
As a community, we prepare lifelong learners to achieve 
their full potential in a complex and interconnected world.

Reynolds School District
Board of Education Work Session

February 12, 2025
6:00 PM

Building I, Edgefield Campus
2408 SW Halsey Street

Troutdale, Oregon 97060

I. 6:00p - Call to Order
A. Roll Call
B. Land Acknowledgement
C. Mission and Vision

II. 6:10p - Boundary Re-Balancing Report
III. 6:45p - Policy Updates: First Reading
IV. 7:05p - Board Discussion: Resolution Support Gender Expansive Students and Staff
V. 7:15p - Adjourn
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As a community, we prepare lifelong learners to achieve 
their full potential in a complex and interconnected world.

To: Board of Directors

From: Frank Caropelo, Superintendent

Subject: Call to Order

Type: ☒ Action Item ☐ Report / Presentation

Policy: BDDF: Conduct of Board Meetings

Date: February 12, 2024

Connection to Strategic Plan Goal Topics:

☒ Marginalized Students ☒ Culturally Responsive Teaching
☒ Student and Staff Wellness ☒ Professional Development

Roll Call:
• Position 1: Director Aaron Muñoz
• Position 2: Vice Chair Joyce Rosenau
• Position 3: Chair Michael Reyes
• Position 4: Director Cayle Tern

• Position 5: Director Patty Carrera
• Position 6: Director Ana Gonzalez Muñoz
• Position 7: Director Francisco Ibarra

Land Acknowledgement

Mission and Vision



 We respectfully acknowledge that the land on which we are gathering
today is the traditional homeland of a diverse array of indigenous tribes
and bands. Multnomah County rests on traditional village sites of the

Multnomah, Wasco, Cowlitz, Kathlamet, Clackamas, Bands of Chinook,
Tualatin, Kalapuya, Molalla, and many other tribes who made their homes

along the Columbia River, creating communities and summer
encampments to harvest and use the plentiful natural resources of the

area. Multnomah County is now home to a vibrant indigenous community
representing over 400 different tribal nations.

We recognize Indigenous peoples as the traditional stewards of this land
and acknowledge the enduring relationship between the land and the

people since time immemorial. We make this acknowledgement to open a
space of recognition, inclusion, and respect for our sovereign tribal

partners and all indigenous students, families, and staff in our community.

Land Acknowledgement



mission:
We lead with equity to educate
and support all students to
graduate with the skills and
confidence to thrive.

vision:
As a community, we prepare

lifelong learners to achieve their
full potential in a complex and

interconnected world.

vision:



As a community, we prepare lifelong learners to achieve 
their full potential in a complex and interconnected world.

To: Board of Directors

From: Frank Caropelo, Superintendent

Subject: Boundary Rebalancing

Type: ☐ Action Item ☒ Report / Presentation

Policy: BD/BDA: Board Meetings; BDDF: Conduct of Board Meetings

Date: January 22, 2025

Connection to Strategic Plan Goal Topics:

☒ Marginalized Students ☒ Culturally Responsive Teaching
☒ Student and Staff Wellness ☒ Professional Development

Summary / Background: 

Previous Board Action:
Not Applicable.

Financial Implications: 
Not Applicable.

Motion:
Not Applicable.



As a community, we prepare lifelong learners to achieve their

full potential in a complex and interconnected world.

Boundary 
Rebalancing

February 12, 2025



Enrollment as of 
January 15

Building
Capacity

Under (-) / Over (+)
Capacity

Alder 355 625 -270

Davis 306 500 -194

Fairview* 301 575 -274

Glenfair 501 450 +51

Hartley 312 450 -138

M. Scott 370 425 -55

Salish Ponds* 328 500 -172

Sweetbriar* 260 475 -215

Troutdale* 373 500 -127

Wilkes* 447 525 -78

Woodland* 388 550 -162

*School hosts district specialized classroom(s)



Middle Schools 
Enrollment as of 

January 15 Building Capacity Under (-)/Over (+) Capacity

H. B. Lee 724 748 -24

Reynolds Middle 702 1099 -397

Walt Morey 516 839 -323

HB Lee Reynolds Middle Walt Morey

½ of Alder ½ of Alder Sweetbriar

Glenfair Davis Troutdale

Margaret Scott Fairview Woodland

Wilkes Hartley 

Salish Ponds



Current Elementary & Middle School Boundaries
Alder

Davis

Fairview

Glenfair

Hartley

Margaret Scott

Salish Ponds

Sweetbriar

Troutdale

Wilkes

Woodland



Purpose of Proposed Boundary Changes

- Relieve overcrowding at Glenfair and HB Lee

- Address Alder middle school feeder issue

- Improve transportation efficiencies

- Plan for potential overcrowding at Fairview and Woodland



Proposal

Year 1: West Side Schools Impacted:
Glenfair, Margaret Scott, Wilkes, Hartley, Davis, Alder, HB Lee, RMS 

Year 2: Central/East Side Schools Impacted: 
Fairview, Salish Ponds, Woodland, Troutdale, Sweetbriar



Year 1: Possible
Boundary Changes

Goal: Address growth in the attendance 
areas in the west side of the district



West Side Elementary
Overview Map

Alder

Davis

Glenfair

Hartley

Margaret Scott

Wilkes



Glenfair Boundary Adjustments

Glenfair to M. Scott: 64 Students

Glenfair to Wilkes: 48 Students

Glenfair

Margaret Scott

Wilkes



Margaret Scott Boundary Adjustments

M. Scott to Wilkes: 66 students

M. Scott to Hartley: 8 students

Hartley

Margaret Scott

Wilkes



Wilkes / Hartley Boundary Adjustments

Wilkes to Hartley: 156 students

Hartley

Wilkes



Hartley / Davis Boundary Adjustments

Hartley to Davis: 94 students

Davis

Hartley



Alder Feeder Adjustment: All Alder students would attend RMS



Other Year 1 Options Considered

1) Do nothing

2) Add 3 portable classrooms at both Glenfair and HB Lee

3) Reassign Glenfair students to Hartley



Enrollment after Year 1 Boundary Changes
Enrollment as 
of January 15 Change 25-26 Projected 

Enrollment
Building 
Capacity

Under (-)/Over 
(+) Cap

Davis 306 +94 400 500 -100

Hartley 312 +70 382 450 -68

Glenfair 501 -112 389 450 -61

M. Scott 370 -10 360 425 -65

Wilkes 447 -42 405 525 -120

H.B. Lee 724 -200 524 748 -224

RMS 702 +200 902 1099 -197



Proposed Map after Year 1 Boundary Changes
Alder

Davis

Fairview

Glenfair

Hartley

Margaret Scott

Salish Ponds

Sweetbriar

Troutdale

Wilkes

Woodland



Year 2: Possible
Boundary Changes

Goal: Address growth in Fairview and 
Woodland attendance areas



Fairview / Salish Ponds Boundary Adjustments

Fairview to Salish Ponds: 92

Salish Ponds to Fairview: 50

Fairview

Salish Ponds



Woodland / Troutdale / Sweetbriar Adjustments

Woodland to Sweetbriar: 93

Troutdale to Sweetbriar: <10

Sweetbriar

Troutdale

Woodland



Enrollment after Year 2 Boundary Changes
Enrollment as 
of January 15 Change 26-27 Projected 

Enrollment
Building 
Capacity

Under (-)/Over 
(+) Cap

Fairview 301 -42 259 575 -316

Salish 
Ponds 328 +42 370 500 -130

Sweetbriar 260 +93 353 475 -122

Woodland 388 -93 295 550 -255



Proposed Map after Year 2 Boundary Changes
Alder

Davis

Fairview

Glenfair

Hartley

Margaret Scott

Salish Ponds

Sweetbriar

Troutdale

Wilkes

Woodland



Facilities Bond 
Timeline



Bond Timelines

Election Date County Filing Date Requirements

May 20, 2025 February 28, 2025 Simple Majority

August 19, 2025 May 30, 2025 Double Majority

November 4, 2025 August 15, 2025 Simple Majority

March 10, 2026 December 19, 2025 Double Majority

Simple majority, no turnout requirement for approval

Simple majority AND 50 percent turnout required for approval



Bond Development Process

18 Months Out: Complete Long Range Facilities Plan, Develop Scope of 
Projects and Estimated Cost

14 Months Out: Conduct First Poll of Likely Voters

8 Months Out: Finalize Bond Proposal

6 Months Out: Second Field Poll/Finalize Bond Proposal

6 Months Out: Board Refers Bond to Ballot

5 Months Out: Bond Campaign by Bond Committee (Cannot be 
District Staff)



As a community, we prepare lifelong learners to achieve  
their full potential in a complex and interconnected world. 

 

 
To: ​ ​ Board of Directors 

From: ​ ​ Frank Caropelo, Superintendent​ ​ ​  

Subject: ​ ​ Policy Updates: First Reading 

Type:​ ​ ☐ Action Item​​ ☒ Report / Presentation 

Policy: ​ BF: Policy Development 

Date:​ ​ February 12, 2025 
​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​  

Connection to Strategic Plan Goal Topics: 

☒ Marginalized Students​ ​ ​ ​ ☒ Culturally Responsive Teaching 
☒ Student and Staff Wellness​ ​ ​ ☒ Professional Development 
​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​  

Summary / Background:  
The following policies were included in the December 2024 batch of OSBA updates. Some of the 
policies were adopted or deleted at the December Business Meeting. However, a federal court 
decision in Kentucky vacated the 2024 Title IX regulations so OSBA directed school districts to 
edit or revert back policies back to use the 2020 Title IX framework. Any policies with revisions 
from December have descriptions in red. This is a first reading on the following policies: 
 

Policy Number Policy Name Update Summary / Notes 

Section A/B: Board Governance 

AC-AR (1) 
Discrimination or Civil Rights 
Complaint Procedure 

Required administrative regulation.​
OAR 581-022-2370 requires districts to have 
complaint procedures, including for complaints of 
discrimination. Federal law also requires 
discrimination, including sex discrimination, 
complaint procedures. Districts are required to 
designate civil rights coordinators who have a 
responsibility to “oversee investigations of 
complaints alleging discrimination.” Districts are 
also required to have Title IX Coordinators.  
 
Adopted in December. Recommendation to 
readopt with the removal of any references to 
AC-AR(2). 

AC-AR (2) 
Sex-Based Discrimination 
Under Title IX 

DELETE due to the reverting of Title IX regulations  

Section G: Personnel 

GBN/JBA Sexual Harassment 
Required policy.​
The requirement for this policy comes from ORS 
342.700 and OAR 581-021-0038. Review Board 

 

 



policy AC - Nondiscrimination and Civil Rights for 
consideration of Title IX and sex-based 
discrimination. 
 
Adopted in December. Recommendation to revert 
back to the previous version, adopted in May 
2024. 

GBN/JBA-AR (1) 
Sexual Harassment 
Complaint Procedure 

Deleted in December. Readopt in place of 
AC-AR(2), which is recommendation for deletion. 

GBN/JBA-AR (2) 
Federal Law (Title IX) Sexual 
Harassment Procedure 

Deleted in December. Readopt in place of 
AC-AR(2), which is recommendation for deletion. 

GBNAA/JHFF 
Suspected Sexual Conduct 
with Students and Reporting 
Requirements 

Required.​
ORS 339.372 establishes the requirement for 
boards to adopt policy on suspected sexual 
conduct. House Bill 4160 (2024) changed the 
definition of student; changing a student who left 
school or graduated from high school “within 90 
days” to “within one calendar year”, and is in 
effect as of July 1, 2024 and is included in the 
recommended revisions. 

GCAA 
Standards for Competent 
and Ethical Performance of 
Oregon Educators 

Optional.​
House Bill 4160 (2024) changed the definition of 
student; changing a student who left school or 
graduated from high school “within 90 days” to 
“within one calendar year”, and is in effect as of 
July 1, 2024 and is included in the recommended 
revisions. 

GCBDD/GDBDD Sick Time 

Highly Recommended. 
The recommendation comes from the requirement 
for schools to implement a sick time policy (ORS 
653.606) and provide notice to employees of sick 
time policies and procedures. Changes based on 
ORS. 

Section G: Personnel 

JHFF/GBNAA 
Suspected Sexual Conduct 
with Students and Reporting 
Requirements 

Required.​
ORS 339.372 establishes the requirement for 
boards to adopt policy on suspected sexual 
conduct. House Bill 4160 (2024) changed the 
definition of student; changing a student who left 
school or graduated from high school “within 90 
days” to “within one calendar year”, and is in 
effect as of July 1, 2024 and is included in the 
recommended revisions. 

 
Previous Board Action: 
The Board reviews and approves all policies. 
 
Financial Implications:  
Not Applicable. 



Discrimination or Civil Rights Complaint Procedure – AC-AR(1)
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(1)

Code: AC-AR(1)
Revised/Reviewed: 1/04/07; 5/13/10; 9/09/15; 6/13/18; 8/23/23; 12/18/24

Discrimination or Civil Rights Complaint Procedure

Any person, including students, staff, visitors and third parties, may file a complaint.

Complaints regarding discrimination or harassment, on any basis protected by law, shall be processed in 
accordance with the following procedures:

Step 1: Complaints of sex-based discrimination received by the district, in addition to the procedures 
outlined below, must follow additional requirements in AC-AR(2) - Sex-Based Discrimination 
Complaints.

Complaints may be oral or in writing and      may be filed with the principal or civil rights 
coordinator.

Any staff member that receives an oral or written complaint shall report the complaint to the 
principal. If a complaint is filed with the civil rights coordinator, the civil rights coordinator 
will forward it to the principal. If a complaint is filed with the principal, the principal will 
notify the civil rights coordinator of the complaint. The civil rights coordinator will oversee 
the investigation conducted by the principal and ensure the investigation is resolved.

The principal shall ensure that any required notices are provided.1

The principal shall investigate and determine action to be taken, if any, and reply in writing to 
the complainant within 10 school days of receipt of the complaint.

Step 2: If the complainant wishes to appeal the decision of the principal, the complainant may submit 
a written appeal to the superintendent or designee within five school days after receipt of the 
principal’s response to the complaint.

The superintendent or designee shall review the principal’s decision and may meet with all 
parties involved. The superintendent or designee will review the merits of the complaint and 
the principal’s decision. The superintendent or designee will respond in writing to the 
complainant within 10 school days.

1 See the following for notice requirements:
1. Administrative regulation ACB-AR - Bias Incident Complaint Procedures
2. Administrative regulation AC-AR(2) - Sex-Based Discrimination Under Title IX
3. Board policy GBN/JBA - Sexual Harassment

Kaylie Jeffries
Cross-Out



Discrimination or Civil Rights Complaint Procedure – AC-AR(1)
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(1)

Step 3: If the complainant is not satisfied with the decision of the superintendent or designee, a written 
appeal may be filed with the Board within five school days of receipt of the superintendent’s 
or designee’s response to Step 2. The Board may decide to hear or deny the request for appeal 
at a Board meeting. If the Board decides to hear the appeal, the Board may meet with the 
concerned parties and their representative at a Board meeting. The Board’s decision will be 
final and will address each allegation in the complaint and contain reasons for the Board’s 
decision. A copy of the Board’s final decision shall be sent to the complainant in writing or 
electronic form within 30 days of receipt of the appeal by the Board.

If the principal is the subject of the complaint, the individual may start at Step 2 and should file a 
complaint with the superintendent or designee. The superintendent will notify the civil rights coordinator.

If the superintendent is the subject of the complaint, the complaint may start at Step 3 and should be 
referred to the Board chair. The Board may refer the investigation to a third party. The Board chair will 
direct notification to the civil rights coordinator.

Complaints against the Board as a whole or against an individual Board member, may start at Step 3 and 
should be submitted to the Board chair and may be referred to district counsel. The Board chair will direct 
notification to the civil rights coordinator.

Complaints against the Board chair may start at Step 3 and be referred directly to the Board vice chair. The 
Board vice chair will direct notification to the civil rights coordinator.

All complaints, including those starting at Step 2 or later, will meet all legal requirements. The civil rights 
coordinator will oversee these requirements.

The timelines established in each step of this procedure may be extended by mutual agreement between 
the district and complainant.     

The complainant may appeal2 the district’s final decision to the Deputy Superintendent of Public 
Instruction under Oregon Administrative Rule (OAR) 581-075-0001 - 581-075-0045 (the rules are 
amended by OAR 581-075-0901 until April 30, 2025) if: the complainant resides in the district, is the 
parent/guardian of a student who attends school in the district, or is a student; AND 1) the complainant has 
exhausted local complaint procedures; 2) the district failed to render a written decision within 30 days of 
submission of the complaint at any step (unless the district and complainant have agreed in writing to a 
different time period for that step); or 3) the district failed to resolve the complaint within 90 days of the 
initial filing of the complaint.

2 An appeal must meet the criteria found in OAR 581-002-0005(1)(a)075-0010 (the rules are amended by OAR 581-075-0901 
until April 30, 2025).
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DISCRIMINATION OR CIVIL RIGHTS COMPLAINT FORM
Any person, including students, staff, visitors and third parties, may file a complaint.

An online complaint form can be found on the RSD website.

Name of Person Filing Complaint Date School or Activity

Student/Parent □ Employee □ Job applicant □ Other □ 

Type of discrimination or harassment:
□ Race
□ Color
□ Religion
□ Sex
□ National or ethnic origin
□ Gender identity

□ Mental or physical 
disability

□ Marital status
□ Familial status
□ Economic status
□ Veterans’ status

□ Age
□ Sexual orientation
□ Pregnancy
□ Discriminatory use of a 

Native American mascot

□ Other 

Specific complaint: (Please provide detailed information including names, dates, places, activities and 
results of the discussion.)

Who should we talk to and what evidence should we consider? 

Suggested solution/resolution/outcome: 

This complaint form should be mailed or submitted to the principal.

Direct complaints related to educational programs and services may be made to the U.S. Department of 
Education, Office for Civil Rights. Direct complaints related to employment may be filed with the Oregon 
Bureau of Labor and Industries, Civil Rights Division, or the U.S. Department of Labor, Equal 
Employment Opportunities Commission.



Discrimination Complaint Procedure – AC-AR
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Code: AC-AR(2) 
Revised/Reviewed:  
 

Sex-Based Discrimination Under Title IX 
 
Definitions 
 
“Discrimination on the basis of sex” includes discrimination on the basis of sex-stereotypes, sex 
characteristics, pregnancy or related conditions, sexual orientation, and gender identity. 
 
“Complainant” means: 

A student or employee who is alleged to have been subjected to conduct that could constitute sex 
discrimination under Title IX; or 

A person other than a student or employee who is alleged to have been subjected to conduct that could 
constitute sex discrimination under Title IX and who was participating or attempting to participate in 
the district’s education program or activity at the time of the alleged discrimination. 

“Complaint” means an oral or written request to the district that objectively can be understood as a request 
for the district to investigate and make a determination about alleged discrimination. 
 
“Consent” means the knowing, voluntary and clear agreement by all parties to participate in the specific 
act. 
 
“Parental status” means the status of a person who, with respect to another person who is under the age of 
18 or who is 18 or older but is incapable of self-care because of a physical or mental disability, is: 
 
1. A biological parent; 

2. An adoptive parent; 

3. A foster parent; 

4. A stepparent; 

5. A legal custodian or guardian; 

6. In loco parentis with response to such a person; 

7. Actively seeking legal custody, guardianship, visitation, or adoption of such a person. 

“Peer retaliation” means retaliation by a student against another student. 

“Pregnancy or related conditions” means: 
 



 

 Discrimination Complaint Procedure – AC-AR 
2-12 

 

1. Pregnancy, childbirth, termination of pregnancy, or lactation; 

2. Medical conditions related to pregnancy, childbirth, termination of pregnancy, or lactation; or 

3. Recovery from pregnancy, childbirth, termination of pregnancy, lactation, or related medical 
conditions. 

“Sex-based harassment” is a form of sex discrimination and means sexual harassment and other 
harassment on the basis of sex, including on bases described in 34 CFR § 106.10, that is: 
 
1. Quid pro quo harassment. An employee, agent, or other person authorized by the district to provide 

an aid, benefit, or service under the district’s education program or activity explicitly or impliedly 
conditioning the provision of such an aid, benefit, or service on a person’s participation in 
unwelcome sexual conduct; 

2. Hostile environment harassment. Unwelcome sex-based conduct that, based on the totality of the 
circumstances, is subjectively and objectively offensive and is so severe or pervasive that it limits or 
denies a person’s ability to participate in or benefit from the district’s education program or activity 
(i.e., creates a hostile environment). Whether a hostile environment has been created is a fact 
specific inquiry that includes consideration of the following: 

a. The degree to which the conduct affected the complainant’s ability to access the district’s 
education program or activity; 

b. The type, frequency, and duration of the conduct; 
c. The parties’ age, roles within the district’s education program or activity, previous 

interactions, and other factors about each party that may be relevant to evaluating the effects of 
the conduct; 

d. The location of the conduct and the context in which the conduct occurred; and 
e. Other sex-based harassment in the district’s education program or activity; or 

3. Specific offenses including sexual assault, dating violence, domestic violence, and stalking.1 

“Supportive measures” means individualized measures offered as appropriate, as reasonably available, 
without unreasonably burdening a complainant or respondent, not for punitive or disciplinary reasons, and 
without fee or charge to the complainant or respondent to: 
 
1. Restore or preserve that party’s access to the district’s education program or activity, including 

measures that are designed to protect the safety of the parties or the district’s educational 
environment; or 

2. Provide support during the district’s grievance procedures under 34 CFR § 106.45, and if applicable 
34 CFR § 106.46, or during the informal resolution process under 34 CFR § 106.44(k). 

Notice of Nondiscrimination 

The district will provide notice of nondiscrimination to students; parents, guardians, or other authorized 
legal representatives of elementary school and secondary school students; employees; applicants for 

 
1 See 34 CFR § 106.2, Sex-based harassment (3) Specific offenses for definitions. 
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admission and employment and all unions and professional organizations holding collecting bargaining or 
professional agreements with the district. This notice will be continuously available on the district website, 
be posted in multiple locations, be made available in the languages of the communities served by the 
district, and be disseminated annually to staff, students, and families in an accessible manner.2 This 
includes, but is not limited to, each handbook, catalog, announcement, bulletin, and application form that 
the district makes available to persons entitled to the notice. 
 

Sample notice: 

The district does not discriminate on the basis of age, disability, national origin, race, color, 
marital status, religion, sex, sexual orientation, and gender identity. 
 
The district prohibits sex discrimination in any education program or activity it operates, as 
required by Title IX and its regulations, including admission and employment. 
 
Inquiries about Title IX may be referred to the district’s Title IX Coordinator, the U.S. 
Department of Education’s Office for Civil Rights, or both. 
 
The following have been designated by the district: 
Title IX Coordinator, Civil Rights Coordinator, and Title II Coordinator:  
Ethan Snyder 
1204 NE 201st Ave; Fairview, OR 97024 
esnyder@rsd7.net 
503.661.7200 
 
Section 504 Coordinator: 
Holly Altiero 
2408 SW Halsey St; Troutdale, OR 97060 
haltiero@rsd7.net 
503.661.7200 
 
The district’s nondiscrimination policy and grievance procedures can be located on the 
Reynolds School District website in the “About” section. 
 
To report information about conduct that may constitute sex discrimination or make a 
complaint of sex discrimination under Title IX, please refer to the Reynolds School District 
website. The “Public Complaints and Procedures” link is in the “About” section. 

 
 
The following may also be used in district publications: 
 

The district prohibits sex discrimination in any education program or activity it operates. 
Individuals may report concerns or questions to the Title IX Coordinator. The notice of 
nondiscrimination is located at reynolds.k12.or.us/district/non-discrimination-notice 

 

 
2 This reflects the requirements for the Title IX notice (34 CFR § 106.8(c)(1)) and Oregon law OAR 581-021-0045(4). 
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Training Requirements 

The district will ensure the following individuals receive training related to their duties under Title IX 
promptly upon hiring or change of position which alters their duties under Title IX or this administrative 
regulation, and annually thereafter. The training must not rely on sex stereotypes. 
 
1. All employees must be trained on: 

a. The district’s obligation to address sex discrimination in its education program or activity; 
b. The scope of conduct that constitutes sex discrimination under Title IX and regulation, 

including the definition of sex-based harassment; and 
c. All applicable notification and information requirements. 

2. All investigators, decisionmakers, and other persons3 who are responsible for implementing the 
district’s grievance procedures or have the authority to modify or terminate supportive measures 
must be trained on the following topics to the extent related to their responsibilities: 

a. The district’s obligations under 34 CFR § 106.44 (District’s response to sex discrimination); 
b. The district’s grievance procedures; 
c. How to serve impartially, including by avoiding prejudgment of the facts at issue, conflicts of 

interest, and bias; and 
d. The meaning and application of the term ‘relevant’ in relation to questions and evidence, and 

the types of evidence that are impermissible regardless of relevance under law. 

3. All facilitators4 of an informal resolution process must be trained on the rules and practices 
associated with the district’s informal resolution process and on how to serve impartially, including 
by avoiding conflicts of interest and bias; 

4. The Title IX Coordinator and any designees must be trained on their specific legal responsibilities5, 
the district’s recordkeeping system related requirements, and any other training necessary to 
coordinate the district’s compliance with Title IX. 

The district will make all training materials available upon request for inspection by members of the 
public. 
 
Title IX Coordinator Duties 
 
The Title IX Coordinator is responsible for coordinating the district’s compliance with its obligations 
under Title IX. 

 
3 This requirement is in addition to the requirements in 1. above for all employees. This requirement may include board 
members. 

4 This requirement is in addition to the requirements in 1. above for all employees. 

5 See 34 CFR §§ 106.40(b)(3) and 106.44(f) and (g).  
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When notified of conduct that reasonably may constitute sex discrimination under Title IX, the Tite IX 
Coordinator must take the following actions to promptly and effectively end any sex discrimination in its 
education program or activity, prevent its recurrent, and remedy its effects: 

1. Treat the complainant and respondent equitably; 

2. Offer and coordinate supporting measures for complainant and respondent, as appropriate; 

3. Notify the complainant or, if the complainant is unknown, the individual who reported the conduct 
of the grievance procedures (including informal resolutions process as appropriate); 

4. If a complaint is made, notify the respondent of the grievance procedures (including informal 
resolutions process as appropriate); 

5. In response to a complaint, initiate the grievance procedures; 

6. In the absence of a complaint or the withdrawal of any or all of the allegation in the complaint, and 
in the absence or termination of an informal resolution process, determine whether to initiate a 
complaint of sex discrimination6. If, after considering these and other relevant factors, the Title IX 
Coordinator determines that the conduct as alleged presents an imminent and serious threat to the 
health or safety of the complainant or other person, or that the conduct as alleged prevents the 
district from ensuring equal access on the basis of sex to its education program or activity, the Title 
IX Coordinator may initiate a complaint; 

7. If initiating a complaint, notify the complainant prior to doing so and appropriately address 
reasonable concerns about the complainant’s safety or the safety of others, including by providing 
supportive measures; and 

8. Regardless of whether a complaint is initiated, take other appropriate prompt and effective steps, in 
addition to steps necessary to effectuate the remedies provided to an individual complainant, if any, 
to ensure that sex discrimination does not continue or recur within the district’s education program 
or activity. 

 

 
6 To make this fact-specific determination, the Title IX Coordinator must consider, at a minimum, the following factors: 
1. The complainant’s request not to proceed with initiation of a complaint; 
2. The complainant’s reasonable safety concerns regarding initiation of a complaint; 
3. The risk that additional acts of sex discrimination would occur if a complaint were not initiated; 
4. The severity of the alleged sex discrimination, including whether the discrimination, if established, would require the 

removal of a respondent from campus or imposition of another disciplinary sanction to end the discrimination and prevent 
its recurrence; 

5. The age and relationship of the parties, including whether the respondent is an employee of the district; 
6. The scope of the alleged sex discrimination, including information suggesting a pattern, ongoing sex discrimination, or sex 

discrimination alleged to have impacted multiple individuals; 
7. The availability of evidence to assist a decisionmaker in determining whether sex discrimination occurred; and 
8. Whether the district could end the alleged sex discrimination and prevent its recurrence without initiating its grievance 

procedure. 
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Additional Requirements under Title IX 

If the district has knowledge of conduct that reasonably may constitute sex discrimination in its education 
program or activity, the district must respond promptly and effectively. Each district employee7 must 
notify the Title IX Coordinator when the employee has information about conduct that reasonably may 
constitute sex discrimination under Title IX.8 
 
The district will treat complainants and respondents equitably.9 
 
The district requires that any Title IX Coordinator, investigator, or decisionmaker not have a conflict of 
interest or bias for or against complainants or respondents generally or an individual complainant or 
respondent. A decisionmaker may be the same person as the Title IX Coordinator or investigator.10 

The district presumes that the respondent is not responsible for the alleged sex discrimination until a 
determination is made at the conclusion of its grievance procedures.11 
 
The district will follow timelines in AC-AR(1) – Discrimination or Civil Rights Complaint Procedure. 
Timelines may be amended in accordance with that procedure.12 
 
The district will take reasonable steps to protect the privacy of the parties and witnesses during its 
grievance procedures. These steps will not restrict the ability of the parties to obtain and present evidence, 
including by speaking to witnesses; consult with their family members, confidential resources, or advisors; 
or otherwise prepare for or participate in the grievance procedures. The parties cannot engage in 
retaliation, including against witnesses. 
 
If a complainant or respondent is a student with a disability, the Title IX Coordinator must consult with 
one or more members of the student’s Individualized Education Program (IEP) team or the group of 
persons responsible for the student’s placement decision as required by law.13 
 
Records related to complaints, notifications and trainings will be kept in accordance with 34 CFR § 
106.8(f).14 

 
7 Does not apply to confidential employees, as defined in 34 CFR § 106.2. 

8 This requirement does not apply to an employee who has personally be subject to conduct that reasonably may constitute sex 
discrimination under Title IX. 

9 34 CFR § 106.45(b)(1). 

10 34 CFR § 106.45(b)(2). 

11 34 CFR § 106.45(b)(3). 

12 34 CFR § 106.45(b)(4). 

13 34 CFR § 106.8(e). 

14 Records documenting the information resolution process, the grievance procedures, any resulting outcome, records 
documenting the actions the district took to meet obligations under this regulation and training materials must be kept for a 
minimum of seven years.  
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The Title IX Coordinator must monitor the district’s education program or activity for barriers to reporting 
information about conduct that reasonably may constitute sex discrimination under Title IX and take steps 
reasonably calculated to address such barriers. 
 
Complaint and Grievance Procedures15 
 
The district has adopted complaint procedures that provide for the prompt and equitable resolution of 
complaints made by students, employees, or other individuals who are participating or attempting to 
participate in its education program or activity, or by the Title IX Coordinator, alleging any action that 
would be prohibited by Title IX or the Title IX regulations. These procedures can be found in AC-AR(1) - 
Discrimination or Civil Rights Complaint Procedure. 
 
The following persons have a right to make a complaint about sex discrimination, including complaints of 
sex-based harassment, requesting that the district investigate and make a determination about alleged 
discrimination under Title IX: 

1. A “complainant,” includes: 

a. A student or employee of the district who is alleged to have been subjected to conduct that 
could constitute sex discrimination under Title IX; or 

b. A person other than a student or employee of the district who is alleged to have been subjected 
to conduct that could constitute sex discrimination under Title IX at a time when that 
individual was participating or attempting to participate in the district’s education program or 
activity; 

2. A parent, guardian, or other authorized legal representative with the legal right to act on behalf of a 
complainant; or 

3. The district’s Title IX Coordinator. 

A person is entitled to make a complaint of sex-based harassment under Title IX only if they themselves 
are alleged to have been subjected to the sex-based harassment, if they have a legal right to act on behalf of 
such person, or if the Title IX Coordinator initiates a complaint consistent with requirements of 34 CFR § 
106.44(f)(1)(v). 
 
With respect to complaints of sex discrimination other than sex-based harassment, in addition to the people 
listed above, the following persons have a right to make a complaint: 

1. Any student or employee of the district; or 

2. Any person other than a student or employee who was participating or attempting to participate in 
the district’s educational program or activity at the time of the alleged sex discrimination. 

Individuals may be able to file complaints under different laws and procedures. 
 
The district may consolidate complaints of sex discrimination against more than one respondent, or by 
more than one complainant against one or more respondents, or by one party against another party, when 

 
15 See 34 CFR §§ 106.8(b)(2) and 106.45. 
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the allegations of sex discrimination arise out of the same facts or circumstances. When more than one 
complainant or more than one respondent is involved, references below to a party, complainant, or 
respondent include the plural, as applicable. 
 
Notice of Allegations 
 
Upon initiation of the district’s Title IX grievance procedures, the district will notify the parties in writing 
of the following: 

1. The district’s Title IX grievance procedures and any informal resolution process; 

2. Sufficient information available at the time to allow the parties to respond to the allegations, 
including the identities of the parties involved in the incident(s), the conduct alleged to constitute sex 
discrimination, and the date(s) and location(s) of the alleged incident(s); 

3. Retaliation is prohibited; and 

4. The parties are entitled to an equal opportunity to access the relevant and not otherwise 
impermissible evident or an accurate description of this evidence. If the district provides a 
description of the evidence the parties are entitled to an equal opportunity to access the relevant and 
not otherwise impermissible evidence upon the request of any party. 

If, in the course of an investigation, the district decides to investigate additional allegations of sex 
discrimination by the respondent toward the complainant that are not included in the notice provided or 
that are included in a complaint that is consolidated, the district will notify the parties of the additional 
allegations. 
 
Investigation 
 
Using established investigative procedures, the district will provide for adequate, reliable, and impartial 
investigation of complaints. 
  
The burden is on the district—not on the parties—to conduct an investigation that gathers sufficient 
evidence to determine whether sex discrimination occurred. 
 
The district will provide an equal opportunity for the parties to present fact witnesses and other inculpatory 
and exculpatory evidence that are relevant and not otherwise impermissible. 
 
The district will review all evidence gathered through the investigation and determine what evidence is 
relevant and what evidence is impermissible regardless of relevance. 
 
The district will objectively evaluate all evidence that is relevant and not otherwise impermissible—
including both inculpatory and exculpatory evidence. Credibility determinations will not be based on a 
person’s status as a complainant, respondent, or witness. 
 
The district will provide each party with an equal opportunity to access the evidence that is relevant to the 
allegations of sex discrimination and not otherwise impermissible, in the following manner: 
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1. The district will provide an equal opportunity to access either the relevant and not otherwise 
impermissible evidence, or an accurate description of this evidence. If the district provides a 
description of the evidence, the district will provide the parties with an equal opportunity to access 
the relevant and not otherwise impermissible evidence upon request of the party; 

2. The district will provide a reasonable opportunity to respond to the evidence or the accurate 
description of the evidence; and 

3. The district will take reasonable steps to prevent and address the parties’ unauthorized disclosure of 
information and evidence obtained solely through the grievance procedures. Disclosures of such 
information and evidence for purposes of administrative proceedings or litigation related to the 
complaint of sex discrimination are authorized. 

Questioning the Parties and Witnesses 
 
The district will provide a process that enables the decisionmaker to question parties and witnesses to 
adequately assess a party’s or witness’s credibility to the extent credibility is both in dispute and relevant 
to evaluating one or more allegations of sex discrimination. 

The following types of evidence, and questions seeking that evidence, are impermissible (i.e., will not be 
accessed or considered, except by the district to determine whether one of the exceptions listed below 
applies; will not be disclosed; and will not otherwise be used), regardless of whether they are relevant: 
 
1. Evidence that is protected under a privilege recognized by Federal or State law or evidence provided 

to a confidential employee, unless the person to whom the privilege or confidentiality is owed has 
voluntarily waived the privilege or confidentiality; 

2. A party’s or witness’s records that are made or maintained by a physician, psychologist, or other 
recognized professional or paraprofessional in connection with the provision of treatment to the 
party or witness, unless the district obtains that party’s consent or witness’s voluntary, written 
consent for use in its grievance procedures; and 

3. Evidence that relates to the complainant’s sexual interests or prior sexual conduct, unless evidence 
about the complainant’s prior sexual conduct is offered to prove that someone other than the 
respondent committed the alleged conduct or is evidence about specific incidents of the 
complainant’s prior sexual conduct with the respondent that is offered to prove consent to the 
alleged sex-based harassment. The fact of prior consensual sexual conduct between the complainant 
and respondent does not by itself demonstrate or imply the complainant’s consent to the alleged sex-
based harassment or preclude determination that sex-based harassment occurred. 

Determination whether Sex Discrimination Occurred 
 
Following an investigation and evaluation of all relevant and not otherwise impermissible evidence, the 
district will: 
 
1. Use the preponderance of the evidence standard of proof to determine whether sex discrimination 

occurred. The standard of proof requires the decisionmaker to evaluate relevant and not otherwise 
impermissible evidence for its persuasiveness. If the decisionmaker is not persuaded under the 
applicable standard by the evidence that sex discrimination occurred, whatever the quantity of the 
evidence is, the decisionmaker will not determine that sex discrimination occurred; 
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2. Notify the parties in writing of the determination whether sex discrimination occurred under Title IX 
including the rationale for such determination, and the procedures and permissible bases for the 
complainant and respondent to appeal, if applicable; 

3. Not impose discipline on a respondent for sex discrimination prohibited by Title IX unless there is a 
determination at the conclusion of the grievance procedures that the respondent engaged in 
prohibited sex discrimination; 

4. If there is a determination that sex discrimination occurred, the Title IX Coordinator will, as 
appropriate: 

a. Coordinate the provision and implementation of remedies to a complainant and other people 
the district identifies as having had equal access to the district’s education program or activity 
limited or denied by sex discrimination; 

b. Coordinate the imposition of any disciplinary sanctions on a respondent, including notification 
to the complainant of any such disciplinary sanctions; and 

c. Take other appropriate prompt and effective steps to ensure that sex discrimination does not 
continue or recur within the district’s education program or activity. 

5. Comply with the grievance procedures before the imposition of any disciplinary sanctions against a 
respondent; and 

6. Not discipline a party, witness, or others participating in the grievance procedures for making a false 
statement or for engaging in consensual sexual conduct based solely on the determination whether 
sex discrimination occurred. 

Dismissal of Complaints 
 
The district may dismiss a complaint of sex discrimination if: 
 
1. The district is unable to identify the respondent after taking reasonable steps to do so; 

2. The respondent is not participating in the district’s education program or activity and is not 
employed by the district; 

3. The complainant voluntarily withdraws any or all of the allegations in the complaint, the Title IX 
Coordinator declines to initiate a complaint, and the district determines that, without the 
complainant’s withdrawn allegations, the conduct that remains alleged in the complaint, if any, 
would not constitute sex discrimination under Title IX even if proven; or 

4. The district determines the conduct alleged in the complaint, even if proven, would not constitute 
sex discrimination under Title IX. Before dismissing the complaint, the district will make reasonable 
efforts to clarify the allegations with the complainant. 

Upon dismissal, the district will promptly notify the complaint of the basis for the dismissal. If the 
dismissal occurs after the respondent has been notified of the allegations, then the district will also notify 
the respondent of the dismissal and the basis for the dismissal promptly following notification to the 
complainant, or simultaneously if notification is in writing. 
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The district will notify the complainant that a dismissal may be appealed and will provide the complainant 
with an opportunity to appeal the dismissal of a complaint. If the dismissal occurs after the respondent has 
been notified of the allegations, then the district will also notify the respondent that the dismissal may be 
appealed. Dismissals may be appealed on the following bases: 
 
1. Procedural irregularity that would change the outcome; 

2. New evidence that would change the outcome and that was not reasonably available when the 
dismissal was made; and 

3. The Title IX Coordinator, investigator, or decisionmaker had a conflict of interest or bias for or 
against complainants or respondents generally or the individual complainant or respondent that 
would change the outcome. 

If the dismissal is appealed, the district will: 

1. Notify the parties of any appeal, including notice of the allegations, if notice was not previously 
provided to the respondent; 

2. Implement appeal procedures equally for the parties; 

3. Ensure that the decisionmaker for the appeal did not take part in an investigation of the allegations or 
dismissal of the complaint; 

4. Ensure that the decisionmaker for the appeal has been trained consistent with the Title IX 
regulations; 

5. Provide the parties a reasonable and equal opportunity to make a statement in support of, or 
challenging, the outcome; and 

6. Notify the parties of the result of the appeal and the rational for the result. 

When a complaint is dismissed, the district will, at a minimum: 
 
1. Offer supportive measures to the complainant as appropriate;16 

2. If the respondent has been notified of the allegations, offer supportive measure to the respondent as 
appropriate; and 

3. Take other prompt and effective steps, as appropriate, through the Title IX Coordinator to ensure 
that sex discrimination does not continue or recur within the district’s education program or 
activity.17 

 
 
 

 
16 See 34 CFR § 106.44(g). 

17 See 34 CFR § 106.44(f). 
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Appeal of Determinations 
 
Appeals may be filed in accordance with AC-AR(1) - Discrimination or Civil Rights Complaint 
Procedure. 
 
Informal Resolutions 
 
In lieu of resolving a complaint through the district’s Title IX grievance procedures, the parties may 
instead elect to participate in an informal resolution process. The district does not offer informal resolution 
to resolve a complaint that includes allegations that an employee engaged in sex-based harassment of a 
student, or when such a process would conflict with Federal, State, or local laws.18 
 
Supportive Measures 
 
The district will offer and coordinate supportive measures as appropriate for the complainant and/or 
respondent to restore or preserve that person’s access to the district’s education program or activity or 
provide support during the district’s Title IX grievance procedures or during the informal resolution 
process. For complaints of sex-based harassment, these supportive measures may include but are not 
limited to, counseling; extensions of deadlines and other course-related adjustments; restrictions on contact 
applied to one or more parties; leaves of absence; changes in class or work, and training and education 
programs related to sex-based harassment. 
 
Disciplinary Sanctions and Remedies 
 
Following a determination that sex-based harassment occurred, the district may impose disciplinary 
sanctions, ranging from a letter of reprimand to suspension or termination. The district may also provide 
remedies, which may include, but limited to, counseling, extension of deadlines, restrictions on contact 
between the parties, or changes in class or work.  
 

 
18 See 34 CFR § 106.44(k) 
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Code: GBNAA/JHFF 
Adopted: 9/28/22 
Revised/Readopted: 4/26/23 
Orig. Code(s): JHFF 
 

Suspected Sexual Conduct with Students and Reporting Requirements 
 
Sexual conduct by district employees, contractors1, agents2, and volunteers3 is prohibited and will not be 
tolerated. All district employees, contractors, agents, and volunteers, and students4 are subject to this 
policy. Students are also subject to this policy if they are acting as an employee, contractor, agent or 
volunteer. 

5“Sexual conduct,” means verbal or physical conduct or verbal, written or electronic communications by a 
school employee, a contractor, an agent or a volunteer that involve a student and that are sexual advances 
or requests for sexual favors directed toward the student, or of a sexual nature that are directed toward the 
student or that have the effect of unreasonably interfering with a student’s educational performance, or of 
creating an intimidating or hostile educational environment. “Sexual conduct” does not include touching or 
other physical contact that is necessitated by the nature of the school employee’s job duties or by the 
services required to be provided by the contractor, agent or volunteer, and for which there is no sexual 
intent; verbal, written or electronic communications that are provided as part of an education program that 
meets state educational standards or a policy approved by the Board; or conduct or communications 
described in the definition of sexual conduct herein if the school employee, contractor, agent or volunteer 
is also a student and the conduct or communications arise out of a consensual relationship between 
students, do not create an intimidating or hostile educational environment and are not prohibited by law, 
any policies of the district or any applicable employment agreements. 

“Student” means any person who is in any grade from prekindergarten through grade 12 or 21 years of age 
or younger and receiving educational or related services from the district that is not a post-secondary 
institution of education, or who was previously known as a student by the person engaging in sexual 

 
1 “Contractor” means a person providing services to the district under a contract in a manner that requires the person to have 
direct, unsupervised contact with students. 

2 “Agent” means a person acting as an agent for the district in a manner that requires the person to have direct, unsupervised 
contact with students. 

3 “Volunteer” means a person acting as a volunteer for the district in a manner that requires the person to have direct, 
unsupervised contact with students. 

4 Student conduct may only be sexual conduct if the student is also an employee, contractor, agent, or volunteer. 

5 This definition of “sexual conduct” affects all conduct that occurs before, on or after June 23, 2021, for purposes of reports 
that are made, investigations that are initiated, or a collective bargaining agreement, an employment contract, an agreement for 
resignation or termination, a severance agreement or any similar contract or agreement entered into, on or after June 23, 2021. 



 

 Suspected Sexual Conduct with Students and Reporting Requirements – 
GBNAA/JHFF 

2-3 
 

conduct and who left school or graduated from high school within one calendar year90 days prior to the 
sexual conduct. 

The district will post in each school building the names and contact information of the employees 
designated for the respective school buildings to receive reports of suspected sexual conduct and the 
procedures the designee will follow upon receipt of the report. 

Any district employee, contractor, agent or volunteer who has reasonable cause to believe that a student 
has been subjected to sexual conduct by another district employee, contractor, agent or volunteer, or that 
another district employee, contractor, agent or volunteer has engaged in sexual conduct with a student 
shall immediately report such suspected sexual conduct to the designated licensed administrator or the 
alternate designated licensed administrator, in the event the designated administrator is the suspected 
perpetrator, for their school building. If the conduct also constitutes child abuse, the employee must make 
mandatory reports in accordance with Board policy JHFE/GBNAB/JHFE – Suspected Abuse of a Child 
Reporting Requirements. 

If the superintendent is the alleged perpetrator the report shall be submitted to the executive director of 
human resources who shall report the suspected sexual conduct to the Board chair. 

[If an employee fails to report suspected sexual conduct or fails to maintain confidentiality of records, the 
employee will be disciplined up to and including dismissal.] 

When a designated licensed administrator receives a report of suspected sexual conduct by a district 
employee, contractor, agent or volunteer, the administrator will follow procedures established by the 
district and set forth in the district’s administrative regulation JHFF/GBNAA/JHFF-AR - Suspected 
Sexual Conduct Report Procedures and Form. All such reports will be reported to the Oregon Department 
of Education (ODE) or Teacher Standards and Practices Commission (TSPC) in accordance with such 
administrative regulation. The agency receiving a report will complete an investigation regardless of any 
changes in the relationship or duties of the person who is the alleged perpetrator. 

When there is reasonable cause to support the report, a district employee suspected of sexual conduct shall 
be placed on paid administrative leave pending an investigation and the district will take necessary actions 
to ensure the student’s safety. 

When there is reasonable cause to support the report, a district contractor, agent or volunteer suspected of 
sexual conduct shall be removed from providing services to the district and the district will take necessary 
actions to ensure the student’s safety. 

The district will notify, as allowed by state and federal law, the person who was subjected to the suspected 
sexual conduct about any actions taken by the district as a result of the report. 

A district employee, contractor or agent will not assist another district employee, contractor or agent in 
obtaining a new job if the individual knows, or has reasonable cause to believe the district employee, 
contractor or agent engaged in sexual conduct. Nothing in this policy prevents the district from disclosing 
information required by law or providing the routine transmission of administrative and personnel files 
pursuant to law. 

The initiation of a report in good faith about suspected sexual conduct may not adversely affect any terms 
or conditions of employment or the work environment of the person who initiated the report or who may 
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have been subject to sexual conduct. If a student initiates a report of suspected sexual conduct by a district 
employee, contractor, agent or volunteer in good faith, the student will not be disciplined by the district or 
any district employee, contractor, agent or volunteer. 

The district will provide to employees at the time of hire, or to a contractor, agent or volunteer at the time 
of beginning service for the district, the following: 

1. A description of conduct that may constitute sexual conduct; 

2. A description of the investigatory process and possible consequences if a report of suspected sexual 
conduct is substantiated; and 

3. A description of the prohibitions imposed on district employees, contractors and agents when they 
attempt to obtain a new job, pursuant to ORS 339.378(2). 

All district employees are subject to Board policy GCAB - Personal Electronic Devices and Social Media - 
Staff regarding appropriate electronic communications with students. 

Any electronic communications with students by a contractor, agent or volunteer for the district will be 
appropriate and only when directed by district administration. When communicating with students 
electronically regarding school-related matters, contractors, agents or volunteers shall use district e-mail 
using mailing lists and/or other internet messaging approved by the district to a group of students rather 
than individual students or as directed by district administration. Texting or electronically communicating 
with a student through contact information gained as a contractor, agent or volunteer for the district is 
prohibited. 

The superintendent shall develop administrative regulations to implement this policy and to comply with 
state law. 

END OF POLICY 
 

Legal Reference(s): 
 
ORS 332.107 ORS 339.370 - 339.400 ORS 419B.005 - 419B.045 
 
Every Student Succeeds Act, 20 U.S.C. § 7926 (2018). 
House Bill 4160 (2024). 
 
 
Cross Reference(s): 
 
GBN/JBA - Sexual Harassment 
GBNAB/JHFE - Suspected Abuse of a Child Reporting Requirements 
GCAB - Personal Electronic Devices and Social Media - Staff 
IIBGA - Electronic Communications System 
JFCF - Hazing, Harassment, Intimidation, Bullying, Menacing, Cyberbullying, Teen Dating Violence or Domestic Violence – 
Student 
JHFE/GBNAB - Suspected Abuse of a Child Reporting Requirements 
JHFF/GBNAA - Suspected Sexual Conduct with Students and Reporting Requirements 

http://policy.osba.org/orsredir.asp?ors=ors-332
http://policy.osba.org/orsredir.asp?ors=ors-339
http://policy.osba.org/orsredir.asp?ors=ors-419b
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Code: GBN/JBA 
Adopted: 7/27/22 
Revised/Readopted: 5/22/24 
Orig. Code(s): GBN/JBA  
 

Sexual Harassment 
 
1The district is committed to eliminating sexual harassment. Sexual harassment will not be tolerated in the 
district. All students, staff members and other persons are entitled to learn and work in an environment that 
is free of harassment. All staff members, students and third parties are subject to this policy. Any person 
may report sexual harassment. 

The district processes complaints or reports of sexual harassment using administrative regulation AC-
AR(1) - Discrimination or Civil Rights Complaint Procedure. Additional requirements for processing 
complaints are included in this policy.2 

Direct complaints related to employment may be filed with the U.S. Department of Labor, Equal 
Employment Opportunity Commission or Oregon Bureau of Labor and Industries. 

Direct complaints related to educational programs and services may be made to the Regional Civil Rights 
Director, U.S. Department of Education, Office for Civil Rights, Region X, 915 2nd Ave., Room 3310, 
Seattle, WA 98174-1099. 

Additional information regarding filing of a complaint or report may be obtained through the principal, 
Title IX Coordinator, civil rights coordinator, or superintendent. 

All documentation related to sexual harassment complaints may become part of the student’s education 
record or employee’s personnel file, as appropriate. Additionally, a copy of all sexual harassment 
complaints or reports and documentation will be maintained as a confidential file and stored in the district 
office. 

The superintendent shall report the name of any person holding a teaching license or registered with 
Teacher Standards and Practices Commission (TSPC) or participating in a practicum under Oregon 
Administrative Rule (OAR) Chapter 584, Division 17, when, after appropriate investigation, there is 
reasonable cause to believe the person may have committed an act of sexual harassment. Reports shall be 
made to TSPC within 30 days of such a finding. Reports of sexual contact with a student shall be given to 
a representative from law enforcement or Oregon Department of Human Services, as possible child abuse. 

 
1 Sexual harassment is generally considered a type of sex-based discrimination. Consequently, additional laws and complaint 
procedures may apply. 

2 Other complaint policies and administrative regulations that may apply include, but are not limited to: AC – 
Nondiscrimination and Civil Rights; ACB – Every Student Belongs; GBEA – Workplace Harassment, GBNA – Hazing, 
Harassment, Intimidation, Menacing, or Cyberbullying – Staff; GBNAA/JHFF – Suspected Sexual Conduct with Students and 
Reporting Requirements; GBNAB/JHFE – Suspected Abuse of a Child Reporting Requirements; and JFCF – Hazing, 
Harassment, Intimidation, Bullying, Menacing, Cyberbullying, Teen Dating Violence or Domestic Violence - Students. 
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OREGON DEFINITION 

Sexual harassment of students, staff members or third parties3 shall include: 

1. A demand or request for sexual favors in exchange for benefits; 

2. Unwelcome conduct of a sexual nature that is physical, verbal, or nonverbal and that: 

a. Interferes with a student’s educational activity or program; 
b. Interferes with a school or district staff member’s ability to perform their job; or 
c. Creates an intimidating, offensive, or hostile environment. 

3. Assault when sexual contact occurs without consent4. 

Sexual harassment does not include conduct that is necessary because of a job duty of a school or district 
staff member or because of a service required to be provided by a contractor, agent, or volunteer, if the 
conduct is not the product of sexual intent or a person finding another person, or another person’s actions, 
offensive because of that other person’s sexual orientation or gender identity. 

Examples of sexual harassment may include, but not be limited to, physical touching or graffiti of a sexual 
nature; displaying or distributing of sexually explicit drawings; pictures and written materials; sexual 
gestures or obscene jokes; touching oneself sexually or talking about one’s sexual behaviors in front of 
others; or spreading rumors about or rating other students or others as to appearance, sexual activity or 
performance]. 

Oregon Procedures 

Reports and complaints of sexual harassment should be made to the following individual(s): 

Name   Position     Phone  Email 
 
Shaunice Silas  Executive Director of Human Resources 503.661.7200 ssilas@rsd7.net 

This individual is responsible for accepting and managing complaints of sexual harassment. Persons 
wishing to make a report should use the above contact information. The person[s] designated will 
coordinate the report with the procedures in administrative regulation AC-AR(1) – Discrimination or Civil 
Rights Complaint Procedure.  

Response 

Any staff member who becomes aware of behavior that may violate this policy shall report to a district 
official. The district official (with coordination involving the reporting staff member when appropriate) 
will take any action necessary to ensure the: 

1. Student is protected and to promote a nonhostile learning environment; 

 
3 “Third party” means a person who is not a student or a school or district staff member and who is: 1) on or immediately 
adjacent to school grounds or district property; 2) at a school-sponsored activity or program; or 3) off school grounds or district 
property if a student or a school or district staff member acts toward the person in a manner that creates a hostile environment 
for the person while on school or district property, or at a school- or district-sponsored activity. 

4 “Without consent” means an act performed: (a) without the knowing, voluntary and clear agreement by all parties to 
participate in the specific act; or (b) when a person who is a party to the act is incapacitated by drugs or alcohol; unconscious; or 
pressured through physical force, coercion or explicit or implied threats to participate in the act. 
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2. Staff member is protected and to promote a nonhostile work environment; or 

3. Third party who is subjected to the behavior is protected and to promote a nonhostile environment. 

This includes providing resources for support measures to the student, staff member or third party who 
was subjected to the behavior and taking any actions necessary to remove potential future impact on the 
student, staff member or third party, but are not retaliatory against the student, staff member or third party 
being harassed or the person who reported to the district official. 

Any student or staff member who feels they are a victim of sexual harassment are encouraged to report 
their concerns to district officials, this includes officials such as the principal, compliance officer or 
superintendent. Students may also report concerns to a teacher, counselor, or school nurse, who will 
promptly notify the appropriate district official. 

Investigation 

All reports and complaints about behavior that may violate this policy shall be investigated. The district 
may use, but is not limited to, the following means for investigating incidents of possible harassment: 

1. Interviews with those involved; 

2. Interviews with witnesses; 

3. Review of video surveillance; 

4. Review of written communications, including electronic communications; 

5. Review of any physical evidence; and 

6. Use of third-party investigator. 

The district will use a reasonable person standard when determining whether a hostile environment exists. 
A hostile environment exists if a reasonable person with similar characteristics and under similar 
circumstances would consider the conduct to be so severe as to create a hostile environment. 

The district may take, but is not limited to, the following procedures and remedial action to address and 
stop sexual harassment and prevent reoccurrence: 

1. Discipline of staff and students engaging in sexual harassment; 

2. Removal of third parties engaged in sexual harassment; 

3. Additional supervision in activities; 

4. Additional controls for district electronic systems; 

5. Trainings and education for staff and students; and 

6. Increased notifications regarding district procedures and resources. 

When a student or staff member is harassed by a third party, the district will consider the following: 

1. Removing that third party’s ability to contract or volunteer with the district, or be present on district 
property; 
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2. If the third party works for an entity that contracts with the district, communicating with the third 
party’s employer; 

3. If the third party is a student of another district or school, communicate information related to the 
incident to the other district or school; 

4. Limiting attendance at district events; and 

5. Providing for additional supervision, including law enforcement, if necessary, at district events. 

No Retaliation 

Retaliation against persons who initiate complaint or otherwise report sexual harassment or who 
participate in an investigation or other related activities is prohibited. The initiation of a complaint, 
reporting of behavior, or participation in an investigation, in good faith about behavior that may violate 
this policy may not adversely affect the: 

1. Educational assignments or educational environment of a student or other person initiating the 
complaint, reporting the behavior, or participating in the investigation; or 

2. Any terms or conditions of employment or of work or educational environment of a school or district 
staff member or other person initiating the complaint, reporting the behavior, or participating in the 
investigation. 

Students who initiate a complaint or otherwise report harassment covered by the policy or who participate 
in an investigation may not be disciplined for violations of the district’s drug and alcohol policies that 
occurred in connection with the reported prohibited conduct and that were discovered because of the report 
or investigation, unless the student gave another person alcohol or drugs without the person’s knowledge 
and with the intent of causing the person to become incapacitated and vulnerable to the prohibited conduct. 

Notice 

When a person5 who may have been affected by this policy files a complaint or otherwise reports behavior 
that may violate the policy, the district shall provide written notification to the following: 

1. Each reporting person; 

2. If appropriate, any impacted person who is not a reporting person; 

3. Each reported person; and 

4. Where applicable, a parent or legal guardian of a reporting person, impacted person, or reported 
person. 

The written notification must include6: 

1. Name and contact information for all person designated by the district to receive complaints; 

2. The rights of the person that the notification is going to; 

 
5 Student, staff member, or third party, or if applicable, the student or third party’s parent. If the person is a minor, the district 
should consider when to contact the person’s parent. 

6 Remember confidentiality laws when providing any information. 
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3. Information about the internal complaint processes available through the school or district that the 
person who filed the complaint may pursue, including the person designated for the school or district 
for receiving complaints and any timelines; 

4. Notice that civil and criminal remedies that are not provided by the school or district may be 
available to the person through the legal system and that those remedies may be subject to statutes of 
limitation; 

5. Information about services available to the student or staff member through the school or district, 
including any counseling services, nursing services or peer advising; 

6. Information about the privacy rights of the person and legally recognized exceptions to those rights 
for internal complaint processes and services available through the school or district; 

7. Information about, and contact information for, services and resources that are available to the 
person, including but not limited to: 

a. For the reporting person, state and community-based resources for persons who have 
experienced sexual harassment; or 

b. For the reported persons, information about and contact information for state and community-
based mental health services. 

8. Notice that students who report about possible prohibited conduct and students who participate in an 
investigation under this policy may not be disciplined for violations of the district’s drug and alcohol 
policies that occurred in connection with the reported prohibited conduct and that were discovered as 
a result of a prohibited conduct report or investigation unless the student gave another person alcohol 
or drugs without the person’s knowledge and with the intent of causing the person to become 
incapacitated and vulnerable to the prohibited conduct; and 

9. Prohibition of retaliation. 

Notification, to the extent allowable under state and federal student confidentiality laws, must be provided 
when the investigation is initiated and concluded. The notification at the conclusion must include whether 
a violation of the policy was found to have occurred. 

The notice must: 

1. Be written in plain language that is easy to understand; 

2. Use print that is of a color, size and font that allows the notification to be easily read; and 

3. Be made available to students, students’ parents, staff members and member of the public at each 
office, at the district office and on the website of the school or district. 

Publication 

This policy shall be made available to students, parents of students and staff members. This policy and 
contact information for the Title IX coordinator shall be prominently published in the district student 
handbook and on the district website. This policy shall also be made available at each school office and at 
the district office. The district shall post this policy on a sign in all grade 6 through 12 schools, on a sign 
that is at least 8.5 inches by 11 inches in size. A copy of the policy will be made available to any person 
upon request. 

END OF POLICY 
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Legal Reference(s): 
 
ORS 243.706 
ORS 332.107 
ORS 342.700 
ORS 342.704 
ORS 342.708 

ORS 342.850 
ORS 342.865 
ORS 659.850 
ORS 659A.006 
ORS 659A.029 

ORS 659A.030 
OAR 581-021-0038 
OAR 584-020-0040 
OAR 584-020-0041

 
Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 2000d (2018). 
Title VII of the Civil Rights Act of 1964, 42 U.S.C. § 2000e (2018). 
Title IX of the Education Amendments of 1972, 20 U.S.C. §§ 1681-1683 (2018); Nondiscrimination on the Basis of Sex in 
Education Programs or Activities Receiving Federal Financial Assistance, 34 C.F.R. Part 106 (2024). 
Bartsch v. Elkton School District, FDA-13-011 (March 27, 2014). 
 
Cross Reference(s): 
 
AC - Nondiscrimination 
ACB - Every Student Belongs 
GBNA - Hazing, Harassment, Intimidation, Bullying, Menacing, or Cyberbullying – Staff 
GBNAA/JHFF - Suspected Sexual Conduct with Students and Reporting Requirements 
GBNAB/JHFE - Suspected Abuse of a Child Reporting Requirements 
JBA/GBN - Sexual Harassment 
JFCF - Hazing, Harassment, Intimidation, Bullying, Menacing, Cyberbullying, Teen Dating Violence or Domestic Violence – 
Student 
JHFE/GBNAB - Suspected Abuse of a Child Reporting Requirements 

http://policy.osba.org/orsredir.asp?ors=ors-243
http://policy.osba.org/orsredir.asp?ors=ors-332
http://policy.osba.org/orsredir.asp?ors=ors-342
http://policy.osba.org/orsredir.asp?ors=ors-342
http://policy.osba.org/orsredir.asp?ors=ors-342
http://policy.osba.org/orsredir.asp?ors=ors-342
http://policy.osba.org/orsredir.asp?ors=ors-342
http://policy.osba.org/orsredir.asp?ors=ors-659
http://policy.osba.org/orsredir.asp?ors=ors-659a
http://policy.osba.org/orsredir.asp?ors=ors-659a
http://policy.osba.org/orsredir.asp?ors=ors-659a
http://policy.osba.org/orsredir.asp?ors=oar-581
http://policy.osba.org/orsredir.asp?ors=oar-584
http://policy.osba.org/orsredir.asp?ors=oar-584
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Code: GBN/JBA 
Adopted: 7/27/22 
Revised/Readopted: 5/22/24 
Orig. Code(s): GBN/JBA  
 

Sexual Harassment 
 
The district is committed to eliminating sexual harassment. Sexual harassment will not be tolerated in the 
district. All students, staff members and other persons are entitled to learn and work in an environment that 
is free of harassment. All staff members, students and third parties are subject to this policy. Any person 
may report sexual harassment. 

The district processes complaints or reports of sexual harassment under Oregon Revised Statute (ORS) 
342.700 et. al. and federal Title IX laws found in Title 34 C.F.R. Part 106. Individual complaints may 
require both of these procedures, and may involve additional complaint procedures. 

General Procedures 

When information, a report or complaint regarding sexual harassment is received by the district, the 
district will review such information, report or complaint to determine which law applies and will follow 
the appropriate procedures. When the alleged conduct could meet both of the definitions in ORS Chapter 
342 and Title IX, both complaint procedures should be processed simultaneously (see GBN/JBA-AR(1) - 
Sexual Harassment Complaint Procedure and GBN/JBA-AR(2) - Federal Law (Title IX) Sexual 
Harassment Complaint Procedure). The district may also need to use other complaint procedures when the 
alleged conduct could meet the definitions for other complaint procedures. 

OREGON DEFINITION AND PROCEDURES 

Oregon Definition 

Sexual harassment of students, staff members or third parties1 shall include: 

1. A demand or request for sexual favors in exchange for benefits; 

2. Unwelcome conduct of a sexual nature that is physical, verbal, or nonverbal and that: 

a. Interferes with a student’s educational activity or program; 
b. Interferes with a school or district staff member’s ability to perform their job; or 
c. Creates an intimidating, offensive, or hostile environment. 

 
1 “Third party” means a person who is not a student or a school or district staff member and who is: 1) on or immediately 
adjacent to school grounds or district property; 2) at a school-sponsored activity or program; or 3) off school grounds or district 
property if a student or a school or district staff member acts toward the person in a manner that creates a hostile environment 
for the person while on school or district property, or at a school- or district-sponsored activity. 
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3. Assault when sexual contact occurs without ‘‘‘ consent2. 

Sexual harassment does not include conduct that is necessary because of a job duty of a school or district 
staff member or because of a service required to be provided by a contractor, agent, or volunteer, if the 
conduct is not the product of sexual intent or a person finding another person, or another person’s actions, 
offensive because of that other person’s sexual orientation or gender identity. 

Examples of sexual harassment may include, but not be limited to, physical touching or graffiti of a sexual 
nature; displaying or distributing of sexually explicit drawings; pictures and written materials; sexual 
gestures or obscene jokes; touching oneself sexually or talking about one’s sexual behaviors in front of 
others; or spreading rumors about or rating other students or others as to appearance, sexual activity or 
performance. 

Oregon Procedures 

Reports and complaints of sexual harassment should be made to the building principal or the following 
individual: 

Name   Position     Phone  Email 
 
Shaunice Silas  Executive Director of Human Resources 503.661.7200 ssilas@rsd7.net 

This individual is responsible for accepting and managing complaints of sexual harassment. Persons 
wishing to report should contact them using the above information. This person is also designated as the 
Title IX coordinator. See GBN/JBA-AR(1) - Sexual Harassment Complaint Procedure. 

Response 

Any staff member who becomes aware of behavior that may violate this policy shall report to a district 
official. The district official (with coordination involving the reporting staff member when appropriate) 
will take any action necessary to ensure the: 

1. Student is protected and to promote a nonhostile learning environment; 

2. Staff member is protected and to promote a nonhostile work environment; or 

3. Third party who is subjected to the behavior is protected and to promote a nonhostile environment. 

This includes providing resources for support measures to the student, staff member or third party who 
was subjected to the behavior and taking any actions necessary to remove potential future impact on the 
student, staff member or third party, but are not retaliatory against the student, staff member or third party 
being harassed or the person who reported to the district official. 

Any student or staff member who feels they are a victim of sexual harassment are encouraged to report 
their concerns to district officials, this includes officials such as the principal, compliance officer or 
superintendent. Students may also report concerns to a teacher, counselor or school nurse, who will 
promptly notify the appropriate district official. 

  

 
2 “Without consent” means an act performed: (a) without the knowing, voluntary and clear agreement by all parties to 
participate in the specific act; or (b) when a person who is a party to the act is incapacitated by drugs or alcohol; unconscious; or 
pressured through physical force, coercion or explicit or implied threats to participate in the act. 
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Investigation 

All reports and complaints about behavior that may violate this policy shall be investigated. The district 
may use, but is not limited to, the following means for investigating incidents of possible harassment: 

1. Interviews with those involved; 

2. Interviews with witnesses; 

3. Review of video surveillance; 

4. Review of written communications, including electronic communications; 

5. Review of any physical evidence; and 

6. Use of third-party investigator. 

The district will use a reasonable person standard when determining whether a hostile environment exists. 
A hostile environment exists if a reasonable person with similar characteristics and under similar 
circumstances would consider the conduct to be so severe as to create a hostile environment. 

The district may take, but is not limited to, the following procedures and remedial action to address and 
stop sexual harassment: 

1. Discipline of staff and students engaging in sexual harassment; 

2. Removal of third parties engaged in sexual harassment; 

3. Additional supervision in activities; 

4. Additional controls for district electronic systems; 

5. Trainings and education for staff and students; and 

6. Increased notifications regarding district procedures and resources. 

When a student or staff member is harassed by a third party, the district will consider the following: 

1. Removing that third party’s ability to contract or volunteer with the district, or be present on district 
property; 

2. If the third party works for an entity that contracts with the district, communicating with the third 
party’s employer; 

3. If the third party is a student of another district or school, communicate information related to the 
incident to the other district or school; 

4. Limiting attendance at district events; and 

5. Providing for additional supervision, including law enforcement if necessary, at district events. 
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No Retaliation 

Retaliation against persons who initiate complaint or otherwise report sexual harassment or who 
participate in an investigation or other related activities is prohibited. The initiation of a complaint, 
reporting of behavior, or participation in an investigation, in good faith about behavior that may violate 
this policy may not adversely affect the: 

1. Educational assignments or educational environment of a student or other person initiating the 
complaint, reporting the behavior, or participating in the investigation; or 

2. Any terms or conditions of employment or of work or educational environment of a school or district 
staff member or other person initiating the complaint, reporting the behavior, or participating in the 
investigation. 

Students who initiate a complaint or otherwise report harassment covered by the policy or who participate 
in an investigation may not be disciplined for violations of the district’s drug and alcohol policies that 
occurred in connection with the reported prohibited conduct and that were discovered because of the report 
or investigation, unless the student gave another person alcohol or drugs without the person’s knowledge 
and with the intent of causing the person to become incapacitated and vulnerable to the prohibited conduct. 

Notice 

When a person3 who may have been affected by this policy files a complaint or otherwise reports behavior 
that may violate the policy, the district shall provide written notification to the following: 

1. Each reporting person; 

2. If appropriate, any impacted person who is not a reporting person; 

3. Each reported person; and 

4. Where applicable, a parent or legal guardian of a reporting person, impacted person, or reported 
person. 

The written notification must include4: 

1. Name and contact information for all person designated by the district to receive complaints; 

2. The rights of the person that the notification is going to; 

3. Information about the internal complaint processes available through the school or district that the 
person who filed the complaint may pursue, including the person designated for the school or district 
for receiving complaints and any timelines; 

4. Notice that civil and criminal remedies that are not provided by the school or district may be 
available to the person through the legal system and that those remedies may be subject to statutes of 
limitation; 

 
3 Student, staff member, or third party, or if applicable, the student or third party’s parent. If the person is a minor, the district 
should consider when to contact the person’s parent.  

4 Remember confidentiality laws when providing any information.  
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5. Information about services available to the student or staff member through the school or district, 
including any counseling services, nursing services or peer advising; 

6. Information about the privacy rights of the person and legally recognized exceptions to those rights 
for internal complaint processes and services available through the school or district; 

7. Information about, and contact information for, services and resources that are available to the 
person, including but not limited to: 

a. For the reporting person, state and community-based resources for persons who have 
experienced sexual harassment; or 

b. For the reported persons, information about and contact information for state and community-
based mental health services. 

8. Notice that students who report about possible prohibited conduct and students who participate in an 
investigation under this policy may not be disciplined for violations of the district’s drug and alcohol 
policies that occurred in connection with the reported prohibited conduct and that were discovered as 
a result of a prohibited conduct report or investigation unless the student gave another person alcohol 
or drugs without the person’s knowledge and with the intent of causing the person to become 
incapacitated and vulnerable to the prohibited conduct; and 

9. Prohibition of retaliation. 

Notification, to the extent allowable under state and federal student confidentiality laws, must be provided 
when the investigation is initiated and concluded. The notification at the conclusion must include whether 
a violation of the policy was found to have occurred. 

The notice must: 

1. Be written in plain language that is easy to understand; 

2. Use print that is of a color, size and font that allows the notification to be easily read; and 

3. Be made available to students, students’ parents, staff members and member of the public at each 
office, at the district office and on the website of the school or district. 

FEDERAL DEFINITION AND PROCEDURES 

Federal Definition 

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

1. An employee of the district conditioning the provision of an aid, benefit, or service of the district on 
an individual’s participation in unwelcome sexual conduct; 

2. Unwelcome conduct determined by a reasonable person to be so severe, pervasive, and objectively 
offensive that it effectively denies a person equal access to the district’s education program or 
activity5; 

3. “Sexual assault”: an offense classified as a forcible or nonforcible sex offense under the uniform 
crime reporting system of the Federal Bureau of Investigation; 

 
5 “Education program or activity” includes locations, events, or circumstances over which the recipient exercised substantial 
control over both the respondent and the context in which the sexual harassment occurs.” (Title 34 C.F.R. § 106.44(a)) 
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4. “Dating violence”: violence committed by a person who is or has been in a social relationship of a 
romantic or intimate nature with the victim and where the existence of such a relationship shall be 
determined based on a consideration of the length of the relationship, the type of relationship and the 
frequency of interaction between the persons involved in the relationship; 

5. “Domestic violence”: felony or misdemeanor crimes of violence committed by a current or former 
spouse or intimate partner of the victim, by a person with whom the victim shares a child in 
common, by a person who is cohabitating with or has cohabitated with the victim as a spouse or 
intimate partner, by a person similarly situated to a spouse of the victim under the domestic or family 
violence laws of the jurisdiction receiving grant monies, or by any other person against an adult or 
youth victim who is protected from that person’s acts under the domestic or family violence laws of 
the jurisdiction; or 

6. “Stalking”: engaging in a course of conduct directed at a specific person that would cause a 
reasonable person fear for the person’s own safety or the safety of others, or suffer substantial 
emotional distress. 

This definition only applies to sex discrimination occurring against a person who is a subject of this policy 
in the United States. A district’s treatment of a complainant or a respondent in response to a formal 
complaint of sexual harassment may constitute discrimination on the basis of sex under Title IX. 

Federal Procedures 

The district will adopt and publish grievance procedures that provide for the prompt and equitable 
resolution of the student and employee complaints alleging any action that would be prohibited by this 
policy. See GBN/JBA-AR(2) - Federal Law (Title IX) Sexual Harassment Complaint Procedure. 

Reporting 

Any person may report sexual harassment. This report may be made in person, by mail, by telephone, or 
by electronic mail, or by any other means that results in the Title IX coordinator receiving the person’s 
verbal or written report. The report can be made at any time. 

The executive director of human resources is designated as the Title IX coordinator. The Title IX 
coordinator will coordinate the district’s efforts to comply with its responsibilities related to this policy. 
The district prominently will display the contact information for the Title IX coordinator on the district 
website and in each handbook. 

Response 

The district will promptly respond to information, allegations or reports of sexual harassment when there is 
actual knowledge of such harassment, even if a formal complaint has not been filed.6 The district shall 
treat complainants and respondents equitably by providing supportive measures7 to the complainant and by 

 
6 (Title 34 C.F.R. § 106.44(a)) Response cannot be deliberately indifferent. A recipient is deliberately indifferent only if its 
response to sexual harassment is clearly unreasonable in light of the known circumstances. 

7 (Title 34 C.F.R. § 106.44(a)) Supportive measures means 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. Such measures are designed to restore or preserve equal access 
to the recipient’s education program or activity without unreasonably burdening the other party, including measures designed to 
protect the safety of all parties or the district’s educational environment, or deter sexual harassment.7 The district must maintain 
as confidential any supportive measures provided to the complainant or respondent, to the extent that maintaining such 
confidentiality would not impair the ability of the recipient to provide supportive measures. (Title 34 C.F.R. § 99.30(a)) 
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following a grievance procedure8 prior to imposing any disciplinary sanctions or other actions that are not 
supportive measures against a respondent. The Title IX coordinator is responsible for coordinating the 
effective implementation of supportive measures. 

The Title IX coordinator must promptly contact the complainant to discuss the availability of supportive 
measures, consider the complainant’s wishes, with respect to supportive measures, inform the complainant 
of the availability of supportive measures with or without the filing of a formal complaint, and explain to 
the complainant the process for filing a formal complaint.9 

If after an individualized safety and risk analysis, it is determined that there is an immediate threat to the 
physical health or safety of any person, an emergency removal of the respondent can take place.10 The 
district must provide the respondent with notice and an opportunity to challenge the decision immediately 
following the removal. A non-student employee may also be placed on non-disciplinary administrative 
leave pending the grievance process. 

Notice 

The district shall provide notice to all applicants for admission and employment, students, parents or legal 
guardians, employees, and all unions or professional organizations holding collective bargaining or 
professional agreements with the district of the following: 

1. The name or title, office address, electronic mail address, and telephone number of the Title IX 
coordinator(s); 

2. That the district does not discriminate on the basis of sex in the education program or activity that it 
operates, as required by Title IX. This includes admissions and employment; and 

3. The grievance procedure and process, how to file a formal complaint of sex discrimination or sexual 
harassment, and how the district will respond. 

No Retaliation 

Neither the district or any person may retaliate11 against an individual for reporting, testifying, providing 
evidence, being a complainant, otherwise participating or refusing to participate in any investigation or 
process in accordance with this procedure. The district must keep confidential the identity of parties and 
participating persons, except as disclosure is allowed under Family Educational Rights and Privacy Act 
(FERPA), as required by law, or to carry out the proceedings herein. Complaints of retaliation may be filed 
using these procedures. 

Charging an individual with a code of conduct violation for making a materially false statement in bad 
faith in the course of a grievance proceeding does not constitute retaliation. 

  

 
8 This grievance procedure must meet the requirements of Title 34 C.F.R. § 106.45 (included in accompanying administrative 
regulation, see GBN/JBA-AR(2) - Federal Law (Title IX) Sexual Harassment Complaint Procedure). 

9 The Title IX coordinator may also discuss that the Title IX coordinator has the ability to file a formal complaint. 

10 The district may still have obligations under Individuals with Disabilities Education Act (IDEA), Section 504 of the 
Rehabilitation Act of 1973 or the American with Disabilities Act (ADA). (Title 34 C.F.R. § 106.44(c)) 

11 Retaliation includes, but is not limited to, intimidation, threats, coercion, and discrimination. 
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Publication 

This policy shall be made available to students, parents of students and staff members. This policy and 
contact information for the Title IX coordinator shall be prominently published in the district student 
handbook and on the district website. This policy shall also be made available at each school office and at 
the district office. The district shall post this policy on a sign in all grade 6 through 12 schools, on a sign 
that is at least 8.5 inches by 11 inches in size. A copy of the policy will be made available to any person 
upon request. 

END OF POLICY 
 

Legal Reference(s): 
 
ORS 243.706 
ORS 332.107 
ORS 342.700 
ORS 342.704 
ORS 342.708 

ORS 342.850 
ORS 342.865 
ORS 659.850 
ORS 659A.006 
ORS 659A.029 

ORS 659A.030 
OAR 581-021-0038 
OAR 584-020-0040 
OAR 584-020-0041

 
Title VI of the Civil Rights Act of 1964, 42 U.S.C. § 2000d (2018). 
Title VII of the Civil Rights Act of 1964, 42 U.S.C. § 2000e (2018). 
Title IX of the Education Amendments of 1972, 20 U.S.C. §§ 1681-1683 (2018); Nondiscrimination on the Basis of Sex in 
Education Programs or Activities Receiving Federal Financial Assistance, 34 C.F.R. Part 106 (2020). 
Davis v. Monroe County Bd. of Educ., 526 U.S. 629 (1999). 
Gebser v. Lago Vista Indep. Sch. Dist., 524 U.S. 274 (1998). 
 
 
Cross Reference(s): 
 
AC - Nondiscrimination 
ACB - Every Student Belongs 
GBNA - Hazing, Harassment, Intimidation, Bullying, Menacing, or Cyberbullying – Staff 
GBNAA/JHFF - Suspected Sexual Conduct with Students and Reporting Requirements 
GBNAB/JHFE - Suspected Abuse of a Child Reporting Requirements 
JBA/GBN - Sexual Harassment 
JFCF - Hazing, Harassment, Intimidation, Bullying, Menacing, Cyberbullying, Teen Dating Violence or Domestic Violence – 
Student 
JHFE/GBNAB - Suspected Abuse of a Child Reporting Requirements 
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http://policy.osba.org/orsredir.asp?ors=oar-581
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Code: GBN/JBA-AR(1) 
Revised/Reviewed: 7/27/22 
Orig. Code(s): GBN/JBA-AR 
 

Oregon Sexual Harassment Complaint Procedure 
 
Reports and complaints of sexual harassment should be made to the following individual(s): 

Name  Position Phone Email 

Shaunice Silas  Executive Director of HR  503-661-7200  ssilas@rsd7.net  

The district official receiving the complaint shall issue the required written notice as outlined under 
Oregon Procedures in Board policy GBN/JBA - Sexual Harassment. 

Step 1 The district official receiving the report or complaint shall promptly initiate an investigation 
using procedures and standards, including but not limited to, those identified in Board policy 
GBN/JBA - Sexual Harassment and will notify the complainant or reporting person, any 
impacted person who is not a reporting person (if appropriate), each reported person, and 
where applicable the parents of a reporting person, impacted person, or reported person, when 
such investigation is initiated. The official will arrange such meetings as may be necessary to 
discuss the issue with all concerned parties within 10 days after receipt of the report or 
complaint. The parties will have an opportunity to submit evidence and a list of witnesses. All 
findings of the investigation shall be reduced to writing. The official conducting the 
investigation shall notify the parties in writing that the investigation is concluded and if a 
violation of the policy was found to have occurred to the extent allowable by law within 30 
days of receipt of the report or complaint.  

A copy of the required written notice(s) and the date and details of notification of the notice of 
investigation and results of the investigation, together with any other documentation related to 
the sexual harassment incident, including disciplinary action taken or recommended, shall be 
forwarded to the superintendent. 

Step 2 If a complainant is not satisfied with the decision at Step 1, the complainant may submit a 
written appeal to the superintendent or designee. Such appeal must be filed within 10 working 
days after receipt of the Step 1 decision. The superintendent or designee will arrange such 
meetings with the complainant and other affected parties as deemed necessary to discuss the 
appeal within 5 working days of receipt of the appeal. The superintendent or designee shall 
provide a written decision to the complainant within 10 working days. 

Step 3 If a complainant is not satisfied with the decision at Step 2, the complainant may submit a 
written appeal to the Board. Such appeal must be filed within 10 working days after receipt of 
the Step 2 decision. The Board will review the decision of the superintendent or designee in a 
public meeting to determine what action is appropriate. The Board may use executive session 
if the subject matter qualifies under Oregon law. Appropriate action may include, but is not 
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limited to, holding a hearing, requesting additional information, and adopting the 
superintendent’s or designee’s decision. All parties involved, including the school 
administration, may be asked to attend a hearing for the purposes of making further 
explanations and clarifying the issues. The Board shall provide a written decision to the 
complainant within 30 working days following receipt of the appeal. 

If the Board chooses not to hear the complaint, the superintendent’s or designee’s decision in 
Step 2 is final1.  

The superintendent is authorized to amend these procedures (including timelines) when the superintendent 
feels it is necessary for the efficient handling of the complaint. Notice of any amendments will be 
promptly provided to the parties.  

Complaints against the principal may start at Step 2 and may be filed with the superintendent or designee. 
The superintendent or designee will cause the required notices to be provided. The superintendent or 
designee will investigate the complaint and will notify the parties in writing that the investigation is 
concluded and if a violation of the policy was found to have occurred to the extent allowable by law. If the 
complaint remains unresolved within 10 working days of receipt by the superintendent or designee, the 
complainant may appeal to the Board in Step 3. 

Complaints against the superintendent or a Board member (other than the Board chair) may start at Step 3 
and should be referred to the Board chair on behalf of the Board. The Board chair will cause required 
notices to be provided. The Board chair shall present the complaint to the Board. The Board may use 
executive session if the subject matter qualifies under Oregon law. If the Board decides an investigation is 
warranted, the Board may refer the investigation to a third party. When the investigation is complete, the 
results will be presented to the Board. After receiving the results of the investigation, the Board shall 
decide, within 30 days, in open session what action, if any, is warranted. The Board chair shall notify the 
parties in writing that the investigation is concluded and if a violation of the policy was found to have 
occurred to the extent allowable by law.  

Complaints against the Board chair may start at Step 3 and should be referred to the Board vice chair on 
behalf of the Board. The Board vice chair will cause required notices to be provided. The Board vice chair 
shall present the complaint to the Board. The Board may use executive session if the subject matter 
qualifies under Oregon law. If the Board decides an investigation is warranted, the Board may refer the 
investigation to a third party. When the investigation is complete, the results will be presented to the 
Board. After receiving the results of the investigation, the Board shall decide, within 30 days, in open 
session what action, if any, is warranted. The Board vice chair shall notify the parties in writing that the 
investigation is concluded and if a violation of the policy was found to have occurred to the extent 
allowable by law.  

Direct complaints related to employment may be filed with the U.S. Department of Labor, Equal 
Employment Opportunity Commission or Oregon Bureau of Labor and Industries. 

 
1 If the Board chooses to accept the superintendent’s decision as the district’s final decision on the complaint, the 
superintendent’s written decision must meet the requirements of OAR 581-022-2370(4)(b). 
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Direct complaints related to educational programs and services may be made to the Regional Civil Rights 
Director, U.S. Department of Education, Office for Civil Rights, Region X, 915 2nd Ave., Room 3310, 
Seattle, WA 98174-1099. 

Additional information regarding filing of a complaint or report may be obtained through the principal, 
compliance officer or superintendent. 

All documentation related to sexual harassment complaints may become part of the student’s education 
record or employee’s personnel file, as appropriate. Additionally, a copy of all sexual harassment 
complaints or reports and documentation will be maintained as a confidential file and stored in the district 
office. 

The superintendent shall report the name of any person holding a teaching license or registered with 
Teacher Standards and Practices Commission (TSPC) or participating in a practicum under Oregon 
Administrative Rule (OAR) Chapter 584, Division 17, when, after appropriate investigation, there is 
reasonable cause to believe the person may have committed an act of sexual harassment. Reports shall be 
made to TSPC within 30 days of such a finding. Reports of sexual contact with a student shall be given to 
a representative from law enforcement or Oregon Department of Human Services, as possible child abuse. 
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Reynolds School District 
1204 NE 201st Ave, Fairview, OR 97024-2499 | (503) 661-7200 

 
SEXUAL HARASSMENT COMPLAINT FORM 

An online complaint form can be found on the RSD website. 
 
 
Name of complainant:   
 
Position of complainant:   
 
Date of complaint:   
 
Name of alleged harasser:   
 
Date and place of incident or incidents:   
 
  
 
Description of misconduct:   
 
  
 
  
 
Name of witnesses (if any):   
 
  
 
  
 
Evidence of sexual harassment, i.e., letters, photos, etc. (attach evidence if possible):   
 
  
 
Any other information:   
 
  
 
  
 
I agree that all the information on this form is accurate and true to the best of my knowledge. 
 
 
Signature:   Date:   
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Reynolds School District 
1204 NE 201st Ave, Fairview, OR 97024-2499 | (503) 661-7200 

 
WITNESS DISCLOSURE FORM 

 
 
Name of Witness:   
 
Position of Witness:   
 
Date of Testimony/Interview:   
 
Description of Instance Witnessed:   
 
  
 
  
 
  
 
  
 
Any Other Information:   
 
  
 
  
 
  
 
I agree that all the information on this form is accurate and true to the best of my knowledge. 
 
 
Signature:   Date:   
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Code: GBN/JBA-AR(2) 
Adopted: 7/27/22 
 

Federal Law (Title IX) Sexual Harassment Complaint Procedure  
 
Additional Definitions 

“Actual knowledge” means notice of sexual harassment or allegations of sexual harassment to the district’s 
Title IX Coordinator or any official of the district who has authority to institute corrective measures on 
behalf of the district, or to any employee of an elementary or secondary school.1 

“Complainant” means an individual who is alleged to be the victim of conduct that could constitute sexual 
harassment. 

“Formal complaint” means a document filed by a complainant or signed by the Title IX Coordinator 
alleging sexual harassment against a respondent2 and requesting that the district investigate the allegation 
of sexual harassment.3 

“Supportive measures” means 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. Such measures are 
designed to restore or preserve equal access to the recipient’s education program or activity without 
unreasonably burdening the other party, including measures designed to protect the safety of all parties or 
the district’s educational environment, or deter sexual harassment.4 The district must maintain as 
confidential any supportive measures provided to the complainant or respondent, to the extent that 
maintaining such confidentiality would not impair the ability of the recipient to provide supportive 
measures. 

Formal Complaint Procedures 

Upon receipt of a formal complaint, the district will provide the parties5 written notice of the following: 

1. Notice of the district’s grievance process, including any informal resolution process. 

 
1 This standard is not met when the only official with knowledge is the respondent. 

2 “Respondent” means an individual who has been reported to be the perpetrator of conduct that could constitute sexual 
harassment. 

3 A complainant must be participating in or attempting to participate in the education program or activity of the district with 
which the formal complaint is filed.  

4 Supportive measures may include counseling, extensions of deadlines or other course-related adjustments, modifications of 
work or class schedules, campus escort services, mutual restrictions on contact between parties, changes in work or housing 
locations, leaves of absence, increased security and monitoring of certain areas of the campus, and other similar measures.  

5 Parties include the complainant and the respondent, if known. 
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2. Notice of the allegations of sexual harassment potentially constituting sexual harassment, including 
sufficient details6 known at the time and with sufficient time to prepare a response before any initial 
interview. 

3. That the respondent is presumed not responsible for the alleged conduct and that a determination 
regarding responsibility be made at the conclusion of the grievance process. 

4. That the parties may have an advisor of their choice, who may be, but is not required to be, an 
attorney. 

5. The parties may inspect and review evidence. 

6. A reference to any provision in the district’s code of conduct that prohibits knowingly making false 
statements or knowingly submitting false information during the grievance process. 

The Title IX Coordinator will contact the complainant and the respondent to discuss supportive measures. 
If necessary, the Title IX Coordinator will arrange for an individualized safety and risk analysis. If 
necessary, a student or non-student employee may be removed or placed on leave. 

Investigation 

The Title IX Coordinator will coordinate the district’s investigation. The investigation must: 

1. Include objective evaluation of all relevant evidence, including inculpatory and exculpatory 
evidence. 

2. Ensure that the burden of proof and the burden of gathering evidence sufficient to reach a 
determination regarding responsibility rest on the district and not on the parties.7 

3. Provide an equal opportunity for the parties to present witnesses, and other inculpatory and 
exculpatory evidence. 

4. Not restrict the ability of either party to discuss the allegations under investigation or to gather and 
present relevant evidence. 

5. Provide the parties with the same opportunities to have others present during any grievance 
proceeding, including the opportunity to be accompanied to any related meeting or proceeding by 
the advisor of their choice.8 The district may establish restrictions regarding the extent to which the 
advisor may participate in the proceedings, as long as the restrictions apply equally to both parties. 

 
6 Sufficient details include the identities of the parties involved in the incident, if known, the conduct allegedly constituting 
sexual harassment, and the date and location of the alleged incident, if known.  

7 The district cannot access, consider, disclose, or otherwise use a party’s records that are made of maintained by a physician, 
psychiatrist, psychologist, or other recognized professional or paraprofessional acting in the professional’s capacity, and which 
are maintained in connection with the provision of treatment to the party, unless the district obtains the party’s (or eligible 
student’s parent’s) voluntary, written consent to do so. 

8 In addition to an advisor, complainants and respondents may also be entitled to other accompaniment as required by law or as 
necessary for conducting of grievance procedures, including but not limited to translators, services for students with disabilities 
and parents of minor students. 
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6. Provide, to a party whose participation is invited or expected, written notice of the date, time, 
location, participants, and purpose of all hearings, investigative interviews, or other meetings, with 
sufficient time for the party to prepare to participate. 

7. Provide both parties an equal opportunity to inspect and review any evidence obtained as part of the 
investigation that is directly related to the allegations raised in a formal complaint.9 Prior to 
completion of the investigative report, the district must send to each party and party’s advisor, if any, 
the evidence subject to inspection and review in an electronic format or a hard copy, and the parties 
must have at least 10 days to submit a written response, which the investigator will consider prior to 
completion of the investigative report; 

8. Create an investigative report that fairly summarizes relevant evidence and is sent to each party and 
party’s advisor in electronic format or hard copy at least 10 days prior to any hearing (if required or 
provided) or other time of determination of responsibility. The party and advisor will be allowed to 
review and provide a written response. 

After the district has sent the investigative report to the parties and before reaching a determination 
regarding responsibility, the decision maker(s) must afford each party the opportunity to submit written, 
relevant questions10 that a party wants asked of any party or witness, provide each party with the answers, 
and allow for additional, limited follow-up questions from each party. The decision-maker(s) must explain 
to the party proposing the questions any decision to exclude a question as not relevant. 

Credibility determinations are not based on the person’s status as a complainant, respondent or witness. 

No person designated as a Title IX Coordinator, investigator, decision-maker, or any person designated by 
the district to facilitate an informal resolution process may have a conflict of interest or bias for or against 
complainants or respondents generally or an individual complainant or respondent. 

If, in the course of an investigation, the district decides to investigate allegations about the complainant or 
respondent that are not included in the notice previously provided, the district must provide notice of the 
additional allegations to the parties whose identities are known. 

At no point in the process will the district, or anyone participating on behalf of the district, require, allow, 
rely upon, or otherwise use questions or evidence that constitutes, or seeks disclosure of, information 
protected under a legally recognized privilege, unless the person holding such privilege has waived the 
privilege. 

Determination of Responsibility 

The respondent must be deemed to be not responsible for the alleged conduct until a determination 
regarding responsibility is made at the conclusion of the grievance process. 

 
9 This includes the evidence upon which the district does not intent to rely in reaching a determination regarding responsibility 
and inculpatory or exculpatory evidence whether obtained from a party or other source, so that each party can meaningfully 
respond to the evidence prior to the investigation. The district must make all such evidence subject to the parties’ inspection and 
review available at any hearing to give each party equal opportunity to refer to such evidence during the hearing, including for 
purposes of cross-examination. 

10 Questions and evidence about the complainant’s sexual predisposition or prior sexual behavior are not relevant, unless such 
questions and evidence about the complainant’s prior sexual behavior are offered to prove that someone other than the 
respondent committed the conduct alleged by the complainant, or if the question and evidence concern specific incidents of the 
complainants prior sexual behavior with respect to the respondent and are offered to prove consent. 

https://www.reynolds.k12.or.us/district/conflict-interest-policy-investigations
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The standard to be used for formal complaints in determining whether a violation has occurred is the 
preponderance of the evidence11standard. 

The person deciding the question of responsibility (the “decision-maker”) must be someone other than the 
Title IX Coordinator or the investigator(s). The decision-maker must issue a written determination which 
must include: 

1. Identification of the allegations potentially constituting sexual harassment; 

2. A description of the procedural steps taken from the receipt of the formal complaint through the 
determination, including any notifications to the parties, interviews with parties and witnesses, site 
visits, methods used to gather evidence, and hearings held; 

3. Findings of fact supporting the determination; 

4. Conclusions regarding the application of the district’s code of conduct to the facts; 

5. A statement of, and rationale for, the result as to each allegation, including: 

a. A determination regarding responsibility; 
b. Any disciplinary sanctions the district imposes on the respondent; and  
c. Whether remedies designed to restore or preserve equal access to the district’s education 

program or activity will be provided by the district to the complainant; and 

6. The district’s procedures and permissible bases for the complainant and respondent to appeal. 

The district must provide the written determination to the parties simultaneously.  

The determination regarding responsibility becomes final either on the date that the recipient provides the 
parties with the written determination of the result of the appeal, if an appeal is filed, or if an appeal is not 
filed, the date on which an appeal would no longer be considered timely. 

Remedies 

The Title IX Coordinator is responsible for effective implementation of any remedies and/or supportive 
measures. 

The disciplinary sanctions12 may include: 

1. Discipline up to and including suspension and expulsion; 

2. Removal from various activities, committees, extra-curricular, positions, etc. 

3. Disqualification for awards and honors; 

 
11 A preponderance of the evidence standard is understood to mean concluding that a fact is more likely than not to be true. U.S. 
Department of Education, Title IX Regulations commentary, p. 1268, FN 1409. 

12 Districts should review any other disciplinary procedures and requirements prior to imposing any discipline, and should 
contact legal counsel with questions.  
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4. Discipline up to and including termination, in accordance with laws, agreements, contracts, 
handbooks, etc.13 

Supportive measures may include counseling, extensions of deadlines or other course-related adjustments, 
modifications of work or class schedules, campus escort services, mutual restrictions on contact between 
parties, changes in work or housing locations, leaves of absence, increased security and monitoring of 
certain areas of the campus, and other similar measures.  

Dismissal of a Formal Complaint 

The district must dismiss a formal complaint with regard to Title IX sexual harassment if the alleged 
conduct: 

1. Would not constitute sexual harassment, even if proved; 

2. Did not occur in the district’s education program or activity14; or 

3. Did not occur against a person in the United States. 

The district may dismiss a formal complaint with regard to Title IX sexual harassment if at any time 
during the investigation or hearing, if provided: 

1. A complainant notifies the Title IX Coordinator in writing that the complaint would like to withdraw 
the formal complaint or any allegations therein; 

2. The respondent is no longer enrolled or employed by the district; or 

3. Specific circumstances prevent the recipient from gathering evidence sufficient to reach a 
determination as to the formal complaint or allegations therein. 

Upon dismissal of a formal complaint, the district must promptly send written notice of the dismissal and 
the reason(s) therefor simultaneously to the parties. 

The dismissal of a formal complaint under Title IX does not preclude the district from continuing 
any investigation and taking action under a different process. The district may have an obligation to 
continue an investigation and process under a different process.  

Consolidation of Complaints 

The district may consolidate formal complaints as to allegations of sexual harassment against more than 
one respondent, or by one or more complainant against one or more respondents, or by one party against 
another party, where the allegations of sexual harassment arise out of the same facts or circumstances. 

Informal Resolution 

If the district receives a formal complaint, at any time prior to reaching a determination regarding 
responsibility, the district may offer an optional informal resolution process, provided that the district: 

 
13 It is important to keep supportive measures separate from disciplinary sanctions. Supportive measures must be “non-
disciplinary” and “non-punitive.” 

14 Includes locations, events, or circumstances over which the district exercised substantial control over both the respondent and 
the context in which the sexual harassment occurs. (Title 34 C.F.R. §106.44(a)) 



 

 
 

Federal Law (Title IX) Sexual Harassment Complaint Procedure  – GBN/JBA-
AR(2) 

6-7 
 

1. Provides written notice to the parties disclosing: 

a. The allegations; 
b. The requirements 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, however, that at any time prior to agreeing toa 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 

c. Any consequences resulting from participating in the informal resolution process, including 
the records that will be maintained or could be shared. 

2. Obtains the parties’ voluntary written consent to the informal resolution process; and 

3. Does not offer or facilitate an informal resolution process to resolve allegations that an employee 
sexually harassed a student. 

Appeals 

Either party may file an appeal from a determination regarding responsibility or from a dismissal of a 
formal complaint, within 10 working days of the decision, on the following bases: 

1. Procedural irregularity that affected the outcome of the matter; 

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

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

When an appeal is filed, the district must: 

1. Notify the other party in writing; 

2. Implement appeal procedures equally for both parties; 

3. Ensure the decision-makers(s) for the appeal is not the same person as the decision-maker(s) who 
reached the determination regarding responsibility or dismissal, the investigator(s), or the Title IX 
Coordinator; 

4. Ensure the decision-maker for the appeal is free from conflicts of interest and bias; 

5. Give both parties a reasonable equal opportunity to submit a written statement in support of, or 
challenging the outcome; 

6. Issue a written decision describing the result of the appeal and the rationale for the result; and 

7. Provide the written decision simultaneously to both parties. 

Timelines 

The district will complete the following portions of the grievance process within the specified timelines: 

1. General grievance process (from receipt of formal complaint to determination of responsibility: 90 
days; 
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2. Appeals (from receipt of appeal): 60 days; 

3. Informal resolution process: 60 days. 

Temporary delays of the grievance process, or limited extensions of time will be allowed for good cause15 
with written notice to the parties.  

Records 

Records will be created and maintained in accordance with the requirements in Title 34 C.F.R. 
§106.45(a)(10).16 

Training 

Title IX Coordinators, investigators, decision-makers, and any person who facilitates an informal 
resolution process must receive training on the definition of sexual harassment, the scope of the district’s 
education program or activity, how to conduct an investigation and grievance process including hearings, 
appeals, and information resolution processes. The training must also include avoiding prejudgment of the 
facts at issue, conflicts of interest and bias. 

Decision-makers must receive training on any technology to be used at a live hearing and on issues of 
relevance of questions and evident, including when questions about evidence about the complainant’s 
sexual predisposition or prior sexual behavior are not relevant. 

Investigators must receive training on issues of relevance to create an investigative report that fairly 
summarizes relevant evidence. 

Materials used to train Title IX Coordinators, investigators, decision-makers, and any person who 
facilitates an informal resolution process, must not rely on sex stereotypes, must promote impartial 
investigations and adjudications of formal complaints of sexual harassment and must be made publicly 
available on the district’s website.  

 
15 Good cause may include considerations such as the absence of a party, a party’s advisor or a witness; concurrent law 
enforcement activity; or the need for language assistance or accommodation of disabilities. (Title 34 C.F.R. § 106.45(b)(1)(v)) 

16 This includes creating a record for each investigation. This record must include: 
• Supportive measures, or reasons why the response was not clearly unreasonable under the circumstances; 
• Basis for the conclusion that the district’s response was not deliberatively indifferent; and 
• What measures were taken to restore or preserve equal access to the district’s educational program or activity. (Title 34 

C.F.R. § 106.45(a)(10)(ii))  
Most records (including training) must be retained for at least seven years.  

https://www.reynolds.k12.or.us/district/conflict-interest-policy-investigations
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Standards for Competent and Ethical Performance of Oregon Educators 
 
Application of Rules 

1.​ Oregon Administrative Rules were adopted by the Teacher Standards and Practices Commission 
(TSPC) in accordance with Oregon Revised Statutes (ORS). 

2.​ Oregon Administrative Rules (OAR) may be used as criteria by the TSPC in matters pertaining to 
the revocation or suspension of licenses issued by TSPC under Oregon law or the discipline of any 
license holder or any person who has held a license at any time within five years prior to issuance of 
the notice of charges under ORS. 

3.​ The TSPC determines whether an educator’s performance is ethical or competent in light of all the 
facts and circumstances surrounding the educator’s performance as a whole. 

4.​ The TSPC will promptly investigate complaints: 

a.​ The TSPC may at its discretion defer action to charge an educator against whom a complaint 
has been filed under law when the investigation report indicates that disciplinary action against 
the educator is pending at the local district level or when criminal charges are pending or are 
likely to be filed against the educator. In considering whether to defer action to charge an 
educator, the TSPC shall consider all relevant circumstances including the nature and 
seriousness of the allegations and whether the educator is currently employed as a teacher or 
school administrator; 

b.​ The executive secretary shall regularly inform the TSPC of the status of any complaints on 
which the TSPC has deferred action. 

Definitions 

The following definitions apply to Oregon Administrative Rules unless otherwise indicated by context: 

1.​ “Administrator”: any educator who holds a valid Oregon administrative license or registration and 
who works in a position requiring an administrative license; 

2.​ “Competent”: discharging required duties as set forth in these rules; 

3.​ “Educator”: any licensed or registered or certified person who is authorized to be engaged in the 
instructional program including teaching, counseling, school psychology, administering and 
supervising; 

4.​ “Ethical”: conforming to the professional standards of conduct set forth in these rules; 

5.​ “Sexual conduct”: means verbal or physical conduct or verbal, written or electronic communications 
by a school employee, a contractor, an agent or a volunteer that involve a student that are: 
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a.​ Sexual advances or requests for sexual favors directed toward the student; or 
b.​ Of a sexual nature that are directed toward the student or that have the effect of unreasonably 

interfering with the student’s educational performance, or of creating an intimidating or hostile 
educational environment. 

“Sexual conduct” does not include: 

a.​ Touching or other physical contact: 

(1)​ That is necessitated by the nature of the district employee’s job duties or by the services 
required to be provided by the contractor, agent, or volunteer; and 

(2)​ For which there is no sexual intent. 

b.​ Verbal, written or electronic communications that are provided as part of an education program 
that meets the state educational standards or a policy approved by the Board 

c.​ Conduct or communications described in above if the district employee, contractor, agent or 
volunteer is also a student and the conduct or communications: 

(1)​ Arise out of a consensual relationship between students; 
(2)​ Do not create an intimidating or hostile educational environment; and 
(3)​ Are not prohibited by law, any policies of the district or any applicable employment 

agreements. 

2.​ “Sexual harassment”: any unwelcome conduct with an individual which includes but is not limited to 
sexual advances, requests for sexual favors and other verbal or physical conduct of a sexual nature 
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 unreasonably interferes with an individual’s work performance or creates an 
intimidating, hostile or offensive working environment. 

3.​ “Teacher”: any person who holds a teacher’s license as provided in ORS 342.125. 

4.​ “Student”: means any person who is: 

a.​ In any grade from kindergarten through grade 12; or 
b.​ Twenty-one years of age or younger and receiving educational or related services from an 

education provider that is not a post-secondary institution of education; or 
c.​ Who was previously known as a student by the person engaging in sexual conduct and who 

left school or graduated from high school within 90 days one calendar year prior to the sexual 
conduct. 

The Competent Educator 

The teacher or administrator demonstrates a commitment to: 
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1.​ Recognize the worth and dignity of all persons and respect for each individual; 

2.​ Encourage scholarship; 

3.​ Promote democratic and inclusive citizenship; 

4.​ Raise educational standards; 

5.​ Use professional judgment; and 

6.​ Promote equitable learning opportunities. 

Curriculum and Instruction 

The competent educator measures success by the progress of each student toward realization of personal 
potential as a worthy and effective citizen. The competent educator stimulates the spirit of inquiry, the 
acquisition of knowledge and understanding and the thoughtful formulation of goals as they are 
appropriate for each individual. 

The competent teacher demonstrates: 

1.​ Use of state- and district-adopted curriculum and goals; 

2.​ Skill in setting instructional goals and objectives expressed as learning outcomes; 

3.​ Use of current subject matter appropriate to the individual needs of students; 

4.​ Use of students’ growth and development patterns to adjust instruction to individual needs consistent 
with number of students and amount of time available; and 

5.​ Skill in the selection and use of teaching techniques conducive to student learning. 

The competent administrator demonstrates: 
 
1.​ Skill in assisting individual staff members to become more competent educator by complying with 

federal, state and local law, rules and lawful and reasonable district policy and contracts; 

2.​ Knowledge of curriculum and instruction appropriate to assignment; 

3.​ Skill in implementing instructional programs through adequate communication with staff; and 

4.​ Skill in identifying and initiating any needed change which helps each student toward realization of 
personal learning potential. 

Supervision and Evaluation 

The competent educator is a student of human behavior and uses this knowledge to provide a climate that 
is conducive to learning and that respects the rights of all persons without discrimination. The competent 
educator assumes responsibility for the activities planned and conducted through the district’s program and 
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assists colleagues to do the same. The competent educator gathers relevant information and uses it in the 
planning and evaluation of instructional activities. 

The competent teacher demonstrates: 

1.​ Multiple ways to assess the academic progress of individual students; 

2.​ Skill in the application of assessment data to assist individual student growth; 

3.​ Procedures for evaluating curriculum and instructional goals and practices; 

4.​ Skill in the supervision of students; and 

5.​ Skill in differentiating instruction. 

The competent administrator demonstrates: 

1.​ Skill in the use of assessment data to provide effective instructional programs; 

2.​ Skill in the implementation of the district’s student evaluation program; 

3.​ Skill in providing equal opportunity for all students and staff; and 

4.​ Skill in the use of employee and leadership techniques appropriate to the assignment and according 
to well-established standards which ensure due process for the staff for which the administrator is 
responsible for evaluating. 

Management Skills 

The competent educator is a person who understands students and is able to relate to them in constructive 
and culturally competent ways. The competent educator establishes and maintains good rapport. The 
competent educator maintains and uses records as required and as needed to assist the growth of students. 

The competent teacher demonstrates skills in: 

1.​ Establishing and maintaining classroom management that is conducive to learning; 

2.​ Using and maintaining district property, equipment and materials appropriately; 

3.​ Using and maintaining student records as required by federal and state law and district policies and 
procedures; 

4.​ Using district and school business and financial procedures; and 

5.​ Using district lawful and reasonable rules and regulations. 

The competent administrator demonstrates: 
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1.​ Leadership skills in managing the school, its students, staff and programs as required by lawful and 
reasonable district policies, rules and regulations, state and federal laws and regulations and other 
programs as assigned and assures that staff is informed of these requirements; and 

2.​ Skills in planning and staff assignment. 

Human Relations and Communications 

The competent educator works effectively with others — students, staff, parents and patrons. The 
competent educator is aware of the ways the community identifies with the school, as well as community 
needs and ways the school program is designed to meet these needs. The competent educator can 
communicate with knowledge, clarity and judgment about educational matters, the school and the needs of 
students. 

The competent teacher demonstrates: 

1.​ Willingness to be flexible in cooperatively working with others; and 

2.​ Skill in communicating with students, staff, parents and other patrons. 

The competent administrator demonstrates: 

1.​ Skill in helping students, staff, parents and other patrons to learn about the school, the district and its 
program; 

2.​ Skill in communicating district and school goals to staff and the public; 

3.​ Willingness to be flexible in cooperatively working with others; and 

4.​ Skill in reconciling conflict. 

The Ethical Educator 

The ethical educator is a person who accepts the requirements of membership in the teaching profession 
and acts at all times in ethical ways. In so doing the ethical educator considers the needs of the students, 
the district and the profession. 

The ethical educator, in fulfilling obligations to the student, will: 

1.​ Keep the confidence entrusted in the profession as it relates to confidential information concerning a 
student and the student’s family; 

2.​ Refrain from exploiting professional relationships with any student for personal gain or in support of 
persons or issues; and 

3.​ Maintain an appropriate professional student-educator relationship by: 

a.​ Not demonstrating or expressing professionally inappropriate interest in a student’s personal 
life; 
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b.​ Not accepting or giving or exchanging romantic or overly personal gifts or notes with a 
student; 

c.​ Reporting to the educator’s supervisor if the educator has reason to believe a student is or may 
be becoming romantically attached to the educator; and 

d.​ Honoring appropriate adult boundaries with students in conduct and conversations at all times. 

The ethical educator, in fulfilling obligations to the district, will: 

1.​ Apply for, accept, offer or assign a position of responsibility only on the basis of professional 
qualifications and will adhere to the conditions of a contract or the terms of the appointment; 

2.​ Conduct professional business, including grievances, through established lawful and reasonable 
procedures; 

3.​ Strive for continued improvement and professional growth; 

4.​ Accept no gratuities or gifts of significance that could influence judgment in the exercise of 
professional duties; and 

5.​ Not use the district’s or school’s name, property or resources for noneducational benefit without 
approval of the educator’s supervisor or the appointing authority. 

The ethical educator, in fulfilling obligations to the profession, will: 

1.​ Maintain the dignity of the profession by respecting and obeying the law, exemplifying personal 
integrity and honesty; 

2.​ Extend equal treatment to all members of the profession in the exercise of their professional rights 
and responsibilities; 

3.​ Respond to requests for evaluation of colleagues and to keep such information confidential as 
appropriate; and 

4.​ Respond to requests from a TSPC representative for information, furnish documents to TSPC, and 
participate in interviews with a TSPC representative relating to a TSPC investigation, except subject 
to the exercise of any legal right or privilege. 

END OF POLICY 
 

Legal Reference(s): 
 

OAR 584-020-0000 - 0035 
 
House Bill 4160 (2024). 
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Code:​ GCBDD/GDBDD 
Adopted:​ 1/18/17 
Revised/Readopted:​ 4/26/23 
Orig. Code:​ GCBDD/GDBDD 

Sick Time 

General Provisions 

“Employee” means an individual who renders personal services at a fixed rate to is employed by the 
district if the district either pays and who is paid on an hourly, stipend or agrees to pay for personal 
services or permits the individual to perform personal services.salary basis, and for whom withholding is 
required under Oregon Revised Statute (ORS) 316.162-316.221. The definition does not include 
volunteers or independent contractors. 

The district shall provide sick time to employees in accordance with Oregon law. Consistent with ORS 
653.641, the district shall not deny, interfere with, restrain or fail to pay for sick time to which an 
employee is entitled, or retaliate against an employee as a result of the employee’s lawful use of sick time. 

Employees qualify to begin earning and accruing sick time on the first day of employment with the district 
and are eligible to use sick time beginning on the 91st calendar day of employment with the district and 
may use sick time as it is accrued. 

[Non-represented/Non-contracted Employees 

The following provisions shall apply only to those employees who are not covered by a collective 
bargaining agreement, group handbook/agreement or individual contract that provides for paid time off in 
a manner that is substantially equivalent to the benefits set forth in ORS 653.601 - 653.661. 

The district employs 10 or more employees and therefore shall shall allow an eligible employee to 
accessearn up to 40 hours of paid sick time per year. Paid sick time shall accrue at the rate of at least one 
hour of paid sick time for every 30 hours the employee works, or 1-1/3 hours for every 40 hours the 
employee works. 

The employee accrued sick time may carry up to 40 hours of unused sick time from one yearbe carried 
over to the subsequent year. , with a usage limit of 40 hours per fiscal year. An employee is limited to 
accruing no more than 80 hours of sick time and using no more than 40 hours of sick time in a year. 

Sick time shall be taken in hourly minimum of one-hour increments and may be used for the employee’s or 
a family member’s1 mental or physical illness, injury or health condition, need for medical diagnosis, care 
or treatment of a mental or physical illness, injury or health condition or need for preventive care, or for 

1 “Family member” is defined in OAR 839-007-0000.by the Oregon Family Leave Act (OFLA). 
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reasons consistent with qualifyingthe Family Medical Leave Act (FMLA), Paid Family and Medical Leave 
Insurance (PFMLI) or Oregon Family Leave (OFLA).. Sick time may also be used in the event of a public 
health emergency or for leave to address domestic violence, harassment, sexual assault, bias, or stalking 
under ORS 659A.272.  
 
The use of sick time may not lead to, or result in, an adverse employment action against the employee. 
 
The district reserves the right, after an employee uses sick time for more than three five consecutive 
scheduled workdays,days of absence, to require verification or certification in accordance with lawproof of 
the need for the sick timepersonal illness or injury from an employee, including a medical verification or 
certification2 examination by a physician chosen and paid for by the district. If anAn employee 
failsrefusing to submit to provide verification or certification or failssuch an examination or to provide 
other evidence as required by the district, the employee shall be subject to appropriate disciplinary action, 
up to and including dismissal. 

When the reason for sick time is consistent with FMLA, PFMLI or /OFLA leave, the sick time leave and 
qualifyingthe FMLA, PFMLI or /OFLA leave may run concurrently. 

When the reason for sick time is consistent with ORS 332.507, the sick time leave and leave pursuant to 
ORS 332.507 may run concurrently. 
 
If the reason for sick time is a foreseeable absence, the district requires an will require the employee to 
provide advance notice of thetheir intention to use sick time within 10 days prior to whenof the requested 
sick time is to begin, or as soon as otherwise practicable. When anthe employee uses sick time for a 
foreseeable absence, the employee shall take reasonable effort to schedule the sick time in a manner that 
does not unduly disrupt the operations of the district (e.g., grading deadlines, inservice training, mandatory 
meetings). The district may discipline an employee if the employee fails to make a reasonable effort to 
schedule leave in a manner that does not unduly disrupt the operations of the district.in-service training, 
and mandatory meetings). 
 
If the reason for sick time is unforeseeable, such as an emergency, accident or sudden illness, the employee 
shall notify the district consistent with the reporting time established by the district or when circumstances 
prevent the employee from providing notice as required,at least 12 hours in advance or as soon as 
practicable. 
 
The district may discipline an employee for violating workplace policies and procedures if the employee 
fails to provide notice as required. 
 
Unused sick time is forfeited upon termination, is not transferrable to other school districts and is not 
reportable to PERS. For accounting purposes, the district’s leave year will match the fiscal year (July 1 
through June 30). 
 
The district shall establish a standard process to track the eligibility for sick time of a 
substitutenon-represented/non-contracted employees. 

2 In the case of need for leave under ORS 659A.272, the district may not require the verification or certification to explain the 
nature of the illness or details related to the domestic violence, sexual assault, harassment, bias, or stalking, which necessitates 
the use of sick time. 
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END OF POLICY 
 

Legal Reference(s): 
 
ORS 332.507 
ORS 342.545 

ORS 342.610 
ORS 653.601 - 653.661 

ORS 659A.150 - 659A.186 
OAR 839-007-0020 - 0065 

 
Americans with Disabilities Act/Americans with Disabilities Act Amendments Act, 42 U.S.C. §§ 12101-12213 (2018); 29 
C.F.R. Part 1630 (2023); 28 C.F.R. Part 35 (2023). 
Family and Medical Leave Act, 29 U.S.C. §§ 2601-2654 (2018); Family and Medical Leave Act, 29 C.F.R. Part 825 (2023). 
 
 
Cross Reference(s): 
 
ACA - Americans with Disabilities Act 
GBDA - Mother Friendly Workplace 
GCBDA/GDBDA - Family Medical Leave 
GCBD/GDBD - Sick Leaves and Absences 
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Code: JHFF/GBNAA 
Adopted: 9/28/22 
Revised/Readopted: 4/26/23 
Orig. Code(s): JHFF 

Suspected Sexual Conduct with Students and Reporting Requirements 

Sexual conduct by district employees, contractors1, agents2, and volunteers3 is prohibited and will not be 
tolerated. All district employees, contractors, agents, and volunteers, and students4 are subject to this 
policy. Students are also subject to this policy if they are acting as an employee, contractor, agent or 
volunteer. 

5“Sexual conduct,” means verbal or physical conduct or verbal, written or electronic communications by a 
school employee, a contractor, an agent or a volunteer that involve a student and that are sexual advances 
or requests for sexual favors directed toward the student, or of a sexual nature that are directed toward the 
student or that have the effect of unreasonably interfering with a student’s educational performance, or of 
creating an intimidating or hostile educational environment. “Sexual conduct” does not include touching or 
other physical contact that is necessitated by the nature of the school employee’s job duties or by the 
services required to be provided by the contractor, agent or volunteer, and for which there is no sexual 
intent; verbal, written or electronic communications that are provided as part of an education program that 
meets state educational standards or a policy approved by the Board; or conduct or communications 
described in the definition of sexual conduct herein if the school employee, contractor, agent or volunteer 
is also a student and the conduct or communications arise out of a consensual relationship between 
students, do not create an intimidating or hostile educational environment and are not prohibited by law, 
any policies of the district or any applicable employment agreements. 

“Student” means any person who is in any grade from prekindergarten through grade 12 or 21 years of age 
or younger and receiving educational or related services from the district that is not a post-secondary 
institution of education, or who was previously known as a student by the person engaging in sexual 

1 “Contractor” means a person providing services to the district under a contract in a manner that requires the person to have 
direct, unsupervised contact with students. 

2 “Agent” means a person acting as an agent for the district in a manner that requires the person to have direct, unsupervised 
contact with students. 

3 “Volunteer” means a person acting as a volunteer for the district in a manner that requires the person to have direct, 
unsupervised contact with students. 

4 Student conduct may only be sexual conduct if the student is also an employee, contractor, agent, or volunteer. 

5 This definition of “sexual conduct” affects all conduct that occurs before, on or after June 23, 2021, for purposes of reports 
that are made, investigations that are initiated, or a collective bargaining agreement, an employment contract, an agreement for 
resignation or termination, a severance agreement or any similar contract or agreement entered into, on or after June 23, 2021. 
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conduct and who left school or graduated from high school within one calendar year90 days prior to the 
sexual conduct. 

The district will post in each school building the names and contact information of the employees 
designated for the respective school buildings to receive reports of suspected sexual conduct and the 
procedures the designee will follow upon receipt of the report. 

Any district employee, contractor, agent or volunteer who has reasonable cause to believe that a student 
has been subjected to sexual conduct by another district employee, contractor, agent or volunteer, or that 
another district employee, contractor, agent or volunteer has engaged in sexual conduct with a student 
shall immediately report such suspected sexual conduct to the designated licensed administrator or the 
alternate designated licensed administrator, in the event the designated administrator is the suspected 
perpetrator, for their school building. If the conduct also constitutes child abuse, the employee must make 
mandatory reports in accordance with Board policy JHFE/GBNAB – Suspected Abuse of a Child 
Reporting Requirements. 

If the superintendent is the alleged perpetrator the report shall be submitted to the executive director of 
human resources who shall report the suspected sexual conduct to the Board chair. 

If an employee fails to report suspected sexual conduct or fails to maintain confidentiality of records, the 
employee will be disciplined up to and including dismissal. 

When a designated licensed administrator receives a report of suspected sexual conduct by a district 
employee, contractor, agent or volunteer, the administrator will follow procedures established by the 
district and set forth in the district’s administrative regulation JHFF/GBNAA-AR - Suspected Sexual 
Conduct Report Procedures and Form. All such reports will be reported to the Oregon Department of 
Education (ODE) or Teacher Standards and Practices Commission (TSPC) in accordance with such 
administrative regulation. The agency receiving a report will complete an investigation regardless of any 
changes in the relationship or duties of the person who is the alleged perpetrator. 

When there is reasonable cause to support the report, a district employee suspected of sexual conduct shall 
be placed on paid administrative leave pending an investigation and the district will take necessary actions 
to ensure the student’s safety. 

When there is reasonable cause to support the report, a district contractor, agent or volunteer suspected of 
sexual conduct shall be removed from providing services to the district and the district will take necessary 
actions to ensure the student’s safety. 

The district will notify, as allowed by state and federal law, the person who was subjected to the suspected 
sexual conduct about any actions taken by the district as a result of the report. 

A district employee, contractor or agent will not assist another district employee, contractor or agent in 
obtaining a new job if the individual knows, or has reasonable cause to believe the district employee, 
contractor or agent engaged in sexual conduct. Nothing in this policy prevents the district from disclosing 
information required by law or providing the routine transmission of administrative and personnel files 
pursuant to law. 

The initiation of a report in good faith about suspected sexual conduct may not adversely affect any terms 
or conditions of employment or the work environment of the person who initiated the report or who may 
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have been subject to sexual conduct. If a student initiates a report of suspected sexual conduct by a district 
employee, contractor, agent or volunteer in good faith, the student will not be disciplined by the district or 
any district employee, contractor, agent or volunteer. 

The district will provide to employees at the time of hire, or to a contractor, agent or volunteer at the time 
of beginning service for the district, the following: 

1. A description of conduct that may constitute sexual conduct;

2. A description of the investigatory process and possible consequences if a report of suspected sexual
conduct is substantiated; and

3. A description of the prohibitions imposed on district employees, contractors and agents when they
attempt to obtain a new job, pursuant to ORS 339.378(2).

All district employees are subject to Board policy GCAB - Personal Electronic Devices and Social Media - 
Staff regarding appropriate electronic communications with students. 

Any electronic communications with students by a contractor, agent or volunteer for the district will be 
appropriate and only when directed by district administration. When communicating with students 
electronically regarding school-related matters, contractors, agents or volunteers shall use district e-mail 
using mailing lists and/or other internet messaging approved by the district to a group of students rather 
than individual students or as directed by district administration. Texting or electronically communicating 
with a student through contact information gained as a contractor, agent or volunteer for the district is 
prohibited. 

The superintendent shall develop administrative regulations to implement this policy and to comply with 
state law. 

END OF POLICY 

Legal Reference(s): 

ORS 332.107 ORS 339.370 - 339.400 ORS 419B.005 - 419B.045 

Every Student Succeeds Act, 20 U.S.C. § 7926 (2018). 
House Bill 4160 (2024). 

Cross Reference(s): 

GBN/JBA - Sexual Harassment 
GBNAB/JHFE - Suspected Abuse of a Child Reporting Requirements 
GCAB - Personal Electronic Devices and Social Media - Staff 
IIBGA - Electronic Communications System 
JFCF - Hazing, Harassment, Intimidation, Bullying, Menacing, Cyberbullying, Teen Dating Violence or Domestic Violence – 
Student 
JHFE/GBNAB - Suspected Abuse of a Child Reporting Requirements 
GBNAA/JHFF - Suspected Sexual Conduct with Students and Reporting Requirements 
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http://policy.osba.org/orsredir.asp?ors=ors-419b


As a community, we prepare lifelong learners to achieve 
their full potential in a complex and interconnected world.

To: Board of Directors

From: Frank Caropelo, Superintendent

Subject: Board Discussion: Resolution Supporting Gender Expansive Students 
and Staff

Type: ☐ Action Item ☒ Report / Presentation

Policy: AC: Nondiscrimination and Civil Rights

Date: February 12, 2025

Connection to Strategic Plan Goal Topics:

☒ Marginalized Students ☒ Culturally Responsive Teaching
☒ Student and Staff Wellness ☒ Professional Development

Summary / Background: 
The Board will discuss adding a resolution in support of gender expansive students and staff to 
the February Business Meeting. Such a resolution could affirm the district’s commitment to 
nondiscrimination. It would acknowledge the unique challenges faced by gender expansive 
individuals, including bullying, mental health disparities, and barriers to full participation in 
school activities. By adopting this resolution could signal support for policies that promote 
respect, dignity, and equal opportunities, ensuring that all students and staff, regardless of 
gender identity or expression, can thrive academically and socially. A draft resolution is 
attached.

Previous Board Action:
Not Applicable.

Financial Implications: 
Not Applicable.

Motion:
Not Applicable.



DRAFT
Resolution 2024-2025-XXX 

Proclaiming the Support of Gender Expansive Students and Staff 

WHEREAS, it is the right of every child, regardless of gender identity, gender expression, or sexual orientation, to 
access a free public K-12 education and the District welcomes and supports all students; and 

WHEREAS, every young person must have equal educational opportunity and freedom from the fear that their basic 
civil and educational rights will be taken away from them; and 

WHEREAS, marginalized communities today are undergoing rapid social, cultural, and political change around policies 
and practices that are pertinent to the well-being of gender expansive youth; and 

WHEREAS, the Reynolds Board of Education recognizes the importance of policies and practices that promote 
inclusion, belonging, respect, equity, and dignity for all students and staff; and 

WHEREAS, Reynolds School District is committed to fostering a working, teaching, and learning environment that is 
physically, socially, and emotionally safe, inclusive, and affirming for all students and staff, regardless of sexual 
orientation, gender identity, or gender expression; and 

WHEREAS, the Board of Education is also committed to honoring, valuing, and affirming our transgender, nonbinary, 
and all other LGBTQ2SIA+ students, staff, and families through our policies, practices, and curriculum; and 

NOW, THEREFORE, BE IT RESOLVED, that the Board of Education affirms its unwavering commitment to ensuring 
the safety, inclusion, belonging, and affirmation of sexual and gender diverse students and staff in all schools within the 
district; and 

BE IT FURTHER RESOLVED, District prohibits discrimination against all persons, whether student, family/caregiver of 
a student, or District employee, on the basis of actual or perceived sexual orientation, gender identity, or gender 
expression, or the actual or perceived sexual orientation, gender identity, or gender expression of their associates; and 

BE IT FURTHER RESOLVED, that the Board declares the District to be a Safe Space for its students and staff, 
meaning that the District is a place to work, to teach, to learn, to thrive, and to seek assistance, information, and 
support free from discrimination and bullying; and 

BE IT FURTHER RESOLVED, that the Board will continue to implement and uphold policies that prohibit 
discrimination, harassment, and bullying based on sexual orientation, gender identity, or gender expression and will 
work to strengthen a culture of respect and belonging for all. 

BE IT FINALLY RESOLVED, that the Reynolds Board of Education stands in solidarity with all students and staff and 
remains committed to upholding their rights, dignity, and educational success. 

Adopted this XX day of XXXXXX 2025. 

Signed: Attest: 

Chair, Reynolds School Board of Directors​ Superintendent / Clerk 



As a community, we prepare lifelong learners to achieve 
their full potential in a complex and interconnected world.

To: Board of Directors

From: Frank Caropelo, Superintendent

Subject: Adjournment of Meeting

Type: ☐ Action Item ☒ Report / Presentation

Policy: BD/BDA: Board Meetings; BDDF: Conduct of Board Meetings

Date: February 12, 2025

Connection to Strategic Plan Goal Topics:

☒ Marginalized Students ☒ Culturally Responsive Teaching
☒ Student and Staff Wellness ☒ Professional Development

Summary / Background: 
The Board Chair will adjourn the meeting.

Previous Board Action:
Not Applicable.

Financial Implications: 
Not Applicable.

Motion:
Not Applicable.
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