the
Title IX Coordinator, or the Affirmative Action Officer. The employer’s Title IX
Coordinator and the Affirmative Action Officer may be the same individual.

(2) The employer can learn of sexual harassment through other means such as from a
witness to an incident, an anonymous letter, or a telephone call.

(3) The tepott may be made: in person; in writing; verbally by telephone; by mail to the
office address; or by electronic mail. The report may be teported during business or non-
business houts.

(4) A report to the Principal or an immediate supervisor will be forwarded to the
Supetintendent or designee and Affirmative Action Officer within one working day, even if
the Principal or immediate supervisor feels sexual harassment conduct was not present.

(5) In the event the report alleges conduct by the Principal or the Affirmative Action
Officet, the report shall be submitted to the Superintendent who will designate a school
official to assume the Principal’s or Affirmative Action Officer’s responsibilities.

b. Affirmative Action Officer’s Investigation

(1) Upon receipt of any report of potential sexual harassment conduct, the Affirmative
Action Officer will begin an immediate investigation. The Affirmative Action Officer will
promptly investigate all alleged complaints of sexual hatassment, whether or not a formal
grievance is filed, and steps will be taken to resolve the situation, if needed. This
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investigation will be prompt, thorough, and impartial. The investigation will be completed
no mote than ten working days after receiving notice.

(2) When an employee provides information about possible sexual harassment, the
Affirmative Action Officer will initially discuss what actions the employee secks in response
to the sexual harassment.

(3) The investigation may include, but is not limited to, interviews with all individuals with
potential knowledge of the alleged conduct, interviews with any employee(s) who may have
been sexually harassed in the past by the employee, and any other reasonable methods to
determine if sexual harassment conduct existed.

(4) The Affirmative Action Officer may request an employee involved in the investigation to
assist in the investigation.

(5) The Affirmative Action Officer will provide a copy of Policy 1552 and this Regulation to
all individuals who are interviewed with potential knowledge, upon tequest, and to any other
individual the Affirmative Action Officer feels would be served by a copy of such
documents.

(6) Any individual interviewed by the Affirmative Action Officer may be provided an
opportunity to present witnesses and other evidence.

(7) The Affirmative Action Officer and/or Superintendent will contact law enforcement
agencies if the conduct could potentially be criminal in nature.

(8) The employer may take interim measures during an investigation of a complaint.

(9) The Affirmative Action Officer will consider particular issues of welcomeness based on
the allegations.

c. Investigation Results

(1) Upon the conclusion of the investigation, but not later than ten working days aftet
reported to the Affirmative Action Officer, the Affirmative Action Officer will prepare a
summary of findings to the parties. Ata minimum, this summary shall include the
individual(s) providing notice to the employer and the employee(s) who was alleged to be
sexually harassed.

(2) The Affirmative Action Officer shall make a determination whether sexual harassment
conduct was present.
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(3) If the Affirmative Action Officer concludes sexual harassment conduct was not, ot is not
present, the investigation is concluded.

(4) If the Affirmative Action Officer determines that sexual harassment has occurred, the
employer shall take reasonable and effective corrective action, including steps tailored to the
specific situation. Appropriate steps will be taken to end the harassment such as counseling,
warning, and/or disciplinary action. The steps will be based on the severity of the
harassment or any record of priot incidents or both. A series of escalating consequences
may be necessary if the initial steps are ineffective in stopping the harassment.

(5) In the event the Affirmative Action Officer determines a hostile environment exists, the
Superintendent shall take steps to climinate the hostile environment. The employer may
need to deliver special training or other interventions to repair the educational

envitonment. Other measures may include directing the harasser to apologize to the
employee that was sexually harassed, dissemination of information, distribution of new
policy statements or other steps to communicate the message that the employer does not
tolerate sexual harassment and will be responsive to any employee that reports such conduct.

(6) In some situations, the employer may need to provide other setvices to the employee that
was sexually harassed, if necessary, to address the effects of the sexual harassment on that
employee. Depending on the type of sexual harassment found, these additional services may
include an independent reassessment of the work performance of the employee that was
sexually harassed, counseling, and/or other measures that ate appropriate to the situation.

(7) The Superintendent will take steps to avoid any further sexual harassment and to prevent
any retaliation against the employee who made the complaint, was the subject of the sexual
harassment, or against those who provided the information or were witnesses.

(2) The Affirmative Action Officer will inform the employee that was sexually harassed to
report any subsequent problems and will make follow-up inquities to see if there have been
any new incidents ot retaliation.

(8) All sexual harassment grievances and accompanied investigation notes will be maintained
in a confidential file by the Affirmative Action Officer.

d. Affirmative Action Officer’s Investigation Appeal Process

(1) Any individual found by the Affirmative Action Officer’s investigation to be guilty of
sexual harassment conduct, or any individual who believes they were sexually harassed but
not supported by the Affirmative Action Officer’s investigation, may appeal to the
Superintendent.
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(2) The Superintendent will make their determination within ten working days of receiving
the appeal.

(2) Any individual who is not satisfied with the Superintendent’s determination may appeal
in writing to the Board.

(a) The Board will make its determination within forty-five calendar days of receiving an
appeal from the Superintendent’s determination.

3. United States Equal Employment Oppottunity Commission (EEOC) Case Resolution

Individuals not satisfied with the resolution of a Title VII allegation of sexual harassment by
the employer may request the EEOC to investigate the allegations.

a. Any alleged victim of sexual harassment may appeal a decision of the Affirmative Action
Officer, Superintendent, or the employer to the EEOC.

b. Any individual may report an allegation of sexual harassment to the EEOC at any time. 1f
the EEOC is asked to investigate or otherwise tesolve incidents of sexual harassment of
employees, the EEOC will consider whethet:

(1) The employer has a policy prohibiting sexual harassment and 2 grievance procedure;

(2) The employer has approptiately investigated or otherwise responded to allegations of
sexual harassment; and

(3) The employer has taken immediate and appropriate corrective action tesponsive to quid
pto quo or hostile environment sexual harassment.

B. Title IX of the of the Education Amendments of 1972 — 34 CFR 1006
1. Definitions — 34 CFR 106.30
a. For the purpose of Section B. of this Regulation and in accordance with 34 CFR 106:

(1) “Sexual harassment” means conduct on the basis of sex that satisfies one or more of the
following:

(2) An employee of the employer conditioning the provision of an aid, benefit, or service of
the employer on an employee’s patticipation in unwelcome sexual conduct;
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(b) Unwelcome conduct determined by a reasonable individual to be so severe, petvasive,
and objectively offensive that it effectively denies an individual equal access to the
employer’s education program or activity; or

(c) “Sexual assault” as defined in 20 USC 1092(£)(6)(A)(v), “dating violence™ as defined in 34
USC 12291(2)(10), “domestic violence” as defined in 34 USC 12291(a)(8), or “stalking” as
defined in 34 USC 12291 (a)(30).

(2) “Complainant” means an employee cutrently employed by the employer who is alleged to
be the victim of conduct that could constitute sexual harassment.

(3) “Decision-maker” (34 CFR 106.45(b)(7)) means an employee(s) who is not the Title IX
Coordinator or the employee who conducted the investigation, designated by the
Superintendent, to objectively evaluate the relative evidence and reach conclusions about
whether the respondent is responsible for the alleged sexual harassment in accordance with

the provisions of 34 CFR 106.

(4) “Formal complaint” means a document filed by a complainant ot signed by the Title IX
Coordinator alleging sexual harassment against a respondent and requesting that the
employer investigate the allegation of sexual harassment. The phrase “document filed by a
complainant” means a document or electronic submission (such as by electronic mail or
through an online portal provided for this purpose by the employer) that contains the
complainant’s physical or digital signature, ot otherwise indicates that the complainant is the
individual filing the formal complaint.

(5) “Investigator” (34 CFR 106.45(b)(5)) means an employee(s) who may be the Title IX
Cootdinator and who is not a decision-maker designated by the Superintendent to
investigate alleged sexual harassment in accordance with 34 CFR 106. The investigator may
be the employer’s Affirmative Action Officer only if the Affirmative Action Officet is not
the Title IX decision-maker.

(6) “Program or activity” and “program” (34 CFR 106.2(h)(2)(ii)) means all of the operations
of a local educational agency (as defined in 20 USC 8801), system of vocational education, or
other school system.

(2) “Education program or activity” (34 CFR 106.44(a)) includes locations, events, ot
circumstances over which the employer exercised substantial control over both the
respondent and the context in which the sexual harassment occurs.

(7) “Respondent” means an individual who has been repotted to be the perpetrator of
conduct that could constitute sexual harassment.
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(8) “Title IX Coordinator” (34 CFR 106.8(a)) means an individual designated and approved
by the employer to coordinate its efforts to comply with its responsibilities under 34 CFR
106, Policy 1552, and this Regulation. The individual must be referred to as the “Title IX
Coordinator” and may also be the investigator but cannot be the decision-maker.

2. Employer’s Response to Sexual Harassment — 34 CFR 106.44

a. The employer with actual knowledge of sexual harassment in an education program or
activity of the employer against an individual in the United States, must respond promptly in
a manner that is not deliberately indifferent.

(1) The employer has “actual knowledge” when an employee receives a complaint of sexual
harassment or an employee is aware of behavior that could constitute sexual harassment.

(a) Any school employee who receives a complaint of sexual harassment ot is aware of
behavior that could constitute sexual harassment is requited to report that information to the
Title IX Cootdinator.

(2) The employer is deliberately indifferent only if the employer’s response to sexual
harassment is clearly unreasonable in light of the known circumstances, pursuant to 34 CFR

106.44(a).

The United States Department of Education Office of Civil Rights may not deem the
employer to have satisfied the employer’s duty to not be deliberately indifferent under 34
CFR 106 based on the employer’s restriction of rights protected under the United States
Constitution, including the First Amendment, Fifth Amendment, and Fourteenth
Amendment.

b. Informal Resolution — 34 CFR 106.45

(1) The employer may not requite as a condition of employment or continuing employment,
ot enjoyment of any other right, waiver of the right to an investigation and adjudication of
formal complaints of sexual harassment. Similatly, the employer may not requite the parties
to participate in an informal resolution process and may not offer an informal resolution
process unless a formal complaint is filed. However, at any time prior to teaching a
determination regarding responsibility, the employer may facilitate an informal tesolution
process, such as mediation, that does not involve a full investigation and adjudication,
provided that the employer:

(a) Provides to the patties a written notice disclosing: the allegations, the requitements of
the informal resolution process including the circumstances under which it precludes the
parties from resuming a formal complaint arising from the same allegations, provided,;
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however, that at any time prior to agreeing to a resolution, any party has the right to
withdraw from the informal resolution process and resume the grievance process with
respect to the formal complaint, and any consequences resulting from participating in the
informal resolution process, including the records that will be maintained or could be shared;
and

(b) Obtains the parties’ voluntary, written consent to the informal resolution process.
3. Grievance Process - 34 CFR 106.45

a. The employer will use the grievance process outlined in 34 CFR §106.45 and this
Regulation to address formal complaints of sexual harassment.

b. Parents, students, unions and associations, and staff members shall receive notice of the
3 b
grievance procedures and the Title IX Coordinatot’s name ot title, office, address, email

address, and telephone number in accordance with 34 CFR 106.8(a).

c. The employer’s grievance process may, but need not, provide for a hearing pursuant to 34
CFR 106.45(b)(6)(ii).

d. The Title IX Coordinator must promptly contact the complainant in accordance with 34
CFR 106.44(a).

e. In response to a formal complaint, the employer will follow a grievance process that
complies with 34 CFR 106.45.

(1) Upon receipt of a formal complaint, the Title IX Coordinatot shall provide written notice
to the parties who are known in accordance with 34 CFR 106.45(b)(2)(i).

(2) The Title IX Coordinator shall provide the investigator with a copy of the formal
complaint if the Title IX Coordinator is not the investigator.

(3) The investigator shall investigate the allegations contained in a formal complaint pursuant
to 34 CFR 106.45(b).

f. The investigator shall create an investigative teport in accordance with the provisions of
34 CFR 106.45(b)(5)(vii).

(1) The investigator will attempt to collect all relevant information and evidence.
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(2) While the investigator will have the burden of gatheting evidence, it is crucial that the
parties ptesent evidence and identify witnesses to the investigator so that they may be
considered during the investigation.

(3) While all evidence gathered during the investigative process and obtained through the
exchange of written questions will be considered, the decision-maker may in their discretion
grant lesser weight to last minute information ot evidence introduced through the exchange
of written questions that was not pteviously presented for investigation by the investigatot.

(4) To the greatest extent possible, and subject to Title IX, the employer will make
reasonable accommodations in an investigation to avoid potential re-traumatization ofa
complainant.

(5) The investigative tepott shall be provided to the decision-maker in accordance with the
provisions of 34 CFR 106.45(b)(6)(ii).

g. The decision-maker, who cannot be the same person as the Title IX Coordinator ot the
investigator, shall issuc a written determination regarding responsibility pursuant to 34 CFR
106.45(b)(7).

(1) To reach this determination, the decision-maker will apply the preponderance of the
evidence standard, which shall be the same standard of evidence for formal complaints
against students as for formal complaints against employees, including faculty, and apply the
same standard of evidence to all formal complaints of sexual harassment pursuant to 34 CFR

106.45(b)(1)(vii).

(2) The decision-maker will facilitate a written question and answer period between the
parties.

(a) Each party may submit their written questions for the other party and witnesses to the
decision-maker for review.

(b) The questions must be relevant to the case and the decision-maker will determine if the
questions submitted are televant and will then forward the relevant questions to the other
patty or witnesses for a response.

(c) The decision-maker shall then review all the responses, determine what is relevant ot not
relevant, and issue a decision as to whether the respondent is tesponsible for the alleged
sexual harassment.

(d) The decision-maker will issue a written determination following the review of
evidence. The wtitten determination will include:
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(i) Identification of allegations potentially constituting sexual harassment as defined in Policy
and Regulation 1552 and 34 CFR 106.30;

(if) A description of the procedural steps taken from the receipt of the complaint through
the determination, including any notifications to the patties, interviews with patties and
witnesses, site visits, and methods used to gather evidence;

(i) Findings of fact supporting the determination, conclusions tegarding the application of
this formal grievance process to the facts; and

(iv) A statement of and rationale for the result as to each allegation, including any
determination regarding responsibility, any disciplinary sanctions the decision-maker
imposed on the respondent that directly relate to the complainant, and whethet remedies
designed to restore or preserve equal access to the employet’s education program or activity
will be provided to the complainant; and procedures and permissible bases for the patties to
appeal the determination.

() The written determination will be provided to the parties simultaneously.

(f) Notwithstanding a temporary delay of the grievance procedure or the limited extension of
the grievance procedure time frames with good cause, the written determination shall be
provided within sixty calendar days from teceipt of the complaint.

(1) The sixty calendar day time frame does not include the appeal process.

4. Appeals — 34 CFR 106.45(b)(8)

a. The employer will offer both parties an appeal from a determination regarding
responsibility, and from the Title IX Coordinator’s dismissal of a formal complaint or any
allegations therein in accordance with 34 CFR 106.45(b)(8)(i).

b. As to all appeals, the employer will comply with the requirements of 34 CFR 106.45(b)(8).
c. The Superintendent shall designate an appeal officer for each appeal filed.

(1) The appeal officer shall not be the same individual as the decision-maker that reached the
determination regarding responsibility or dismissal, the investigator, or the Title IX

Coordinator in accordance with 34 CFR 106.45(b)(8)(iii) (B).

(2) Ensure that the appeal officer complies with the standards set forth in 34 CFR
106.45(b) (1) ii).
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d. The employer shall give both parties a reasonable, equal opportunity to submit a written
statement in suppott of, or challenging, the outcome.

e. The employer shall administer the appeal process, but is not a party and will not advocate
for or against any appeal.

f. A party may appeal only on the following grounds and the appeal shall identify the
reason(s) why the party is appealing:

(1) There was a procedural error in the heating process that materially affected the outcome;

(2) Procedural etror refers to alleged deviations from employer policy, and not challenges to
policies or procedures themselves;

(2) There is new evidence that was not reasonably available at the time of the hearing and
that could have affected the outcome;

(3) The decision-maker had a conflict of interest or bias that affected the outcome;

(4) The determination regarding the policy violation was unreasonable based on the evidence
before the decision-maker:

(a) Appealing on this basis is available only to a party who participated in the hearing; and
(5) The sanctions were disproportionate to the hearing officer’s findings.
(6) The employer may offer an appeal equally to both parties on additional bases.

g. The appeal must be submitted in writing to the Title IX Coordinator within ten calendar
days following the issuance of the notice of determination.

h. The appeal must identify the ground(s) for appeal and contain specific atguments
supporting each ground for appeal.

i. The Title IX Coordinator shall notify the other patty of the appeal, and that other party
shall have an opportunity to submit 2 written statement in response to the appeal, within ten
calendar days.

j. The Title IX Cootdinator shall inform the parties that they have an oppottunity to meet
with the appeal officer separately to discuss the propottionality of the sanction.
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k. The appeal officer shall decide the appeal considering the evidence presented at the
hearing, the investigation file, and the appeal statements of both patties.

L. In disproportionate sanction appeals, input the patties provided duting the meeting may
also be considered.

m. The appeal officer shall summarize their decision in a written report that will be sent to
the complainant and respondent within twenty calendar days of receiving the appeal.

5. Supportive Measures — 34 CFR 106.30

a. “Supportive measures” mean non-disciplinary, non-punitive, individualized services
offered as appropriate, as reasonably available, and without fee or charge to the complainant
or the respondent before or after the filing of a formal complaint or where no formal
complaint has been filed pursuant to 34 CFR 106.30(a).

b. The employer’s response must treat complainants and respondents equitably by offering
supportive measures as defined in 34 CFR 106.30 to a complainant, and by following a
grievance process that complies with 34 CFR 106.45 before the imposition of any
disciplinary sanctions or other actions that ate not supportive measures as defined in 34 CFR
106.30, against a respondent.

c. The Title IX Coordinator must promptly contact the complainant to discuss the
availability of supportive measures as defined in 34 CFR 106.30, consider the complainant's
wishes with respect to supportive measures, inform the complainant of the availability of
suppottive measures with or without the filing of a formal complaint, and explain to the
complainant the process for filing a formal complaint.

(1) Supportive measures shall be available to the complainant, respondent, and as
appropriate, witnesses or other impacted individuals.

d. The Title IX Coordinator shall maintain consistent contact with the parties to ensure that
safety, emotional well-being and physical well-being are being addressed.

e. Generally, supportive measures ate meant to be short-term in nature and will be re-
evaluated on a periodic basis.

(1) To the extent there is a continuing need for supportive measures after the conclusion of
the resolution process, the Title IX Coordinator will work with appropriate employer
tesources to provide continued assistance to the parties.
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f. The employer is required to offer supportive measures to the complainant even if the
respondent ceased being employed by the employer ptior to the filing of a formal complaint.

(1) If the respondent ceases to be employed by the employer after a formal complaint is
filed, the employer may dismiss the complaint, but must still offer suppottive measures to
the complainant pursuant to 34 CFR 106.45(b)(3)(ii).

6. Remedies - 34 CFR 106.45

a. The Title IX Coordinator shall be responsible for effective implementation of any
remedies in accordance with 34 CFR 106.45(b)(7)(v).

b. Following receipt of the written determination from the decision-maket, the Title IX
Coordinator will facilitate the imposition of sanctions, if any, the provision of remedies, if
any, and to otherwise complete the formal resolution process.

(1) Emergency Removal

Nothing in 34 CFR 106 precludes the employer from removing a respondent from the
employer’s education program or activity on an emetgency basis, provided that the employer
undertakes an individualized safety and risk analysis, determines that an immediate threat to
the physical health or safety of any individual arising from the allegations of sexual
harassment justifies removal, and provides the respondent with notice and an opportunity to
challenge the decision immediately following the removal. This provision may not be
construed to modify any rights under the Individuals with Disabilities Education Act,
Section 504 of the Rehabilitation Act of 1973, or the Americans with Disabilities Act.

(2) Administrative Leave

Nothing in 34 CFR 106 Subpart D precludes the employer from placing an employee on
administrative leave during the pendency of a grievance process that complies with 34 CER
106.45. This provision may not be construed to modify any rights under Section 504 of the

Rehabilitation Act of 1973 or the Americans with Disabilities Act.

c. The Superintendent or designee, aftet consultation with the Title IX Coordinator, will
determine the sanctions imposed and remedies provided, if any.

(1) The imposition of sanctions ot provisions of remedies will be revisited by the Title IX
Coordinator following the appeal officer’s decision, as approptiate.

d. The Title IX Coordinator must provide written notice to the parties simultaneously.
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e. The employer must disclose to the complainant the sanctions imposed on the respondent
that ditectly relate to the complainant when such disclosure is necessaty to ensure equal
access to the employer’s education progtam or activity.

(1) Remedies and supportive measures that do not impact the respondent should not be
disclosed in the written determination; rather the determination should simply state that
remedies will be provided to the complainant.

f. Itis important to note that conduct that does not meet the ctitetia under Title IX may
violate other Federal or State laws or employer policies regarding employee misconduct or
may be inappropriate and require an immediate response in the form of supportive measures
and remedies to prevent its recurrence and address its effects.

7. Recordkeeping — 34 CFR 106.45(b)(10)
a. The employer must maintain for a petiod of seven years records of:

(1) Each sexual harassment investigation including any determination regarding
tesponsibility and any audio or audiovisual recording or transctipt tequired under 34 CFR
106.45(b)(6)(1), any disciplinary sanctions imposed on the respondent, and any remedies
provided to the complainant designed to restore or presetve equal access to the employer’s
education program or activity;

(2) Any appeal and the result therefrom;
(3) Any informal resolution and the result therefrom; and

(4) All materials used to train Title IX Coordinatots, investigators, decision-makers, and any
individual who facilitates an informal resolution process. The employer must make these
training materials publicly available on its website, ot if the employer does not maintain a
website the employer must make these materials available upon request for inspection by
members of the public.

b. For each response required under 34 CFR 106.44, the employer must create, and maintain
for a period of seven years, records of any actions, including any supportive measures, taken
in response to a report or formal complaint of sexual harassment. In each instance, the
employer must document the basis for its conclusion that its response was not deliberately
indifferent, and document that it has taken measures designed to restore or preserve equal
access to the employer’s education program or activity. If the employer does not provide a
complainant with supportive measures, then the employer must document the reasons why
such a response was not clearly unteasonable in light of the known circumstances. The
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documentation of certain bases or measures does not limit the employer in the future from
providing additional explanations or detailing additional measures taken.

8. Compliance

The Superintendent ot designee shall consult with the Board Attorney to ensute the
employer’s response to any allegations of sexual harassment and the employet’s gtievance
process ate in accordance with 34 CFR 106.44 and 34 CFR 106.45.

9. Training

a. The Superintendent or designee shall ensure that Title IX Coordinators, investigators,
decision-makers, appeal officers, and any person who facilitates an informal resolution
ptocess, teceive training in accordance with 34 CFR 106.45(b)(1)(iii).

(1) The employer must ensure that decision-makers receive training on any technology to be
used at a live heating and on issues of televance of questions and evidence, including when
questions and evidence about the complainant’s sexual predisposition ot ptior sexual
behavior ate not relevant, as set forth in 34 CFR 106.45(b)(6).

(2) The employer also must ensute that investigators receive training on issues of relevance
to create an investigative repott that faitly summarizes relevant evidence, as set forth in 34
CFR 106.45 (b)(5)(vii). Any matetials used to train Title IX Coordinators, investigators,
decision-makers, and any individual who facilitates an informal resolution process, must not
rely on sex stereotypes and must promote impartial investigations and adjudications of
formal complaints of sexual harassment.

Adopted: March 17, 2026
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2415.04 TITLE I — DISTRICT-WIDE PARENT AND FAMILY ENGAGEMENT (M)

In support of strengthening student academic achievement, each school district that
receives Title I, Part A funds must develop jointly with, agree on, and distribute to,
parents of participating children a written parent and family engagement policy that
contains information required by Section 1116(a)(2) of the Elementary and Secondary
Education Act (ESEA). This Policy establishes the school district’s expectations for
parent and family engagement, describes how the school district will implement a
number of specific parent and family engagement activities, and is incorporated into the
school district’s Annual School Plan (ASP).

A. General Expectations
1. The school district agrees to implement the following statutory
requirements:
a. The school district will put into operation programs, activities, and

procedures for the involvement of parents in all its schools with
Title I, Part A programs, consistent with Section 1116 of the
ESEA. These programs, activities, and procedures will be planned
and operated with meaningful consultation with parents of
participating children.

b. Consistent with Section 1116 of the ESEA, the school district will
work with its schools to ensure that the required school-level
parent and family engagement policies meet the requirements of
Section 1116(b) of the ESEA, and each include, as a component, a
school-parent compact consistent with Section 1116(d) of the
ESEA.

(ot The school district will incorporate this district-wide parent and
family engagement policy into its school district’s plan developed
under Section 1112 of the ESEA.

d. In carrying out the Title I, Part A parent and family engagement
requirements, to the extent practicable, the school district and its
schools will provide full opportunities for the participation of
parents with limited English proficiency, parents with disabilities,
and parents of migratory children, including providing information
and school reports required under Section 1111 of the ESEA in an
understandable and uniform format and, including alternative
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formats upon request, and, to the extent practicable, in a language
parents understand.

e. If the school district’s plan for Title I, Part A, developed under
Section 1112 of the ESEA, is not satisfactory to the parents of
participating children, the school district will submit any parent
comments with the plan if requested by the New Jersey
Department of Education (NJDOE).

£ The school district will involve the parents of children served in
Title I, Part A schools in decisions about how the one percent of
Title I, Part A funds reserved for parent and family engagement is
spent, and will ensure that not less than ninety percent of the one
percent reserve goes directly to the schools.

g. The school district will be governed by the following statutory
definition of parent and family engagement, and expects that its
Title I schools will carry out programs, activities, and procedures
in accordance with this definition:

(1) “Parent and family engagement” means the participation of
parents in  regular, two-way, and meaningful
communication involving student academic learning and
other school activities, including ensuring:

(a) That parents play an integral role in assisting their
child’s learning;

(b) That parents are encouraged to be actively involved
in their child’s education at school;

(c) That parents are full partners in their child’s
education and are included, as appropriate, in
decision-making and on advisory committees to
assist in the education of their child; and

(d) The carrying out of other activities, such as those
described in Section 1116 of the ESEA.
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B. Description of How District Will Implement Required District-Wide Parent and
Family Engagement Policy Components

1. The school district will take the following actions to involve parents in the
joint development of its district-wide parent and family engagement plan
under Section 1112 of the ESEA:

(List actions)

a. Parent and student survey
b. Follow-up consultation with selected respondents
c. Make adjustments based on feedback

p The school district will take the following actions to involve parents in the
process of school review and improvement under Section 1116 of the
ESEA:

(List actions)

a. Parent and student survey
b. Follow-up consultation with selected respondents
c. Make adjustments based on feedback

3. The school district will provide the following necessary coordination,
technical assistance, and other support to assist Title I, Part A schools in
planning and implementing effective parent and family engagement
activities to improve student academic achievement and school
performance:

(List activities)

a. Translated materials for parents
b. Administrators share out on parent feedback from meetings of various

parent groups

4. The school district will take the following actions to conduct, with the
involvement of parents, an annual evaluation of the content and
effectiveness of this parent and family engagement policy in improving
the quality of its Title I, Part A schools. The evaluation will include
identifying barriers to greater participation by parents in parent and family
engagement activities (with particular attention to parents who are
economically disadvantaged, are disabled, have limited English
proficiency, have limited literacy, or are of any racial or ethnic minority
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background). The school district will use the findings of the evaluation
about its parent and family engagement policy and activities to design
strategies for more effective parent and family engagement, and to revise,
if necessary (and with the involvement of parents) its parent and family
engagement policies.

(List actions, such as describing how the evaluation will be conducted,
identifying who will be responsible for conducting it, and explaining what
role parents will play)

a. Survey (as stated above)
b. School Equity Team meetings

5. The school district will build the schools’ and parents’ capacity for strong
parent and family engagement, in order to ensure effective involvement of
parents and to support a partnership among the school involved, parents,
and the community to improve student academic achievement, through the
following activities specifically described below:

a. The school district will, with the assistance of its Title I, Part A
schools, provide assistance to parents of children served by the
school district or school, as appropriate, in understanding topics
such as the following, by undertaking the actions described in this
paragraph:

@) The challenging State academic standards;

2) The State and local academic assessments including
alternate assessments;

3) The requirements of Title I, Part A;
4) How to monitor their child’s progress; and

5) How to work with educators:
(List activities, such as workshops, conferences, classes,
both in-State and out-of-State, including any equipment or
other materials that may be necessary to ensure success.)

a. Back to School Night
b. Teacher Schoology Pages
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c. Letters from School re: Free and Reduced Lunch,
Parent Nights and
d. School Counselor/Administrator Outreach

b. The school district will, with the assistance of its schools, provide
materials and training to help parents work with their children to
improve their children’s academic achievement, such as literacy
training, and using technology, as appropriate, to foster parent and
family engagement, by:

(List activities)

a. Back to School Night

b. Teacher Schoology Pages

c. Letters from School re: Free and Reduced Lunch,
Parent Nights and

d. School Counselor/Administrator Qutreach

C. The school district will, with the assistance of its schools and
parents, educate its teachers, student services personnel, principals,
other school leaders, and other staff, in how to reach out to,
communicate with, and work with parents as equal partners, in the
value and utility of contributions of parents, and in how to
implement and coordinate parent programs and build ties between
parents and schools, by:

1. Title I Coordinator
2. Clear district expectations as a part of opening procedures and
school based handbooks

d. The school district will take the following actions to ensure that
information related to the school and parent programs, meetings,
and other activities is sent to the parents of participating children in
an understandable and uniform format, including alternative
formats upon request, and, to the extent practicable, in a language
the parents can understand:

1. Translated website and letter
2. Translation service
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C. Adoption

This Policy has been developed jointly with, and agreed on with, parents of
children participating in Title I, Part A programs, as evidenced by the
Superintendent of Schools or designee. This Policy was adopted by the Board of
Education on the adoption date noted at the end of this Policy and will be in effect
for the period of one year and will be updated as needed on an annual basis. The
school district will distribute this Policy to all parents of participating Title I, Part
A children on or before October 1 of each school year.

Elementary and Secondary Education Act, Title I, Section 1116(a)(2)

No Child Left Behind §1116

Adopted: 16 August 2010
Revised: 20 October 2014

Revised: March 17, 2026
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2415.20 EVERY STUDENT SUCCEEDS ACT COMPLAINTS (M)

The Every Student Succeeds Act (ESSA) reauthorized the Elementary and Secondary
Education Act of 1965 (ESEA). A Board of Education shall adopt a policy and written
procedures for resolving a written complaint presented by an individual or organization
that alleges violations in the administration of the ESSA programs as identified by the
New Jersey Department of Education (NJDOE).

Policy and Regulation 2415.20 set forth the requirements for resolving complaints
presented by any individual or organization that:

1. A school, school district, other agency authorized by the school district, or
by the NJDOE violated the administration of education programs required
by the ESEA as amended by the ESSA; and/or

2. The NJDOE violated the administration of education programs required
by the ESEA as amended by the ESSA.
Complaints regarding nonpublic school officials alleging school district noncompliance
must pertain to at least one of the following three specific reasons:

1. The school district did not engage in consultation that was meaningful and
timely;

2. The school district did not give due consideration to the views of the nonpublic
school officials; or

3. The school district did not make a decision that treats the nonpublic school or
its students equitable and in accordance with ESEA Section 1117 or Section 8501.

A complaint shall be written and must identify, at a minimum, the alleged ESEA
violation; a description of previous steps taken to resolve the matter; the facts supporting
the alleged violation as understood by the complainant at the time of submission; and any
supporting documentation.

A complaint alleging a school in the district, school district, or other agency authorized
by the school district, or the NJDOE violated the administration of a program must be
submitted to the Director of Curriculum and Instruction. The Director of Curriculum and
Instruction shall be responsible for coordinating the investigation of the complaint. The
Director of Curriculum and Instruction shall submit a written report regarding the
outcome of the investigation to the complainant.
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If the complainant is not satisfied with the school district's investigation, the complainant
must submit a written complaint to the Executive County Superintendent for the county
in which the school district is located. This process does not apply to alleged violations
concerning the participation of nonpublic school children.

The Executive County Superintendent will coordinate the investigation of a
complaint. When the investigation is complete, the Executive County Superintendent
will notify the complainant in writing of its outcome. If it is determined a violation has
occurred, the Executive County Superintendent will identify and impose the appropriate
consequences or corrective action in accordance with statute and/or regulation to resolve
the complaint. If the complainant is not satisfied with the determination that is made by
the Executive County Superintendent, the complainant may submit a written request for
review of that determination to the Assistant Commissioner.

A complaint alleging the NJDOE violated the administration of a program must be
submitted to the designated New Jersey Department of Education Assistant
Commissioner. The appropriate NJDOE Office assigned by the Assistant Commissioner
will coordinate the investigation of a complaint. When the investigation is complete, the
Assistant Commissioner will notify the complainant in writing regarding the outcome of
the investigation. If it is determined a violation has occurred, the Assistant
Commissioner will identify and impose the appropriate consequences or corrective
actions as required by statute and/or regulation to resolve the complaint.

If a complainant does not agree with the NJDOE’s decision, the complainant may appeal
to the Secretary of the United States Department of Education.

To initiate a complaint regarding participation of nonpublic school children, a
complainant must submit a written complaint to the NJDOE Nonpublic Ombudsman in
accordance with NJDOE procedures.

New Jersey Department of Education Elementary and Secondary Education Act (ESEA)

Complaint Policy and Procedure

Adopted: 16 August 2010
Revised: March 17, 2026
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2415.20 EVERY STUDENT SUCCEEDS ACT COMPLAINTS (M)

The Every Student Succeeds Act (ESSA) requires the Board of Education to adopt a
policy and written procedures that offer parent(s), public agencies, other individuals, or
organizations a method for receipt and resolution of complaints alleging violations in the
administration of the ESSA programs.

A. Complaint Procedure Alleging a Violation by a School, School District, or Other
Agency Authorized by the School District or the New Jersey Department of
Education (NJDOE)

1. A complaint is an allegation submitted in writing (mail or email) by an
individual or organization that a school, school district, or other agency
authorized by the school district or the NJDOE has violated the law in the
administration of education programs required by the ESSA.

2. A complaint must identify at a minimum the following:

a. The alleged ESSA violation;

b. A description of previous steps taken to resolve the matter;

c. The facts supporting the alleged violation as understood by the
complainant at the time of submission; and

d. Any supporting documentation (e.g., letters, emails, logs, agenda,
meeting minutes).

3. A complaint must be submitted to the Executive County Superintendent
for the county where the school, school district, or other authorized agency
is located.

4. When a written complaint is received by the Executive County
Superintendent, the Executive County Superintendent will issue a Letter of
Acknowledgement to the complainant within ten calendar days of receipt
of the complaint. This letter will contain the following information:

a. The date the complaint was received,;

b. A brief statement of the manner in which the Executive County
Superintendent will investigate the complaint;

c. If necessary, a request for additional information regarding the
complaint.

d. A resolution date within forty-five calendar days from the date the
written complaint was received by the Executive County
Superintendent; and

e. The name and telephone number of a contact person for status
updates.

5. The Executive County Superintendent will coordinate the investigation of
a complaint.
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6. When the investigation is complete, the Executive County Superintendent
will notify the complainant in writing regarding the outcome of the
investigation.

a. If the Executive County Superintendent determines a violation has
occurred, the Executive County Superintendent will identify and
impose the appropriate consequences or corrective action as
required in accordance with statute and/or regulation to resolve the
complaint.

b. If the complainant is not satisfied with the determination that is
made by the Executive County Superintendent, the complainant
may submit a written request for review of that determination to
the Assistant Commissioner, Division of Learning Supports and
Specialized Services via email at essa@doe.nj.gov with subject
line “ESEA Complaint Decision Review” or via hard copy at the
following address:

New Jersey Department of Education

Assistant Commissioner

Division of Learning Supports and Specialized Services
P.O. Box 500

Trenton, New Jersey 08625-0500

B. Complaint Procedure Alleging a Violation by the New Jersey Department of
Education (NJDOE)

1. A complaint is a written allegation that the NJDOE has violated the law in
the administration of education programs required by the ESSA.

2. A complaint must identify at a minimum the following:

a. The alleged ESSA violation;

b. A description of previous steps taken to resolve the matter;

c. The facts supporting the alleged violation as understood by the
complainant at the time of submission; and

d. Any supporting documentation (e.g., letters, emails, logs, agenda,
meeting minutes).

3. To initiate a complaint alleging the NJDOE has violated the administration
of an ESEA program, a complainant must submit a written complaint to
the New Jersey Department of Education — Assistant Commissioner,
Division of Learning Supports and Specialized Services via email at
essa@doe.nj.gov with subject line “ESEA Complaint” or via hard copy
sent to the following address:
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New Jersey Department of Education

Assistant Commissioner

Division of Learning Supports and Specialized Services
P.O. Box 500

Trenton, New Jersey 08625-0500

4. When a written complaint is received by the NJDOE, an Assistant
Commissioner will assign the investigation of this complaint to the
appropriate office. The NJDOE will issue a Letter of Acknowledgement
to the complainant within ten calendar days of receipt of the complaint.
This letter shall contain the following information:

a. The date the complaint was received;

b. A brief statement of the manner in which the NJDOE will
investigate the complaint;

c. If necessary, request for additional information regarding the
complaint;

d. A resolution date within forty-five calendar days from the date the
complaint was received; and

e. The name and telephone number of a contact person for status
updates.

5. The NJDOE Office assigned by the Assistant Commissioner to investigate
a complaint concerning an alleged violation by the NJDOE will coordinate
the investigation of the complaint. When the investigation is complete,
the Assistant Commissioner will notify the complainant in writing
regarding the outcome of the investigation.

a. If the NJDOE Office assigned by the Assistant Commissioner of
Education determines a violation by the NJDOE has occurred after
conducting an investigation, the Assistant Commissioner will
identify and impose appropriate consequences or corrective action
in accordance with the statute and/or regulation to resolve the
complaint.

b. If the complainant is not satisfied with the NJDOE’s decision, the
complainant may request a review of the NJDOE’s decision to the
Secretary of the United States Department of Education
(USDOE). The complainant may send the request, reasons
supporting the request, and a copy of NJDOE’s resolution to the
following address:
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Secretary, United States Department of Education

400 Maryland Avenue, SW
Washington, DC 20202-4611

New Jersey Department of Education — Every Student Succeeds Act (ESSA) in New
Jersey ESEA Complaint Policy and Procedures

Adopted: March 17, 2026
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2415.50 TITLE I - SCHOOL PARENT AND FAMILY ENGAGEMENT (M)

A. District Expectations

1. In accordance with the requirements of Title I, Section 1116(a)(2), ESEA, the
Board of Education agrees to implement the following statutory requirements:

a. The school district will put into operation programs, activities, and
procedures for the involvement of parents in all its schools with Title I,
Part A programs. These programs, activities, and procedures will be
planned and operated with meaningful consultation with parents of
participating children.

b. The school district will work with its schools to ensure the required
school-level parent and family engagement policies meet the Title I, Part
A requirements, and include, as a component, a school-parent compact.

c. The school district will incorporate this School Parent and Family
Engagement Policy into its district plan.

d. In carrying out the Title I, Part A parent and family engagement
requirements, to the extent practicable, the school district and its schools
will provide full opportunities for the participation of parents of children
with limited English proficiency, parents of children with disabilities, and
parents of migratory children, including providing information and school
reports in an understandable and uniform format and, including alternative
formats upon request, and, to the extent practicable, in a language parents
understand.

e. If the school district plan for Title I, Part A funds is not satisfactory to the
parents of participating children, the school district will submit any parent
comments with the plan upon request by the New Jersey Department of
Education (NJDOE).

f. The school district will involve the parents of children served in Title I
schools in decisions about how the one percent of Title I, Part A funds
reserved for parent and family engagement is spent, and will ensure that
not less than ninety percent of the one percent reserved goes directly to the
schools. (Only applicable for districts with Title I, Part A allocations
greater than $500,000.)
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g. The school district will be governed by the following statutory definition
of parent and family engagement, and expects that its Title I schools will
carry out programs, activities, and procedures in accordance with this
definition:

(I)  “Parent and family engagement” means the participation of parents
in regular, two-way, and meaningful communication involving
student academic learning and other school activities, including
ensuring:

(a) That parents play an integral role in assisting their child’s
learning;

(b) That parents are encouraged to be actively involved in their
child’s education at school;

(c) That parents are full partners in their child’s education and
are included, as appropriate, in decision-making and on
advisory committees to assist in the education of their
child; and

(d) The carrying out of other activities, such as those described
in section 1116 of the ESEA.

h. The school district will inform parents and parental organizations of the
purpose and existence of the Parental Information and Resource Center in
New Jersey.

B. School Parent and Family Engagement Policy Required Components

L, The school will take the following actions to involve parents in the joint
development of its district/school parent and family engagement plan:

a.  Letter to parents included in the LHS Student Handbook
b. Survey of students & parents involved in Title I funded program.

c. Follow up discussions with selected parents to delve further into responses
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2. The school will convene an annual meeting, at a convenient time, to which all
parents of participating children shall be invited and encouraged to attend, to
inform parents of their school's participation under Title I, Part A, and to explain
the requirements of this part and the right of the parents to be involved:

Information is shared with parents when their child begins the Title I funded
program.

3. The school will offer a flexible number of meetings, such as meetings in the
morning or evening, and may provide, with funds provided under Title I, Part A,
transportation, child care, or home visits, as such services relate to parent and
family engagement:

If parents are unable to meet, provisions are made to accommodate their
schedules and have conversations at times convenient to them.

4. The school will provide the following necessary coordination, technical
assistance, and other support to assist Title I schools in planning and
implementing effective parent and family engagement activities to improve
student academic achievement and school performance:

a. Meetings with administrators, school counselors, and Title I funded
program teachers to ensure parents are informed of student progress.

b. Information in Schoology and Genesis.
C. Parents contacted via phone and email as needed.
5. The school will build the schools' and parents' capacity for strong parent and

family engagement, in order to ensure effective involvement of parents and to
support a partnership among the school involved, parents, and the community to
improve student academic achievement, through the following activities
specifically described below:

a. The school will, with the assistance of its Title I schools, provide
assistance to parents of children served by the school district or school, as

appropriate, in understanding topics such as the following:

(1)  The challenging state academic standards;
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2) The state and local academic assessments, including alternate
assessments;

3) The requirements of Title I, Part A;
4) How to monitor their child's progress; and

5) How to work with educators to improve the achievement of their
children.

(2) Family Outreach re: Title I funded program and Placement
(b) Family Science Night

6. The school will provide parents of participating children, if requested by parents,
opportunities for regular meetings to formulate suggestions and to participate, as
appropriate, in decisions relating to the education of their children, and respond to
any such suggestions as soon as practically possible.

a. The school will, with the assistance of its Title I schools, provide materials
and training to help parents work with their children to improve their
children's achievement, such as literacy training and using technology, as
appropriate, to foster parent and family engagement, by:

(1) parent PD sessions in-person and online
(2)  parent conferences as needed

b. The school will, with the assistance of its Title I schools and parents,
educate its teachers, student services personnel, principals, other school
leaders, and other staff in how to reach out to, communicate with, and
work with parents as equal partners, in the value and utility of
contributions of parents, and in how to reach out to, communicate with,
and work with parents as equal partners to implement and coordinate
parent programs and build ties between parents and schools, by:

(1)  parent PD sessions in-person and online

(2) parent conferences as needed
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C. The school will take the following actions to ensure that Title I
information related to the school and parent programs, meeting and other
activities, is sent to the parents of participating children in an
understandable and uniform format, including alternative formats upon
request, and, to the extent practicable, in a language the parents can
understand:

(1) Direct emails to parents
2) District Website

8. The school will take the following actions to conduct, with the involvement of
parents, an annual evaluation of the content and effectiveness of this parent and
family engagement policy in improving the quality of its Title I schools. The
evaluation will include identifying barriers to greater participation by parents in
parent and family engagement activities (with particular attention to parents who
are economically disadvantaged, are disabled, have limited English proficiency,
have limited literacy, or are of any racial or ethnic minority background). The
school district will use the findings of the evaluation about its parent and family
engagement policy and activities to design strategies for more effective parent and
family engagement, and to revise if necessary (and with the involvement of
parents) its parent and family engagement policies:

a. Direct emails to parents

b. District Website

c. Follow up conversations and conduct surveys as needed by district
personnel.
9. The school will take the following actions to involve parents in the process of

school review and improvement:

a. Follow up conversations and conduct surveys as needed by district
personnel.

10.  If the Annual School Plan (school-wide program plan) is not satisfactory to the
parents of participating children, submit any parent comments on the Annual
School Plan (ASP) when the school makes the plan available to the local
educational agency:
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a. Appropriate district personnel will use the comments from parent surveys
to make adjustments to the plan.

C. Shared Responsibilities for High Student Academic Achievement

As a component of the school-level parent and family engagement policy, each
school shall jointly develop with parents for all children served under this part a
school-parent compact that outlines how parents, the entire school staff, and
students will share the responsibility for improved student academic achievement.
Appropriate personnel will collaboratively address these matters.

D. Discretionary School Parent and Family Engagement Policy Components

1. The School Parent and Family Engagement Policy may include additional
paragraphs listing and describing other discretionary activities that the school
district, in consultation with its parents, chooses to undertake to build parents'
capacity for involvement in the school and school system to support their
children's academic achievement, such as the following discretionary activities:

a. Involve parents in the development of training for teachers, principals, and
other educators to improve the effectiveness of such training.

b. Provide necessary literacy training for parents from Title I, Part A funds
received, if the school district has exhausted all other reasonably available
sources of funding for such training.

c. Pay reasonable and necessary expenses associated with parent and family
engagement activities, including transportation and childcare costs, to
enable parents to participate in school-related meetings and training

sessions.
d. Train parents to enhance the involvement of other parents.
€. In order to maximize parent and family engagement and participation in

their children's education, arrange school meetings at a variety of times, or
conduct in-home conferences between teachers or other educators, who
work directly with participating children, with parents who are unable to
attend such conferences at school.

f. Adopt and implement model approaches to improve parent and family
engagement.

n
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8. Establish a district-wide parent advisory council to provide advice on all
matters related to parent and family engagement in Title I, Part A
programs.

h. Develop appropriate roles for community-based organizations and

businesses in parent involvement activities.

i Provide other reasonable support for parent and family engagement
activities under this section as parents may request:

Accessibility

L

In carrying out the parent and family engagement requirements of this part,
districts and schools, to the extent practicable, shall provide full opportunities for
the participation of parents of children with limited English proficiency, parents
of children with disabilities, and parents of migratory children, including
providing information and school reports required in a format and, to the extent
practicable, in a language such parents can understand:

a. District Website and Schoology are able to be translated into a variety of
languages.

b. Translators are provided as needed.

Adoption

L. This School Parent and Family Engagement Policy has been developed jointly
with, and agreed on, parents of children participating in Title I, Part A programs,
as evidenced by meeting minutes.

2, This Policy was adopted by the Board of Education on the adoption date noted at

the end of this Policy and will be in effect for the period of the school year. The
school district will distribute this Policy to all parents of participating Title I
children on or before October 1 of each school year.

Elementary and Secondary Education Act, Title I, Section 1116(a)(2)

Adopted: March 17, 2026
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2440 SUMMER SESSION

The Board of Education may conduct a summer session. A summer session must be
approved by the Board of Education and the Executive County Superintendent of Schools
and may include:

1. Remedial courses for students who wish to retake a course or subject
previously taken and for which credits or placement may be awarded upon
successful completion;

2 Advanced courses for students who wish to take a course or subject not
previously taken in an approved school district program and for which
additional credits or advanced placement may be awarded upon successful
completion of the course; and

3. Enrichment courses for students who wish to take a course or subject of a
vocational interest and for which no credits are to be awarded.

The Superintendent of Schools will develop a summer session program and submit the
proposed program to the Board for approval. The proposed program shall include the
details of the summer session including, but not limited to, a list of the courses or
programs offered, the hours of operation, the school(s) where the summer session(s) will
be operating, any tuition fees to be charged in accordance with the provisions of N.J.A.C.
6A:32-10.3, and projected cost of operation.

A student will be enrolled in a remedial course only on the written recommendation of
the Principal of the school the student regularly attends. The recommendation shall state
the name of the subject(s) which the student may take and the purpose for which each
subject is taken. A student previously retained at grade level may be promoted on
successful completion of a required remedial course, but no student shall be required to
attend the summer session.

In accordance with the provisions of N.J.A.C. 6A:32-10.3, tuition may be charged to
nonresident students enrolled in a summer session course and to resident students
enrolled in enrichment courses which carry no credit and are determined by the Executive
County Superintendent to have no direct relationship to the curriculum. Tuition may be
charged to students domiciled within the district for enrollment in remedial or advanced
courses in accordance with the provisions of N.J.S.A. 18A:11-135.

The Superintendent shall develop regulations for the summer session that include
provisions for appropriate planning, proper staffing, student assignments, student
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evaluation, student records, award of credit, grade placement, and the utilization of
facilities. Such regulations for the operation of the summer session shall be consistent
with rules of the State Board of Education and Board policies. The operation of the
summer session shall not conflict in any way with the administration of the regular school

sessions of this district.

N.J.S.A. 18A:11-15; 18A:54B-1 et seq.
N.J.A.C. 6A:32-10.1; 6A:32-10.2; 6A:32-10.3; 6A:32-10.4; 6A:32-10.5

Adopted: March 17,2026






