AGENDA

SCHOOL DISTRICT OF NEW GLARUS
POLICY, COMMUNICATION & ADVOCACY COMMITTEE

MONDAY, SEPTEMBER 27, 2021

HIGH SCHOOL LIBRARY/MEDIA CENTER, ROOM 183 JOIN ZOOM MEETING USING
LINK
HTTPS://USO02WEB.ZOOM.US/J/85794089169?PWD=NHDQUZNUZTINEKE1OTFX
DU14ADLVQTO09 OR BY PHONE USING 1-646-568-7788 MEETING ID 857 9408
9169 & PASSWORD 491954
1701 2ND STREET
NEW GLARUS, WISCONSIN 53574
6:45 PM

l. Call to Order - Debra Fairbanks, Chair
Il. NEOLA Policy Updates
A. PO1422 - Nondiscrimination & Equal Employment Opportunity 2
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1422 - NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY

The Board does not discriminate in the employment of administrative staff on the basis of the-Proteeted-Classes-efrace, color,
national origin, age, sex (including trarsgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed
or religion, genetic information, handicap or disability, marital status, citizenship status, veteran status, military service (as
defined in 111.32, Wis. Stats.), ancestry, arrest record, conviction record, use or non-use of lawful products off the District’s
premises during non-working hours, declining to attend an employer-sponsored meeting or to participate in any communication
with the employer about religious matters or political matters, or any other legally protected category in its programs and

activities, including_employment opportunities i j

Notice of the Board's policy on nondiscrimination and the identity of the School District's Compliance Officer(s)_(see below)_will
be published on the District's website, posted throughout the District, and included in the District's recruitment statements or
general information publications.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according_to
their plain and ordinary meanings.

Complainant is the individual who alleges, or is alleged, to have been subijected to discrimination/retaliation,ﬁ_gardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation,

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e., a day(s)
that the District office is open for normal operating_hours, Monday — Friday, excluding_State-recognized holidays).

Military status: refers to a person's status in the uniformed services, which includes the performance of duty on a voluntary or
involuntary basis in a uniformed service, includingwy,wyﬁu@inm;mmwy for training,_inactive
duty for training, full-time National Guard duty, and performance of duty or training_ by a member of Wisconsin organized militia.
It also includes the period of time for which a person is absent from employment for the purpose of an examination to determine
the fitness of the person to perform any duty listed above.,

Respondent is the individual who has been alleged to have engaged in discrimination/retaliation, regardless of whether the
Reporting_Party files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

School District community means students and Board employees (i.e.,_administrators, and professional and support staff), as

well as Board member ~-agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties include, but are not limited to, guests and/or visitors on School District property (e.q., visiting_speakers,
Rarticipants on opposing_athletic teams, parents), vendors doing_business with, or seeking_to do business with, the Board, and
other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

District Compliance Officers

The Board designates the following individuals to serve as the District's "Compliance Officers" (also known as "Civil Rights
Coordinators";_hereinafter referred to as the "COs").

Director of StudentPupi Services
1701 2nd Street 2
New Glarus, WI 53574
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608-527-2410

Director of Human ResourcesServices
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs are responsible for coordinating the District’s efforts to comply with the applicable Federal and State laws and
regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, retaliation, or denial of equal access. The COs shall also verify that proper notice of nondiscrimination has been
provided for Title IT of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil Rights Act of 1964, Fitle
Béofthe-Education-Amendment-Aetof1972-Section 504 of the Rehabilitation Act of 1973 (as amended), the Age Discrimination
in Employment Act of 1975, and the Genetic Information Nondiscrimination Act (GINA) to students, their parents, staff members,
and the general public.

Reports and Complaints of Ynlawful-Discrimination and Retaliation

Employees are required toexpeeted-to-promptly report incidents of wrtawful-discrimination and/or retaliation to an administrator,
supervisor, or other supervisory employees so that the Board may address the conduct. Any administrator, supervisor, or other
supervisory employees who receive such a reporteemptaint shall file it with the CO at the employee'shisther first opportunity, but
no later than two (2) businress-days.

Discrimination again n indivi I n thei x (including_gender status, sexual orientation, and gender identity) is
discrimination in violation of Title VII. Specifically, discrimination on the basis of sex stereotyping/gender-nonconformity
constitutes sex discrimination. This is true irrespective of the cause of the person's gender non-conforming_behavior.
Employment actions based upon an individual's sex could be suspect and potentially impermissible.

COs are required to investigate allegations of conduct involving_the discrimination or harassment of an employee or applicant

based upon his/her gender status, sexual orientation, and gender identity.

Any_guestions concerning whether alleged conduct might violate this prohibition should be brought to the CO's attention
promptly.

Employees who believe they have been urtawfully-discriminated/retaliated against are entitled to utilize the complaint process

set forth below. Initiating a complaint will not adversely affect the Complainant'seemplaining-individuals employment. While
there are no time limits for initiating complaints under this policy, individuals should make every effort to file a complaint as soon

as possible after the conduct occurs while the facts are known and potential witnesses are available.

The COs will be available during regular school/work hours to discuss concerns related to-urtawfu discrimination/retaliation. COs
shall accept reportseemplaints of urtawful-discrimination/retaliation directly from any member of the School District community
or a Third Party, or receive reports that are initially filed with another Board employeetbistrict-empleyees;—students—parent(s);
and ber-o d asie of-the-Districtora-visiter-te-the-Bistrict. Upon receipt of a report of alleged
discrimination/retaliationeermplaint, theeither-directly-orthrough-a-school-building-administrater—a CO will contact the
Complainant and begin either an informal or formal complaint process (depending on the Complainant's request and the nature
of the alleged discrimination/retaliation )irvestigation.

Any Board employee who directly observes urtawful-discrimination/retaliation is obligated, in accordance with this policy, to
report such observations to one of the COs within two (2) business days. Additionally, any Board employee who observes an act
of urtawfut-discrimination/retaliation is expected to intervene to stop the misconduct, unless circumstances make such an
intervention dangerous, in which case the staff member should immediately notify other Board employees and/or local law
enforcement officials, as necessary, to stop the misconduct. Thereafter, the CO must contact the Complainantempleyee within
two (2) business days to advise himfher-of the Board's intent to investigate the alleged wrongdoing.

Investigation and Complaint Procedure

Except for sex discrimination and/or sexual harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in

Education Programs or Activities, any employee who alleges to have beenAry-employee-whe-believes-thatsthe has-been
subjected to urtawfal-discrimination or retaliation may seek resolution of thehis/her complaint through the procedures described
below. The complaint procedures involve an investigation of the individual’s claims of discrimination/retaliation and a process for
rendering a decision regarding whether the charges are substantiated.

Once the complaint process begins, the investigation will be completed in a timely manner (ordinarily, within fifteen (15)
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business-days of the complaint being received).

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of wrlawfut
discrimination or retaliation with the United States Department of Education Office for Civil Rights, the Wisconsin Equal Rights
Division, or the Equal Employment Opportunity Commission ("EEOC").

Complaint Procedure

A Complainant who alleges discrimination/retaliationAn-i

a Principal;_2) the CO;; or 3) to the District Administrator or other supervisory employees. Any complaint received regarding the
District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role of the CO for
such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be reported to the District Administrator,
who shall coordinate with the other appointed/designatedassume-theroleof CO_or,_if appropriate appoint/designate another
individual to serve as CO for the complaint regarding_a CO. fersueh-complaints:

Due to the sensitivity surrounding complaints of srtawfe-discrimination and retaliation, timelines are flexible for initiating the
complaint process; however, individuals are encouragedshettd-make-every-effort to file a complaint within thirty (30) ealerdar
days after the conduct occurs while the facts are known and potential witnesses are available. If a Complainant informs a
Principal, District Administrator, or other supervisory employees, either orally or in writing, about any complaint of discrimination
or retaliation, that employee must report such information to the CO at the employee's first opportunity, but no later thanwithin
two (2) busiress-days.

Throughout the course of the process, the CO should keep the parties reasonably informed of the status of the investigation and
the decision-making process.

All complaints must include the following information to the extent knownitis-avaitable: the identity of the Respondentindividual
conduet; a detailed description of the facts upon
potential witnesses; and the resolution sought by

believed-to-have-enaaaged-in—orba anasaina in tha diseriminatarm s /earalintar,
e veEta Y e gugc Ut o o C Chga g g tre-aiSeH i Ratot y7 retamator

kg
which the complaint is based_(i.e., when, where, and what occurred); a list of
the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter, the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further discrimination or retaliation, including; but not limited to- a change of work assignment or schedule for
the Complainant and/or the Respondentpersen-whe-allegediy-engaged-inthe-misconduct. In making such a determination, the
CO should consult the Complainant to assess whether the individual agrees withhisfherpesitionte the proposed action. If the
Complainant is unwilling to consent to the proposed change, the CO may-still may take whatever actions are deemedsthe-deems
appropriate in consultation with the District Administrator.

Within two (2)_days of receiving_the complaint, the CO or designee will initiate an investigation by at a minimum confirming
receipt of the complaint with the Complainant and informing_the Complainant of the investigation process.Within-twe—{2)
business-days-of receiving-the-complaint—the-Co-will i i j

Simultaneously, the CO will inform the Respondent that a formalindivi

i i . oy complaint has been received. The Respondent will be
informed about the nature of the allegations and upon request provided with a copy of any relevant policies and/or
administrative guidelines, including this Policy. The Respondent must also be informed of the opportunity to submit a written
response to the complaint_and the obligation to do so within five (5) business-days.

vestigation-te-determinewhethar tha Camnlainant hac hann
T SItrgEtTr o g T e W i o O T e ottt Rasbeen

init
T

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the
number of incidents or factual elements, the number of withesses and documents to be consulted, and the availability of
witnesses and other evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress.

The investigation will include:

A. interviews with the Complainant;
B. interviews with the Respondent;

4
C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the allegations,
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as determined by the CO;

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other witness
that is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO shall prepare and deliver a written report to the District Administrator that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of urtawful-discrimination/retaliation as provided in Board policy and State and Federal law as to whether the
Respondent has engaged in harassment/retaliation of the ComplainantCemplairant-has-been-subjected-to-tnlawful
diserimination/retatiation. The CO's recommendations must be based upon the totality of the circumstances. In determining if
discrimination or retaliation occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigator _process and/or before

finalizing the report to the District Administrator.¢

I n cases where no District CO is able to investigate a complaint due to concerns regar ding_conflicts,_bias or

partlahty, or for other reasons that impair the CO's ability to conduct an investigation, the CO may_in consultation

—_— e e e e e e =2 g N 2 7 Fid

with the District Administrator or Board President,_if the matter involves the District Administrator, engage outside

sgwmugwb_s_- n consistent with thi m?_ll Ve

Absent extenuating circumstances, within five (5) busiress-days of receiving the report of the CO, the District Administrator
either must either-issue a writtenfiral decision regarding whether the charges have been substantiated or request further
investigation. Ar_summaryexptanation_of the-cepy-of-the District Administrator's final decision will be provideddelivered to both
the Complainant and the Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) busiress-days,_or as quickly as
possible if additional time is necessary due to the availability of necessary witness(es)_or documents. At the conclusion of the
additional investigation, the District Administrator must issue a final written decision as described above.

If the District Administrator determlnes the Respondent en gaged in dlscrlmlnatxon/retaIlatlon toward the Complainant, the
District Administrator 2 i ke must identify what corrective action
will be taken to stop, remedy, and prevent the recurrence of the dlscrlmlnatlon/retahatlon The corrective action should be
reasonable, timely, age-appropriate,_effective, and tailored to the specific situation.

A Complainant or Respondent who is dissatisfied with the final decision of the District Administrator may appeal through a signed
written statement to the Board within five (5) busiress-days of the party'shisther receipt of the District Administrator's finatl
decision. The written statement of appeal must be submitted to the District Administrator, who will forward the request to the
Board President.

In an attempt to resolve the complaint, the Board shall review the findings and may meet with the concerned parties and their
representatives within twenty (20) business-days of the receipt of such an appeal. A copy of the Board's disposition of the appeal
shall be sent to each concerned party within ten (10) businress-days of its decision. The decision of the Board will be final.

The Board reserves the right to investigate and resolve a complaint or report of urtawfa-discrimination/retaliation regardless of

whether the Complainanterrpleyee-aleging-the-risconduct pursues the complaint. The Board also reserves the right to have the
complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed

appropriate by the Board_or its designee.

The parties may be represented, at their own cost, at any of the above-described interviews/meetings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies_such as the filing of a complaint with the Office for Civil Rights, the filing of charges with local law enforcement, or the
filing_of a civil action in court. Use of this internal complaint processprecedure is not a prerequisite to the pursuit of other
remedies.

Privacy/Confidentiality

The Board will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the witnesses as
much as possible, consistent with the Board’s legal obligations t05investigate, to take appropriate action, and to conform with any
discovery or disclosure obligations.

4 of 7 9/22/2021, 12:33 PM



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.

-

allegations, which may include di

During the course of an investigation, the CO will instruct each person who is interviewed about the importance of maintaining
confidentiality. Any individual who is interviewed as part of an investigation is expected not to disclose to third parties any
information that is learned or provideds/hetearnsandferprovides during the course of the investigation.

Remedial ActionSanetienns and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including_but not

imited to counseling_services, reinstatement of leave taken due to the discrimination, or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further

discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking_appropriate action reasonably calculated to
stop and prevent further misconduct.

discharge of an employee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with

applicable State law and any relevant codes of conduct.

When imposing_discipline, the District Administrator shall consider the totality of the circumstances involved in the matter,

including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,
the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies.

Where the Board becomes aware that a prior disciplinaryremedial action has been taken against the Respondentan-empleyee, all
subsequent sanctions imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct,
prevent its recurrence, and remedy its effect.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging urtawfut-discrimination/retaliation, or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made by any Federal or State civil rights law, or
because that individual made a report, formal complaint, testified, assisted or participated or refused to participate in any
manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised,
enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws

Retaliation against a person for making_a report of discrimination, filing_a formal complaint, or participating in an investigation or

meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other

appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to the internal complaint process set forth above.

6
he exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
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prohibited under this policy.
Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of trtawful
discriminatory practices. The District Administrator shall provide appropriate information to all members of the School District
community related to the implementation of this policy and shall provide training for District staff where appropriate. All training,
as well as all information provided regarding the Board's policy and discrimination in general, will be age and content
appropriate.

Retention of Investigatory Records and Materials

The CO is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all infermation—documents, electronically stored information
("ESI"), and electronic media (as defined in Policy 8315) created and/or received as part of an investigation, which may.
includeiretading; but are not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

L. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;
L. written documentation of any supportiveirterim measures offered and/or provided to the Complainant and/or the

Respondenteemptainants, including no contact orders issued to both parties, the dates issued, and the dates the parties
acknowledged receipt; and

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its
recurrence, eliminate any hostile environment, and remedy its discriminatory effects;-

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g., Student Codes of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;.

P. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification
of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting_an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardless of whether there is an investigation of an alleged violation of this policy. It is best practice to
maintain a log_of all ff members who participate in a training, along with the date, time and location of the
training, and a copy of the materials reviewed and/pr presented during the training.]
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The irfermation,-documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The infermation,-documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District's records retention schedule.

111.31 et seq., Wis. Stats.

111.335(d)(2), Wis. Stats.

118.125, Wis. Stats.

118.195, Wis. Stats.

118.20, Wis. Stats.

Fourteenth Amendment, U.S. Constitution

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended

38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act

42 U.S.C. 2000 et seq., Civil Rights Act of 1964

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act of 1973, as amended
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990 as amended

7

29 C.FR. Part 1635, The GINA Regulations
34 C.ER. Part 110, The Age Discrimination Act Requlations

© Neola 204921

Legal 111.31 et seq., Wis. Stats.
111.335(d)(2), Wis. Stats.
118.195, Wis. Stats.
118.20, Wis. Stats.
Fourteenth Amendment, U.S. Constitution
20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974
20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act
29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended
38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act
42 U.S.C. 2000 et seq., Civil Rights Act of 1964
42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964
42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act of 1973 as
amended

42 U.S.C. 6101 et seq., Age Discrimination Act of 1975
42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635, The GINA Regulations

34 C.F.R. Part 110, The Age Discrimination Act Regulations
8
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1422.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE

The Board ef-Education-prohibits discrimination on the basis of genetic information in all aspects of employment, including hiring,
firing, compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions, or privileges
of employment. The Board also does not limit, segregate, or classify applicants or employees in any way that would deprive or
tend to deprive them of employment opportunities or otherwise adversely affect the status of the person as an employee-asan
employee, based on genetic information. Harassment of a person because of hisfher-genetic information is-also is_prohibited.
Likewise, retaliation against a person for identifying, objecting to, or filing a complaint concerning a violation of this policyan

appheant-oremployeefor-engaging-in-protected-activity is prohibited.

The identity of the Compliance Officer (see Policy 1422 - Nondiscrimination and Equal Employment Opportunity)_shall be posted
throughout the District and published in any District statement regarding_the prohibition of discrimination on the basis of genetic
information in all aspects of employment, in any staff handbooks, and in general information publications of the District as
required by Federal and State law and on the District website.

In accordance with Title II of the Genetic Information Nondiscrimination Act of 2008, 42 U.S.C. 2000ff, et seq., and 29 C.F.R. Part
1635 ("GINA"), the Board shall not request, require or purchase genetic information of employees, their family members or
applicants for employment. Further, in compliance with GINAthis-Act, applicants and employees are directed not to provide any
genetic information, including the individual’s family medical history, in response to necessary requests for medical information,
with the exception that family medical history may be provided aeguired-as part of the certification process for FMLA leave, or
when an employee is asking for leave to care for an immediate family member with a serious health condition. Applicants for
employment are directed not to provide any genetic information, including the individual’s family medical history, in response to
requests for medical information as part of the District’s application for employment process. Employees and applicants for
employment shall not be penalized for providing genetic information in good faith in response to a request from a District
employee or agent, unless that applicant or employee refuses to delete the information at the request of the employee or agent
of the District.

As used in this policy, "Ggenetic information;" as-defired-by-GINA;-means information about: (a) an individual’s genetic tests; (b)
the genetic tests of that individual’s family members; (c) the manifestation of disease or disorder in family members of the
individual (i.e., family medical history); (d) an individual’s request for; or receipt of; genetic services; or the participation in
clinical research that includes genetic services by the individual or a family member of the individual; or (e) the genetic
information of a fetus carried by an individual or a pregnant woman who is a family member of the individual and the genetic
information of an embryo legally held by an individual or family member using assistive reproductive technology.

The term "genetic information" does not include information about the sex or age of the individual, the sex or age of family
members, or information about the race or ethnicity of the individual or family member that is not derived from a genetic test.

As used in this policy, "genetic test" means an analysis of human DNA, RNA, chromosomes,_proteins, or metabolites that detect
genotypes, mutations, or chromosomal changes. The term includes any test of a person’s DNA/RNA.

If the District's employees or agentsBistrict-either legally and/or inadvertently receives genetic information about an employee or

applicant-for-employment from the employee, applicant for employment,-or-a medical provider-it shall be treated as a

confidential medical record in accordance with law.

The District'sBistrict-Administrater-shalappeirta-Ceompliance Oefficer (see Policy 1422 - Nondiscrimination and Equal
Employment Opportunity) iswhe-shal-be responsible for overseeing the BoardBistriet’'s compliance with this policy and GINA and
proposing_revisions and additions to this policy as necessary to ensure the Board's compliance with GINAFederalregulationsand

promptly-dealing-with-anry-inquiries-ercomplaints. This person sh@ll be responsible for working with the Board'’s legal counsel to

fully implement the requirements of GINA in all activities of the School District. The Compliance OfficerS/He shatalso_shall verify
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that proper notice of nondiscrimination for Title II of GINAthe-Genetic-Information-Neondiserimination-Act-of 2608 is provided to
staff members, and that all Bistriet-requests for health-related information (e.g., to support an employee’s request for reasonable
accommodation under the ADA or a request for sick leave) areis accompanied by a written warning that directs the employee or
health care provider not to collect or provide genetic information. The warning shall read as follows:

Genetic Information Nondiscrimination Act of 2008 (GINA) Disclosure Requirement

The Genetic Information Nondiscrimination Act of 2008 or {"GINA") prohibits employers and other entities covered by the
lawGENATFitle-H, including the Board-ef-Education, from requesting or requiring genetic information of an employee or
applicantindividual or family member of an employee or applicantthe-individual, except as specifically allowed by law. To
comply with GINAthistaw, do not provide any genetic information when responding to this request for medical
information (unless the request pertains to a request for FMLA leave for purposes of caring for an immediate family
member with a serious health condition). "Genetic information," as defined by GINA, includes an individual’s family
medical history, the results of an individual’s or family member’s genetic test, the fact that an individual or an individual’s
family member sought or received genetic services or participated in clinical research that includes genetic services, and
genetic information of a fetus carried by an individual or an individual’s family member or an embryo lawfully held by an
individual or family member receiving assistive reproductive services._ Questions concerning compliance with the
requirements of GINA may be directed to the Compliance Officer at 608-527-2410.

The grievance procedure for complaints of discrimination in Policy 1422 applies to complaints of discrimination, including

harassment,_or retaliation prohibited by GINA and may be utilized if an employee alleges discrimination or harassment on the

basis of genetic information or retaliation for identifying, objecting_to, or filing_a complaint concerning a violation of GINA or this

42 U.S.C. 2000ff et seq.
Title I, The Genetic Information Nondiscrimination Act of 2008
29 C.F.R. Part 1635

© Neola 202111

42 U.S.C. 2000ff et seq.
Title II, The Genetic Information Nondiscrimination Act of 2008

29 C.F.R. Part 1635
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1623 - SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT

The Board prohibits discrimination against any employee or applicant based upon his/her disability. As such, the Board will not
engage in employment practices or adopt policies that discriminate on the basis of disability, or otherwise discriminate against
qualified individuals with disabilities in regard to job application procedures, the hiring, advancement or discharge of employees,
employee compensation, job training, or other terms, conditions and privileges of employment. The Board further will not limit,
segregate or classify applicants or employees in any way that adversely affects their opportunities or status because of disability.
Additionally, the Board will not participate in any contractual or other relationships that have the effect of subjecting qualified
individuals with disabilities who are applicants or employees to discrimination on the basis of disability.

Notice of the Board's policy on nondiscrimination in employment practices and the identity of the School District's Compliance
Officer(s)_(see below)_will be published on the District's website, posted throughout the District, and included in the District's
recruitment statements or general information publications.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

Complainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e.,_a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding State-recognized holidays).

Respondent: is the individual who is alleged to have engaged in discrimination/retaliation, regardless of whether the
Complainant files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

District community: means students, District employees (i.e.,_ administrators, and professional and support staff), and Board
members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include but are not limited to guests and/or visitors on District property (e.g., visiting speakers, participants on
opposing_athletic teams, parents), vendors doing_business with or seeking to do business with the Board, and other individuals
who come in contact with members of the District community at school-related events/activities (whether on or off District
property).

“An individual with a disability” means a person who has, hashad a record of, or is regarded as having, a physical or mental
impairment that substantially limits one or more major life activities.

Major Life Activities
Major life activities are functions such as caring for one's self, performing manual tasks, walking, seeing, hearing, eating,
sleeping, standing, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating, sitting,

reaching, interacting with others, and working.

Major life activities also include the operation of a major bodily fgnction, including, but not limited to, functions of the immune
system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder, neurological, brain,
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respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The operation of a major bodily
function includes the operation of an individual organ within a body system.

Impairment That Substantially Limits a Major Life Activity

The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision devices
(defined as devices that magnify, enhance, or otherwise augment a visual image, but not including ordinary eyeglasses or
contact lenses), prosthetics (including limbs and devices), hearing aid(s) and cochlear implant(s) or other implantable hearing
devices, mobility devices, oxygen therapy equipment or supplies, use of assistive technology, reasonable accommodations or
"auxiliary aids or services," learned behavioral or adaptive neurological modifications, psychotherapy, behavioral therapy, or
physical therapy.

An_impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life activity
when active.

Qualified Individual with a Disability

A qualified individualpersen with a disability means the individual satisfies the requisite skill, experience, education and other
job-related requirements of the employment position thesueh individual holds or desires and;~with-er-witheut-reasenable
aceommeodation; can perform the essential functions of the job in question, with or without reasonable accommodation.

Reasonable Accommodation

The Board will provide a reasonable accommodation to a qualified individual who has an actual disability or who has a record of a
disability unless the accommodation would impose an undue hardship on the operation of the BoardBistriet’s program and/or
activities. A reasonable accommodation is not neeessarity-required for an individual who is merely regarded as having a disability.

Facilities
No qualified person with a disability will be denied the benefits of, excluded from participation in, or otherwise be subjected to

discrimination under any program or activity to which Section 504/American with Disabilities Act (ADA) applies because the
District's facilities are inaccessible to or unusable by persons with disabilities.

For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For those
existing_facilities constructed prior to June 3, 1977, the District is committed to operating_its programs and activities so that they
are readily accessible to persons with disabilities.

District Compliance Officer{s)

The Board designates the following individual(s) to serve as the District's 504 CO(s)/ADA Coordinator(s) (hereinafter referred to
as the "COs").

Director of StudentPupil Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and regulations,
including_the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination/retaliation or denial of equal access. The COs also shall verify that proper notice of nondiscrimination for Title II of
the Americans with Disabilities Act (as amended), Title VI and Titlg VII of the Civil Rights Act of 1964, Section 504 of the
Rehabilitation Act of 1973 (as amended), and the Age Discrimination in Employment Act of 1975 is provided to staff members
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and the general public. A copy of each of the Acts and requlatlons on which this notice is based will be made avallable uDon

The COs will oversee the investigation of any complaints of discrimination based on disability, which may be filed pursuant to the
Board's adopted internal complaint procedure, and will attempt to resolve such complaints._Any complaint received regarding_the
District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role of the CO for
such complaints. Additionally, if the complaint is regarding_a CO, the complaint shall be reported to the District Administrator,
who shall coordinate with the other appointed/designated CO, or, if appropriate appoint/designate another individual to serve as
CO for the complaint regarding a CO.

The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA. (See
Complaint Procedure below.)

Complaint Procedures

If a person believes that s/he has been discriminated against on the basis of his/her disability, the person may utilize the
following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and equitable
resolution of the matter.

In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"), employees
will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation, or misapplication of
Section 504. In addition, employees will be notified of their right to file a complaint with the U.S. Department of Education's
Office for Civil Rights.

Internal complaints must be put in writing and must identify the specific circumstances or areas of dispute that have given rise to
the complaint, and offer possible solutions to the dispute. The complaint must be filed with COs within the time limits specified
below. The COs are available to assist individuals in filing a complaint.

Internal Complaint Procedure

The following internal complaint procedure is available to employees for the prompt and equitable resolution of complaints

alleging discrimination based upon disability. Use of the internal complaint procedure is not a prerequisite to the pursuit of other
remedies, including the filing of a complaint with the U.S. Department of Education's Office for Civil Rights.

A. An employee with a complaint based on alleged discrimination on the basis of disability may first discuss the problem with
the CO.

15
B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a formal
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written complaint with the CO. The written complaint must contain the name and address of the individual or
representative filing the complaint, be signed by the Complainant or someone authorized to sign for the Complainant,
describe the alleged discriminatory action in sufficient detail to inform the CO of the nature and date of the alleged
violation and propose a resolution. The complaint must be filed within thirty (30) eaterdar-days of the circumstances or
event giving rise to the complaint unless the time for filing is extended by the CO for good cause.

C. The CO will conduct an independent investigation of the matter (which may or may not include a hearing). This complaint
procedure contemplates informal, but thorough investigations, affording all interested persons and their representatives,
if any, an opportunity to present witnesses and other evidence relevant to the complaint. The CO will provide the
Complainant with a written disposition of the complaint within ten (10) busiress-days. If no decision is rendered within
ten (10) business days, or the decision is unsatisfactory in the opinion of the Complainant, the employee may file, in
writing, an appeal with the District Administrator. The CO shall maintain the District’s files and records relating to the
complaint.

D. The District Administrator will, within ten (10) business-days of receiving the written appeal, conduct a hearing with all
parties involved in an attempt to resolve the complaint.

The District Administrator will render his/her decision within ten (10) busiress-days of the hearing.
E. The employee may be represented, at his/her own cost, at any of the above-described meetings/hearings.

F. The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit
of other remedies such as the filing of a complaint with the Office for Civil Rights or the filing of a court case. Use of this
internal complaint procedure is not a prerequisite to the pursuit of other remedies.

If it is determined that the Complainant was subjected to untawful-discrimination, the CO must identify what corrective action will
be taken to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action should be
reasonable, timely, effective, and tailored to the specific situation.

OCR Complaint

At any time, if an employee believes that s/he has been subjected to discrimination based upon his/her disability in violation of
Section 504 or the ADA, the individual may file a complaint with the U.S. Department of Education's Office for Civil Rights
("OCR"). The OCR can be reached at:

U.S. Department of Education Office for Civil Rights Citigroup Center
500 W. Madison Street Suite 1475

Chicago, IL 60661

(312) 730-1560

FAX: (312) 730-1576

TDD: (877) 521-2172

E-mail: OCR.Chicago@ed.gov

Privacy/Confidentiality

The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the withesses as
much as possible, consistent with the District’s legal obligations to investigate, take appropriate action, and conform with any
discovery or disclosure obligations.

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.
Confidentiality, however, cannot be guaranteed. Additionally, the Respondent must be provided the Complainant's identity.

During_the course of a formal investigation, the CO or designee will instruct each person who is interviewed about the
importance of maintaining_confidentiality. Any individual who is interviewed as part of an investigation is expected not to disclose
to third parties any information that is learned or provided during the course of the investigation.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not
limited to counseling_services, reinstatement of leave taken due to the discrimination or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to a(jl_%ress any reported occurrences promptly.
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Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking appropriate action reasonably calculated to
stop and prevent further misconduct.

including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,

imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its recurrence,
and remedy its effect.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging urtawfut-discrimination/retaliation, or participates
as a witness in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten,
coerce,Specificatly; d-wil-not-diseriminate/retatiate i et en or interfere with any individual
because the person opposed any act or practice made urtawful-by Section 504 or the ADA, or because that individual made a
report, formal complainteharge, testified, assisted or participated, or refused to participate in any manner in an investigation,
proceeding, or hearing under those laws_and/or this policy, or because that individual exercised, enjoyed, aided or encouraged
any other person in the exercise or enjoyment of any right granted or protected by those laws_and/or this policy.

50d V cHa agad €0 7 Sis 7

Retaliation against a person for making_a report of discrimination, filing_a formal complaint, or participating_in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory

implementation of this policy and shall provide training_for District students and staff where appropriate. All training and
information provided regarding_the Board's policy and discrimination, in general, will be age and content-appropriate.

Retention of Investigatory Records and Materials

The CO is responsible for overseeing the retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting_investigations under this policy shall retain all documents, electronically stored information ("ESI"), and

limited to:

A. all written reports/allegations/complaints/grievances/statements/responses pertaining to an alleged violation of this
policy;

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses pertaining to an
alleged violation of this policy;

Board to fulfill its responsibilities related to the investigation and/or the District's response to the alleged violation of this

policy;
D. written witness statements;

E. narratives, notes from, and audio, video, or digital recorgqus of witness interviews/statements;
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F. e-mails, texts, and social media posts that directly relate to or constitute evidence pertaining_to an alleged violation of

G. notes and summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten, keyed
into a computer or tablet, etc.), but not including_transitory notes whose content is otherwise memorialized in other
documents;

disciplinary sanctions issued to students or employees for violations of this policy;

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and other
documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,_including
any_consequences imposed as a result of a violation of this policy;

J. documentation of any supportive measures offered and/or provided to the Complainant and the Respondent, including no
contact orders issued to both parties, the dates the no contact orders were issued, and the dates the parties
acknowledged receipt of the no contact orders;

L. copies of the Board policy and procedures/guidelines used by the District to conduct the investigation and any documents
used by the District at the time of the alleged violation to communicate the Board's expectations to students and staff

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

N. documentation of any training_provided to District personnel related to this policy including, but not limited to notification

involved in enforcing_this policy, including_their duty to report alleged violations of this policy and/or conduct an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardl f whether there is an investigation of an alleged violation of this policy. It is best practice to
maintain a log of all staff members who participate in a training, along with the date, time, and location of
the training, the name and title (or credentials) of the presenter, and a copy of the materials reviewed or
presented during the training.]

The documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and records exempt

The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be
retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3)_years and longer if
required by the District’s records retention schedule.

© Neola 202118
Legal 29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended

29 C.F.R. Part 1630
34 C.F.R. Part 104
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1662 - EMPLOYEE ANTI-HARASSMENT
Prohibited Harassment

The Board is committed to a work environment that is free of harassment of any form. The Board will not tolerate any form of
harassment and will take all necessary and appropriate action to eliminate it. Any member of the School District community who
violates this policy will be subject to disciplinary action, up to and including termination of employment. Additionally, appropriate
action will be taken to stop and otherwise deal with any third party who engages in harassment against our employees.

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including
transgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, genetic information,
handicap or disability, marital status, citizenship status, veteran status, military service (as defined in 111.32, Wis. Stats.),
ancestry, arrest record, conviction record, use or non-use of lawful products off the District’s premises during non-working hours,
declining to attend an employer-sponsored meeting or to participate in any communication with the employer about religious
matters or political matters (collectively, Protected Classes), or any other characteristic protected by law in its employment
practices (hereinafter referred to as harassmentPretected-ClassesCharacteristies), and encourages those within the School
District community as well as Tthird Pparties, who feel aggrieved to seek assistance to rectify such problems. The Board prohibits
harassment that affects tangible job benefits, interferes unreasonably with an individual’s work performance, or creates an
intimidating, hostile, or offensive working environment. Harassment may occur employee-to-employee, employee-to-student,
male-to-female, female-to-male, male-to-male, or female-to-female.

The Board will investigate all allegations of harassment and, in those cases where harassment is substantiated, the-Board-will
take immediate steps caleulated-to end the harassment, prevent its reoccurrence, and,-if applicable; remedy its effects.

Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action.

Notice

Notice of the Board's policy on anti-harassment related to employment practices and the identity of the District's Compliance
Officers will be posted throughout the District and published in any District statement regarding_the availability of employment,
staff handbooks, and general information publications of the District as required by Federal and State law and this policy.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

20
Complainant : is the individual who alleges, or is alleged, to have been subjected to harassment, regardless of whether the
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person files a formal complaint or is pursuing_an informal resolution to the alleged harassment.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party
files a formal complaint or is seeking an informal resolution to the alleged harassment.

other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

Bullying

Bullying rises to the level of harassment when one or more persons systematically and chronically inflict physical hurt or
Classes,_that is, characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and repeated

written, verbal, or physical behavior, including_any threatening, insulting, or dehumanizing_gesture, by an adult or student, that
is severe or pervasive enough to create an intimidating, hostile, or offensive educational or work environment; cause discomfort

A. teasing;

B. threats;

C. intimidation;

D. stalking;.

E. cyberstalking;.

F. cyberbullying;_
G. physical violence;

H. theft;

I. sexual, religious, or racial harassment;

J. public humiliation;_or

K. destruction of property.

“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a

particular group or groups on the basis of any protected characteristic(s).

Examples are: 21
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A. making_statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent withPursuant-te Title VII of the Civil Rights Act of 1964, andTFitle-bX-of-the Educational
Amendments-of 1972,-sexual harassment is defined as unwelcome sexual advances, requests for sexual favors, and other
physical, verbal, or visual conduct based on sex constitutes sexual harassment when:

A. a supervisory employee engages in harassing behavior towards a subordinate employee, regardless of whether such
conduct creates a hostile work environment;

B. acquiescence in or submission to such conduct is an explicit or implicit term or condition of employment;

C. an individual's acquiescence in, submission to, or rejection of such conduct becomes the basis for employment decisions
affecting that individual;

D. such conduct is sufficiently severe, pervasive, and persistent such that it has the purpose or effect of unreasonably
interfering with an individual's work performance or creating an intimidating, hostile or offensive work environment;

E. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the
superior is sexually involved and where such favoritism results in an adverse employment action for another employee or
otherwise creates a hostile work environment;

F. inappropriate boundary invasions by a District employee or other adult member of the District into a student's personal
space and personal life.

Sexual harassment may involve the behavior of a person of anyeither gender against a person of the same or anothereppesite
gender.

Sexual Harassment covered by Policy 2266 — Nondiscrimination on the Basis of Sex in Education Programs or Activities, i.e.,
sexual harassment prohibited by Title IX, is not included in this policy. Allegations of such conduct shall be addressed solely by
Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities.

Prohibited acts that constitute sexual harassment under this policy_ may take a variety of forms. Examples of the kinds of conduct
that may constitute sexual harassment include, but are not limited to:

A. unwelcome sexual propositions, invitations, solicitations, and flirtations;
B. unwanted physical and/or sexual contactassauit;

C. threats or insinuations that a person's employment, wages, promotion, assignments, or other conditions of employment
may be adversely affected by not submitting to sexual advances;

D. unwelcome verbal expressions-ef a-sexual-nature, including graphic sexual commentaries about a person's body, dress,
appearance, or sexual activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes;
unwelcome suggestive or insulting sounds or whistles; obscene telephone calls, text messages, or social media postings;

E. sexually suggestive objects, pictures, graffiti, videosvideetapes, posters, audio recordings, or literature; placed in the
work er-educational-environment_that reasonably may embarrass or offend individuals;;—remarks speculatingabeuta

F. unwelcome and inappropriate touching,_patting, or pinching; obscene gestures;

G. asking or telling about sexual fantasies, sexual preferences, or sexual activities;

H. speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or sexual
history;

I. giving_unwelcome personal gifts, such as lingerie, that sug@est the desire for a romantic relationship;
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J. leering or staring_at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin;

K. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the
superior is sexually involved and where such favoritism adversely affects other employees or otherwise creates a hostile
work environment;-and

L. inappropriate boundary invasions by a District employee or other adult member of the School District community into a
student's personal space and personal life; and

M. verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve
conduct of a sexual nature.

Sexual relationships between staff members, where one staff member has supervisory responsibilities over the other, are
discouraged as a matter of Board policy. Such relationships have an inherent possibility of being construed as sexual harassment
because the consensual aspect of the relationship may be the result of implicit or explicit duress caused by uncertainty regarding
the consequences of non-compliance.

Romantic or sexual relationships between District staff (teachers, aides, administrators, coaches or other school authorities) and
a student is expressly prohibited. Any school staff member who engages in sexual conduct with a student may also be guilty of a
crime and any information regarding such instances will be reported to law enforcement authorities.

Boundary Invasions

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or

football can be appropriate. However, other behaviors might be going too far, are inappropriate and may be signs of sexual
grooming. Inappropriate boundary invasions may include, but are not limited to the following:

A. hugging, kissing, or other physical contact with a student;

B. telling sexual jokes to students;

C. engaging in talk containing sexual innuendo or banter with students;

D. talking about sexual topics that are not related to curriculum;

E. showing pornography to a student;

F. taking an undue interest in a student (i.e. having a special friend or a special relationship);

G. initiating or extending contact with students beyond the school day for personal purposes;

H. using e-mail, text messaging, or websites to discuss personal topics or interests with students;

I. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

J. invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or
previous sexual experiences);

K. going to a student's home for non-educational purposes;

L. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of student);
M. giving gifts or money to a student for no legitimate educational purpose;

N. accepting gifts or money from a student for no legitimate educational purpose;

0. being overly touchy with students;

P. favoring certain students by inviting them to come to the classroom at non-class times;

Q. getting a student out of class to visit with the staff memt%?’;
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R. providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior,
substance abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to
do so;

S. talking to a student about problems that would normally be discussed with adults (i.e. marital issues);
T. being alone with a student behind closed doors without a legitimate educational purpose;

U. telling a student secrets and having secrets with a student.

Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as
designated in this policy, the Building Principal or the District Administrator.

Religious (Creed) Harassment

Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
religion or creed and when the conduct has the purpose or effect of interfering with the individual's work performance; or of
creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the
characteristics of a person's religious tradition, clothing, or surnames, and/or involves religious slurs.

National Origin/Ancestry Harassment

Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin_or ancestry and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where
conduct is directed at the characteristics of a person's national origin_or ancestry, such as negative comments regarding customs,
manner of speaking, language, surnames, or ethnic slurs.

Age Harassment

Prohibited age-based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
age, being over age forty (40), and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment.

Race/Color Harassment

Prohibited race/color based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's race and/or color and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment

may occur where conduct is directed at the characteristics of a person's race or color,_such as racial slurs, nicknames implying
stereotypes, epithets, and/or negative references regarding racial customs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual’s
disability, perceived disability, or record of disability, and when the conduct has the purpose or effect of interfering with the
individual’s work performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may
occur where conduct is directed at the characteristics of a person’s current or past disabilitydisabling-condition or a perceived
condition, such as negative comments about speech patterns, movement, physical impairments or defects/appearances, or the
like. Such harassment may further occur where conduct is directed at or pertains to a person's genetic information.

Anti-Harassment Compliance Officers

The following_individual(s)_shall serve as the District’s Anti-Harassment Compliance Officer(s)_(hereinafter, “the Compliance
Officer(s)”_or CO or COs):

Director of StudentPupit Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees 24
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1701 2nd Street
New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws
and regulations, including_the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
harassment.

Reports and Complaints of Harassing Conduct

The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to harassment, to assist
students, other members of the District community, and third parties who seek support or advice when informing another
individual about unwelcome conduct, or to intercede informally on behalf of the individual in those instances where concerns
have not resulted in the filing_of a formal complaint and where all parties are in agreement to participate in an informal process.

Compliance Officers shall accept reports of harassment directly from any member of the School District community or a Third
Party or receive reports that are initially filed with an administrator, supervisor, or other District-level official. Upon receipt of a
report of alleged harassment, the Compliance Officer(s)_will contact the Complainant and begin either an informal or formal

comDIalnt Drocess (deDendlnq on the request of the ComDIalnant or the nature of the aIqued harassment) MempHaﬂee

Any Board employee who directly observes harassment is obligated, in accordance with this policy, to report such observations to
the Compliance Officer(s)_within two (2)_days. Additionally, any Board employee who observes an act of harassment is expected
to intervene to stop the harassment, unless circumstances make such an intervention dangerous, in which case the staff member
should immediately notify other Board employees and/or local law enforcement officials, as necessary, to stop the harassment.
Thereafter, the Compliance Officer(s)_or designee must contact the Complainant, if age eighteen (18) or older, or Complainant's
parents/quardians if the Complainant is under the age eighteen (18), within two (2)_days to advise of the Board's intent to
investigate the alleged wrongdoing.

Members of the School District community-and-third-parties—which-ineludesallstaff, along with Third Parties are encouraged to
promptly report incidents of harassing conduct to an administrator, supervisor or other District official so that the Board may
address the conduct before it becomes severe, pervasive, or persistent. Any administrator, supervisor, or other District official
who receives such a reporteemplaint shall file it with the Bistriet’'s-Compliance Officer within two (2) days of receiving the report

of harassmentat-histherfirst-oppoertunity.

Members of the School District community and Third Partieser-third-parties who believe they have been harassed by another
member of the School District community or a Third Partythird-party are entitled to utilize the Board's complaint process that is
set forth below. Initiating a complaint, whether formally or informally, will not adversely affect the Complainant'secemplaining
individdual's employment unless the complaining individual makes the complaint maliciously or with the knowledge that it is false.

Reporting procedures are as follows:

A. Any employee who believes s/he has been the victim of harassment prohibited under this policy is encouraged to report
the alleged harassment to the appropriate school official as identified in D below.

B. Teachers, administrators, and other District officials who have knowledge of or receive notice that an employee has or
may have been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to
the appropriate school official as defined in D below.

C. Any other person with knowledge or belief that an employee has or may have been the victim of harassment prohibited
by this policy shall be encouraged to immediately report the alleged acts to an appropriate school official as identified in D
below.

D. Appropriate District officials are as follows:

1. Any complaint under this policy shall be reported %Sthe District’s Compliance Officer unless the complaint is
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regarding the Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who
will coordinate with the other appointed/designated CO, or, if appropriate appoint/designate another individual to

serve as CO for the complaint regarding a CO.fersuch-complaints:

2. Any complaint under this policy regarding the District Administrator or Board Member that is received by the
District Compliance Officer shall be referred to the Board’s legal counsel, who shall assume the role of the District
Compliance Officer for such complaints.

E. The reporting party or Complainant shall be encouraged to use a report form available from the Principal of each building
or available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting
forms shall not be mandated. However, all oral complaints shall be reduced to writing. Further, nothing in this policy
shall prevent any person from reporting harassment directly to the District Administrator or other supervisory employee.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most
comfortable, the District shall designate both a male and a female District Compliance Officer.

If during_an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 -
Bullying, the Principal believes that the reported misconduct may have created a hostile work environment and may have
constituted discriminatory harassment based on a Protected Class, the Principal shall report the act of bullying, aggressive
behavior and/or harassment to the Compliance Officer(s) who shall investigate the allegation in accordance with this policy. If
the alleged harassment involves Sexual Harassment as defined by Policy 2266, the matter will be investigated in accordance with
the grievance process and procedures outlined in Policy 2266. While the Compliance Officer investigates the allegation, or the
matter is being addressed pursuant to Policy 2266, the Principal shall suspend the Policy 5517.01 investigation to await the
Compliance Officer's written report or the determination of responsibility pursuant to Policy 2266. The Compliance Officer shall
keep the Principal informed of the status of the Policy 1662 investigation and provide the Principal with a copy of the resulting
written report. Likewise, the Title IX Coordinator will provide the Principal with the determination of responsibility that results
from the Policy 2266 grievance process.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 Nondiscrimination on the Basis of Sex in Education Proqram or

believes that they haves/he-has been subjected to harassment or has witnessed harassment of another may seek resolutlon of
thehisther complaint through the procedures as-described below. The complaint process involves an investigation of the
Complainant's claims of harassment or retallatlon and a process for rendering_a decision reqardlnq whether the charqes are
substantlated :

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of

harassment or retaliation with the United States Department of Education Office for Civil Rights (OCR), the Wisconsin Equal
Rights Division, and/or Equal Employment Opportunity Commission (EEOC). The Chicago Office of the OCR can be reached at
John C. Kluczynski Federal Building, 230 S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone: 312-730-1560; FAX:
312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Complaint Procedure

A Complainant W
alleges harassment based on a Drotected class or retaliation may file a complalnt either orally or in wr|t|ng 1) with a teaeher
Principal;_2) directly to one of the ; COs;; or 3) to the District Administrator; or other supervisory employee. As noted above, any
complaint received regarding the District Administrator or a Board member shall be referred to the Board’s legal counsel, who
shall assume the role of the CO for such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be
reported to the District Administrator, who may will consultﬁirkeensulrtatien with the other appointed/designated CO, if any, and if

regarding a CO.

Due to the sensitivity surrounding complaints of harassment_and retaliation, timelines are flexible for initiating the complaint
process; however, individuals should make every effort to file a complaint within thirty (30) ealendar-days after the conduct
occurs while the facts are known and potential witnesses are avajlable. If a Complainant informs a Principal, District
Administrator, or other supervisory employee, either orally or in writing, about any complaint of discrimination or retaliation, that
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employee must report such information to the CO within two (2) business-days.

Throughout the course of the process as described herein, the CO should keep the parties reasonably informed of the status of
the investigation and the decision-making process.

All written complaints must include the foIIowmg |nformat|on to the extent known+t4sava++ab+e the identity of the
Respondentindividual Y ; a detailed description of the facts
upon which the complalnt is based (| e., when, where and what occurred) aﬁeka I|st of potentlal witnesses; and the resolution
sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of work assignment or schedule for the
Complainant and/or the Respondentaleged-harasser. In making such a determination, the CO should consult the Complainant to
assess whether the individual agrees withhis/herpeosition-te the proposed action. If the Complainant is unwilling to consent to
the proposed change, the CO may still take whatever actions deemeds/he-deems appropriate in consultation with the District
Administrator. No temporary arrangements shall be disciplinary to either the Ceomplainant or Rrespondent.

Within two (2) b&smes&days of receiving a complalnt the CO will inform the Respondentindividual-alleged-to-have-engaged-in
that a complaint has been received.

The Respondent is not entitled to receive a copy of any written complaint unless the CO determines it is appropriate to do

so; however, the Respondent will be informed about the nature of the allegations. The CO shall inform the Respondent of the
requirements of this policy, which may include providing the Respondent with a copy of this policy or information about where to
find it. Respondent shall be afforded the opportunity to submit a written response to the complaint. The CO shall inform the
Respondent of the Respondent's deadline to provide the CO with the written response to the allegations in the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the
complaint with the Complainant and informing_the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the

number of incidents or factual elements, the number of withesses and documents to be consulted, and the availability of
W|tnesses and other evidence. The CO shall keep the Complalnant reasonablv mformed of the |nvest|qat|on s progress.

harassment-within-fifteen{15)-calendar-days-of receiving-the-formal-complaint—The investigation will include:

A. interview(s) with the Complainant;
B. interview(s) with the Rrespondent;

C. interviews with any other witnesses who may-reasonably may be expected to have any information relevant to the
allegations, as determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Rrespondent, or any other witness
which is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator
that summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of harassment as provided in this policy and State and Federal law as to whether the Respondent engaged in
harassment of or retaliation toward the ComplainantCemplainant-has-beensubjected-to-harassment. The CO's recommendations
must be based upon the totality of the circumstances, including the ages and maturity levels of those involved. In determining_if
discriminatory harassment or retaliation occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report
to the District Administrator.

In cases where no District CO is able to investigate a complaint &Ze to concerns regarding conflicts, bias or partiality, or for other

9/22/2021, 1:49 PM



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

9of 12

reasons that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or
Board President, if the matter involves the District Administrator engage outside legal counsel to conduct the investigation
consistent with this policy.

Absent extenuating circumstances, within five (5) business-days of receiving the report of the CO, the District Administrator must
either issue a written final-decision regarding whether or not the complaint of harassment has been substantiated or request
further investigation. A copy of the District Administrator's final decision will be delivered to both the Complainant and the
Rrespondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) busiress-days. At the conclusion of
the additional investigation, the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in harassment of or retaliation toward the Complainant, the
District Administrator must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the
harassment or retaliation. The corrective action should be reasonable, timely, age-appropriate, effective, and tailored to the
specific situation.

The decision of the District Administrator shall be final. If the investigation results in disciplinary action, the employee subject to
discipline is entitled to file a grievance pursuant to Board Policy 3340. Nothing in this policy shall be construed to prevent an
employee from bringing a complaint before the Equal Employment Opportunity Commission or the Wisconsin Equal Rights
Division.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member
of the School District community or Tthird Pparty alleging the harassment pursues the complaint. The Board also reserves the
right to have the formal complaint investigation conducted by an external person in accordance with this policy or in such other
manner as deemed appropriate by the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies_such as the filing_of a complaint with the Office for Civil Rights, the filing_ of charges with local law enforcement, or the
filing of a civil action in court. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.

All timelines pertinent to the investigation process are intended to be guidelines to assure that the investigation proceeds with all
deliberate efficiency. Failure of the CO to meet any specific timeline does not invalidate the investigation or provide a defense to
the allegations.

Privacy/Confidentiality

The Sehool-District will employ reasonable efforts to protect the rights of the Complainant, the Respondent(s), and all the
witnesses as much as possible, consistent with the Board’s legal obligations to investigate, to take appropriate action, and to
conform with any discovery or disclosure obligation in an investigation of harassment. The School District will respect the privacy
of the Complainant, the Rrespondent, and all witnesses in @ manner consistent with the School District's legal obligations under
State and Federal law. Confldentlallty, however, cannot be guaranteed Addltlonallv the Respondent must be provided W|th the
Complainant's identity.A

During the course of an investigation, the CO will determine whether confidentiality during the investigation process is necessary
to protect the interests and reputations of those involved and/or to protect the integrity of the investigation and if so, shall
instruct all members of the School District community and third parties who are interviewed about the importance of maintaining
confidentiality. Any individual who is interviewed as part of a harassment investigation is expected not to disclose any

information that is learned or provideds/hetearns-erthatsthe-provides during the course of the investigation.

Directives During Investigation

The CO may recommend to the District Administrator placing any employee involved in an investigation under this Policy on
administrative leave pending resolution of the matter. If the District Administrator is the Respondent, the CO shall make such
recommendation to the Board. Administrative leave may be appropriate in situations in which protecting the safety of any
individual or the integrity of the investigation necessitates such action.

The CO shall determine whether any witnesses in the course of an investigation should be provided a Garrity warning apprising

the person of his/her obligations to answer questions truthfully and honestly while preserving the right against self-incrimination
in the context of any resulting criminal investigation or prosecutig.
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Every employee interviewed in the course of an investigation is required to provide truthful responses to all questions. Failure to
do so may result in disciplinary action.

Remedial ActionSanetiens and Monitoring

the harassment and prevent further such-harassment.

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not

limited to counseling_services, reinstatement of leave taken due to because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be an employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment/retaliation by taking appropriate action reasonably
calculated to stop the harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the
discharge of an employee. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances. In those cases where
harassment is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in
accordance with other Board policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, allAH subsequent
sanctions imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its
reoccurrence, and remedy its effects.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging_harassment/retaliation or participates as a witness
in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any
individual because the person opposed any act or practice made by any Federal or State civil rights law, or because that
individual made a report, formal complaint, testified, assisted or participated or refused to participate in any manner in an
investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjoyed, aided or
encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing_a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Allegations Constituting Criminal Conduct

If the CO has reason to believe that the Complainant has been the victim of criminal conduct, such knowledge should be
reported to local law enforcement. After such report has been made, the District Administrator shall be advised that local law
enforcement was notified.

If the Complainant has been the victim of criminal conduct and the accused is the District Administrator, such knowledge should
be reported by the CO to local law enforcement. After such report has been made, the Board President shall be advised that local
law enforcement was notified.

Any reports made to local law enforcement shall not terminate the COs obligation and responsibility to continue to investigate a
complaint of harassment. While the COs may work cooperatively with outside agencies to conduct concurrent investigations, the
harassment investigation shall not be stopped due to the involvement of outside agencies without good cause after consultation
with the District Administrator.

Reprisal

29
Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work
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environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information
about such claims may be filed. The Board reserves the right to discipline any person filing a false or fraudulent claim of
harassment or false or fraudulent information about such a claim.

The District will discipline or take appropriate action against any member of the School District community who retaliates against
any person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or
hearing relating to such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Miscellaneous

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the
School District community and members of the public. This notice shall also include the name, mailing address, and telephone
number of the COs, the name, mailing address, and telephone number of the State agency responsible for investigating
allegations of discrimination in educational employment, and the mailing address and telephone number of the United States
Equal Opportunity Employment Commission.

A summary of this policy and any related administrative guidelines shall appear in the employee handbook and a copy shall be
made available upon request of employees and other interested parties.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of harassment. The
District Administrator shall provide appropriate information to all members of the School District community related to the
implementation of this policy and shall provide training for District staff at such times as the Board in consultation with the
District Administrator determines is necessary or appropriate.

The Board will respect the privacy of the Complainant, the individuals against whom the complaint is filed, and the witnesses as
much as practicable, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with
any discovery, disclosure, or other legal obligations.

Retention of Investigatory Records and Materials

The CO(s)_is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all irfermation,~documents, electronically stored
information (ESI), and electronic media (as defined in Policy 8315) created and/or received as part of an investigation, which
may_includeinetuding; but are not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportiveirterim measureg@ffered and/or provided to Complainant and/or the
RespondentCemplainants, including no contact orders issued to both parties, the dates issued, and the dates the parties
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acknowledged receipt; and

. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its

recurrence, eliminate any hostile environment, and remedy its discriminatory effects.

. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any

documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or

harassment;.

. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification

of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel

involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an

investigation of an alleged violation of this policy;

The infermation-documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The infermatien-documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District's records retention schedule.

29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967
29 U.S.C. 794, Rehabilitation Act of 1973

42 U.S.C. 1983

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964
42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635

National School Boards Association Inquiry and Analysis - May 2008

© Neola 20216

Legal

111.31, 118.195, 118.20, Wis. Stats.

29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967
29 U.S.C. 794, Rehabilitation Act of 1973

42 U.S.C. 1983

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635

National School Boards Association Inquiry and Analysis - May 2008
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2260 - NONDISCRIMINATION AND ACCESS TO EQUAL EDUCATIONAL OPPORTUNITY

The Board is committed to providing an equal educational opportunity for all students in the District.

The Board does not discriminate on the basis of race, color, religion, national origin, ancestry, creed, pregnancy, marital status,
parental status, sexual orientation, sex, (including transgender status, change of sex or gender identity), or physical, mental,

emotional, or learning disability (Protected Classes) in any of its student program and activities. This policy is intended to
support and promote nondiscriminatory practices in all District and school activities, particularly in the following areas:

A. use of objective bases for admission to any school, class, program, or activity;
B. prohibition of harassment towards students and procedures for the investigation of claims (see Policy 5517);
C. use of disciplinary authority, including suspension and expulsion authority;

D. administration of gifts, bequests, scholarships and other aids, benefits, or services to students from private agencies,
organizations, or persons;

E. selection of instructional and library media materials in a nondiscriminatory manner and that reflect the cultural diversity
and pluralistic nature of American society;

F. design and implementation of student evaluation practices, materials, and tools, but not at the exclusion of implementing
techniques to meet students' individual needs;

G. design and configuration of facilities;

H. opportunity for participation in extra-curricular and co-curricular activities provided that separate programs for male and
female students may be available provided comparable activities are made available to all in terms of type, scope, and
District support; and

I. the school lunch program and other school-sponsored food service programs.

The Board is also committed to equal employment opportunity in its employment policies and practices as they relate to
students. The Board'’s policies pertaining to employment practices can be found in Policy 1422, Policy 3122, and Policy 4122 -
Nondiscrimination and Equal Employment Opportunity.

The District will identify, evaluate, and provide a free appropriate public education to students with disabilities who are
determined eligible for special education and related services under the Individuals with Disabilities Education Act (IDEA) or
Section 504 of the Rehabilitation Act of 1973 (Section 504).

The District's educational programs include the academic and nonacademic setting. Each qualified student with a disability shall
be educated with students without disabilities to the maximum extent appropriate. In the nonacademic setting, a student with a
disability shall participate with students without disabilities to the maximum extent appropriate.

Notice of the Board's policy on nondiscrimination and the identit3®f the District's Compliance Officer(s)_(see below) will be
published on the District's website, posted throughout the District, and included in the District's recruitment statements or
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general information publications.

Principal’s Responsibilities

Each Principal shall verify that the procedures used with students and parents for selection of and participation in any part of the
District's academic, co-curricular, or extra-curricular programs do not discriminate on the basis of the Protected Classes.

District Administrator’s Responsibilities

In furtherance of the aforesaid goal, the District Administrator shall:
A. Curriculum Content

1. review current and proposed courses of study and textbooks to detect any bias based upon the Protected Classes
ascertaining whether or not supplemental materials, singly or taken as a whole, fairly depict thosethe Protected

Classeseontribution-ef-beth-sexes,—variousraces,—ethric-groups,—ete—toward the development of human society;

2. provide that necessary programs are available for students with limited use of the English language;

B. Staff Training

develop an ongoing program of staff training and in-service training for school personnel designed to identify and solve
problems of bias based upon the Protected Classes in all aspects of the program;

C. Student Access

1. review current and proposed programs, activities, facilities, and practices to ensure that all students have equal
access thereto and are not segregated on the basis of the Protected Classes in any duty, work, play, classroom, or
school practice, except as may be permitted under State regulations;

2. verify that facilities are made available in a non-discriminatory fashion, in accordance with Board Policy 7510 - Use
of District Facilities, for non-curricular student activities that are initiated by parents or other members of the
community, including but not limited to any group officially affiliated with the Boy Scouts of America or any other
youth group listed in Title 36 of the United States Code as a patriotic society;

3. verify that the educational programs of this District are accessible to all students;

All programs need to be designed and scheduled so the location or nature of the facility or area will not deny an
otherwise qualified student with a disability the opportunity to participate in the academic or other school
programs on the same basis as students without disabilities.

4. require that service animals for students who require this type of assistance shall be permitted access to all
facilities, programs, and events of the District.

D. District Support

require that like aspects of the District program receive like support as to staff size and compensation, purchase and
maintenance of facilities and equipment, access to such facilities and equipment, and related matters;

E. Student Evaluation
verify that tests, procedures, ander guidance and counseling materials, which are designed to evaluate student progress,

rate aptitudes, analyze personality, or in any manner establish or tend to establish a category by which a student may be
judged, are not differentiated or stereotyped on the basis of the Protected Classes.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according_to
their plain and ordinary meanings.

Complainant: is the individual who alleges, or is alleged, to had4been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation.
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Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e.,_a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Military status: refers to a person’s status in the uniformed services, which includes the performance of duty on a voluntary or
involuntary basis in a uniformed service, including_active duty, active duty for training, initial active duty for training, inactive
duty for training, and full-time National Guard duty. It also includes the period of time for which a person is absent from school
for the purpose of an examination to determine the fitness of the person to perform any duty listed above.

Respondent : is the individual who has been alleged to have engaged in discrimination/retaliation, regardless of whether the
Reporting_Party files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

School District community: means students and Board employees (i.e.,_ administrators, and professional and support staff), as
well as Board members,_agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include, but are not limited to, guests and/or visitors on School District property (e.g., visiting_speakers,
participants on opposing_athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and
other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

The District Administrator shall appeirtand-publicize the name of the compliance officer(s) who is/are responsible for
coordinating the District's efforts to comply with the applicable Federal and State laws and regulations, including the District's
duty to address in a prompt and equitable manner any inquiries or complaints regarding discrimination or equal access. The
Compliance Officer(s) also verify that proper notice of nondiscrimination for Title II of the Americans with Disabilities Act (as
amended), Title VI and VII of the Civil Rights Act of 1964, Fitle bx-ef-the Education-Amendment-Act-of 1972, -Section 504 of the
Rehabilitation Act of 1973 (as amended), is provided to students, their parents, staff members, and the general public.

The District Administrator shall attempt annually to identify children with disabilities, ages 3 - 2122, who reside in the District but
do not receive a public education.

In addition, the District Administrators/he shall establish procedures to identify students who are Limited English Proficient,
including immigrant children and youth, to assess their ability to participate in District programs; and develop and administer a
program that meets the English language and academic needs of these students. This program shall include procedures for
student placement, services, evaluation, and exit guidelines and shall be designed to provide students with effective instruction
that leads to academic achievement and timely acquisition of proficiency in English. As a part of this program, the District will
evaluate the progress of students in achieving English language proficiency in the areas of listening, speaking, reading and
writing, on an annual basis.

Reporting Procedures

Students and District employees are required, and all other members of the District community and Third PartiesStudents;
parentsand-all-ether-membersof the School Districkcommunity are encouraged to promptly report suspected violations of this
policy to ana-teaeher-er administrator,_supervisor, or other District official so that the Board may address the conduct. Any
teacher,-er administrator, supervisor, or other District employee or official who receives such a complaint shall file it with the
District's Compliance Officer within two (2) daysat-histherfirst-opportunity. [NOTE: While students are advised to report
discrimination/retaliation to administrators, supervisors, or other District officials, the Board recognizes that some
students may report discrimination/retaliation to a teacher. When a teacher receives such a report, the teacher
must file it with the CO as indicated above.]

Members of the District community, which includes students or Third Parties, who believe they have been

discriminated/retaliated against are entitled to utilize the complaint process set forth below. Initiating_.a complaint, whether
formally or informally, will not adversely affect the Complainant's employment or participation in educational or extra-curricular
programs. While there are no time limits for initiating complaints under this policy, individuals should make every effort to file a
complaint as soon as possible after the conduct occurs while the facts are known and potential witnesses are available.

If during an investigation of alleged bullying, aggressive behavior and/or harassment in accordance with Policy 5517.01 -
Bullying, the Principal believes that the reported misconduct may constitute discrimination based on a Protected Class, the
Principal shall report the act to one of the COs, who shall investigate the allegation in accordance with this policy. While the CO
investigates the allegation, the Principal shall suspend the Policy3#17.01 investigation to await the CQO's written report. The CO
shall keep the principal informed of the status of the Policy 2260 investigation and provide the Principal with a copy of the
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resulting written report.

The COs will be available during regular school/work hours to discuss concerns related to discrimination/retaliation. COs shall
accept reports of discrimination/retaliation directly from any member of the District community or a Third Party and reports that
initially are made to another District employee. Upon receipt of a report of alleged discrimination/retaliation, the CO will contact
the Complainant and begin either an informal or formal complaint process (depending_on the Complainant's request and the
nature of the alleged discrimination/retaliation) or designate a specific individual to conduct such a process.

The CO will provide a copy of this policy to the Complainant and the Respondent. In the case of a formal complaint, the CO will
prepare recommendations for the District Administrator or oversee the preparation of such recommendations by a designee. All
members of the District community must report incidents of discrimination/retaliation that are reported to them to the CO within
two (2)_days of learning_of the incident/conduct.

Any District employee who directly observes discrimination/retaliation of a student is obligated, in accordance with this policy, to
report such observations to one of the COs within two (2)_days. Additionally, any District employee who observes an act of
discrimination/retaliation is expected to intervene to stop the misconduct unless circumstances make such an intervention
dangerous, in which case the staff member should immediately notify other District employees and/or local law enforcement
officials, as necessary, to stop the misconduct. Thereafter, the CO/designee must contact the Complainant if age eighteen (18) or
older or the Complainant's parents/guardians if the student is under the age of eighteen (18)_within two (2)_days to advise of the
Board's intent to investigate the alleged wrongdoing.

Fitle-DComplaint-Coeerdinaters/District Compliance Officers (hereinafter referred to as the COs)

The Board designates the following individuals to serve as the District’s CO's:

Director of StudentPupit Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

A CO will be available during regular school/work hours to discuss concerns related to student discrimination in educational
opportunities under this policy.

Investigation and Complaint Procedure

The CO shall investigate any complaints brought under this policy. Throughout the course of the process as described herein, the
CO should keep the parties reasonably informed of the status of the investigation and the decision-making process.

All complaints must include the following |nformat|on to the extent known+tﬂsﬁava++able a descrlptlon of the aIIeged vnolatlon the
identity of the Respondentindividual
peliey—ifany; a detailed description of the facts upon wh|ch the complalnt is based (| ,when, where and what occurred) and-a
list of potential witnesses; and the resolution sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported chargerepert by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken during the investigatory phase to protect
the Complainant from further loss of educational opportunity, including but not limited to a change of work assignment or class
schedule for the Complainant, tentative enrollment in a program, or other appropriate action. In making such a determination,
the CO should consult the Complainant to assess whether the individual agrees with the proposed actionbistriet
Administratorprior-to-anyaction-being-taken. If the Complainant is unwilling to consent to the proposed change,

the CO still mav take whatever actlons are deemed aDDroorlate in consultation with the District Administrator.Fhe-Complainant

3
As soon as appropriate in the investigation process, the CO will inform the Respondentany-individual-named-by-the Complainant
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inconnection-with-analeged-vielation-of thispeliey, that a complaint has been received. The person(s) must also be provided an
opportunity to respond to the complaint.

All investigations shall be commenced as soon as practicable upon receipt of a complaint and concluded as expeditiously as
feasible, in consideration of the circumstances, while taking measures to complete a thorough investigation. The complaining
party shall be notified in writing of receipt of the complaint within forty-five (45) days of the complaint and shall reach a
determination concerning the complaint within ninety (90) days of receipt unless additional time is agreed to by the complaining
party.

The investigation will include:

A. interviews with the Complainant;

B. interviews with the Respondentany-persensnamed-inthecomplaint;

C. interviews with any other witnesses who may-reasonably may be expected to have any information relevant to the
allegations, as determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Respondent, or any other witness
which is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator
which summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definitions in this Policy, as well as in State and Federal law as to whether the Complainant has been denied access to
educational opportunities on the basis of one of the protected classifications, based on a preponderance of evidence standard.
The CO’s recommendations must be based upon the totality of the circumstances, including the ages and maturity levels of those
involved.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report
to the District Administrator.

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other
reasons that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or
Board President,_if the matter involves the District Administrator, engage outside legal counsel to conduct the investigation
consistent with this policy.

Absent extenuating circumstances, within five (5)ten{18)-busiress days of receiving the report of the CO_or designee, the
District Administrator must-either must issue a writtenfinral decision regarding whether the charges have been substantiatedthe
complaint or request further investigation. A copy of the District Administrator's final decision will be delivered to both the
Complainant_and RespondentThe District Administrator may redact information from the decision in the event the release of
information raises concerns regarding the integrity of the complaint or investigation process. The Board authorizes the District
Administrator to consult with legal counsel to determine the extent to which information in an investigation report must be
provided to either the Complainant or Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5)ter{10)-business days. At the
conclusion of the additional investigation, the District Administrator must issue a final written decision as described above. The
decision of the District Administrator will be reviewed by the Board upon request.

If the Complainant feels that the decision does not adequately address the complaint s/he may appeal the decision to the State
Superintendent of Public Instruction by submitting a written request to the Wisconsin Department of Public Instruction, Pupil
Nondiscrimination Program, or by contacting the DPI Pupil Nondiscrimination Program at (608) 267-9157. Any person, including
the Respondent in a complaint, who is subject to disciplinary action up to and including termination as a result of a complaint
may choose to file a grievance utilizing the District's grievance procedure as outlined in Policy 3340 or Policy 4340.

The Board reserves the right to investigate and resolve a complaint or report regardless of whether the member of the School
District community or third party chooses to pursue the complaint. The Board also reserves the right to have the complaint
investigation conducted by an external person in accordance with this policy or in such other manner as deemed appropriate by
the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of theggomolaint shall not be impaired by the person’s pursuit of other

9/22/2021, 1:51 PM



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

6 of 8

Additional School District Action

If the evidence suggests that any conduct at issue violates any other policies of the Board, is a crime, or requires mandatory
reporting under the Children's Code (Sec. 48.981, Wis. Stat.) (Policy 8462), or threats of violence (Policy 8462.01), the CO or
District Administrator shall take such additional actions as necessary and appropriate under the circumstances, which may
include a report to the appropriate social service and/or law enforcement agency charged with responsibility for handling such
investigations.

Privacy/Confidentiality

The District will make reasonable efforts to protect the privacy of any individuals involved in the investigation process.
Confidentiality cannot be guaranteed, however. Additionally, the Respondent must be provided the Complainant's identity.AH

During the course of an investigation, the CO or designee will instruct all members of the School District community and third
parties who are interviewed about the importance of maintaining confidentiality. Any individual who is interviewed as part of an
investigation is expected not to disclose any information that is learned or provideds/helearns-or-thatstheprevides during the
course of the investigation.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not
limited to counseling_services, reinstatement of leave taken because of the discrimination, the opportunity to complete

assignments missed due t sences related to the discrimination, or other appropriate action.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination/retaliation by taking appropriate action reasonably
calculated to stop and prevent further misconduct.

While observing_the principles of due process, a violation of this policy may result in disciplinary action up to and including the
discharge of an employee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with
applicable State law and the terms of any relevant codes of conduct.

including_the ages and maturity level of any student involved. In those cases where discrimination/retaliation is not
substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other

Board policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, all subsequent sanctions

and remedy its effects.
Retaliation

Retaliation against a person who makes a report or files a complaint alleging_harassment/retaliation or participates as a witness

individual made a report, formal complaint, testified, assisted or participated or refused to participate in any manner in an
investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjoyed, aided or
encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making_a report of discrimination, filing a formal complaint, or participating in an investigation or

appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to @ internal complaint process set forth above.
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The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory
practices. The District Administrator shall provide appropriate information to all members of the School District community
related to the implementation of this policy and shall provide training_for District students and staff where appropriate. All
training,_as well as all information, provided regarding_the Board's policy and discrimination in general, will be age and content
appropriate.

Retention of Public Records;,—Student-Records;—and-Investigatory Records and Materials

The Compliance Officer(s) is responsible for overseeing retention of all records that must be maintained pursuant to this
policy. All individuals charged with conducting investigations under this policy shall retain all information, documents,
electronically stored information ("ESI”), and electronic media (as defined in Policy 8315) created and received as part of an
investigation, including but not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts related to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;
L. written documentation of any supportiveirterim measures offered and/or provided to Complainant and/or the

Respondenteemplainrants, including no contact orders issued to both parties, the dates issued, and the dates the parties
acknowledged receipt; and

M. documentation of all actions, both individual and systemic, taken to stop the discrimination or harassment, prevent its
recurrence, eliminate any hostile environment, and remedy its discriminatory effects.

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g.,_ Student Code of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;.

P. _documentation of any training provided to District personnel related to this policy, including but not limited to,
notification of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District
personnel involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting
an investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be
maintained regardless of whether there is an investigation of an alleged violation of this policy. It is best
practice to maintain a log of all staff members who‘J rticipate in a training, along with the date, time and
location of the training, and a copy of the materials reviewed and/or presented during_the training.]
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The information, documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The information, documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, Policy 8330 for not less than three (3) years, but
longer if required by the District’s records retention schedule.

118.13 Wis. Stats.

P.I. 9, Wis. Adm. Code

P.I. 41, Wis. Adm. Code

Fourteenth Amendment, U.S. Constitution

20 U.S.C. Section-1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Sectien-7905, Boy Scouts of America Equal Access Act

29 U.S.C. Section-794, Section 504 of the Rehabilitation Act of 1973, as amended
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. Section-2000 et seq., Civil Rights Act of 1964

42 U.S.C. Seetion-2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635, The GINA Regulations

34 C.F.R. Part 110, The Age Discrimination Act Regulations

Guidelines for Vocational Education Programs, Department of Education, Office for Civil Rights, March 21, 1979

© Neola 20216

Legal 118.13 Wis. Stats.
P.I. 9, Wis. Adm. Code
P.I. 41, Wis. Adm. Code
Fourteenth Amendment, U.S. Constitution
20 U.S.C. 1701 et seq., Equal Educational Opportunities Act of 1974
20 U.S.C. 7905, Boy Scouts of America Equal Access Act
29 U.S.C. 794, Section 504 of the Rehabilitation Act of 1973, as amended
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975
42 U.S.C. 2000 et seq., Civil Rights Act of 1964
42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635, The GINA Regulations
34 C.F.R. Part 110, The Age Discrimination Act Regulations

Guidelines for Vocational Education Programs, Department of Education, Office for Civil
Rights, March 21, 1979
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2260.01 - SECTION 504 /ADA PROHIBITION AGAINST DISCRIMINATION BASED ON DISABILITY

Pursuant to Section 504 of the Rehabilitation Act of 1973 ("Section 504"), the Americans with Disabilities Act of 1990, as
amended ("ADA"), and the implementing regulations (collectively "Section 504/ADA"), no otherwise qualified individual with a
disability shall;—selely-by-reasen-of-histher-disability; be excluded from participation in, be-denied the benefits of, or be-subjected
to discrimination under any program or activity receiving Federal financial assistance solely by reason of disability. The Board
does not discriminate in admission or access to, er-participation in, ertreatment in its programs or activities. As such, the
Board's policies and practices will not discriminate against students with disabilities and the Board will make its facilities,
programs, and activities accessible to qualified individuals with disabilitieswil-make-aceessible-to-qualified-individuals-with
disabilities-itsfacHities, programs,—and-activities. No discrimination will be knowingly permitted against any individual with a

disability on the sole basis of that disability in any of the programs, activities, policies, and/or practices in the District.

Notice of the Board's policy on nondiscrimination in employment practices and the identity of the School District's Compliance
Officer(s)_(see below) will be published on the District's website, posted throughout the District, and included in the District's
recruitment statements or general information publications.

Free Appropriate Public Education

The Board is committed to identifying, evaluating, and providing a free appropriate public education ("FAPE") to students with
disabilities within its jurisdiction who are determined eligible for special education and related services under the Individuals with

and services to accommodate the uniqu ldents with disabilitie 0 ldents with disabilitie :
specially designed instruction under the IDEA, the related aids and services (including accommodations/modifications
/interventions) they need in order to have their needs met as adequately as the needs of students without disabilities are met
shall be delineated, along with their placement, in a Section 504 Plan (Form 2260.01A F13). Parents/guardians/custodians

without disabilities.

The Board is committed to educating_(or providing_for the education of) each qualified student with isability within its
jurisdiction with students without disabilities to the maximum extent appropriate. Generally, the District will place a student with
a disability in the general education environment unless it is demonstrated that the education of the student in the general
education environment, even with the use of supplementary aids and services, cannot be achieved satisfactorily. If the District
places a student in a setting other than the general education environment, it shall take into account the proximity of the
alternate setting_to the student's home. If the Board operates a separate class or facility that is identified as being_provided for
students with disabilities, the facility, program, and activities and services must be comparable to the facilities, programs, and

activities and services offered to students without disabilities.

The District will provide non-academic extra-curricular services and activities in such a manner as is necessary_to afford qualified
students with disabilities an equal opportunity for participation in such services and activities. Nonacademic and extra-curricular
services and activities may include counseling_services, athletics, transportation, health services, recreational activities, special
interests groups or clubs sponsored by the District, referrals to agencies that provide assistance to indivi Is with disabilities,
and employment of students. In providing_or arranging_for the pggvision of meals and recess periods and nonacademic and
extracurricular services and activities, including_those listed above, the District will verify that students with disabilities
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participate with students without disabilities in such services and activities to the maximum extent appropriate.

In accordance with Section 504, parents and students shall be notified of their right to file an internal complaint regarding an
alleged violation, misinterpretation, or misapplication of Section 504. In addition, students and their parents shall be notified of
their right to file a complaint with the U.S. Department of Education's Office for Civil Rights ("OCR"). Finally, students and
parents shall be advised of their right to request a due process hearing before an Impartial Hearing Officer ("IHO") regarding_the
identification, evaluation, or educational placement of persons with disabilities, and their right to examine relevant education
records.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according_to
their plain and ordinary meanings.

Complainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation.

Respondent: is the individual who is alleged to have engaged in discrimination/retaliation, regardless of whether the
Complainant files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

District community: means students, District employees (i.e., administrators and professional and support staff), and Board
members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include but are not limited to guests and/or visitors on District property (e.g., visiting speakers, participants on
opposing_athletic teams, parents), vendors doing_business with or seeking_to do business with the Board, and other individuals
who come in contact with members of the District community at school-related events/activities (whether on or off District
property).

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e., a day(s)
that the District office is open for normal operating hours, Monday - Friday, excluding_State-recognized holidays).

Individual*An-individuatl with a disability® means a person who has, hashad a record of, or is regarded as having, a physical or
mental impairment that substantially limits one or more major life activities.

Major Life Activities

Major life activities are functions such as caring for one's self, performing manual tasks, walking, seeing, hearing, eating,
sleeping, standing, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating, sitting,
reaching, interacting with others, and working.

Major life activities also include the operation of a major bodily function, including, but not limited to, functions of the immune
system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder, neurological, brain,
respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The operation of a major bodily
function includes the operation of an individual organ within a body system.

Impairment That Substantially Limits a Major Life Activity

An

The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision devices
(not including ordinary eyeglasses or contact lenses), prosthetics (including limbs and devices), hearing aids and cochlear
implants or other implantable hearing devices, mobility devices, oxygen therapy equipment or supplies, assistive technology,
reasonable accommodations or auxiliary aids or services, or learned behavioral or adaptive neurological modifications.

An impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life activity
when active.

Qualified Individual with a Disability

With respect to public preschool, elementary, and secondary educational services, a qualified individualpersen with a disability
means a student with a disabilitydisabled-persen:

43
A. who is of an age during which nendisabled-persons without disabilities are provided educational services;
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B. who is of any age during which it is mandatory under Wisconsin law to provide educational services to disabled-persons
with disabilities; or

C. to whom the State is required to provide a free appropriate public education pursuant to the IDEAIndividuals-with

With respect to vocational education services, a qualified individualpersen with a disability means a studentdisabled-persen with
a disability who meets the academic and technical standards requisite to admission or participation in the vocational program or
activity. The Board will not deny a student with disability access to its vocational education programs or courses due to

essential functions of the job in question, with or without reasonable accommodation.

Reasonable Accommodation

Board’s program and/or activities. A reasonable accommodation is not required for an individual who is merely regarded as
having_a disability.

Facilities

discrimination under any program or activity to which Section 504/ADA applies because the District's facilities are inaccessible to
or unusable by persons with disabilities.

For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For those
existing_facilities constructed prior to June 3, 1977, the District is committed to operating_its programs and activities so that they
are readily accessible to persons with disabilities.

District Compliance Officers (hereinafter referred to as the "COs")

The following person(s) is/are designated as the District Section 504 Compliance Officer(s)/ADA Coordinator(s):

Director of StudentPupit Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServices
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs areis responsible for coordinating the District's efforts to comply with applicable Federal and State laws and regulations,
including the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination/retaliation or denial of equal access. The COs also shall verify that proper notice of nondiscrimination for Title II of

Rehabilitation Act of 1973 (as amended), and the Age Discrimination in Employment Act of 1975 is provided to staff members
B - . - pon
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The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA. (See below.)
The Board wil-further will establish and implement a system of procedural safeguards in accordance with Section 504, including
the right to an impartial due process hearing,_for parents of students with disabilities. Finally, students and parents will be
advised of their right to request a due process hearing before an Impartial Hearing Officer (IHO) regarding the identification,
evaluation or educational placement of persons with disabilities, including the right to participation by the student’s parents and
representation of counsel, and their right to examine relevant education records.

official so that the Board may address the conduct. Any teacher, administrator, supervisor, or other District employee or official
who receives such a complaint shall file it with the CO within two (2)_days. [NOTE: While students are advised to report
discrimination/retaliation to administrators, supervisors, £% other District officials, the Board recognizes that some
students may report discrimination/retaliation to a teacher. When a teacher receives such a report, the teacher

4 of 10 9/22/2021, 1:52 PM



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

50f10

must file it with the CO as indicated above.]

Members of the District community, which includes students or Third Parties, who believe they have been
discriminated/retaliated against are entitled to utilize the complaint process set forth below. Initiating_a complaint, whether
formally or informally, will not adversely affect the Complainant's employment or participation in educational or extra-curricular
programs. While there are no time limits for initiating complaints under this policy, individuals should make every effort to file a
complaint as soon as possible after the conduct occurs while the facts are known and potential witnesses are available.

A student and/or parent may initiate the internal complaint procedure when they believe that a violation, misapplication or

respect to actions regarding the identification, evaluation, or educational program or placement of students who are identified as
having_a disability or believed to have a disability pursuant to Section 504 and are not eligible under the IDEA, except in the case

a prerequisite to the pursuit of other remedies, _including_the filing of a complaint with the OCR or requesting an impartial due
process hearing.

If during an investigation of alleged bullying, aggressive behavior and/or harassment in accordance with Policy 5517.01 -

Principal shall report the act to one of the COs, who shall investigate the allegation in accordance with this policy. While the CO
investigates the allegation, the Principal shall suspend the Policy 5517.01 investigation to await the CO's written report. The CO
shall keep the Principal informed of the status of the Policy 2260 investigation and provide the Principal with a copy of the
resulting_written report.

The COs will be available during_regular school/work hours to discuss concerns related to discrimination/retaliation. COs shall

initially are made to another District employee. Upon receipt of a report of alleged discrimination/retaliation, the CO will contact
the Complainant and begin either an informal or formal complaint process (depending_on the Complainant's request and the
nature of the alleged discrimination/retaliation) or designate a specific individual to conduct such a process.

members of the District community must report incidents of discrimination/retaliation that are reported to them to the CO within
two (2)_days of learning_of the incident/conduct.

Any District employee who directly observes-discrimination/retaliation of a student is obligated, in accordance with this policy, to

discrimination/retaliation is expected to intervene to stop the misconduct unless circumstances make such an intervention
dangerous, in which case the staff member should immediately notify other District employees and/or local law enforcement
officials, as necessary, to stop the misconduct. Thereafter, the CO/designee must contact the Complainant if age eighteen (18) or
older or the Complainant's parents/guardians if the student is under the age eighteen (18) within two (2) _days to advise of the
Board's intent to investigate the alleged wrongdoing.

Investigation and Complaint Procedure

The CO shall investigate any complaints brought under this policy. Throughout the course of the process as described herein, the
CO should keep the parties reasonably informed of the status of the investigation and the decision-making process.

All complaints must include the following information to the extent knownitisavailable: a description of the alleged violation, the
identity of the Respondentindivi Pesrmslie e St el ing-in—conduct-in-violation-of thi
pelieyif-any; a detailed description of the facts upon which the complaint is based _(i.e., when, where, and what occurred); and-a
list of potential witnesses; and the resolution sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the report by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken during the investigatory phase to protect
the Complainant from further discrimination or retaliationtess-ef-educational-eppertunity, including but not limited to a change of
work assignment or class schedule for the Complainant_and/or the Respondent;—tentative-enrelmentinaprogram;—or-other
appropriate-aetion. In making such a determination, the CO should consult the Complainant to assess whether the
individual agrees with the proposed action. If the Complainant is unwilling to consent to the proposed change, the

As soon as appropriate in the investigation process, the CO will inform any individual named by the Complainant in connection
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with an alleged violation of this policy, that a complaint has been received. The person(s) must also be provided an opportunity
to respond to the complaint.

Within two (2)five{5)-business days of receiving the complaint, the CO or designee will initiate an investigation by at a minimum
confirming receipt of the complaint with the Complainant and informing the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the
number of incidents or factual elements, the number of withesses and documents to be consulted, and the availability of
witnesses and other evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress. The
investigation will include:

A. interview(s) with the Complainant;

B. interview(s) with the Respondentanyperseonsrarmed-inthe-complaint;

C. interviews with any other witnesses who reasonably may reasenably-be expected to have any information relevant to the
allegations, as determined by the CO;

D. consideration of any documentation or other informationevidenee presented by the Complainant, Respondent, or any
other witness which is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO or the designee shall prepare and deliver a written report to the District
Administrator which summarizes the evidence gathered during the investigation and provides recommendations based on the
evidence and the definition of discrimination/retaliation as provided in Board policy and State and Federal law as to whether the

Resoondent has engaqed in harassment/retallatlon of the ComolalnantéeﬂnwfeﬂsM&P%ey—aﬁNeHﬁa&métat&aﬂekFedeFa

elassrﬂeaﬂeﬂs—baseekerk&prepeﬂdeﬁaﬂeee#ewéeﬂeestaﬂéard The CO S recommendatlons must be based upon the totallty of
the circumstances;—ncluding-theagesand-maturitylevels-of-those-invelved. In determining_if discrimination or retaliation

occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report
to the District Administrator.

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other
reasons that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or
Board President,_if the matter involves the District Administrator, engage outside legal counsel to conduct the investigation
consistent with this policy.

Absent extenuating circumstances, within five (5)ten{108)-business days of receiving the report of the CO_or designee, the
District Administrator must either issue a final decision regarding whether the charges have been substantiatedthe-complaint or
request further investigation. A copy of the District Administrator's final decision will be delivered to the Complainant and to the
Respondent._The District Administrator may redact information from the decision in the event the release of information raises
concerns regarding the integrity of the complaint or investigation process. The Board authorizes the District Administrator to
consult with legal counsel to determine the extent to which information in an investigation report must be provided to either the
Complainant or Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) ter{108)-business-days. At the
conclusion of the additional investigation, the District Administrator must issue a final written decision as described above. The
decision of the District Administrator will be reviewed by the Board upon request.

If the Complainant feels that the decision does not adequately address the complaint s/he may appeal the decision to the State
Superintendent of Public Instruction.

The Board reserves the right to investigate and resolve a complaint; or report of; discrimination/retaliation regardless of whether
the Complainant pursuesmember-of-the-School-Districk-community-or-third-party-choosesto-pursue the complaint. The Board
also reserves the right to have the complaint investigation conducted by an external person in accordance with this policy, or in
such other manner as deemed appropriate by the Board_or its designee.

The parties may be represented,_at their own cost, at any of the above-described interviews/meetings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing_of a complaint with the OCR or ICRC%e filing_of charges with local law enforcement, or the filing of
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Additional School District Action

If the evidence suggests that any conduct at issue violates any other policies of the Board, is a crime, or requires mandatory
reporting under the Children's Code (Sec. 48.981, Wis. Stat.), the CO or District Administrator shall take additional such actions
as necessary and appropriate under the circumstances, which may include a report to the appropriate social service and/or law
enforcement agency charged with responsibility for handling such investigations.

Privacy/Confidentiality

witnesses as much as possible, consistent with the District's legal obligations to investigate, take appropriate action, and comply

with any discovery or disclosure obligationsprivacy-ofany-individuals-invelved-inthe-investigationpreeess. Confidentiality cannot

be guaranteed, however. All Complainants proceeding through the investigation process should be advised that as a result of the
investigation, allegations against individuals may become known to those individuals, including the Complainant’s identity.

During the course of an investigation, the CO or designee will instruct each personal-members-of-the-School Districtk-community
and-third-parties who isare interviewed about the importance of maintaining confidentiality. Any individual who is interviewed as

part of an investigation is expected not to disclose to third parties any information that is learned or provideds/helearns-or-that
sthe-provides during the course of the investigation.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not
limited to counseling_services, reinstatement of leave taken due to the discrimination, the opportunity to complete assignments
missed due to absences related to the discrimination, or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking_appropriate action reasonably calculated to
stop and prevent further misconduct.

discharge of an employee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with
applicable State law and the terms of any relevant code of conduct.

When imposing_discipline, the District Administrator shall consider the totality of the circumstances involved in the matter,
including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,
the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies.

and remedy its effect.

Impartial Due Process Hearing

before requesting an impartial due process hearing. The parent of a student with a disability and a student over eighteen (18)
years old (if not under guardianship) or an emancipated student has the right to: (1) examine records or documents that the
school relied on in making_its decision t the student; (2) request an impartial due process hearing that provides the parent
and/or student with an opportunity to participate and permits representation by an attorney; and (3)_have an opportunity for
review of the decision made at the hearing.

A request for an impartial due process hearing should be made as soon as possible following a dispute in order to ensure that
witnesses are available but no more than two years following the date of the matter in dispute. A request for an impartial due
process hearing_must be put in writing, identify the specific circuq@stances or areas of dispute that have given rise to the request
for a hearing, and offer possible solutions to the dispute. The request for due process hearing must be filed with a District CO
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hearing.

When a request for an impartial due process hearing_is received, the aggrieved party will have the opportunity to receive a
hearing_conducted by an IHO (i.e., by a person not employed by the District, not involved in the education or care of the child,
and not having_a personal or professional interest that would conflict with the IHO's objectivity in the hearing). The District will
maintain a list of trained IHOs that may include IDEA/Article 7 hearing_officers, attorneys, and Directors of Special Education
outside the District. The District CO will appoint an IHO from that list, and the District will bear the costs of the hearing. The
appointment of an IHO will be made within fifteen (15) days after the request for an impartial due process hearing_is received.

A party to an impartial due process hearing_has the right to:

A. be accompanied and advised by legal counsel and individuals with special knowledge or training with respect to the
problems of students with disabilities at the party’s own cost;

B. present evidence and confront, cross-examine and compel the attendance of witnesses;
C. a written or electronic verbatim record of the hearing; and

D. written findings of fact and conclusions of law setting forth the reasons for the decision.

The THO shall conduct the impartial due process hearing within a reasonable period of time (i.e., not to exceed ninety (90) days

date, time and place of the hearing. Notice will be given no less than twenty-one (21) days prior to the date of the hearing,
unless otherwise agreed to by the parent and/or student. The notice shall include:

A. a statement of the time, place and nature of the hearing;

B. a statement of the legal authority and jurisdiction under which the hearing_is being_held;
D. a statement of the availability of relevant records for examination;.

E. a short and plain statement of the matters asserted; and

F. a statement of the right to be represented by counsel.

otherwise to be heard. The parent and/or student may be represented by another person of the parent or student's choice,
including_an attorney. The IHO shall make a full and complete record of the proceedings.

The IHO shall render a decision in writing_to the parties within thirty (30) days following the conclusion of the hearing. The

statement that either party may appeal the decision.

Appeal of the IHO’s decision may be made to a Federal court of competent jurisdiction.

OCR Complaint

At any time, if a student or parent believes that the student has been subjected to discrimination based upon disability in
violation of Section 504 or the ADA, the student or parent may file a complaint with the OCR. The OCR can be reached at:

U.S. Department of Education

Office for Civil Rights

Chicago Office

John C. Kluczynski Federal Building

230 S. Dearborn Street, 37th Floor

Chicago, IL 60604 49
Telephone: 312-730-1560
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FAX: 312-730-1576
TDD: 800-877-8339
E-mail: OCR.Chicago@ed.gov
Web: http://www.ed.gov/ocr

Except in extraordinary circumstances, the OCR does not review the result of individual placement and other educational
decisions,_so long as the District complies with the "process" requirements of Subpart D of Section 504.

Notice

Notice of the Board's policy on nondiscrimination in education practices and the identity of the COs will be published on the
District's website and posted throughout the District, and includedpubtished in the District's recruitment statements or general
information publications.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging_discrimination/retaliation or participates as a
witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere
with any individual because the person opposed any act or practice made by any Federal or State civil rights law, made

a report/formal complaint, testified, assisted or participated, or refused to participate in any manner in an investigation,
proceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjoyed, aided or encouraged
any other person in the exercise or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making_a report of discrimination,_filing a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory
practices. The District Administrator shall provide appropriate information to all members of the District community related to the
implementation of this policy and shall provide training for District students and staff where appropriate. All training_and
information provided regarding_the Board's policy and discrimination in general will be age and content appropriate.

Retention of Publie Records,—Student-Recerds,—and-Investigatory Records and Materials

The CO is responsible for overseeing_retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all information, documents, electronically stored information
(“ESI"), and electronic media (as defined in Policy 8315) created and received as part of an investigation, including but not
limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts related to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation; 50
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I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;
L. written documentation of any supportiveinterisa measures offered and/or provided to the Complainant and/or the

RespondentCemplainants, including no contact orders issued to both parties, the dates issued, and the dates the parties
acknowledged receipt; and

M. documentation of all actions, both individual and systemic, taken to stop the discrimination or harassment, prevent its
recurrence, eliminate any hostile environment, and remedy its discriminatory effects.

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g.,_ Student Codes of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

P. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification
of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardless of whether there is an investigation of an alleged violation of this policy. It is best practice to

training, and a copy of the materials reviewed and/or presented during the training.]

Additionally, the CO shall retain copies of any written request for an impartial due process hearing, the IHO’s notices to the
parties, the evidence entered in the hearing, any transcript of the hearing, and the IHO’s decision.

The information, documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The information, documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, Policy 8330 for not less than three (3) years, but
longer if required by the District’s records retention schedule.

29 C.F.R. Part 1630

34 C.E.R. Part 300

34 C.F.R. Part 104

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended

© Neola 20216

Legal 29 C.F.R. Part 1630
34 C.F.R. Part 300
34 C.F.R. Part 104
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
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Title NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY
Code po3122

Status Policy Committee Review

3122 - NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY

The Board does not discriminate in the employment of professional staff on the basis of the-Protected-Classes-of-race, color,
national origin, age, sex (including tranrsgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed
or religion, genetic information, handicap or disability, marital status, citizenship status, veteran status, military service (as
defined in 111.32, Wis. Stats.), ancestry, arrest record, conviction record, use or non-use of lawful products off the District’s
premises during non-working hours, declining to attend an employer-sponsored meeting or to participate in any communication
with the employer about religious matters or political matters, or any other legally protected category in its programs and

activities,_including_employment opportunitieseharacteristic-protected-by-taw-in-its-empleoymentpractices.

Notice of the Board's policy on nondiscrimination and the identity of the School District's Compliance Officer(s)_(see below) will
be published on the District's website, posted throughout the District, and included in the District's recruitment statements or
general information publications.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

Complainant is the individual who alleges, or is alleged, to have been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing_an informal resolution to the alleged discrimination/retaliation.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e.,_a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Military status: refers to a person's status in the uniformed services, which includes the performance of duty on a voluntary or
involuntary basis in a uniformed service, including_active duty, active duty for training, initial active duty for training, inactive
duty for training, full-time National Guard duty, and performance of duty or training by a member of Wisconsin organized militia.
It also includes the period of time for which a person is absent from employment for the purpose of an examination to determine
the fitness of the person to perform any duty listed above.

Respondent is the individual who has been alleged to have engaged in discrimination/retaliation, regardless of whether the
Reporting_Party files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

School District community means students and Board employees (i.e.,_administrators, and professional and support staff), as
well as Board members, agents, volunteers, _contractors, or other persons subject to the control and supervision of the Board.

Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers,
participants on opposing_athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and
other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

District Compliance Officers

The Board designates the following individuals to serve as the District’s "Compliance Officers" (also known as "Civil Rights
Coordinators"; hereinafter referred to as the "COs").

Director of StudentPupil Services
1701 2nd Street

New Glarus, WI 53574 53
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608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs are responsible for coordinating the District’s efforts to comply with the applicable Federal and State laws and
regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, retaliation, or denial of equal access. The COs shall also verify that proper notice of nondiscrimination has been
provided for Title II of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil Rights Act of 1964, Fitle
Dx-of-the-Education-Amendment-Act-of 1972-Section 504 of the Rehabilitation Act of 1973 (as amended), the Age Discrimination
in Employment Act of 1975, and the Genetic Information Nondiscrimination Act (GINA) to students, their parents, staff members,
and the general public.

Reports and Complaints of Unlawful-Discrimination and Retaliation

Employees are required toexpected-to-premptly report incidents of unlawful-discrimination and/or retaliation to an administrator,
supervisor, or other supervisory employees so that the Board may address the conduct. Any administrator, supervisor, or other
supervisory employees who receive such a reporteemplaint shall file it with the CO at the employee'shisther first opportunity, but
no later than two (2) business-days.

Discrimination against an individual based on their sex (including gender status, sexual orientation, and gender identity) is
discrimination in violation of Title VII. Specifically, discrimination on the basis of sex stereotyping/gender-nonconformity
constitutes sex discrimination. This is true irrespective of the cause of the person's gender non-conforming behavior.
Employment actions based upon an individual's sex could be suspect and potentially impermissible.

COs are required to investigate allegations of conduct involving_the discrimination or harassment of an employee or applicant
based upon his/her gender status, sexual orientation, and gender identity.

Any_guestions concerning whether alleged conduct might violate this prohibition should be brought to the CQO's attention
promptly.

Employees who believe they have been urlawfully-discriminated/retaliated against are entitled to utilize the complaint process
set forth below. Initiating a complaint will not adversely affect the Complainant'scemplaining-dividual's employment. While
there are no time limits for initiating complaints under this policy, individuals should make every effort to file a complaint as soon
as possible after the conduct occurs while the facts are known and potential withesses are available.

The COs will be available during regular school/work hours to discuss concerns related to-untawful discrimination/retaliation. COs
shall accept reportseemplaints of unrtawful-discrimination/retaliation directly from any member of the School District community
or a Third Partv or receive reoorts that are |n|t|aIIv filed W|th another Board employeeéDistﬁePemaleyees—swéeﬁts—paremés%

. Upon receipt of a report of alleged

d|scr|m|natlon/retallatloneempmﬁt theatherﬂweetl%ept#weughﬂasehee#bwmmgmmwstrat%a CO will contact the

Complainant and begin either an informal or formal complaint process (depending on the Complainant's request and the nature

of the alleged d|scr|m|nat|on/retal|at|0n) M@WW&%WSW%@%@WP&MW%W

Any Board employee who directly observes urtawful-discrimination/retaliation is obligated, in accordance with this policy, to
report such observations to one of the COs within two (2) business days. Additionally, any Board employee who observes an act
of untawful-discrimination/retaliation is expected to intervene to stop the misconduct, unless circumstances make such an
intervention dangerous, in which case the staff member should immediately notify other Board employees and/or local law
enforcement officials, as necessary, to stop the misconduct. Thereafter, the CO must contact the Complainantempleyee within

two (2) business days to advise him/her-of the Board's intent to investigate the alleged wrongdoing.
Investigation and Complaint Procedure

Except for sex discrimination and/or sexual harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in
Education Programs or Activities, any employee who alleges to have beenAnry-employee-who-believes-that sfhe-hasbeen
subjected to untawful-discrimination or retaliation may seek resolution of thehisfher complaint through the procedures described
below. The complaint procedures involve an investigation of the Bylividual’s claims of discrimination/retaliation and a process for
rendering a decision regarding whether the charges are substantiated.
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Once the complaint process begins, the investigation will be completed in a timely manner (ordinarily, within fifteen (15)
business-days of the complaint being received).

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of artawful
discrimination or retaliation with the United States Department of Education Office for Civil Rights, the Wisconsin Equal Rights
Division, or the Equal Employment Opportunity Commission ("EEOC").

Complaint Procedure

A Complainant who alleges discrimination/retaliationAn-individual-whe-believessthe-has-beensubjected-to-unlawful
diserimination/retaliation-{hereinafter referred-toasthe "Complainant™); may file a complaint, either orally or in writing;: 1) with

a Principal;_2) the CO;; or 3)_to the District Administrator or other supervisory employees. Any complaint received regarding the
District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role of the CO for
such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be reported to the District Administrator,
who shall coordinate with the other appointed/designatedassurme-therole—of CO_or,_if appropriate appoint/designate another
individual to serve as CO for the complaint regarding a CO. fersuch-complaints:

Due to the sensitivity surrounding complaints of urtawful-discrimination and retaliation, timelines are flexible for initiating the
complaint process; however, individuals are encouragedsheuld-make-every—effort to file a complaint within thirty (30) ealendar
days after the conduct occurs while the facts are known and potential witnesses are available. If a Complainant informs a
Principal, District Administrator, or other supervisory employees, either orally or in writing, about any complaint of discrimination
or retaliation, that employee must report such information to the CO_at the employee's first opportunity, but no later thanwithin
two (2) business-days.

Throughout the course of the process, the CO should keep the parties reasonably informed of the status of the investigation and
the decision-making process.

All complalnts must |ncIude the foIIowmg |nf0rmat|on to the extent known+tﬂsjava++ab4e the identity of the Respondentindividual
; a detailed description of the facts upon
WhICh the complalnt is based (i.e., when, where, and what occurred), a I|st of potentlal witnesses; and the resolution sought by
the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter, the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further discrimination or retaliation, including; but not limited to; a change of work assignment or schedule for
the Complainant and/or the Respondentperson-wheo-alegedly-engaged-inthe-misconduct. In making such a determination, the
CO should consult the Complainant to assess whether the individual agrees withhis/her-pesition-te the proposed action. If the
Complainant is unwilling to consent to the proposed change, the CO may-still may take whatever actions are deemeds/he-deems
appropriate in consultation with the District Administrator.

Within two (2) days of receiving the complaint, the CO or designee will initiate an investigation by at a minimum confirming

recelDt of the comDIalnt with the ComDIalnant and |nform|nq the ComDIalnant of the |nvest|qat|on process. W#ehm%we@

Simultaneously, the CO will inform the Respondent that a formalindividual-alleged-te-have-engaged-inthe-diseriminatery-or
retatiatery-conduct{hereinafter referred-to-as-the "Respondent™),—thata complaint has been received. The Respondent will be

informed about the nature of the allegations and upon request provided with a copy of any relevant policies and/or
administrative guidelines, including this Policy. The Respondent must also be informed of the opportunity to submit a written
response to the complaint_and the obligation to do so within five (5) businress-days.

-Altheugh-certain-cases-mayrequireadditional-time,the CO-will attempt-to-completean-investigationinto-theallegationsof
harassment based on a protected class or retaliation within fifteen (15) days of receiving the formal complaint. Investigations

shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the number of incidents
or factual elements, the number of withesses and documents to be consulted, and the availability of witnesses and other
evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress.

The investigation will include:

55
A. interviews with the Complainant;
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B. interviews with the Respondent;

C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the allegations,
as determined by the CO;

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other witness
that is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO shall prepare and deliver a written report to the District Administrator that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of untawful-discrimination/retaliation as provided in Board policy and State and Federal law as to whether the
Respondent has engaged in harassment/retaliation of the ComplainantCemplairant-has-beensubjected-tounlawful
diserimination/retaliation. The CO's recommendations must be based upon the totality of the circumstances. In determining if
discrimination or retaliation occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before
finalizing_the report to the District Administrator.{

In cases where no District CO is able to investigate a complaint due to concerns regarding_conflicts, bias or
partiality, or for other reasons that impair the CO's ability to conduct an investigation, the CO may in consultation
with the District Administrator or Board President,_if the matter involves the District Administrator, engage outside

legal counsel to conduct the |nvest|gat|on consistent W|th this policy.

Absent extenuating circumstances, within five (5) business-days of receiving the report of the CO, the District Administrator
either must either-issue a writtenfinal decision regarding whether the charges have been substantiated or request further
investigation. Ar_summaryexplanation of the-copy-ef-the District Administrator's final decision will be provideddelivered to both
the Complainant and the Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) busiress-days, or as quickly as
possible if additional time is necessary due to the availability of necessary witness(es) or documents. At the conclusion of the
additional investigation, the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in discrimination/retaliation toward the Complainant, the

District AdministratorCemplainant-wassubjected-to-unlawful-discrimination/retaliation;—s/he must identify what corrective action

will be taken to stop, remedy, and prevent the recurrence of the dlscrlmlnatlon/retal|at|on. The corrective action should be

A Complainant or Respondent who is dissatisfied with the final decision of the District Administrator may appeal through a signed
written statement to the Board within five (5) business-days of the party'shis/her receipt of the District Administrator's finrat
decision. The written statement of appeal must be submitted to the District Administrator, who will forward the request to the
Board President.

In an attempt to resolve the complaint, the Board shall review the findings and may meet with the concerned parties and their
representatives within twenty (20) busiress-days of the receipt of such an appeal. A copy of the Board's disposition of the appeal
shall be sent to each concerned party within ten (10) busiress-days of its decision. The decision of the Board will be final.

The Board reserves the right to investigate and resolve a complaint or report of untawfal-discrimination/retaliation regardless of
whether the Complainantemployee-aileging-the-misconduet pursues the complaint. The Board also reserves the right to have the
complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed
appropriate by the Board or its designee.

The parties may be represented,_at their own cost, at any of the above-described interviews/meetings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing_of a complaint with the Office for Civil Rights, the filing_of charges with local law enforcement, or the
filing_of a civil action in court. Use of this internal complaint processprocedure is not a prerequisite to the pursuit of other
remedies.

Privacy/Confidentiality o6
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The Board will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the witnesses as
much as possible, consistent with the Board’s legal obligations to investigate, to take appropriate action, and to conform with any
discovery or disclosure obligations.

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.
Confidentiality, however, cannot be guaranteed. Respondents must be provided an opportunity to meaningfully respond to

allegations, which may include disclosure of the Complainant's identity.Al-Complainants-wil-beadvised-that-theiridentitiesmay

During the course of an investigation, the CO will instruct each person who is interviewed about the importance of maintaining
confidentiality. Any individual who is interviewed as part of an investigation is expected not to disclose to third parties any
information that is learned or providedsthetearnsand/forprovides during the course of the investigation.

Remedial ActionSanetioens and Monitoring

limited to counseling_services, reinstatement of leave taken due to the discrimination, or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking appropriate action reasonably calculated to
stop and prevent further misconduct.

including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,

Where the Board becomes aware that a prior disciplinaryremedial action has been taken against the Respondentan-employee, all
subsequent sanctions imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct,
prevent its recurrence, and remedy its effect.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging urtawfut-discrimination/retaliation, or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made by any Federal or State civil rights law, or
because that individual made a report, formal complaint, testified, assisted or participated or refused to participate in any
manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised,
enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws

Retaliation against a person for making a report of discrimination, filing_a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies. 57
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Formal complaints alleging_retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of artawfut
discriminatory practices. The District Administrator shall provide appropriate information to all members of the School District
community related to the implementation of this policy and shall provide training for District staff where appropriate. All training,
as well as all information provided regarding the Board's policy and discrimination in general, will be age and content
appropriate.

Retention of Investigatory Records and Materials

The CO is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all informatien,~documents, electronically stored information
("ESI"), and electronic media (as defined in Policy 8315) created and/or received as part of an investigation, which may
includeinelading; but are not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;
L. written documentation of any supportiveinterira measures offered and/or provided to the Complainant and/or the

Respondenteemplainrants, including no contact orders issued to both parties, the dates issued, and the dates the parties
acknowledged receipt; and

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its
recurrence, eliminate any hostile environment, and remedy its discriminatory effects;-

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g.,_ Student Codes of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;.

P. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification
of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an
investigation of an alleged violation of this policy; [REM%DER: Documentation of training should be maintained
regardless of whether there is an investigation of an alleged violation of this policy. It is best practice to
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maintain a log of all staff members who participate in a training, along with the date, time and location of the

training, and a copy of the materials reviewed and/or presented during the training.]

The infermation-documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and

records exempt from disclosure under Federal and/or State law (e.g., student records).

The information,-documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but

longer if required by the District's records retention schedule.

111.31 et seq., Wis. Stats.

111.335(d)(2), Wis. Stats.

118.125, Wis. Stats.

118.195, Wis. Stats.

118.20, Wis. Stats.

Fourteenth Amendment, U.S. Constitution

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended

38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act
42 U.S.C. 2000 et seq., Civil Rights Act of 1964

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act of 1973, as amended
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended

29 C.F.R. Part 1635, The GINA Regulations

34 C.F.R. Part 110, The Age Discrimination Act Regulations
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Legal 111.31 et seq., Wis. Stats.
111.335(d)(2), Wis. Stats.
118.195, Wis. Stats.
118.20, Wis. Stats.
Fourteenth Amendment, U.S. Constitution
20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974
20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act
29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended
38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act
42 U.S.C. 2000 et seq., Civil Rights Act of 1964
42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964
42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act of 1973 as
amended

42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635, The GINA Regulations

34 C.F.R. Part 110, The Age Discrimination Act Regulations
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Title SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT
Code po3123

Status Policy Committee Review

Adopted March 13, 2017

Last Revised October 8, 2018

3123 - SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT

The Board prohibits discrimination against any employee or applicant based upon his/her disability. As such, the Board will not
engage in employment practices or adopt policies that discriminate on the basis of disability, or otherwise discriminate against
qualified individuals with disabilities in regard to job application procedures, the hiring, advancement or discharge of employees,
employee compensation, job training, or other terms, conditions and privileges of employment. The Board further will not limit,
segregate or classify applicants or employees in any way that adversely affects their opportunities or status because of disability.
Additionally, the Board will not participate in any contractual or other relationships that have the effect of subjecting qualified
individuals with disabilities who are applicants or employees to discrimination on the basis of disability.

Notice of the Board's policy on nondiscrimination in employment practices and the identity of the School District's Compliance
Officer(s)_(see below)_will be published on the District's website, posted throughout the District, and included in the District's
recruitment statements or general information publications.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

Complainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e.,_a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding State-recognized holidays).

Respondent: is the individual who is alleged to have engaged in discrimination/retaliation, regardless of whether the
Complainant files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

District community: means students, District employees (i.e.,_ administrators, and professional and support staff), and Board
members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include but are not limited to guests and/or visitors on District property (e.g., visiting speakers, participants on
opposing_athletic teams, parents), vendors doing_business with or seeking to do business with the Board, and other individuals
who come in contact with members of the District community at school-related events/activities (whether on or off District
property).

“An individual with a disability” means a person who has, hashad a record of, or is regarded as having, a physical or mental
impairment that substantially limits one or more major life activities.

Major Life Activities
Major life activities are functions such as caring for one's self, performing manual tasks, walking, seeing, hearing, eating,
sleeping, standing, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating, sitting,

reaching, interacting with others, and working.

Major life activities also include the operation of a major bodily fgpction, including, but not limited to, functions of the immune
system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder, neurological, brain,
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respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The operation of a major bodily
function includes the operation of an individual organ within a body system.

Impairment That Substantially Limits a Major Life Activity

The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision devices
(defined as devices that magnify, enhance, or otherwise augment a visual image, but not including ordinary eyeglasses or
contact lenses), prosthetics (including limbs and devices), hearing aid(s) and cochlear implant(s) or other implantable hearing
devices, mobility devices, oxygen therapy equipment or supplies, use of assistive technology, reasonable accommodations or
"auxiliary aids or services," learned behavioral or adaptive neurological modifications, psychotherapy, behavioral therapy, or
physical therapy.

An_impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life activity
when active.

Qualified Individual with a Disability

A qualified individualpersen with a disability means the individual satisfies the requisite skill, experience, education and other
job-related requirements of the employment position thesueh individual holds or desires and;~with-er-witheut-reasenable
aceommeodation; can perform the essential functions of the job in question, with or without reasonable accommodation.

Reasonable Accommodation

The Board will provide a reasonable accommodation to a qualified individual who has an actual disability or who has a record of a
disability unless the accommodation would impose an undue hardship on the operation of the BoardBistriet’s program and/or
activities. A reasonable accommodation is not neeessarity-required for an individual who is merely regarded as having a disability.

Facilities
No qualified person with a disability will be denied the benefits of, excluded from participation in, or otherwise be subjected to

discrimination under any program or activity to which Section 504/American with Disabilities Act (ADA) applies because the
District's facilities are inaccessible to or unusable by persons with disabilities.

For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For those
existing_facilities constructed prior to June 3, 1977, the District is committed to operating_its programs and activities so that they
are readily accessible to persons with disabilities.

District Compliance Officer{s)

The Board designates the following individual(s) to serve as the District's 504 CO(s)/ADA Coordinator(s) (hereinafter referred to
as the "COs").

Director of Student Pupil Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and regulations,
including_the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination/retaliation or denial of equal access. The COs also shall verify that proper notice of nondiscrimination for Title II of
the Americans with Disabilities Act (as amended), Title VI and Tiglg VII of the Civil Rights Act of 1964, Section 504 of the
Rehabilitation Act of 1973 (as amended), and the Age Discrimination in Employment Act of 1975 is provided to staff members
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and the general public. A copy of each of the Acts and requlatlons on which this notice is based will be made avallable uDon

The COs will oversee the investigation of any complaints of discrimination based on disability, which may be filed pursuant to the
Board's adopted internal complaint procedure, and will attempt to resolve such complaints._Any complaint received regarding_the
District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role of the CO for
such complaints. Additionally, if the complaint is regarding_a CO, the complaint shall be reported to the District Administrator,
who shall coordinate with the other appointed/designated CO, or, if appropriate appoint/designate another individual to serve as
CO for the complaint regarding a CO.

The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA. (See
Complaint Procedure below.)

Complaint Procedures

If a person believes that s/he has been discriminated against on the basis of his/her disability, the person may utilize the
following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and equitable
resolution of the matter.

In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"), employees
will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation, or misapplication of
Section 504. In addition, employees will be notified of their right to file a complaint with the U.S. Department of Education's
Office for Civil Rights.

Internal complaints must be put in writing and must identify the specific circumstances or areas of dispute that have given rise to
the complaint, and offer possible solutions to the dispute. The complaint must be filed with COs within the time limits specified
below. The COs are available to assist individuals in filing a complaint.

Internal Complaint Procedure

The following internal complaint procedure is available to employees for the prompt and equitable resolution of complaints

alleging discrimination based upon disability. Use of the internal complaint procedure is not a prerequisite to the pursuit of other
remedies, including the filing of a complaint with the U.S. Department of Education's Office for Civil Rights.

A. An employee with a complaint based on alleged discrimination on the basis of disability may first discuss the problem with
the CO.

64
B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a formal
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written complaint with the CO. The written complaint must contain the name and address of the individual or
representative filing the complaint, be signed by the Complainant or someone authorized to sign for the Complainant,
describe the alleged discriminatory action in sufficient detail to inform the CO of the nature and date of the alleged
violation and propose a resolution. The complaint must be filed within thirty (30) eaterdar-days of the circumstances or
event giving rise to the complaint unless the time for filing is extended by the CO for good cause.

C. The CO will conduct an independent investigation of the matter (which may or may not include a hearing). This complaint
procedure contemplates informal, but thorough investigations, affording all interested persons and their representatives,
if any, an opportunity to present witnesses and other evidence relevant to the complaint. The CO will provide the
Complainant with a written disposition of the complaint within ten (10) busiress-days. If no decision is rendered within
ten (10) business days, or the decision is unsatisfactory in the opinion of the Complainant, the employee may file, in
writing, an appeal with the District Administrator. The CO shall maintain the District’s files and records relating to the
complaint.

D. The District Administrator will, within ten (10) business-days of receiving the written appeal, conduct a hearing with all
parties involved in an attempt to resolve the complaint.

The District Administrator will render his/her decision within ten (10) busiress-days of the hearing.
E. The employee may be represented, at his/her own cost, at any of the above-described meetings/hearings.

F. The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit
of other remedies such as the filing of a complaint with the Office for Civil Rights or the filing of a court case. Use of this
internal complaint procedure is not a prerequisite to the pursuit of other remedies.

If it is determined that the Complainant was subjected to untawful-discrimination, the CO must identify what corrective action will
be taken to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action should be
reasonable, timely, effective, and tailored to the specific situation.

OCR Complaint

At any time, if an employee believes that s/he has been subjected to discrimination based upon his/her disability in violation of
Section 504 or the ADA, the individual may file a complaint with the U.S. Department of Education's Office for Civil Rights
("OCR"). The OCR can be reached at:

U.S. Department of Education Office for Civil Rights Citigroup Center
500 W. Madison Street Suite 1475

Chicago, IL 60661

(312) 730-1560

FAX: (312) 730-1576

TDD: (877) 521-2172

E-mail: OCR.Chicago@ed.gov

Privacy/Confidentiality

The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the withesses as
much as possible, consistent with the District’s legal obligations to investigate, take appropriate action, and conform with any
discovery or disclosure obligations.

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.
Confidentiality, however, cannot be guaranteed. Additionally, the Respondent must be provided the Complainant's identity.

During_the course of a formal investigation, the CO or designee will instruct each person who is interviewed about the
importance of maintaining_confidentiality. Any individual who is interviewed as part of an investigation is expected not to disclose
to third parties any information that is learned or provided during the course of the investigation.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not
limited to counseling_services, reinstatement of leave taken due to the discrimination or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to aggress any reported occurrences promptly.
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Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking appropriate action reasonably calculated to
stop and prevent further misconduct.

including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,

imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its recurrence,
and remedy its effect.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging urtawfut-discrimination/retaliation, or participates
as a witness in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten,
coerce,Specificatly; d-wil-not-diseriminate/retatiate i et en or interfere with any individual
because the person opposed any act or practice made urtawful-by Section 504 or the ADA, or because that individual made a
report, formal complainteharge, testified, assisted or participated, or refused to participate in any manner in an investigation,
proceeding, or hearing under those laws_and/or this policy, or because that individual exercised, enjoyed, aided or encouraged
any other person in the exercise or enjoyment of any right granted or protected by those laws_and/or this policy.

50d V cHa agad €0 7 Sis 7

Retaliation against a person for making_a report of discrimination, filing_a formal complaint, or participating_in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory

implementation of this policy and shall provide training_for District students and staff where appropriate. All training and
information provided regarding_the Board's policy and discrimination, in general, will be age and content-appropriate.

Retention of Investigatory Records and Materials

The CO is responsible for overseeing the retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting_investigations under this policy shall retain all documents, electronically stored information ("ESI"), and

limited to:

A. all written reports/allegations/complaints/grievances/statements/responses pertaining to an alleged violation of this
policy;

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses pertaining to an
alleged violation of this policy;

Board to fulfill its responsibilities related to the investigation and/or the District's response to the alleged violation of this

policy;
D. written witness statements;

E. narratives, notes from, and audio, video, or digital recor(_jggg' s of witness interviews/statements;
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F. e-mails, texts, and social media posts that directly relate to or constitute evidence pertaining_to an alleged violation of

G. notes and summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten, keyed
into a computer or tablet, etc.), but not including_transitory notes whose content is otherwise memorialized in other
documents;

disciplinary sanctions issued to students or employees for violations of this policy;

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and other
documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,_including
any_consequences imposed as a result of a violation of this policy;

J. documentation of any supportive measures offered and/or provided to the Complainant and the Respondent, including no
contact orders issued to both parties, the dates the no contact orders were issued, and the dates the parties
acknowledged receipt of the no contact orders;

L. copies of the Board policy and procedures/guidelines used by the District to conduct the investigation and any documents
used by the District at the time of the alleged violation to communicate the Board's expectations to students and staff

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

N. documentation of any training_provided to District personnel related to this policy including, but not limited to notification
involved in enforcing_this policy, including_their duty to report alleged violations of this policy and/or conduct an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardl f whether there is an investigation of an alleged violation of this policy. It is best practice to
maintain a log of all staff members who participate in a training, along with the date, time, and location of
the training, the name and title (or credentials) of the presenter, and a copy of the materials reviewed or
presented during the training.]

from disclosure under Federal (e.g.,_FERPA, ADA) and/or State law, such as student records and confidential medical records.

The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be
retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3)_years and longer if
required by the District’s records retention schedule.

© Neola 202118
Legal 29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended

29 C.F.R. Part 1630
34 C.F.R. Part 104
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3362 - EMPLOYEE ANTI-HARASSMENT
Prohibited Harassment

The Board is committed to a work environment that is free of harassment of any form. The Board will not tolerate any form of
harassment and will take all necessary and appropriate action to eliminate it. Any member of the School District community who
violates this policy will be subject to disciplinary action, up to and including termination of employment. Additionally, appropriate
action will be taken to stop and otherwise deal with any third party who engages in harassment against our employees.

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including
transgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, genetic information,
handicap or disability, marital status, citizenship status, veteran status, military service (as defined in 111.32, Wis. Stats.),
ancestry, arrest record, conviction record, use or non-use of lawful products off the District’s premises during non-working hours,
declining to attend an employer-sponsored meeting or to participate in any communication with the employer about religious
matters or political matters (collectively, Protected Classes), or any other characteristic protected by law in its employment
practices (hereinafter referred to as harassmentPretected-ClassesCharacteristies), and encourages those within the School
District community as well as Tthird Pparties, who feel aggrieved to seek assistance to rectify such problems. The Board prohibits
harassment that affects tangible job benefits, interferes unreasonably with an individual’s work performance, or creates an
intimidating, hostile, or offensive working environment. Harassment may occur employee-to-employee, employee-to-student,
male-to-female, female-to-male, male-to-male, or female-to-female.

The Board will investigate all allegations of harassment and, in those cases where harassment is substantiated, the-Board-will
take immediate steps caleulated-to end the harassment, prevent its reoccurrence, and,-if applicable; remedy its effects.

Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action.

Notice

Notice of the Board's policy on anti-harassment related to employment practices and the identity of the District's Compliance
Officers will be posted throughout the District and published in any District statement regarding_the availability of employment,
staff handbooks, and general information publications of the District as required by Federal and State law and this policy.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

69
Complainant : is the individual who alleges, or is alleged, to have been subjected to harassment, regardless of whether the
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person files a formal complaint or is pursuing_an informal resolution to the alleged harassment.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party
files a formal complaint or is seeking an informal resolution to the alleged harassment.

other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

Bullying

Bullying rises to the level of harassment when one or more persons systematically and chronically inflict physical hurt or
Classes,_that is, characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and repeated

written, verbal, or physical behavior, including_any threatening, insulting, or dehumanizing_gesture, by an adult or student, that
is severe or pervasive enough to create an intimidating, hostile, or offensive educational or work environment; cause discomfort

A. teasing;

B. threats;

C. intimidation;

D. stalking;.

E. cyberstalking;.

F. cyberbullying;_
G. physical violence;

H. theft;

I. sexual, religious, or racial harassment;

J. public humiliation;_or

K. destruction of property.

“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a

particular group or groups on the basis of any protected characteristic(s).

Examples are: 70
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A. making_statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent withPursuant-te Title VII of the Civil Rights Act of 1964, andTFitle-bX-of-the Educational
Amendments-of 1972,-sexual harassment is defined as unwelcome sexual advances, requests for sexual favors, and other
physical, verbal, or visual conduct based on sex constitutes sexual harassment when:

A. a supervisory employee engages in harassing behavior towards a subordinate employee, regardless of whether such
conduct creates a hostile work environment;

B. acquiescence in or submission to such conduct is an explicit or implicit term or condition of employment;

C. an individual's acquiescence in, submission to, or rejection of such conduct becomes the basis for employment decisions
affecting that individual;

D. such conduct is sufficiently severe, pervasive, and persistent such that it has the purpose or effect of unreasonably
interfering with an individual's work performance or creating an intimidating, hostile or offensive work environment;

E. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the
superior is sexually involved and where such favoritism results in an adverse employment action for another employee or
otherwise creates a hostile work environment;

F. inappropriate boundary invasions by a District employee or other adult member of the District into a student's personal
space and personal life.

Sexual harassment may involve the behavior of a person of anyeither gender against a person of the same or anothereppesite
gender.

Sexual Harassment covered by Policy 2266- Nondiscrimination on the Basis of Sex in Education Programs or Activities, i.e.,
sexual harassment prohibited by Title IX, is not included in this policy. Allegations of such conduct shall be addressed solely by
Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities.

Prohibited acts that constitute sexual harassment under this policy_ may take a variety of forms. Examples of the kinds of conduct
that may constitute sexual harassment include, but are not limited to:

A. unwelcome sexual propositions, invitations, solicitations, and flirtations;
B. unwanted physical and/or sexual contactassauit;

C. threats or insinuations that a person's employment, wages, promotion, assignments, or other conditions of employment
may be adversely affected by not submitting to sexual advances;

D. unwelcome verbal expressions-ef a-sexual-nature, including graphic sexual commentaries about a person's body, dress,
appearance, or sexual activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes;
unwelcome suggestive or insulting sounds or whistles; obscene telephone calls, text messages, or social media postings;

E. sexually suggestive objects, pictures, graffiti, videosvideetapes, posters, audio recordings, or literature; placed in the
work er-educational-environment_that reasonably may embarrass or offend individuals;;—remarks speculatingabeuta

F. unwelcome and inappropriate touching,_patting, or pinching; obscene gestures;

G. asking or telling about sexual fantasies, sexual preferences, or sexual activities;

H. speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or sexual
history;

I. giving unwelcome personal gifts, such as lingerie, that suggest the desire for a romantic relationship;
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J. leering or staring_at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin;

K. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the
superior is sexually involved and where such favoritism adversely affects other employees or otherwise creates a hostile
work environment;-and

L. inappropriate boundary invasions by a District employee or other adult member of the School District community into a
student's personal space and personal life; and

M. verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve
conduct of a sexual nature.

Sexual relationships between staff members, where one staff member has supervisory responsibilities over the other, are
discouraged as a matter of Board policy. Such relationships have an inherent possibility of being construed as sexual harassment
because the consensual aspect of the relationship may be the result of implicit or explicit duress caused by uncertainty regarding
the consequences of non-compliance.

Romantic or sexual relationships between District staff (teachers, aides, administrators, coaches or other school authorities) and
a student is expressly prohibited. Any school staff member who engages in sexual conduct with a student may also be guilty of a
crime and any information regarding such instances will be reported to law enforcement authorities.

Boundary Invasions

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or

football can be appropriate. However, other behaviors might be going too far, are inappropriate and may be signs of sexual
grooming. Inappropriate boundary invasions may include, but are not limited to the following:

A. hugging, kissing, or other physical contact with a student;

B. telling sexual jokes to students;

C. engaging in talk containing sexual innuendo or banter with students;

D. talking about sexual topics that are not related to curriculum;

E. showing pornography to a student;

F. taking an undue interest in a student (i.e. having a special friend or a special relationship);

G. initiating or extending contact with students beyond the school day for personal purposes;

H. using e-mail, text messaging, or websites to discuss personal topics or interests with students;

I. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

J. invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or
previous sexual experiences);

K. going to a student's home for non-educational purposes;

L. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of student);
M. giving gifts or money to a student for no legitimate educational purpose;

N. accepting gifts or money from a student for no legitimate educational purpose;

0. being overly touchy with students;

P. favoring certain students by inviting them to come to the classroom at non-class times;

Q. getting a student out of class to visit with the staff memb@;
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R. providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior,
substance abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to
do so;

S. talking to a student about problems that would normally be discussed with adults (i.e. marital issues);
T. being alone with a student behind closed doors without a legitimate educational purpose;

U. telling a student secrets and having secrets with a student.

Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as
designated in this policy, the Building Principal or the District Administrator.

Religious (Creed) Harassment

Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
religion or creed and when the conduct has the purpose or effect of interfering with the individual's work performance; or of
creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the
characteristics of a person's religious tradition, clothing, or surnames, and/or involves religious slurs.

National Origin/Ancestry Harassment

Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin_or ancestry and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where
conduct is directed at the characteristics of a person's national origin_or ancestry, such as negative comments regarding customs,
manner of speaking, language, surnames, or ethnic slurs.

Age Harassment

Prohibited age-based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
age, being over age forty (40), and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment.

Race/Color Harassment

Prohibited race/color based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's race and/or color and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment

may occur where conduct is directed at the characteristics of a person's race or color,_such as racial slurs, nicknames implying
stereotypes, epithets, and/or negative references regarding racial customs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual’s
disability, perceived disability, or record of disability, and when the conduct has the purpose or effect of interfering with the
individual’s work performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may
occur where conduct is directed at the characteristics of a person’s current or past disabilitydisabling-condition or a perceived
condition, such as negative comments about speech patterns, movement, physical impairments or defects/appearances, or the
like. Such harassment may further occur where conduct is directed at or pertains to a person's genetic information.

Anti-Harassment Compliance Officers

The following_individual(s)_shall serve as the District’s Anti-Harassment Compliance Officer(s)_(hereinafter, “the Compliance
Officer(s)”_or CO or COs):

Director of Student-Pupit Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees 73
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1701 2nd Street
New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws
and regulations, including_the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
harassment.

Reports and Complaints of Harassing Conduct

The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to harassment, to assist
students, other members of the District community, and third parties who seek support or advice when informing another
individual about unwelcome conduct, or to intercede informally on behalf of the individual in those instances where concerns
have not resulted in the filing_of a formal complaint and where all parties are in agreement to participate in an informal process.

Compliance Officers shall accept reports of harassment directly from any member of the School District community or a Third
Party or receive reports that are initially filed with an administrator, supervisor, or other District-level official. Upon receipt of a
report of alleged harassment, the Compliance Officer(s)_will contact the Complainant and begin either an informal or formal

comDIalnt Drocess (deDendlnq on the request of the ComDIalnant or the nature of the aIqued harassment) MempHaﬂee

Any Board employee who directly observes harassment is obligated, in accordance with this policy, to report such observations to
the Compliance Officer(s)_within two (2)_days. Additionally, any Board employee who observes an act of harassment is expected
to intervene to stop the harassment, unless circumstances make such an intervention dangerous, in which case the staff member
should immediately notify other Board employees and/or local law enforcement officials, as necessary, to stop the harassment.
Thereafter, the Compliance Officer(s)_or designee must contact the Complainant, if age eighteen (18) or older, or Complainant's
parents/quardians if the Complainant is under the age eighteen (18), within two (2)_days to advise of the Board's intent to
investigate the alleged wrongdoing.

Members of the School District community-and-third-parties—which-ineludesallstaff, along with Third Parties are encouraged to
promptly report incidents of harassing conduct to an administrator, supervisor or other District official so that the Board may
address the conduct before it becomes severe, pervasive, or persistent. Any administrator, supervisor, or other District official
who receives such a reporteemplaint shall file it with the Bistriet’'s-Compliance Officer within two (2) days of receiving the report

of harassmentat-histherfirst-oppoertunity.

Members of the School District community and Third Partieser-third-parties who believe they have been harassed by another
member of the School District community or a Third Partythird-party are entitled to utilize the Board's complaint process that is
set forth below. Initiating a complaint, whether formally or informally, will not adversely affect the Complainant'secemplaining
individdual's employment unless the complaining individual makes the complaint maliciously or with the knowledge that it is false.

Reporting procedures are as follows:

A. Any employee who believes s/he has been the victim of harassment prohibited under this policy is encouraged to report
the alleged harassment to the appropriate school official as identified in D below.

B. Teachers, administrators, and other District officials who have knowledge of or receive notice that an employee has or
may have been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to
the appropriate school official as defined in D below.

C. Any other person with knowledge or belief that an employee has or may have been the victim of harassment prohibited
by this policy shall be encouraged to immediately report the alleged acts to an appropriate school official as identified in D
below.

D. Appropriate District officials are as follows:

1. Any complaint under this policy shall be reported t7o4the District’s Compliance Officer unless the complaint is
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regarding the Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who
will coordinate with the other appointed/designated CO, or, if appropriate appoint/designate another individual to

serve as CO for the complaint regarding a CO.fersuch-complaints:

2. Any complaint under this policy regarding the District Administrator or Board Member that is received by the
District Compliance Officer shall be referred to the Board’s legal counsel, who shall assume the role of the District
Compliance Officer for such complaints.

E. The reporting party or Complainant shall be encouraged to use a report form available from the Principal of each building
or available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting
forms shall not be mandated. However, all oral complaints shall be reduced to writing. Further, nothing in this policy
shall prevent any person from reporting harassment directly to the District Administrator or other supervisory employee.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most
comfortable, the District shall designate both a male and a female District Compliance Officer.

If during_an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 -
Bullying, the Principal believes that the reported misconduct may have created a hostile work environment and may have
constituted discriminatory harassment based on a Protected Class, the Principal shall report the act of bullying, aggressive
behavior and/or harassment to the Compliance Officer(s) who shall investigate the allegation in accordance with this policy. If
the alleged harassment involves Sexual Harassment as defined by Policy 2266, the matter will be investigated in accordance with
the grievance process and procedures outlined in Policy 2266. While the Compliance Officer investigates the allegation, or the
matter is being addressed pursuant to Policy 2266, the Principal shall suspend the Policy 5517.01 investigation to await the
Compliance Officer's written report or the determination of responsibility pursuant to Policy 2266. The Compliance Officer shall
keep the Principal informed of the status of the Policy 3362 investigation and provide the Principal with a copy of the resulting
written report. Likewise, the Title IX Coordinator will provide the Principal with the determination of responsibility that results
from the Policy 2266 grievance process.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 Nondiscrimination on the Basis of Sex in Education Proqram or

believes that they haves/he-has been subjected to harassment or has witnessed harassment of another may seek resolutlon of
thehisther complaint through the procedures as-described below. The complaint process involves an investigation of the
Complainant's claims of harassment or retallatlon and a process for rendering_a decision reqardlnq whether the charqes are
substantlated :

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of

harassment or retaliation with the United States Department of Education Office for Civil Rights (OCR), the Wisconsin Equal
Rights Division, and/or Equal Employment Opportunity Commission (EEOC). The Chicago Office of the OCR can be reached at
John C. Kluczynski Federal Building, 230 S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone: 312-730-1560; FAX:
312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Complaint Procedure

A Complainant W
alleges harassment based on a Drotected class or retaliation may file a complalnt either orally or in wr|t|ng 1) with a teaeher
Principal;_2) directly to one of the ; COs;; or 3) to the District Administrator; or other supervisory employee. As noted above, any
complaint received regarding the District Administrator or a Board member shall be referred to the Board’s legal counsel, who
shall assume the role of the CO for such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be
reported to the District Administrator, who may will consultﬁirkeensulrtatien with the other appointed/designated CO, if any, and if

regarding a CO.

Due to the sensitivity surrounding complaints of harassment_and retaliation, timelines are flexible for initiating the complaint
process; however, individuals should make every effort to file a complaint within thirty (30) ealendar-days after the conduct
occurs while the facts are known and potential witnesses are avajlable. If a Complainant informs a Principal, District
Administrator, or other supervisory employee, either orally or in writing, about any complaint of discrimination or retaliation, that
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employee must report such information to the CO within two (2) business-days.

Throughout the course of the process as described herein, the CO should keep the parties reasonably informed of the status of
the investigation and the decision-making process.

All written complaints must include the foIIowmg |nformat|on to the extent known+t4sava++ab+e the identity of the
Respondentindividual Y ; a detailed description of the facts
upon which the complalnt is based (| e., when, where and what occurred) aﬁeka I|st of potentlal witnesses; and the resolution
sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of work assignment or schedule for the
Complainant and/or the Respondentaleged-harasser. In making such a determination, the CO should consult the Complainant to
assess whether the individual agrees withhis/herpeosition-te the proposed action. If the Complainant is unwilling to consent to
the proposed change, the CO may still take whatever actions deemeds/he-deems appropriate in consultation with the District
Administrator. No temporary arrangements shall be disciplinary to either the Ceomplainant or Rrespondent.

Within two (2) b&smes&days of receiving a complalnt the CO will inform the Respondentindividual-alleged-to-have-engaged-in
that a complaint has been received.

The Respondent is not entitled to receive a copy of any written complaint unless the CO determines it is appropriate to do

so; however, the Respondent will be informed about the nature of the allegations. The CO shall inform the Respondent of the
requirements of this policy, which may include providing the Respondent with a copy of this policy or information about where to
find it. Respondent shall be afforded the opportunity to submit a written response to the complaint. The CO shall inform the
Respondent of the Respondent's deadline to provide the CO with the written response to the allegations in the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the
complaint with the Complainant and informing_the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the

number of incidents or factual elements, the number of withesses and documents to be consulted, and the availability of
W|tnesses and other evidence. The CO shall keep the Complalnant reasonablv mformed of the |nvest|qat|on s progress.

harassment-within-fifteen{15)-calendar-days-of receiving-the-formal-complaint—The investigation will include:

A. interview(s) with the Complainant;
B. interview(s) with the Rrespondent;

C. interviews with any other witnesses who may-reasonably may be expected to have any information relevant to the
allegations, as determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Rrespondent, or any other witness
which is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator
that summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of harassment as provided in this policy and State and Federal law as to whether the Respondent engaged in
harassment of or retaliation toward the ComplainantCemplainant-has-beensubjected-to-harassment. The CO's recommendations
must be based upon the totality of the circumstances, including the ages and maturity levels of those involved. In determining_if
discriminatory harassment or retaliation occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report
to the District Administrator.

In cases where no District CO is able to investigate a complaint Z@e to concerns regarding conflicts, bias or partiality, or for other
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reasons that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or
Board President, if the matter involves the District Administrator engage outside legal counsel to conduct the investigation
consistent with this policy.

Absent extenuating circumstances, within five (5) business-days of receiving the report of the CO, the District Administrator must
either issue a written final-decision regarding whether or not the complaint of harassment has been substantiated or request
further investigation. A copy of the District Administrator's final decision will be delivered to both the Complainant and the
Rrespondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) busiress-days. At the conclusion of
the additional investigation, the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in harassment of or retaliation toward the Complainant, the
District Administrator must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the
harassment or retaliation. The corrective action should be reasonable, timely, age-appropriate, effective, and tailored to the
specific situation.

The decision of the District Administrator shall be final. If the investigation results in disciplinary action, the employee subject to
discipline is entitled to file a grievance pursuant to Board Policy 3340. Nothing in this policy shall be construed to prevent an
employee from bringing a complaint before the Equal Employment Opportunity Commission or the Wisconsin Equal Rights
Division.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member
of the School District community or Tthird Pparty alleging the harassment pursues the complaint. The Board also reserves the
right to have the formal complaint investigation conducted by an external person in accordance with this policy or in such other
manner as deemed appropriate by the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies_such as the filing_of a complaint with the Office for Civil Rights, the filing_ of charges with local law enforcement, or the
filing of a civil action in court. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.

All timelines pertinent to the investigation process are intended to be guidelines to assure that the investigation proceeds with all
deliberate efficiency. Failure of the CO to meet any specific timeline does not invalidate the investigation or provide a defense to
the allegations.

Privacy/Confidentiality

The Sehool-District will employ reasonable efforts to protect the rights of the Complainant, the Respondent(s), and all the
witnesses as much as possible, consistent with the Board’s legal obligations to investigate, to take appropriate action, and to
conform with any discovery or disclosure obligation in an investigation of harassment. The School District will respect the privacy
of the Complainant, the Rrespondent, and all witnesses in @ manner consistent with the School District's legal obligations under
State and Federal law. Confldentlallty, however, cannot be guaranteed Addltlonallv the Respondent must be provided W|th the
Complainant's identity.A

During the course of an investigation, the CO will determine whether confidentiality during the investigation process is necessary
to protect the interests and reputations of those involved and/or to protect the integrity of the investigation and if so, shall
instruct all members of the School District community and third parties who are interviewed about the importance of maintaining
confidentiality. Any individual who is interviewed as part of a harassment investigation is expected not to disclose any

information that is learned or provideds/hetearns-erthatsthe-provides during the course of the investigation.

Directives During Investigation

The CO may recommend to the District Administrator placing any employee involved in an investigation under this Policy on
administrative leave pending resolution of the matter. If the District Administrator is the Respondent, the CO shall make such
recommendation to the Board. Administrative leave may be appropriate in situations in which protecting the safety of any
individual or the integrity of the investigation necessitates such action.

The CO shall determine whether any witnesses in the course of an investigation should be provided a Garrity warning apprising

the person of his/her obligations to answer questions truthfully and honestly while preserving the right against self-incrimination
in the context of any resulting criminal investigation or prosecutipp.
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Every employee interviewed in the course of an investigation is required to provide truthful responses to all questions. Failure to
do so may result in disciplinary action.

Remedial ActionSanetiens and Monitoring

the harassment and prevent further such-harassment.

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not

limited to counseling_services, reinstatement of leave taken due to because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be an employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment/retaliation by taking appropriate action reasonably
calculated to stop the harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the
discharge of an employee. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances. In those cases where
harassment is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in
accordance with other Board policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, allAH subsequent
sanctions imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its
reoccurrence, and remedy its effects.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging_harassment/retaliation or participates as a witness
in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any
individual because the person opposed any act or practice made by any Federal or State civil rights law, or because that
individual made a report, formal complaint, testified, assisted or participated or refused to participate in any manner in an
investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjoyed, aided or
encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing_a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Allegations Constituting Criminal Conduct

If the CO has reason to believe that the Complainant has been the victim of criminal conduct, such knowledge should be
reported to local law enforcement. After such report has been made, the District Administrator shall be advised that local law
enforcement was notified.

If the Complainant has been the victim of criminal conduct and the accused is the District Administrator, such knowledge should
be reported by the CO to local law enforcement. After such report has been made, the Board President shall be advised that local
law enforcement was notified.

Any reports made to local law enforcement shall not terminate the COs obligation and responsibility to continue to investigate a
complaint of harassment. While the COs may work cooperatively with outside agencies to conduct concurrent investigations, the
harassment investigation shall not be stopped due to the involvement of outside agencies without good cause after consultation
with the District Administrator.

Reprisal

78
Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work
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environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information
about such claims may be filed. The Board reserves the right to discipline any person filing a false or fraudulent claim of
harassment or false or fraudulent information about such a claim.

The District will discipline or take appropriate action against any member of the School District community who retaliates against
any person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or
hearing relating to such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Miscellaneous

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the
School District community and members of the public. This notice shall also include the name, mailing address, and telephone
number of the COs, the name, mailing address, and telephone number of the State agency responsible for investigating
allegations of discrimination in educational employment, and the mailing address and telephone number of the United States
Equal Opportunity Employment Commission.

A summary of this policy and any related administrative guidelines shall appear in the employee handbook and a copy shall be
made available upon request of employees and other interested parties.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of harassment. The
District Administrator shall provide appropriate information to all members of the School District community related to the
implementation of this policy and shall provide training for District staff at such times as the Board in consultation with the
District Administrator determines is necessary or appropriate.

The Board will respect the privacy of the Complainant, the individuals against whom the complaint is filed, and the witnesses as
much as practicable, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with
any discovery, disclosure, or other legal obligations.

Retention of Investigatory Records and Materials

The CO(s)_is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all irfermation,~documents, electronically stored
information (ESI), and electronic media (as defined in Policy 8315) created and/or received as part of an investigation, which
may_includeinetuding; but are not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportiveirterim measure§gffered and/or provided to Complainant and/or the
RespondentCemptainants, including no contact orders issued to both parties, the dates issued, and the dates the parties

9/22/2021, 2:15 PM



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

12 of 13

acknowledged receipt; and

. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its

recurrence, eliminate any hostile environment, and remedy its discriminatory effects.

. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any

documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or

harassment;.

documentation of any training_provided to District personnel related to this policy, including but not limited to, notification
of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardless of whether there is an investigation of an alleged violation of this policy. It is best practice to
maintain a log of all staff members who participate in a training, along with the date, time and location of the
training, and a copy of the materials reviewed and/or presented during the training.]

The infermation,-documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The infermation,—documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District's records retention schedule.

29 U.

S.C. 621 et seq., Age Discrimination in Employment Act of 1967

29 U.S.C. 794, Rehabilitation Act of 1973

25 .S C 6101 The Age Discrimination Act_of 1075

42 U.

S.C. 1983

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635

National School Boards Association Inquiry and Analysis - May 2008
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Legal 111.31, 118.195, 118.20, Wis. Stats.
29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967
29 U.S.C. 794, Rehabilitation Act of 1973
42 U.S.C. 1983
42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964
42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964
42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635
National School Boards Association Inquiry and Analysis - May 2008
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Title NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY
Code po4122

Status Policy Committee Review

4122 - NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY

The Board does not discriminate in the employment of support staff on the basis of theProtected-Classes-of-race, color, national
origin, age, sex (including transgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed or
religion, genetic information, handicap or disability, marital status, citizenship status, veteran status, military service (as defined
in 111.32, Wis. Stats.), ancestry, arrest record, conviction record, use or non-use of lawful products off the District’s premises
during non-working hours, declining to attend an employer-sponsored meeting or to participate in any communication with the
employer about religious matters or political matters, or any other legally protected category in its programs and activities,

including_employment opportunitieseharacteristic-protected-by-taw-in-its-employment-practices.

Notice of the Board's policy on nondiscrimination and the identity of the School District's Compliance Officer(s)_(see below) will
be published on the District's website, posted throughout the District, and included in the District's recruitment statements or
general information publications.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

Complainant is the individual who alleges, or is alleged, to have been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing_an informal resolution to the alleged discrimination/retaliation.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e.,_a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Military status: refers to a person's status in the uniformed services, which includes the performance of duty on a voluntary or
involuntary basis in a uniformed service, including_active duty, active duty for training, initial active duty for training, inactive
duty for training, full-time National Guard duty, and performance of duty or training by a member of Wisconsin organized militia.
It also includes the period of time for which a person is absent from employment for the purpose of an examination to determine
the fitness of the person to perform any duty listed above.

Respondent is the individual who has been alleged to have engaged in discrimination/retaliation, regardless of whether the
Reporting_Party files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

School District community means students and Board employees (i.e.,_administrators, and professional and support staff), as
well as Board members, agents, volunteers, _contractors, or other persons subject to the control and supervision of the Board.

Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting speakers,
participants on opposing_athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and
other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

District Compliance Officers

The Board designates the following individuals to serve as the District’s "Compliance Officers" (also known as "Civil Rights
Coordinators"; hereinafter referred to as the "COs").

Director of StudentPupil Services
1701 2nd Street

New Glarus, WI 53574 83
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608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs are responsible for coordinating the District’s efforts to comply with the applicable Federal and State laws and
regulations, including the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination, retaliation, or denial of equal access. The COs shall also verify that proper notice of nondiscrimination has been
provided for Title II of the Americans with Disabilities Act (as amended), Title VI and Title VII of the Civil Rights Act of 1964, Fitle
Dx-of-the-Education-Amendment-Act-of 1972-Section 504 of the Rehabilitation Act of 1973 (as amended), the Age Discrimination
in Employment Act of 1975, and the Genetic Information Nondiscrimination Act (GINA) to students, their parents, staff members,
and the general public.

Reports and Complaints of Unlawful-Discrimination and Retaliation

Employees are required toexpected-to-premptly report incidents of unlawful-discrimination and/or retaliation to an administrator,
supervisor, or other supervisory employees so that the Board may address the conduct. Any administrator, supervisor, or other
supervisory employees who receive such a reporteemplaint shall file it with the CO at the employee'shisther first opportunity, but
no later than two (2) business-days.

Discrimination against an individual based on their sex (including gender status, sexual orientation, and gender identity) is
discrimination in violation of Title VII. Specifically, discrimination on the basis of sex stereotyping/gender-nonconformity
constitutes sex discrimination. This is true irrespective of the cause of the person's gender non-conforming behavior.
Employment actions based upon an individual's sex could be suspect and potentially impermissible.

COs are required to investigate allegations of conduct involving_the discrimination or harassment of an employee or applicant
based upon his/her gender status, sexual orientation, and gender identity.

Any_guestions concerning whether alleged conduct might violate this prohibition should be brought to the CQO's attention
promptly.

Employees who believe they have been urlawfully-discriminated/retaliated against are entitled to utilize the complaint process
set forth below. Initiating a complaint will not adversely affect the Complainant'scemplaining-dividual's employment. While
there are no time limits for initiating complaints under this policy, individuals should make every effort to file a complaint as soon
as possible after the conduct occurs while the facts are known and potential withesses are available.

The COs will be available during regular school/work hours to discuss concerns related to-untawful discrimination/retaliation. COs
shall accept reportseemplaints of unrtawful-discrimination/retaliation directly from any member of the School District community
or a Third Partv or receive reoorts that are |n|t|aIIv filed W|th another Board employeeéDistﬁePemaleyees—swéeﬁts—paremés%

. Upon receipt of a report of alleged

d|scr|m|natlon/retallatloneempmﬁt theatherﬂweetl%ept#weughﬂasehee#bwmmgmmwstrat%a CO will contact the

Complainant and begin either an informal or formal complaint process (depending on the Complainant's request and the nature

of the alleged d|scr|m|nat|on/retal|at|0n) %GGW%WF@WW&%%W&M%}&RMMW

Any Board employee who directly observes urtawful-discrimination/retaliation is obligated, in accordance with this policy, to
report such observations to one of the COs within two (2) business days. Additionally, any Board employee who observes an act
of untawful-discrimination/retaliation is expected to intervene to stop the misconduct, unless circumstances make such an
intervention dangerous, in which case the staff member should immediately notify other Board employees and/or local law
enforcement officials, as necessary, to stop the misconduct. Thereafter, the CO must contact the Complainantempleyee within

two (2) business days to advise him/her-of the Board's intent to investigate the alleged wrongdoing.
Investigation and Complaint Procedure

Except for sex discrimination and/or sexual harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in
Education Programs or Activities, any employee who alleges to have beenAnry-employee-who-believes-that sfhe-hasbeen
subjected to untawful-discrimination or retaliation may seek resolution of thehisfher complaint through the procedures described
below. The complaint procedures involve an investigation of the gxlividual’s claims of discrimination/retaliation and a process for
rendering a decision regarding whether the charges are substantiated.
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Once the complaint process begins, the investigation will be completed in a timely manner (ordinarily, within fifteen (15)
business-days of the complaint being received).

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of artawful
discrimination or retaliation with the United States Department of Education Office for Civil Rights, the Wisconsin Equal Rights
Division, or the Equal Employment Opportunity Commission ("EEOC").

Complaint Procedure

A Complainant who alleges discrimination/retaliationAn-individual-whe-believessthe-has-beensubjected-to-unlawful
diserimination/retaliation-{hereinafter referred-toasthe "Complainant™); may file a complaint, either orally or in writing;: 1) with

a Principal;_2) the CO;; or 3)_to the District Administrator or other supervisory employees. Any complaint received regarding the
District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role of the CO for
such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be reported to the District Administrator,
who shall coordinate with the other appointed/designatedassurme-therole—of CO_or,_if appropriate appoint/designate another
individual to serve as CO for the complaint regarding a CO. fersuch-complaints:

Due to the sensitivity surrounding complaints of urtawful-discrimination and retaliation, timelines are flexible for initiating the
complaint process; however, individuals are encouragedsheuld-make-every—effort to file a complaint within thirty (30) ealendar
days after the conduct occurs while the facts are known and potential witnesses are available. If a Complainant informs a
Principal, District Administrator, or other supervisory employees, either orally or in writing, about any complaint of discrimination
or retaliation, that employee must report such information to the CO_at the employee's first opportunity, but no later thanwithin
two (2) business-days.

Throughout the course of the process, the CO should keep the parties reasonably informed of the status of the investigation and
the decision-making process.

All complalnts must |ncIude the foIIowmg |nf0rmat|on to the extent known+tﬂsjava++ab4e the identity of the Respondentindividual
; a detailed description of the facts upon
WhICh the complalnt is based (i.e., when, where, and what occurred), a I|st of potentlal witnesses; and the resolution sought by
the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter, the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further discrimination or retaliation, including; but not limited to; a change of work assignment or schedule for
the Complainant and/or the Respondentperson-wheo-alegedly-engaged-inthe-misconduct. In making such a determination, the
CO should consult the Complainant to assess whether the individual agrees withhis/her-pesition-te the proposed action. If the
Complainant is unwilling to consent to the proposed change, the CO may-still may take whatever actions are deemeds/he-deems
appropriate in consultation with the District Administrator.

Within two (2) days of receiving the complaint, the CO or designee will initiate an investigation by at a minimum confirming

recelDt of the comDIalnt with the ComDIalnant and |nform|nq the ComDIalnant of the |nvest|qat|on process. W#ehm%we@

Simultaneously, the CO will inform the Respondent that a formalindividual-alleged-te-have-engaged-inthe-diseriminatery-or
retatiatery-conduct{hereinafter referred-to-as-the "Respondent™),—thata complaint has been received. The Respondent will be

informed about the nature of the allegations and upon request provided with a copy of any relevant policies and/or
administrative guidelines, including this Policy. The Respondent must also be informed of the opportunity to submit a written
response to the complaint_and the obligation to do so within five (5) businress-days.

-Altheugh-certain-cases-mayrequireadditional-time,the CO-will attempt-to-completean-investigationinto-theallegationsof
harassment based on a protected class or retaliation within fifteen (15) days of receiving the formal complaint. Investigations

shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the number of incidents
or factual elements, the number of withesses and documents to be consulted, and the availability of witnesses and other
evidence. The CO shall keep the Complainant reasonably informed of the investigation's progress.

The investigation will include:

85
A. interviews with the Complainant;
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B. interviews with the Respondent;

C. interviews with any other witnesses who may reasonably be expected to have any information relevant to the allegations,
as determined by the CO;

D. consideration of any documentation or other information presented by the Complainant, Respondent, or any other witness
that is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO shall prepare and deliver a written report to the District Administrator that
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of untawful-discrimination/retaliation as provided in Board policy and State and Federal law as to whether the
Respondent has engaged in harassment/retaliation of the ComplainantCemplairant-has-beensubjected-tounlawful
diserimination/retaliation. The CO's recommendations must be based upon the totality of the circumstances. In determining if
discrimination or retaliation occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before
finalizing_the report to the District Administrator.{

In cases where no District CO is able to investigate a complaint due to concerns regarding_conflicts, bias or
partiality, or for other reasons that impair the CO's ability to conduct an investigation, the CO may in consultation
with the District Administrator or Board President,_if the matter involves the District Administrator, engage outside

legal counsel to conduct the |nvest|gat|on consistent W|th this policy.

Absent extenuating circumstances, within five (5) business-days of receiving the report of the CO, the District Administrator
either must either-issue a writtenfinal decision regarding whether the charges have been substantiated or request further
investigation. Ar_summaryexplanation of the-copy-ef-the District Administrator's final decision will be provideddelivered to both
the Complainant and the Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) busiress-days, or as quickly as
possible if additional time is necessary due to the availability of necessary witness(es) or documents. At the conclusion of the
additional investigation, the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in discrimination/retaliation toward the Complainant, the

District AdministratorCemplainant-wassubjected-to-unlawful-discrimination/retaliation;—s/he must identify what corrective action

will be taken to stop, remedy, and prevent the recurrence of the dlscrlmlnatlon/retal|at|on. The corrective action should be

A Complainant or Respondent who is dissatisfied with the final decision of the District Administrator may appeal through a signed
written statement to the Board within five (5) business-days of the party'shis/her receipt of the District Administrator's finrat
decision. The written statement of appeal must be submitted to the District Administrator, who will forward the request to the
Board President.

In an attempt to resolve the complaint, the Board shall review the findings and may meet with the concerned parties and their
representatives within twenty (20) busiress-days of the receipt of such an appeal. A copy of the Board's disposition of the appeal
shall be sent to each concerned party within ten (10) busiress-days of its decision. The decision of the Board will be final.

The Board reserves the right to investigate and resolve a complaint or report of untawfal-discrimination/retaliation regardless of
whether the Complainantemployee-aileging-the-misconduet pursues the complaint. The Board also reserves the right to have the
complaint investigation conducted by an external person in accordance with this policy or in such other manner as deemed
appropriate by the Board or its designee.

The parties may be represented,_at their own cost, at any of the above-described interviews/meetings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing_of a complaint with the Office for Civil Rights, the filing_of charges with local law enforcement, or the
filing_of a civil action in court. Use of this internal complaint processprocedure is not a prerequisite to the pursuit of other
remedies.

Privacy/Confidentiality 86
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The Board will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the witnesses as
much as possible, consistent with the Board’s legal obligations to investigate, to take appropriate action, and to conform with any
discovery or disclosure obligations.

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.
Confidentiality, however, cannot be guaranteed. Respondents must be provided an opportunity to meaningfully respond to

allegations, which may include disclosure of the Complainant's identity. Al-Cemplainants-wil-be-advised-that-theiridentities-may

During the course of an investigation, the CO will instruct each person who is interviewed about the importance of maintaining
confidentiality. Any individual who is interviewed as part of an investigation is expected not to disclose to third parties any
information that is learned or providedsthetearnsand/forprovides during the course of the investigation.

Remedial ActionSanetioens and Monitoring

limited to counseling_services, reinstatement of leave taken due to the discrimination, or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking appropriate action reasonably calculated to
stop and prevent further misconduct.

including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,

Where the Board becomes aware that a prior disciplinaryremedial action has been taken against the Respondentan-employee, all
subsequent sanctions imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct,
prevent its recurrence, and remedy its effect.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging urtawfut-discrimination/retaliation, or participates
as a witness in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or
interfere with any individual because the person opposed any act or practice made by any Federal or State civil rights law, or
because that individual made a report, formal complaint, testified, assisted or participated or refused to participate in any
manner in an investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised,
enjoyed, aided or encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws

Retaliation against a person for making a report of discrimination, filing_a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies. 87
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Formal complaints alleging_retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of artawfut
discriminatory practices. The District Administrator shall provide appropriate information to all members of the School District
community related to the implementation of this policy and shall provide training for District staff where appropriate. All training,
as well as all information provided regarding the Board's policy and discrimination in general, will be age and content
appropriate.

Retention of Investigatory Records and Materials

The CO is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all informatien,~documents, electronically stored information
("ESI"), and electronic media (as defined in Policy 8315) created and/or received as part of an investigation, which may
includeinelading; but are not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;
L. written documentation of any supportiveinterira measures offered and/or provided to the Complainant and/or the

Respondenteemplainrants, including no contact orders issued to both parties, the dates issued, and the dates the parties
acknowledged receipt; and

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its
recurrence, eliminate any hostile environment, and remedy its discriminatory effects;-

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g.,_ Student Codes of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;.

P. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification
of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an
investigation of an alleged violation of this policy; rREM%DER: Documentation of training should be maintained
regardless of whether there is an investigation of an alleged violation of this policy. It is best practice to
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maintain a log of all staff members who participate in a training, along with the date, time and location of the

training, and a copy of the materials reviewed and/or presented during the training.]

The infermation,-documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and

records exempt from disclosure under Federal and/or State law (e.g., student records).

The infermatien-documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but

longer if required by the District's records retention schedule.

111.31 et seq., Wis. Stats.

111.335(d)(2), Wis. Stats.

118.125, Wis. Stats.

118.195, Wis. Stats.

118.20, Wis. Stats.

Fourteenth Amendment, U.S. Constitution

20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974

20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act

29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended

38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act

42 U.S.C. 2000 et seq., Civil Rights Act of 1964

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act of 1973, as amended
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended

29 C.F.R. Part 1635, The GINA Regulations

34 C.E.R. Part 110, The Age Discrimination Act Regulations
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Legal 111.31 et seq., Wis. Stats.
111.335(d)(2), Wis. Stats.
118.195, Wis. Stats.
118.20, Wis. Stats.
Fourteenth Amendment, U.S. Constitution
20 U.S.C. Section 1701 et seq., Equal Educational Opportunities Act of 1974
20 U.S.C. Section 7905, Boy Scouts of America Equal Access Act
29 U.S.C. 701 et seq., Rehabilitation Act of 1973, as amended
38 U.S.C. 4301 et seq., Uniformed Services Employment and Reemployment Rights Act
42 U.S.C. 2000 et seq., Civil Rights Act of 1964
42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964
42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act of 1973 as
amended

42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., The Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635, The GINA Regulations

34 C.F.R. Part 110, The Age Discrimination Act Regulations

90

8of 8 9/22/2021, 2:16 PM



K. P0O4122.02 - Nondiscrimination Based on Genetic Information of 92
the Employee

91



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

1of2

Book Policy Manual

Section Policies Ready for Policy Committee

Title NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE
Code po4122.02

Status Policy Committee Review

Adopted March 13, 2017

4122.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE

The Board ef-Education-prohibits discrimination on the basis of genetic information in all aspects of employment, including hiring,
firing, compensation, job assignments, promotions, layoffs, training, fringe benefits, or any other terms, conditions, or privileges
of employment. The Board also does not limit, segregate, or classify applicants or employees in any way that would deprive or
tend to deprive them of employment opportunities or otherwise adversely affect the status of the person as an employee-asan
employee, based on genetic information. Harassment of a person because of hisfher-genetic information is-also is_prohibited.
Likewise, retaliation against a person for identifying, objecting to, or filing a complaint concerning a violation of this policyan

appheant-oremployeefor-engaging-in-protected-activity is prohibited.

The identity of the Compliance Officer (see Policy 4122 - Nondiscrimination and Equal Employment Opportunity)_shall be posted
throughout the District and published in any District statement regarding_the prohibition of discrimination on the basis of genetic
information in all aspects of employment, in any staff handbooks, and in general information publications of the District as
required by Federal and State law and on the District website.

In accordance with Title II of the Genetic Information Nondiscrimination Act of 2008, 42 U.S.C. 2000ff, et seq., and 29 C.F.R. Part
1635 ("GINA"), the Board shall not request, require or purchase genetic information of employees, their family members or
applicants for employment. Further, in compliance with GINAthis-Act, applicants and employees are directed not to provide any
genetic information, including the individual’s family medical history, in response to necessary requests for medical information,
with the exception that family medical history may be provided aeguired-as part of the certification process for FMLA leave, or
when an employee is asking for leave to care for an immediate family member with a serious health condition. Applicants for
employment are directed not to provide any genetic information, including the individual’s family medical history, in response to
requests for medical information as part of the District’s application for employment process. Employees and applicants for
employment shall not be penalized for providing genetic information in good faith in response to a request from a District
employee or agent, unless that applicant or employee refuses to delete the information at the request of the employee or agent
of the District.

As used in this policy, "Ggenetic information;" as-defired-by-GINA;-means information about: (a) an individual’s genetic tests; (b)
the genetic tests of that individual’s family members; (c) the manifestation of disease or disorder in family members of the
individual (i.e., family medical history); (d) an individual’s request for; or receipt of; genetic services; or the participation in
clinical research that includes genetic services by the individual or a family member of the individual; or (e) the genetic
information of a fetus carried by an individual or a pregnant woman who is a family member of the individual and the genetic
information of an embryo legally held by an individual or family member using assistive reproductive technology.

The term "genetic information" does not include information about the sex or age of the individual, the sex or age of family
members, or information about the race or ethnicity of the individual or family member that is not derived from a genetic test.

As used in this policy, "genetic test" means an analysis of human DNA, RNA, chromosomes,_proteins, or metabolites that detect
genotypes, mutations, or chromosomal changes. The term includes any test of a person’s DNA/RNA.

If the District's employees or agentsBistrict-either legally and/or inadvertently receives genetic information about an employee or

applicant-for-employment from the employee, applicant for employment,-or-a medical provider-it shall be treated as a

confidential medical record in accordance with law.

The District'sBistrict-Administrater-shalappeirta-Ceompliance Oefficer (see Policy 4122 - Nondiscrimination and Equal
Employment Opportunity) iswhe-shal-be responsible for overseeing the BoardBistriet’'s compliance with this policy and GINA and
proposing_revisions and additions to this policy as necessary to ensure the Board's compliance with GINAFederalregulationsand

promptly-dealing-with-anry-inquiries-ercomplaints. This person sh@l be responsible for working with the Board'’s legal counsel to
fully implement the requirements of GINA in all activities of the School District. The Compliance OfficerS/He shatalso_shall verify
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that proper notice of nondiscrimination for Title II of GINAthe-Genetic-Information-Neondiserimination-Act-of 2608 is provided to
staff members, and that all Bistriet-requests for health-related information (e.g., to support an employee’s request for reasonable
accommodation under the ADA or a request for sick leave) areis accompanied by a written warning that directs the employee or
health care provider not to collect or provide genetic information. The warning shall read as follows:

Genetic Information Nondiscrimination Act of 2008 (GINA) Disclosure Requirement

The Genetic Information Nondiscrimination Act of 2008 or {"GINA") prohibits employers and other entities covered by the
lawGENATFitle-H, including the Board-ef-Education, from requesting or requiring genetic information of an employee or
applicantindividual or family member of an employee or applicantthe-individual, except as specifically allowed by law. To
comply with GINAthistaw, do not provide any genetic information when responding to this request for medical
information (unless the request pertains to a request for FMLA leave for purposes of caring for an immediate family
member with a serious health condition). "Genetic information," as defined by GINA, includes an individual’s family
medical history, the results of an individual’s or family member’s genetic test, the fact that an individual or an individual’s
family member sought or received genetic services or participated in clinical research that includes genetic services, and
genetic information of a fetus carried by an individual or an individual’s family member or an embryo lawfully held by an
individual or family member receiving assistive reproductive services._ Questions concerning compliance with the
requirements of GINA may be directed to the Compliance Officer at 608-527-2410.

The grievance procedure for complaints of discrimination in Policy 4122 applies to complaints of discrimination, including

harassment,_or retaliation prohibited by GINA and may be utilized if an employee alleges discrimination or harassment on the

basis of genetic information or retaliation for identifying, objecting_to, or filing_a complaint concerning a violation of GINA or this

42 U.S.C. 2000ff et seq.
Title I, The Genetic Information Nondiscrimination Act of 2008
29 C.F.R. Part 1635

© Neola 202111

42 U.S.C. 2000ff et seq.
Title II, The Genetic Information Nondiscrimination Act of 2008

29 C.F.R. Part 1635
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Last Revised October 8, 2018

4123 - SECTION 504/ADA PROHIBITION AGAINST DISABILITY DISCRIMINATION IN EMPLOYMENT

The Board prohibits discrimination against any employee or applicant based upon his/her disability. As such, the Board will not
engage in employment practices or adopt policies that discriminate on the basis of disability, or otherwise discriminate against
qualified individuals with disabilities in regard to job application procedures, the hiring, advancement or discharge of employees,
employee compensation, job training, or other terms, conditions and privileges of employment. The Board further will not limit,
segregate or classify applicants or employees in any way that adversely affects their opportunities or status because of disability.
Additionally, the Board will not participate in any contractual or other relationships that have the effect of subjecting qualified
individuals with disabilities who are applicants or employees to discrimination on the basis of disability.

Notice of the Board's policy on nondiscrimination in employment practices and the identity of the School District's Compliance
Officer(s)_(see below)_will be published on the District's website, posted throughout the District, and included in the District's
recruitment statements or general information publications.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

Complainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation, regardless of
whether the person files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s)_(i.e.,_a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding State-recognized holidays).

Respondent: is the individual who is alleged to have engaged in discrimination/retaliation, regardless of whether the
Complainant files a formal complaint or is seeking_an informal resolution to the alleged discrimination/retaliation.

District community: means students, District employees (i.e.,_ administrators, and professional and support staff), and Board
members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties: include but are not limited to guests and/or visitors on District property (e.g., visiting speakers, participants on
opposing_athletic teams, parents), vendors doing_business with or seeking to do business with the Board, and other individuals
who come in contact with members of the District community at school-related events/activities (whether on or off District
property).

“An individual with a disability” means a person who has, hashad a record of, or is regarded as having, a physical or mental
impairment that substantially limits one or more major life activities.

Major Life Activities
Major life activities are functions such as caring for one's self, performing manual tasks, walking, seeing, hearing, eating,
sleeping, standing, lifting, bending, speaking, breathing, learning, reading, concentrating, thinking, communicating, sitting,

reaching, interacting with others, and working.

Major life activities also include the operation of a major bodily fggction, including, but not limited to, functions of the immune
system, special sense organs and skin, normal cell growth, and digestive, genitourinary, bowel, bladder, neurological, brain,
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respiratory, circulatory, endocrine, hemic, lymphatic, musculoskeletal and reproductive functions. The operation of a major bodily
function includes the operation of an individual organ within a body system.

Impairment That Substantially Limits a Major Life Activity

The determination of whether an impairment substantially limits a major life activity must be made without regard to the
ameliorative effects of mitigating measures such as medication, medical supplies, equipment or appliances, low-vision devices
(defined as devices that magnify, enhance, or otherwise augment a visual image, but not including ordinary eyeglasses or
contact lenses), prosthetics (including limbs and devices), hearing aid(s) and cochlear implant(s) or other implantable hearing
devices, mobility devices, oxygen therapy equipment or supplies, use of assistive technology, reasonable accommodations or
"auxiliary aids or services," learned behavioral or adaptive neurological modifications, psychotherapy, behavioral therapy, or
physical therapy.

An_impairment that is episodic in nature or in remission is considered a disability if it would substantially limit a major life activity
when active.

Qualified Individual with a Disability

A qualified individualpersen with a disability means the individual satisfies the requisite skill, experience, education and other
job-related requirements of the employment position thesueh individual holds or desires and;~with-er-witheut-reasenable
aceommeodation; can perform the essential functions of the job in question, with or without reasonable accommodation.

Reasonable Accommodation

The Board will provide a reasonable accommodation to a qualified individual who has an actual disability or who has a record of a
disability unless the accommodation would impose an undue hardship on the operation of the BoardBistriet’s program and/or
activities. A reasonable accommodation is not neeessarity-required for an individual who is merely regarded as having a disability.

Facilities
No qualified person with a disability will be denied the benefits of, excluded from participation in, or otherwise be subjected to

discrimination under any program or activity to which Section 504/American with Disabilities Act (ADA) applies because the
District's facilities are inaccessible to or unusable by persons with disabilities.

For facilities constructed or altered after June 3, 1977, the District will comply with applicable accessibility standards. For those
existing_facilities constructed prior to June 3, 1977, the District is committed to operating_its programs and activities so that they
are readily accessible to persons with disabilities.

District Compliance Officer{s)

The Board designates the following individual(s) to serve as the District's 504 CO(s)/ADA Coordinator(s) (hereinafter referred to
as the "COs").

Director of StudentPupil Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The COs are responsible for coordinating the District's efforts to comply with applicable Federal and State laws and regulations,
including_the District's duty to address in a prompt and equitable manner any inquiries or complaints regarding
discrimination/retaliation or denial of equal access. The COs also shall verify that proper notice of nondiscrimination for Title II of
the Americans with Disabilities Act (as amended), Title VI and Tigig VII of the Civil Rights Act of 1964, Section 504 of the
Rehabilitation Act of 1973 (as amended), and the Age Discrimination in Employment Act of 1975 is provided to staff members
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and the general public. A copy of each of the Acts and requlatlons on which this notice is based will be made avallable uDon

The COs will oversee the investigation of any complaints of discrimination based on disability, which may be filed pursuant to the
Board's adopted internal complaint procedure, and will attempt to resolve such complaints._Any complaint received regarding_the
District Administrator or a Board member shall be referred to the Board’s legal counsel, who shall assume the role of the CO for
such complaints. Additionally, if the complaint is regarding_a CO, the complaint shall be reported to the District Administrator,
who shall coordinate with the other appointed/designated CO, or, if appropriate appoint/designate another individual to serve as
CO for the complaint regarding a CO.

The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA. (See
Complaint Procedure below.)

Complaint Procedures

If a person believes that s/he has been discriminated against on the basis of his/her disability, the person may utilize the
following complaint procedures as a means of reaching, at the lowest possible administrative level, a prompt and equitable
resolution of the matter.

In accordance with Section 504 of the Rehabilitation Act of 1973 and its implementing regulations ("Section 504"), employees
will be notified of their right to file an internal complaint regarding an alleged violation, misinterpretation, or misapplication of
Section 504. In addition, employees will be notified of their right to file a complaint with the U.S. Department of Education's
Office for Civil Rights.

Internal complaints must be put in writing and must identify the specific circumstances or areas of dispute that have given rise to
the complaint, and offer possible solutions to the dispute. The complaint must be filed with COs within the time limits specified
below. The COs are available to assist individuals in filing a complaint.

Internal Complaint Procedure

The following internal complaint procedure is available to employees for the prompt and equitable resolution of complaints

alleging discrimination based upon disability. Use of the internal complaint procedure is not a prerequisite to the pursuit of other
remedies, including the filing of a complaint with the U.S. Department of Education's Office for Civil Rights.

A. An employee with a complaint based on alleged discrimination on the basis of disability may first discuss the problem with
the CO.

97
B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a formal
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written complaint with the CO. The written complaint must contain the name and address of the individual or
representative filing the complaint, be signed by the Complainant or someone authorized to sign for the Complainant,
describe the alleged discriminatory action in sufficient detail to inform the CO of the nature and date of the alleged
violation and propose a resolution. The complaint must be filed within thirty (30) eaterdar-days of the circumstances or
event giving rise to the complaint unless the time for filing is extended by the CO for good cause.

C. The CO will conduct an independent investigation of the matter (which may or may not include a hearing). This complaint
procedure contemplates informal, but thorough investigations, affording all interested persons and their representatives,
if any, an opportunity to present witnesses and other evidence relevant to the complaint. The CO will provide the
Complainant with a written disposition of the complaint within ten (10) busiress-days. If no decision is rendered within
ten (10) business days, or the decision is unsatisfactory in the opinion of the Complainant, the employee may file, in
writing, an appeal with the District Administrator. The CO shall maintain the District’s files and records relating to the
complaint.

D. The District Administrator will, within ten (10) business-days of receiving the written appeal, conduct a hearing with all
parties involved in an attempt to resolve the complaint.

The District Administrator will render his/her decision within ten (10) busiress-days of the hearing.
E. The employee may be represented, at his/her own cost, at any of the above-described meetings/hearings.

F. The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit
of other remedies such as the filing of a complaint with the Office for Civil Rights or the filing of a court case. Use of this
internal complaint procedure is not a prerequisite to the pursuit of other remedies.

If it is determined that the Complainant was subjected to untawful-discrimination, the CO must identify what corrective action will
be taken to stop, remedy, and prevent the recurrence of the discrimination/retaliation. The corrective action should be
reasonable, timely, effective, and tailored to the specific situation.

OCR Complaint

At any time, if an employee believes that s/he has been subjected to discrimination based upon his/her disability in violation of
Section 504 or the ADA, the individual may file a complaint with the U.S. Department of Education's Office for Civil Rights
("OCR"). The OCR can be reached at:

U.S. Department of Education Office for Civil Rights Citigroup Center
500 W. Madison Street Suite 1475

Chicago, IL 60661

(312) 730-1560

FAX: (312) 730-1576

TDD: (877) 521-2172

E-mail: OCR.Chicago@ed.gov

Privacy/Confidentiality

The District will employ all reasonable efforts to protect the rights of the Complainant, the Respondent(s), and the withesses as
much as possible, consistent with the District’s legal obligations to investigate, take appropriate action, and conform with any
discovery or disclosure obligations.

All records generated under the terms of this policy shall be maintained as confidential to the extent permitted by law.
Confidentiality, however, cannot be guaranteed. Additionally, the Respondent must be provided the Complainant's identity.

During_the course of a formal investigation, the CO or designee will instruct each person who is interviewed about the
importance of maintaining_confidentiality. Any individual who is interviewed as part of an investigation is expected not to disclose
to third parties any information that is learned or provided during the course of the investigation.

Remedial Action and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not
limited to counseling_services, reinstatement of leave taken due to the discrimination or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to aggress any reported occurrences promptly.
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Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against discrimination by taking appropriate action reasonably calculated to
stop and prevent further misconduct.

including_the age and maturity level of any student involved. In those cases where discrimination/retaliation is not substantiated,

imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its recurrence,
and remedy its effect.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging urtawfut-discrimination/retaliation, or participates
as a witness in an investigation, is prohibited. Neither the Board nor any other person may intimidate, threaten,
coerce,Specificatly; d-wil-not-diseriminate/retatiate i et en or interfere with any individual
because the person opposed any act or practice made urtawful-by Section 504 or the ADA, or because that individual made a
report, formal complainteharge, testified, assisted or participated, or refused to participate in any manner in an investigation,
proceeding, or hearing under those laws_and/or this policy, or because that individual exercised, enjoyed, aided or encouraged
any other person in the exercise or enjoyment of any right granted or protected by those laws_and/or this policy.

50d V cHa agad €0 7 Sis 7

Retaliation against a person for making_a report of discrimination, filing_a formal complaint, or participating_in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory

implementation of this policy and shall provide training_for District students and staff where appropriate. All training and
information provided regarding_the Board's policy and discrimination, in general, will be age and content-appropriate.

Retention of Investigatory Records and Materials

The CO is responsible for overseeing the retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting_investigations under this policy shall retain all documents, electronically stored information ("ESI"), and

limited to:

A. all written reports/allegations/complaints/grievances/statements/responses pertaining to an alleged violation of this
policy;

B. any narratives that memorialize oral reports/allegations/complaints/grievances/statements/responses pertaining to an
alleged violation of this policy;

Board to fulfill its responsibilities related to the investigation and/or the District's response to the alleged violation of this

policy;
D. written witness statements;

E. narratives, notes from, and audio, video, or digital recorggy s of witness interviews/statements;
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F. e-mails, texts, and social media posts that directly relate to or constitute evidence pertaining_to an alleged violation of

G. notes and summaries prepared contemporaneously by the investigator in whatever form made (e.g., handwritten, keyed
into a computer or tablet, etc.), but not including_transitory notes whose content is otherwise memorialized in other
documents;

disciplinary sanctions issued to students or employees for violations of this policy;

I. dated written determinations/reports (including summaries of relevant exculpatory and inculpatory evidence) and other
documentation that memorializes oral notifications to the parties concerning the outcome of the investigation,_including
any_consequences imposed as a result of a violation of this policy;

J. documentation of any supportive measures offered and/or provided to the Complainant and the Respondent, including no
contact orders issued to both parties, the dates the no contact orders were issued, and the dates the parties
acknowledged receipt of the no contact orders;

L. copies of the Board policy and procedures/guidelines used by the District to conduct the investigation and any documents
used by the District at the time of the alleged violation to communicate the Board's expectations to students and staff

M. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;

N. documentation of any training_provided to District personnel related to this policy including, but not limited to notification
involved in enforcing_this policy, including_their duty to report alleged violations of this policy and/or conduct an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardl f whether there is an investigation of an alleged violation of this policy. It is best practice to
maintain a log of all staff members who participate in a training, along with the date, time, and location of
the training, the name and title (or credentials) of the presenter, and a copy of the materials reviewed or
presented during the training.]

from disclosure under Federal (e.g.,_FERPA, ADA) and/or State law, such as student records and confidential medical records.

The documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation shall be
retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3)_years and longer if
required by the District’s records retention schedule.

© Neola 202118
Legal 29 U.S.C. 794, Section 504 Rehabilitation Act of 1973, as amended
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended

29 C.F.R. Part 1630
34 C.F.R. Part 104

100
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4362 - EMPLOYEE ANTI-HARASSMENT
Prohibited Harassment

The Board is committed to a work environment that is free of harassment of any form. The Board will not tolerate any form of
harassment and will take all necessary and appropriate action to eliminate it. Any member of the School District community who
violates this policy will be subject to disciplinary action, up to and including termination of employment. Additionally, appropriate
action will be taken to stop and otherwise deal with any third party who engages in harassment against our employees.

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including
transgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, genetic information,
handicap or disability, marital status, citizenship status, veteran status, military service (as defined in 111.32, Wis. Stats.),
ancestry, arrest record, conviction record, use or non-use of lawful products off the District’s premises during non-working hours,
declining to attend an employer-sponsored meeting or to participate in any communication with the employer about religious
matters or political matters (collectively, Protected Classes), or any other characteristic protected by law in its employment
practices (hereinafter referred to as harassmentPretected-ClassesCharacteristies), and encourages those within the School
District community as well as Tthird Pparties, who feel aggrieved to seek assistance to rectify such problems. The Board prohibits
harassment that affects tangible job benefits, interferes unreasonably with an individual’s work performance, or creates an
intimidating, hostile, or offensive working environment. Harassment may occur employee-to-employee, employee-to-student,
male-to-female, female-to-male, male-to-male, or female-to-female.

The Board will investigate all allegations of harassment and, in those cases where harassment is substantiated, the-Board-will
take immediate steps caleulated-to end the harassment, prevent its reoccurrence, and,-if applicable; remedy its effects.

Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action.

Notice

Notice of the Board's policy on anti-harassment related to employment practices and the identity of the District's Compliance
Officers will be posted throughout the District and published in any District statement regarding_the availability of employment,
staff handbooks, and general information publications of the District as required by Federal and State law and this policy.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

102
Complainant : is the individual who alleges, or is alleged, to have been subjected to harassment, regardless of whether the
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person files a formal complaint or is pursuing_an informal resolution to the alleged harassment.

Day(s): Unless expressly stated otherwise, the term “day” or “days” as used in this policy means business day(s) (i.e., a day(s)
that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Respondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party
files a formal complaint or is seeking an informal resolution to the alleged harassment.

other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

Bullying

Bullying rises to the level of harassment when one or more persons systematically and chronically inflict physical hurt or
Classes,_that is, characteristics that are protected by Federal civil rights laws. It is defined as any unwanted and repeated

written, verbal, or physical behavior, including_any threatening, insulting, or dehumanizing_gesture, by an adult or student, that
is severe or pervasive enough to create an intimidating, hostile, or offensive educational or work environment; cause discomfort

A. teasing;

B. threats;

C. intimidation;

D. stalking;.

E. cyberstalking;.

F. cyberbullying;_
G. physical violence;

H. theft;

I. sexual, religious, or racial harassment;

J. public humiliation;_or

K. destruction of property.

“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a

particular group or groups on the basis of any protected characteristic(s).

Examples are: 103
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A. making_statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent withPursuant-te Title VII of the Civil Rights Act of 1964, andTFitle-bX-of-the Educational
Amendments-of 1972,-sexual harassment is defined as unwelcome sexual advances, requests for sexual favors, and other
physical, verbal, or visual conduct based on sex constitutes sexual harassment when:

A. a supervisory employee engages in harassing behavior towards a subordinate employee, regardless of whether such
conduct creates a hostile work environment;

B. acquiescence in or submission to such conduct is an explicit or implicit term or condition of employment;

C. an individual's acquiescence in, submission to, or rejection of such conduct becomes the basis for employment decisions
affecting that individual;

D. such conduct is sufficiently severe, pervasive, and persistent such that it has the purpose or effect of unreasonably
interfering with an individual's work performance or creating an intimidating, hostile or offensive work environment;

E. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the
superior is sexually involved and where such favoritism results in an adverse employment action for another employee or
otherwise creates a hostile work environment;

F. inappropriate boundary invasions by a District employee or other adult member of the District into a student's personal
space and personal life.

Sexual harassment may involve the behavior of a person of anyeither gender against a person of the same or anothereppesite
gender.

Sexual Harassment covered by Policy 2266 — Nondiscrimination on the Basis of Sex in Education Programs or Activities, i.e.,
sexual harassment prohibited by Title IX, is not included in this policy. Allegations of such conduct shall be addressed solely by
Policy 2266- Nondiscrimination on the Basis of Sex in Education Programs or Activities.

Prohibited acts that constitute sexual harassment under this policy_ may take a variety of forms. Examples of the kinds of conduct
that may constitute sexual harassment include, but are not limited to:

A. unwelcome sexual propositions, invitations, solicitations, and flirtations;
B. unwanted physical and/or sexual contactassauit;

C. threats or insinuations that a person's employment, wages, promotion, assignments, or other conditions of employment
may be adversely affected by not submitting to sexual advances;

D. unwelcome verbal expressions-ef a-sexual-nature, including graphic sexual commentaries about a person's body, dress,
appearance, or sexual activities; the unwelcome use of sexually degrading language, profanity, jokes or innuendoes;
unwelcome suggestive or insulting sounds or whistles; obscene telephone calls, text messages, or social media postings;

E. sexually suggestive objects, pictures, graffiti, videosvideetapes, posters, audio recordings, or literature; placed in the
work er-educational-environment_that reasonably may embarrass or offend individuals;;—remarks speculatingabeuta

F. unwelcome and inappropriate touching,_patting, or pinching; obscene gestures;

G. asking or telling about sexual fantasies, sexual preferences, or sexual activities;

H. speculation about a person's sexual activities or sexual history or remarks about one's own sexual activities or sexual
history;

I. giving unwelcome personal gifts, such as lingerie, that supggst the desire for a romantic relationship;.
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J. leering or staring_at someone in a sexual way, such as staring at a person's breasts, buttocks, or groin;

K. consensual sexual relationships where such relationship leads to favoritism of a subordinate employee with whom the
superior is sexually involved and where such favoritism adversely affects other employees or otherwise creates a hostile
work environment;-and

L. inappropriate boundary invasions by a District employee or other adult member of the School District community into a
student's personal space and personal life; and

M. verbal, nonverbal or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve
conduct of a sexual nature.

Sexual relationships between staff members, where one staff member has supervisory responsibilities over the other, are
discouraged as a matter of Board policy. Such relationships have an inherent possibility of being construed as sexual harassment
because the consensual aspect of the relationship may be the result of implicit or explicit duress caused by uncertainty regarding
the consequences of non-compliance.

Romantic or sexual relationships between District staff (teachers, aides, administrators, coaches or other school authorities) and
a student is expressly prohibited. Any school staff member who engages in sexual conduct with a student may also be guilty of a
crime and any information regarding such instances will be reported to law enforcement authorities.

Boundary Invasions

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational sense. For
example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student during wrestling or

football can be appropriate. However, other behaviors might be going too far, are inappropriate and may be signs of sexual
grooming. Inappropriate boundary invasions may include, but are not limited to the following:

A. hugging, kissing, or other physical contact with a student;

B. telling sexual jokes to students;

C. engaging in talk containing sexual innuendo or banter with students;

D. talking about sexual topics that are not related to curriculum;

E. showing pornography to a student;

F. taking an undue interest in a student (i.e. having a special friend or a special relationship);

G. initiating or extending contact with students beyond the school day for personal purposes;

H. using e-mail, text messaging, or websites to discuss personal topics or interests with students;

I. giving students rides in the staff member's personal vehicle or taking students on personal outings without administrative
approval;

J. invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes or
previous sexual experiences);

K. going to a student's home for non-educational purposes;

L. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of student);
M. giving gifts or money to a student for no legitimate educational purpose;

N. accepting gifts or money from a student for no legitimate educational purpose;

0. being overly touchy with students;

P. favoring certain students by inviting them to come to the classroom at non-class times;

Q. getting a student out of class to visit with the staff membg):‘5
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R. providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior,
substance abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and authorized to
do so;

S. talking to a student about problems that would normally be discussed with adults (i.e. marital issues);
T. being alone with a student behind closed doors without a legitimate educational purpose;

U. telling a student secrets and having secrets with a student.

Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance Officers, as
designated in this policy, the Building Principal or the District Administrator.

Religious (Creed) Harassment

Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
religion or creed and when the conduct has the purpose or effect of interfering with the individual's work performance; or of
creating an intimidating, hostile, or offensive working environment. Such harassment may occur where conduct is directed at the
characteristics of a person's religious tradition, clothing, or surnames, and/or involves religious slurs.

National Origin/Ancestry Harassment

Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin_or ancestry and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may occur where
conduct is directed at the characteristics of a person's national origin_or ancestry, such as negative comments regarding customs,
manner of speaking, language, surnames, or ethnic slurs.

Age Harassment

Prohibited age-based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
age, being over age forty (40), and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment.

Race/Color Harassment

Prohibited race/color based harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's race and/or color and when the conduct has the purpose or effect of interfering with the individual's work
performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment

may occur where conduct is directed at the characteristics of a person's race or color,_such as racial slurs, nicknames implying
stereotypes, epithets, and/or negative references regarding racial customs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual’s
disability, perceived disability, or record of disability, and when the conduct has the purpose or effect of interfering with the
individual’s work performance; or of creating an intimidating, hostile, or offensive working environment. Such harassment may
occur where conduct is directed at the characteristics of a person’s current or past disabilitydisabling-condition or a perceived
condition, such as negative comments about speech patterns, movement, physical impairments or defects/appearances, or the
like. Such harassment may further occur where conduct is directed at or pertains to a person's genetic information.

Anti-Harassment Compliance Officers

The following_individual(s)_shall serve as the District’s Anti-Harassment Compliance Officer(s)_(hereinafter, “the Compliance
Officer(s)”_or CO or COs):

Director of StudentPupit Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees 106
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1701 2nd Street
New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The Compliance Officer(s) are responsible for coordinating the District’s efforts to comply with applicable Federal and State laws
and regulations, including_the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
harassment.

Reports and Complaints of Harassing Conduct

The Compliance Officer(s) will be available during regular school/work hours to discuss concerns related to harassment, to assist
students, other members of the District community, and third parties who seek support or advice when informing another
individual about unwelcome conduct, or to intercede informally on behalf of the individual in those instances where concerns
have not resulted in the filing_of a formal complaint and where all parties are in agreement to participate in an informal process.

Compliance Officers shall accept reports of harassment directly from any member of the School District community or a Third
Party or receive reports that are initially filed with an administrator, supervisor, or other District-level official. Upon receipt of a
report of alleged harassment, the Compliance Officer(s)_will contact the Complainant and begin either an informal or formal

comDIalnt Drocess (deDendlnq on the request of the ComDIalnant or the nature of the aIqued harassment) ?he%emphaﬂee

Any Board employee who directly observes harassment is obligated, in accordance with this policy, to report such observations to
the Compliance Officer(s)_within two (2)_days. Additionally, any Board employee who observes an act of harassment is expected
to intervene to stop the harassment, unless circumstances make such an intervention dangerous, in which case the staff member
should immediately notify other Board employees and/or local law enforcement officials, as necessary, to stop the harassment.
Thereafter, the Compliance Officer(s)_or designee must contact the Complainant, if age eighteen (18) or older, or Complainant's
parents/quardians if the Complainant is under the age eighteen (18), within two (2)_days to advise of the Board's intent to
investigate the alleged wrongdoing.

Members of the School District community-and-third-parties—which-ineludesallstaff, along with Third Parties are encouraged to
promptly report incidents of harassing conduct to an administrator, supervisor or other District official so that the Board may
address the conduct before it becomes severe, pervasive, or persistent. Any administrator, supervisor, or other District official
who receives such a reporteemplaint shall file it with the Bistriet’'s-Compliance Officer within two (2) days of receiving the report

of harassmentat-histherfirst-oppoertunity.

Members of the School District community and Third Partieser-third-parties who believe they have been harassed by another
member of the School District community or a Third Partythird-party are entitled to utilize the Board's complaint process that is
set forth below. Initiating a complaint, whether formally or informally, will not adversely affect the Complainant'secemplaining
individdual's employment unless the complaining individual makes the complaint maliciously or with the knowledge that it is false.

Reporting procedures are as follows:

A. Any employee who believes s/he has been the victim of harassment prohibited under this policy is encouraged to report
the alleged harassment to the appropriate school official as identified in D below.

B. Teachers, administrators, and other District officials who have knowledge of or receive notice that an employee has or
may have been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to
the appropriate school official as defined in D below.

C. Any other person with knowledge or belief that an employee has or may have been the victim of harassment prohibited
by this policy shall be encouraged to immediately report the alleged acts to an appropriate school official as identified in D
below.

D. Appropriate District officials are as follows:

1. Any complaint under this policy shall be reported tlbot7he District’s Compliance Officer unless the complaint is
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regarding the Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who
will coordinate with the other appointed/designated CO, or, if appropriate appoint/designate another individual to

serve as CO for the complaint regarding a CO.fersuch-complaints:

2. Any complaint under this policy regarding the District Administrator or Board Member that is received by the
District Compliance Officer shall be referred to the Board’s legal counsel, who shall assume the role of the District
Compliance Officer for such complaints.

E. The reporting party or Complainant shall be encouraged to use a report form available from the Principal of each building
or available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting
forms shall not be mandated. However, all oral complaints shall be reduced to writing. Further, nothing in this policy
shall prevent any person from reporting harassment directly to the District Administrator or other supervisory employee.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most
comfortable, the District shall designate both a male and a female District Compliance Officer.

If during_an investigation of alleged bullying, aggressive behavior, and/or harassment in accordance with Policy 5517.01 -
Bullying, the Principal believes that the reported misconduct may have created a hostile work environment and may have
constituted discriminatory harassment based on a Protected Class, the Principal shall report the act of bullying, aggressive
behavior and/or harassment to the Compliance Officer(s) who shall investigate the allegation in accordance with this policy. If
the alleged harassment involves Sexual Harassment as defined by Policy 2266, the matter will be investigated in accordance with
the grievance process and procedures outlined in Policy 2266. While the Compliance Officer investigates the allegation, or the
matter is being addressed pursuant to Policy 2266, the Principal shall suspend the Policy 5517.01 investigation to await the
Compliance Officer's written report or the determination of responsibility pursuant to Policy 2266. The Compliance Officer shall
keep the Principal informed of the status of the Policy 4362 investigation and provide the Principal with a copy of the resulting
written report. Likewise, the Title IX Coordinator will provide the Principal with the determination of responsibility that results
from the Policy 2266 grievance process.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 Nondiscrimination on the Basis of Sex in Education Proqram or

believes that they haves/he-has been subjected to harassment or has witnessed harassment of another may seek resolutlon of
thehisther complaint through the procedures as-described below. The complaint process involves an investigation of the
Complainant's claims of harassment or retallatlon and a process for rendering_a decision reqardlnq whether the charqes are
substantlated :

The procedures set forth below are not intended to interfere with the rights of any individual to pursue a complaint of

harassment or retaliation with the United States Department of Education Office for Civil Rights (OCR), the Wisconsin Equal
Rights Division, and/or Equal Employment Opportunity Commission (EEOC). The Chicago Office of the OCR can be reached at
John C. Kluczynski Federal Building, 230 S. Dearborn Street, 37th Floor, Chicago, IL 60604; Telephone: 312-730-1560; FAX:
312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago@ed.gov; Web: http://www.ed.gov/ocr.

Complaint Procedure

A Complainant W
alleges harassment based on a Drotected class or retaliation may file a complalnt either orally or in wr|t|ng 1) with a teaeher
Principal;_2) directly to one of the ; COs;; or 3) to the District Administrator; or other supervisory employee. As noted above, any
complaint received regarding the District Administrator or a Board member shall be referred to the Board’s legal counsel, who
shall assume the role of the CO for such complaints. Additionally, if the complaint is regarding a CO, the complaint shall be
reported to the District Administrator, who may will consultﬁirkeensulrtatien with the other appointed/designated CO, if any, and if

regarding a CO.

Due to the sensitivity surrounding complaints of harassment_and retaliation, timelines are flexible for initiating the complaint
process; however, individuals should make every effort to file a complaint within thirty (30) ealendar-days after the conduct
occurs while the facts are known and potential witnesses are avajlable. If a Complainant informs a Principal, District
Administrator, or other supervisory employee, either orally or in writing, about any complaint of discrimination or retaliation, that
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employee must report such information to the CO within two (2) business-days.

Throughout the course of the process as described herein, the CO should keep the parties reasonably informed of the status of
the investigation and the decision-making process.

All written complaints must include the foIIowmg |nformat|on to the extent known+t4sava++ab+e the identity of the
Respondentindividual Y ; a detailed description of the facts
upon which the complalnt is based (| e., when, where and what occurred) aﬁeka I|st of potentlal witnesses; and the resolution
sought by the Complainant.

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the CO shall
ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral interview, and the
Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of work assignment or schedule for the
Complainant and/or the Respondentaleged-harasser. In making such a determination, the CO should consult the Complainant to
assess whether the individual agrees withhis/herpeosition-te the proposed action. If the Complainant is unwilling to consent to
the proposed change, the CO may still take whatever actions deemeds/he-deems appropriate in consultation with the District
Administrator. No temporary arrangements shall be disciplinary to either the Ceomplainant or Rrespondent.

Within two (2) b&smes&days of receiving a complalnt the CO will inform the Respondentindividual-alleged-to-have-engaged-in
that a complaint has been received.

The Respondent is not entitled to receive a copy of any written complaint unless the CO determines it is appropriate to do

so; however, the Respondent will be informed about the nature of the allegations. The CO shall inform the Respondent of the
requirements of this policy, which may include providing the Respondent with a copy of this policy or information about where to
find it. Respondent shall be afforded the opportunity to submit a written response to the complaint. The CO shall inform the
Respondent of the Respondent's deadline to provide the CO with the written response to the allegations in the complaint.

Within two (2) days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming receipt of the
complaint with the Complainant and informing_the Complainant of the investigation process.

Investigations shall be completed promptly. What constitutes promptness will depend on the complexity of the issues, the

number of incidents or factual elements, the number of withesses and documents to be consulted, and the availability of
W|tnesses and other evidence. The CO shall keep the Complalnant reasonablv mformed of the |nvest|qat|on s progress.

harassment-within-fifteen{15)-calendar-days-of receiving-the-formal-complaint—The investigation will include:

A. interview(s) with the Complainant;
B. interview(s) with the Rrespondent;

C. interviews with any other witnesses who may-reasonably may be expected to have any information relevant to the
allegations, as determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Rrespondent, or any other witness
which is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO or designee shall prepare and deliver a written report to the District Administrator
that summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of harassment as provided in this policy and State and Federal law as to whether the Respondent engaged in
harassment of or retaliation toward the ComplainantCemplainant-has-beensubjected-to-harassment. The CO's recommendations
must be based upon the totality of the circumstances, including the ages and maturity levels of those involved. In determining_if
discriminatory harassment or retaliation occurred, a preponderance of evidence standard will be used.

The CO may consult with the Board's attorney during the course of the investigatory process and/or before finalizing the report
to the District Administrator.

In cases where no District CO is able to investigate a complaint &Qé’to concerns regarding conflicts, bias or partiality, or for other
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reasons that impair the CO's ability to conduct an investigation, the CO may in consultation with the District Administrator or
Board President, if the matter involves the District Administrator engage outside legal counsel to conduct the investigation
consistent with this policy.

Absent extenuating circumstances, within five (5) business-days of receiving the report of the CO, the District Administrator must
either issue a written final-decision regarding whether or not the complaint of harassment has been substantiated or request
further investigation. A copy of the District Administrator's final decision will be delivered to both the Complainant and the
Rrespondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within five (5) busiress-days. At the conclusion of
the additional investigation, the District Administrator must issue a final written decision as described above.

If the District Administrator determines the Respondent engaged in harassment of or retaliation toward the Complainant, the
District Administrator must identify what corrective action will be taken to stop, remedy, and prevent the recurrence of the
harassment or retaliation. The corrective action should be reasonable, timely, age-appropriate, effective, and tailored to the
specific situation.

The decision of the District Administrator shall be final. If the investigation results in disciplinary action, the employee subject to
discipline is entitled to file a grievance pursuant to Board Policy 3340. Nothing in this policy shall be construed to prevent an
employee from bringing a complaint before the Equal Employment Opportunity Commission or the Wisconsin Equal Rights
Division.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member
of the School District community or Tthird Pparty alleging the harassment pursues the complaint. The Board also reserves the
right to have the formal complaint investigation conducted by an external person in accordance with this policy or in such other
manner as deemed appropriate by the Board.

The parties may be represented, at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies_such as the filing_of a complaint with the Office for Civil Rights, the filing_ of charges with local law enforcement, or the
filing of a civil action in court. Use of this internal complaint procedure is not a prerequisite to the pursuit of other remedies.

All timelines pertinent to the investigation process are intended to be guidelines to assure that the investigation proceeds with all
deliberate efficiency. Failure of the CO to meet any specific timeline does not invalidate the investigation or provide a defense to
the allegations.

Privacy/Confidentiality

The Sehool-District will employ reasonable efforts to protect the rights of the Complainant, the Respondent(s), and all the
witnesses as much as possible, consistent with the Board’s legal obligations to investigate, to take appropriate action, and to
conform with any discovery or disclosure obligation in an investigation of harassment. The School District will respect the privacy
of the Complainant, the Rrespondent, and all witnesses in @ manner consistent with the School District's legal obligations under
State and Federal law. Confldentlallty, however, cannot be guaranteed Addltlonallv the Respondent must be provided W|th the
Complainant's identity.A

During the course of an investigation, the CO will determine whether confidentiality during the investigation process is necessary
to protect the interests and reputations of those involved and/or to protect the integrity of the investigation and if so, shall
instruct all members of the School District community and third parties who are interviewed about the importance of maintaining
confidentiality. Any individual who is interviewed as part of a harassment investigation is expected not to disclose any

information that is learned or provideds/hetearns-erthatsthe-provides during the course of the investigation.

Directives During Investigation

The CO may recommend to the District Administrator placing any employee involved in an investigation under this Policy on
administrative leave pending resolution of the matter. If the District Administrator is the Respondent, the CO shall make such
recommendation to the Board. Administrative leave may be appropriate in situations in which protecting the safety of any
individual or the integrity of the investigation necessitates such action.

The CO shall determine whether any witnesses in the course of an investigation should be provided a Garrity warning apprising

the person of his/her obligations to answer questions truthfully and honestly while preserving the right against self-incrimination
in the context of any resulting criminal investigation or prosecutippg
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Every employee interviewed in the course of an investigation is required to provide truthful responses to all questions. Failure to
do so may result in disciplinary action.

Remedial ActionSanetiens and Monitoring

the harassment and prevent further such-harassment.

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not

limited to counseling_services, reinstatement of leave taken due to because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be an employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary Action

The Board shall vigorously enforce its prohibitions against harassment/retaliation by taking appropriate action reasonably
calculated to stop the harassment and prevent further misconduct.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the
discharge of an employee. All disciplinary action will be taken in accordance with applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances. In those cases where
harassment is not substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in
accordance with other Board policies.

Where the Board becomes aware that a prior disciplinary action has been taken against the Respondent, allAH subsequent
sanctions imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its
reoccurrence, and remedy its effects.

Retaliation

Retaliation against a person who makes a report or files a complaint alleging_harassment/retaliation or participates as a witness
in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any
individual because the person opposed any act or practice made by any Federal or State civil rights law, or because that
individual made a report, formal complaint, testified, assisted or participated or refused to participate in any manner in an
investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjoyed, aided or
encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making a report of discrimination, filing_a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in the imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Allegations Constituting Criminal Conduct

If the CO has reason to believe that the Complainant has been the victim of criminal conduct, such knowledge should be
reported to local law enforcement. After such report has been made, the District Administrator shall be advised that local law
enforcement was notified.

If the Complainant has been the victim of criminal conduct and the accused is the District Administrator, such knowledge should
be reported by the CO to local law enforcement. After such report has been made, the Board President shall be advised that local
law enforcement was notified.

Any reports made to local law enforcement shall not terminate the COs obligation and responsibility to continue to investigate a
complaint of harassment. While the COs may work cooperatively with outside agencies to conduct concurrent investigations, the
harassment investigation shall not be stopped due to the involvement of outside agencies without good cause after consultation
with the District Administrator.

Reprisal

111
Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work
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environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information
about such claims may be filed. The Board reserves the right to discipline any person filing a false or fraudulent claim of
harassment or false or fraudulent information about such a claim.

The District will discipline or take appropriate action against any member of the School District community who retaliates against
any person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or
hearing relating to such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Miscellaneous

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the
School District community and members of the public. This notice shall also include the name, mailing address, and telephone
number of the COs, the name, mailing address, and telephone number of the State agency responsible for investigating
allegations of discrimination in educational employment, and the mailing address and telephone number of the United States
Equal Opportunity Employment Commission.

A summary of this policy and any related administrative guidelines shall appear in the employee handbook and a copy shall be
made available upon request of employees and other interested parties.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of harassment. The
District Administrator shall provide appropriate information to all members of the School District community related to the
implementation of this policy and shall provide training for District staff at such times as the Board in consultation with the
District Administrator determines is necessary or appropriate.

The Board will respect the privacy of the Complainant, the individuals against whom the complaint is filed, and the witnesses as
much as practicable, consistent with the Board's legal obligations to investigate, to take appropriate action, and to conform with
any discovery, disclosure, or other legal obligations.

Retention of Investigatory Records and Materials

The CO(s)_is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all irfermation,~documents, electronically stored
information (ESI), and electronic media (as defined in Policy 8315) created and/or received as part of an investigation, which
may_includeinetuding; but are not limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;

L. written documentation of any supportiveirterim measureii)fered and/or provided to Complainant and/or the
RespondentCemplainants, including no contact orders issued to both parties, the dates issued, and the dates the parties

9/22/2021, 2:20 PM



BoardDocs® PL https://go.boarddocs.com/wi/ngsd/Board.nsf/Private?open&login#

12 of 13

acknowledged receipt; and

. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its

recurrence, eliminate any hostile environment, and remedy its discriminatory effects.

. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any

documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g., Student Code of Conduct and/or Employee Handbooks);

. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or

harassment;.

. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification

of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an
investigation of an alleged violation of this policy; [REMINDER: Documentation of training should be maintained
regardless of whether there is an investigation of an alleged violation of this policy. It is best practice to
maintain a log of all staff members who participate in a training, along with the date, time and location of the
training, and a copy of the materials reviewed and/or presented during the training.]

The infermation,-documents, ESI, and electronic media (as defined in Policy 8315) retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The infermation,—documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, and Policy 8330 for not less than three (3) years, but
longer if required by the District's records retention schedule.

29 U.

S.C. 621 et seq., Age Discrimination in Employment Act of 1967

29 U.S.C. 794, Rehabilitation Act of 1973

20 U.5.C. 6101 The Age Discrimination Act of 1975

42 U.

S.C. 1983

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635

National School Boards Association Inquiry and Analysis - May 2008

© Neola 20216
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Legal 111.31, 118.195, 118.20, Wis. Stats.
29 U.S.C. 621 et seq., Age Discrimination in Employment Act of 1967
29 U.S.C. 794, Rehabilitation Act of 1973
42 U.S.C. 1983
42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964
42 U.S.C. 2000e et seq., Title VII of the Civil Rights Act of 1964
42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act
42 U.S.C. 6101 et seq., Age Discrimination Act of 1975
42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
29 C.F.R. Part 1635
National School Boards Association Inquiry and Analysis - May 2008
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Code po5517

Status Policy Committee Review

Adopted March 13, 2017

Last Revised June 22, 2020

5517 - STUDENT ANTI-HARASSMENT
Prohibited Harassment

It is the policy of the Board to maintain an educational environment that is free from all forms of harassment,—ineluding-sexual
harassment. This commitment applies to all District operations, programs, and activities. All students, administrators, teachers,
staff, and all other school personnel share responsibility for avoiding, discouraging, and reporting any form of harassment. This
policy applies to conduct occurring in any manner or setting over which the Board can exercise control, including on school
property, or at another location if such conduct occurs during an activity sponsored by the Board.

The Board will not tolerate any form of harassment and will take all necessary and appropriate actions to eliminate it, including
suspension or expulsion of students and disciplinary action against any other individual in the School District community.
Additionally, appropriate action will be taken to stop and otherwise deal with any third party who engages in harassment against
our students.

The Board will vigorously enforce its prohibition against harassment based on the traits of sex (including transgender status,
change of sex, or gender identity), race, color, national origin, religion, creed, ancestry, marital or parental status, sexual
orientation or physical, mental, emotional or learning disability, or any other characteristic protected by Federal or State civil
rights laws (hereinafter referred to as "Protected Classes"), and encourages those within the School District community as well
as Tthird Pparties, who feel aggrieved to seek assistance to rectify such problems. Additionally, the Board prohibits harassing
behavior directed at students for any reason, even if not based on one of the Protected Classes, through its policies on bullying
(See Policy 5517.01 - Bullying).

Harassment may occur student-to-student, student-to-staff, staff-to-student, male-to-female, female-to-male, male-to-male, or
female-to-female. The Board will investigate all allegations of harassment and in those cases where harassment is substantiated,
the Board will take immediate steps designed to end the harassment, prevent its reoccurrence, and remedy its effects.
Individuals who are found to have engaged in harassment will be subject to appropriate disciplinary action.

Other Violations of the Anti-Harassment Policy

The Board will also take immediate steps to impose disciplinary action on individuals engaging in any of the following prohibited
acts:

A. Retaliating against a person who has made a report or filed a complaint alleging harassment, or who has participated as a
witness in a harassment investigation;

B. Filing a malicious or knowingly false report or complaint qlflre)arassment;
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C. Disregarding, failing to investigate adequately, or delaying investigation of allegations of harassment, when responsibility
for reporting and/or investigating harassment charges comprises part of one's supervisory-duties

Sexual Harassment covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities,_i.e.,
sexual harassment prohibited by Title IX, is not included in this policy. Allegations of such conduct shall be addressed solely by
Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities.

Notice

Notice of the Board's policy on anti-harassment in the educational environment and the identity of the District's Compliance
Officers will be posted throughout the District and published in any District statement regarding_the availability of employment,
staff handbooks, and general information publications of the District as required by Federal and State law and this policy.

Definitions

Words used in this policy shall have those meanings defined herein; words not defined herein shall be construed according to
their plain and ordinary meanings.

Complainant is the individual who alleges, or is alleged, to have been subjected to harassment, regardless of whether the
person files a formal complaint or is pursuing_an informal resolution to the alleged harassment.

that the District office is open for normal operating_hours, Monday - Friday, excluding_State-recognized holidays).

Respondent is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party
files a formal complaint or is seeking an informal resolution to the alleged harassment.

School District community means students and Board employees (i.e.,_administrators, and professional and classified staff),
as well as Board members, agents, volunteers, contractors, or other persons subject to the control and supervision of the Board.

Third Parties include, but are not limited to, guests and/or visitors on School District property (e.g., visiting_speakers,
participants on opposing_athletic teams, parents), vendors doing business with, or seeking to do business with, the Board, and
other individuals who come in contact with members of the School District community at school-related events/activities
(whether on or off District property).

Bullying

Bullying is prohibited by Board Policy 5517.01 - Bullying. It is defined as deliberate or intentional behavior using words or
actions, intended to cause fear, intimidation, or harm. Bullying may be a repeated behavior and involves an imbalance of power.
Furthermore, it may be serious enough to negatively impact a student’s educational, physical, or emotional well-being. Bullying
need not be based on any Protected Class. Bullying behavior rises to the level of harassment when the prohibited conduct is
based upon the student’s sex (including transgender status, change of sex, or gender identity), race color, national origin,
religion, creed, ancestry, marital or parental status, sexual orientation or physical, mental, emotional or learning disability, or any
other characteristic protected by Federal or State civil rights. Complaints brought under this policy that are more appropriately
handled under the Bullying policy shall be referred for investigation consistent with the procedures in that policy.

Bullying that rises to the level of Sexual Harassment is covered by Policy 2266 Nondiscrimination on the Basis of Sex in
Education Programs or Activities, i.e., sexual harassment prohibited by Title IX, and is not included in this policy. Allegations of
such conduct shall be addressed solely by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Programs or
Activities.

Harassment

Harassment means any threatening, insulting, or dehumanizing gesture, use of data or computer software, or written, verbal or
physical conduct directed against a student based on one or more of the student’s Protected Class that:

A. places a student in reasonable fear of harm to his/her person or damage to his/her property;
B. has the effect of substantially interfering with a student's educational performance, opportunities, or benefits; or

C. has the effect of substantially disrupting the orderly operation of a school.

117
“Harassment” also includes “hate speech”—the use of language, behavior, or images/symbols that express prejudice against a
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particular group or groups on the basis of any protected characteristic(s).

Examples are:

A. making_statements that promote violence toward a racial or ethnic group;

B. drawing, displaying, or posting images or symbols of prejudice (e.g., swastikas).

Sexual Harassment

For purposes of this policy and consistent with Title VII of the Civil Rights Act of 1964, "Ssexual harassment" is defined as
unwelcome sexual advances, requests for sexual favors, sexually motivated physical conduct or other verbal or physical conduct
or communication of a sexual nature when:

A. submission to that conduct or communication is made a term or condition, either explicitly or implicitly, of access to
educational opportunities or program;

B. submission or rejection of that conduct or communication by an individual is used as a factor in decisions affecting that
individual's education;

C. that conduct or communication has the purpose or effect of substantially or unreasonably interfering with an individual's
education, or creating an intimidating, hostile, or offensive educational environment.

Sexual harassment may involve the behavior of a person of anyeither gender against a person of the same or anothereppesite
gender.

Prohibited acts that constitute sexual harassment under this policy may take a variety of forms. Examples of the kinds of conduct
that may constitute sexual harassment include, but are not limited to:

A. unwelcome verbal harassment or abuse;
B. unwelcome pressure for sexual activity;
C. threats or insinuations that a person's employment, wages, academic grade, promotion,_classroom work or assignments,

academic status,_participation in athletics or extra-curricular programs, activities, or events, or other conditions of
employment or education may be adversely affected by not submitting to sexual advances;

sexual activities; the unwelcome use of sexually degrading_language, profanity, jokes or innuendoes; unwelcome
suggestive or insulting_sounds or whistles; obscene telephone calls and obscene gestures;

E. Sexually suggestive objects, pictures, graffiti, videos, posters, audio recordings or literature, placed in the work or
educational environment, that may reasonably embarrass or offend individuals;

F. unwelcome, sexually motivated or inappropriate patting, pinching, or physical contact, other than necessary restraint of
students by teachers, administrators, or other school personnel to avoid physical harm to persons or property;

G. unwelcome sexual behavior or words including demands for sexual favors, accompanied by implied or overt threats
concerning an individual's educational status;

H. unwelcome sexual behavior or words, including demands for sexual favors, accompanied by implied or overt promises of
preferential treatment with regard to an individual's educational status;

I. unwelcome behavior or words directed at an individual because of gender;

Examples are:

1. repeatedly asking a person for dates or sexual behavior after the person has indicated no interest;

2. rating a person's sexuality or attractiveness; 118
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. staring or leering at various parts of another person's body;
. spreading rumors about a person's sexuality;

. letters, notes, telephone calls, or materials of a sexual nature;

displaying pictures, calendars, cartoons, or other materials with sexual content.

J. inappropriate boundary invasions by a District employee or other adult member of the District community into a student's
personal space and personal life;-

Boundary invasions may be appropriate or inappropriate. Appropriate boundary invasions make medical or educational

sense.

For example, a teacher or aide assisting a kindergartner after a toileting accident or a coach touching a student

during wrestling or football can be appropriate. However other behaviors might be going too far, are inappropriate and
may be signs of sexual grooming.

Inappropriate boundary invasions may include, but are not limited to the following:

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

. hugging, kissing, or other physical contacts with a student;

. telling sexual jokes to students;

. engaging in talk containing sexual innuendo or banter with students;

. talking about sexual topics that are not related to the curriculum;

. showing pornography to a student;

. taking an undue interest in a student (i.e. having a "special friend" or a "special relationship");
. initiating or extending contact with students beyond the school day for personal purposes;

. using e-mail, text messaging or websites to discuss personal topics or interests with students;

. giving students rides in the staff member's personal vehicle or taking students on personal outings without

administrative approval;

invading a student's privacy (e.g. walking in on the student in the bathroom, locker-room, asking about bra sizes
or previous sexual experiences);

going to a student's home for non-educational purposes;

inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of a
student);

giving gifts or money to a student for no legitimate educational purpose;

accepting gifts or money from a student for no legitimate educational purpose;

being overly "touchy" with students;

favoring certain students by inviting them to come to the classroom at non-class times;

getting a student out of class to visit with the staff member;

providing advice to or counseling a student regarding a personal problem (i.e. problems related to sexual behavior,
substance abuse, mental or physical health, and/or family relationships, etc.), unless properly licensed and
authorized to do so;

talking to a student about problems that would normally be discussed with adults (i.e. marital issues);

being alone with a student behind closed doors wiilltyt a legitimate educational purpose;
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21. telling a student "secrets" and having "secrets" with a student;

22. other similar activities or behavior.

Inappropriate boundary invasions are prohibited and must be reported promptly to one of the District Compliance
Officers, as designated in this policy, the Building Principal or the District Administrator.

H. a pattern of conduct, which can be subtle in nature, that has sexual overtones and is intended to create or has the effect
of creating_discomfort and/or humiliation to another;

J. verbal, nonverbal, or physical aggression, intimidation, or hostility based on sex or sex-stereotyping that does not involve
conduct of a sexual nature.

It is further the policy of the Board that a sexual relationship between staff and students is not permissible in any form or under
any circumstances, in or out of the workplace, in that it interferes with the educational process and may involve elements of
coercion by reason of the relative status of a staff member to a student.

Not all behavior with sexual connotations constitutes sexual harassment. Sex-based or gender-based conduct must be
sufficiently severe, pervasive, and persistent such that it adversely affects, limits, or denies an individual's education, or such
that it creates a hostile or abusive educational environment, or such that it is intended to, or has the effect of, denying or limiting
a student's ability to participate in or benefit from the educational program or activities.

Race/Color Harassment

Prohibited racial harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's race or
color and when the conduct has the purpose or effect of: interfering with the individual's educational performance; ef-creating an
intimidating, hostile, or offensive learning environment; or ef-interfering with one's ability to participate in or benefit from a class
or an educational program or activity. Such harassment may occur where conduct is directed at the characteristics of a person's
race or color, such as racial slurs, nicknames implying stereotypes, epithets, and/or negative references regardingrelative-te
racial customs.

Religious (Creed) Harassment

Prohibited religious harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
religion or creed and when the conduct has the purpose or effect of: interfering with the individual's work or educational
performance; ef-creating an intimidating, hostile, or offensive learning environment; or efinterfering with one's ability to
participate in or benefit from a class or an educational program or activity. Such harassment may occur where conduct is
directed at the characteristics of a person's religious tradition, clothing, or surnames, and/or involves religious slurs.

National Origin/Ancestry Harassment

Prohibited national origin/ancestry harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an
individual's national origin_or ancestry and when the conduct has the purpose or effect of: interfering with the individual's
educational performance; of-creating an intimidating, hostile, or offensive working and/or learning environment; or ef-interfering
with one's ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur
where conduct is directed at the characteristics of a person's national origin_or ancestry, such as negative comments regarding
customs, manner of speaking, language, surnames, or ethnic slurs.

Disability Harassment

Prohibited disability harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an individual's
physical, mental, emotional or learning disability and when the conduct has the purpose or effect of: interfering with the
individual's educational performance; ef-creating an intimidating, hostile, or offensive learning environment; or ef-interfering with
one's ability to participate in or benefit from a class or an educational program or activity. Such harassment may occur where
conduct is directed at the characteristics of a person's disabilitydisabling-eondition, such as negative comments about speech
patterns, movement, physical impairments or defects/appearances, or the like.

Anti-Harassment Compliance Officers

The Board designates the following_individuals to serve as the District's Compliance Officers (also known as "Anti-Harassment
Compliance Officers"; hereinafter referred to as the "COs"). 120
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Director of StudentPupit Services
1701 2nd Street

New Glarus, WI 53574
608-527-2410

Director of Human ResourcesServiees
1701 2nd Street

New Glarus, WI 53574
608-527-2410

The names, titles, and contact information of these individuals will be published annually on the School District's
website.

The Compliance Officer(s)_are responsible for coordinating_the District’s efforts to comply with applicable Federal and State laws
and regulations, including_the District’s duty to address in a prompt and equitable manner any inquiries or complaints regarding
harassment.

Reports and Complaints of Harassing_ConductReperting-Procedures

Reporting procedures are as follows:

A. Any student who believes s/he has been the victim of harassment prohibited under this policy will be encouraged to
report the alleged harassment to any District employee, such as a teacher, administrator or other employees.

B. Any parent of a student who believes the student has been the victim of harassment prohibited under this policy is
encouraged to report the alleged harassment to the student’s teacher, building administrator or District Administrator.

C. Teachers, administrators, and other school officials who have the knowledge or received notice that a student has or may
have been the victim of harassment prohibited under this policy shall immediately report the alleged harassment to the
Compliance Officer and the building principal or District Administrator.

D. Any other person with knowledge or belief that a student has or may have been the victim of harassment prohibited by
this policy shall be encouraged to immediately report the alleged acts to any District employee, such as a teacher,
administrator or other employees.

E. The reporting party or Complainant shall be encouraged to use a report form available from the principal of each building
or available from the District office, but oral reports shall be considered complaints as well. Use of formal reporting forms
shall not be mandated. However, all oral complaints shall be reduced to writing.

F. To provide individuals with options for reporting harassment to an individual of the gender with which they feel most
comfortable, each school's building principal shall be advised to designate both a male and a female Compliance Officer

for receiving reports of harassment prohibited by this policy. At least one (1) Compliance Officer or other individuals shall
be available outside regular school hours to address complaints of harassment that may require immediate attention.

121
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A CO will be available during regular school/work hours to discuss concerns related to harassment, to assist students, other
members of the School District community, and third parties who seek support or advice when informing another individual
about "unwelcome" conduct, or to intercede informally on behalf of the student.

Any Board employee who directly observes harassment of a student is obligated, in accordance with this policy, to report such
observations to one of the COs within two (2) business-days. Thereafter, the COs must contact the Complainantstudent, if over
age eighteen (18) or the Complainant'sstudent's parents/guardians if under the age eighteen (18), within two (2) business-days
to advise sthe/fthem-of the Board's intent to investigate the alleged misconduct, including the obligation of the compliance officer
to conduct an investigation following all the procedures outlined in the complaint procedures.

The COs are assigned to accept complaints of harassment directly from any member of the School District community or a Third
Partywvisiter-te-the District, or to receive complaints that are initially filed with a school building administrator. Upon receipt of a
complaint, either directly or through a school building administrator, a CO will contact the Complainant and begin either an
informal or formal process (depending on the request of the Complainant or the nature of the alleged harassment).;review-and
investigation-er-the-CO-will-desighatea-specifie-individual-to-conduct suecha-process—The Compliance Officer(s) will provide a
copy_of this policy to the Complainant and Respondent. The CO will prepare recommendations for the District Administrator or
will oversee the preparation of such recommendations by a designee. All Board employeesmembers-ef-the-School-Distriet
community must report incidents of harassment that are reported to them to the Compliance Officer as soon as possible, but
always within no more than two (2) ealenrdar-days of learning of the incident.

Investigation and Complaint Procedure

Except for Sexual Harassment that is covered by Policy 2266 - Nondiscrimination on the Basis of Sex in Education Program or
Activities, aAny student who believes that they haves/he-has been subjected to harassment may seek resolution of thehisther
complaint through the procedures described below. The formal complaint process involves an investigation of the Complainant's
claims of harassment or retaliation and a Drocess for rendering_a decision regarding whether the charqes are

substantiated.

Due to the sensitivity surrounding complaints of harassment, timelines are flexible for initiating the complaint process; however,
individuals should make every effort to file a complaint within thirty (30) days after the conduct occurs while the facts are known
and potential witnesses are available. Once the complaint process is begun, the investigation will be completed in a timely
manner (ordinarily, within fifteen (15) calendar days of the complaint being received).

The procedures set forth below are not intended to interfere with the rights of a student to pursue a complaint of harassment or
retaliation with the United States Department of Education Office for Civil Rights ("OCR")_and/or the Wisconsin Equal Rights
Division. The Chicago Office of the OCR can be reached at John C. Kluczynski Federal Building, 230 S. Dearborn Street, 37th
Floor Chicago, IL 60604; Telephone: 312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago@ed.gov;
Web: http://www.ed.gov/ocr.

If at any time during the investigation process the investigator determines that the complaint is properly defined as Bullying,
under Policy 5517.01 - Bullying and not Harassment under this Policy, because the conduct at issue is not based on a student’s
Protected Characteristics, the investigator shall transfer the investigation to the appropriate building principal.

Complaint Procedure

A ComplainantA 0 may
file a complaint, either oraIIy orin wr|t|ng W|th a teacher, prlnC|paI or other District employee at the student S school the CO,
District Administrator, or other District officialempleoyee who works at another school or at the District level. Due to the sensitivity
surrounding complaints of harassment, timelines are flexible for initiating the complaint process; however, individuals should
make every effort to file a complaint within thirty (30) days after the conduct occurs while the facts are known and potential
witnesses are available. If a Complainant informs a teacher, principal, or other District officialemployee at the student’s school,
the CO, District Administrator, or other District employee, either orally or in writing, about any complaint of harassment, that
employee must report such information to the CO within two (2) business-days.

Throughout the course of the process-as-deseribed-herein, the CO should keep the parties reasonably informed of the status of
the investigation and the decision-making process.

All complalnts must |ncIude the followmg |nformat|on to the extent knownit-isavailable: the identity of the Respondentindividual
v ; a detailed description of the facts upon which the
complamt is based _(i.e., when where, and what occurred), and a list of potential witnesses.

If the Complainant is unwilling or unable to provide a written statgment including the information set forth above, the
Compliance Officer shall ask for such details in an oral interview. Thereafter the CO will prepare a written summary of the oral
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interview, and the Complainant will be asked to verify the accuracy of the reported charge by signing the document.

Upon receiving a complaint, the CO will consider whether any action should be taken in the investigatory phase to protect the
Complainant from further harassment or retaliation including but not limited to a change of class schedule for the Complainant or
the Respondentateged-harasser, or possibly a change of school for either or both of the parties. In making such a determination,
the Compliance Officer should consult the District Administrator prior to any action being taken. The Complainant should be
notified of any proposed action prior to such action being taken.

As soon as appropriate in the investigation process, the CO will inform the Respondentindividual-aleged-to-have-engaged-inthe
harassing-conducthereinafterreferred-toas-the "Respondent™; that a complaint has been received. The Respondent will be

informed about the nature of the allegations and a copy of any relevant policies and/orthese administrative procedures and the
Board's anti-harassment policy shall be provided to the Respondent at that time. The Respondent must also be provided an
opportunity to respond to the complaint.

Within two (2)five{5)-business days of receiving the complaint, the CO will initiate an investigation by at a minimum confirming
receipt of the complaint with the complainant and informing the complainant of the investigation process.

Within five (5) business days of receiving the complaint, the CO will initiate a formal investigation to determine whether the
Complainant has been subject to offensive conduct/harassment. A principal will not conduct an investigation unless directed to
do so by the Compliance Officer.

The investigation will include:

A. interview(s) with the Complainant;
B. interview(s) with the Respondent;

C. interviews with any other witnesses who may-reasonably may be expected to have any information relevant to the
allegations, as determined by the CO;

D. consideration of any documentation or other evidence presented by the Complainant, Respondent, or any other witness
which is reasonably believed to be relevant to the allegations, as determined by the CO.

At the conclusion of the investigation, the CO shall prepare and deliver a written report to the District Administrator which
summarizes the evidence gathered during the investigation and provides recommendations based on the evidence and the
definition of harassment as provided in Board policy and State and Federal law as to whether the Respondent engaged in
harassment/retaliation of the ComplainantCemplainant-has-been-subjectto-harassment. In determining if harassment occurred,
a preponderance of evidence standard will be used. The CO’s recommendations must be based upon the totality of the
circumstances, including the ages and maturity levels of those involved.

The CO may consult with the Board's attorney during_the course of the |nvest|gatory process and/or before
finalizing_the report to the District Administrator. A
the District-Administrator

In cases where no District CO is able to investigate a complaint due to concerns regarding conflicts, bias or partiality, or for other
reasons that impair the CO's ability to conduct an investigation the CO may in consultation with the District Administrator or
Board President, if the matter involves the District Administrator, engage outside legal counsel to conduct the investigation
consistent with this policy.

Absent extenuating circumstances, within ten (10) busiress-days of receiving the report of the CO, the District Administrator
must-either must issue a final decision regarding whether or not the complaint of harassment has been substantiated or request
further investigation. A copy of the District Administrator's writtenfiratl decision will be delivered to both the Complainant and the
Respondent.

If the District Administrator requests additional investigation, the District Administrator must specify the additional information
that is to be gathered, and such additional investigation must be completed within ten (10) business-days. At the conclusion of
the additional investigation, the District Administrator must issue a final written decision as described above.

The decision of the District Administrator shall be final. If the Complainant feels that the decision does not adequately address
the complaint s/he may appeal the decision to the State Superinlg)wohent of Public Instruction by submitting a written request to
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the Wisconsin Department of Public Instruction ("DPI"), Pupil Nondiscrimination Program, or by contacting_ the DPI Pupil
Nondiscrimination Program at (608) 267-9157.

If the decision of the District Administrator is that there is no finding of harassment pursuant to this policy, the student/parent
will be informed of the provisions of Policy 5517.01 - Bullying.

The Board reserves the right to investigate and resolve a complaint or report of harassment regardless of whether the member
of the School District community or Third Partythird-party-alleging the harassment pursues the complaint. The Board also
reserves the right to have the complaint investigation conducted by an external person in accordance with this policy or in such
other manner as deemed appropriate by the Board.

The parties may be represented,_at their own cost, at any of the above-described meetings/hearings.

The right of a person to a prompt and equitable resolution of the complaint shall not be impaired by the person’s pursuit of other
remedies such as the filing_of a complaint with the Office for Civil Rights, the filing_of charges with local law enforcement, or the
filing_of a civil action in court. Use of this internal complaint process is not a prerequisite to the pursuit of other remedies.

Additional School District Action

If the evidence suggests that the harassment at issue is a crime or requires mandatory reporting under the Children's Code (Sec.
48.981, Wis. Stat.), the CO or District Administrator shall report the harassment to the appropriate social service and/or law
enforcement agency charged with responsibility for handling such investigations and crimes.

Any reports made to the local child protection service or to local law enforcement shall not terminate the CO's obligation and
responsibility to continue to investigate a complaint of harassment. While the COs may work cooperatively with outside agencies
to conduct concurrent investigations, in no event shall the harassment investigation be inhibited by the involvement of outside
agencies without good cause after consultation with the District Administrator.

Privacy/Confidentiality

The District will make all reasonable efforts to protect the rights of the Complainant and the Respondent. The District will respect
the privacy of the Complainant, the Respondent, and all witnesses in a manner consistent with the District's legal obligations
under State and Federal law. Confldentlallty cannot be guaranteed however Additionally, the Resoondent must be provided the
Complalnant s identity.A

During the course of an investigation, the CO will instruct all members of the School District community and third parties who are
interviewed about the importance of maintaining confidentiality. Any individual who is interviewed as part of a harassment
investigation is expected not to disclose any information that is learned or providedsthelearns-or-thats/theprevides during the
course of the investigation.

Remedial ActionSanetiens and Monitoring

If warranted, appropriate remedial action shall be determined and implemented on behalf of the Complainant, including but not
limited to counseling_services, reinstatement of leave taken because of the discrimination, or other appropriate action.

The Board may appoint an individual, who may be a District employee, to follow up with the Complainant to ensure no further
discrimination or retaliation has occurred and to take action to address any reported occurrences promptly.

Sanctions and Disciplinary_Action

The Board shall vigorously enforce its prohibitions against harassment by taking appropriate action reasonably calculated to stop
the harassment and prevent further misconductsuch-harassment.

While observing the principles of due process, a violation of this policy may result in disciplinary action up to and including the
discharge of an employee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with
applicable law.

When imposing discipline, the District Administrator shall consider the totality of the circumstances involved in the matter,
including the ageages and maturity levellevels of any studentthese involved. In those cases where harassment is not
substantiated, the Board may consider whether the alleged conduct nevertheless warrants discipline in accordance with other
Board policies.

Where the Board becomes aware that a prior disciplinaryremedigizgtion has been taken against the Respondenta-member-of-the
School-Bistrict-community, all subsequent sanctions imposed by the Board and/or District Administrator shall be reasonably
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calculated to end such conduct, prevent its reoccurrence, and remedy its effects.
Retaliation

Retaliation against a person who makes a report or files a complaint alleging_harassment/retaliation or participates as a witness
in an investigation is prohibited. Neither the Board nor any other person may intimidate, threaten, coerce or interfere with any
individual because the person opposed any act or practice made by any Federal or State civil rights law, or because that
individual made a report, formal complaint, testified, assisted or participated or refused to participate in any manner in an
investigation, proceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjoyed, aided or
encouraged any other person in the exercise or enjoyment of any right granted or protected by those laws and/or this policy.

Retaliation against a person for making_a report of discrimination, filing a formal complaint, or participating in an investigation or
meeting_is a serious violation of this policy that can result in imposition of disciplinary sanctions/consequences and/or other
appropriate remedies.

Formal complaints alleging_retaliation may be filed according_to the internal complaint process set forth above.

The exercise of rights protected under the First Amendment of the United States Constitution does not constitute retaliation
prohibited under this policy.

Reprisal

Submission of a good faith complaint or report of harassment will not affect the Complainant's status or educational
environment. However, the Board also recognizes that false or fraudulent claims of harassment or false or fraudulent information
about such claims may be filed. The Board reserves the right to discipline any person filing a false or fraudulent claim of
harassment or false or fraudulent information about such a claim.

The District will discipline or take appropriate action against any member of the School District community who retaliates against
any person who reports an incident of harassment prohibited by this policy or participates in a proceeding, investigation, or
hearing relating to such harassment. Retaliation includes, but is not limited to, any form of intimidation, reprisal, or harassment.

Education and Training

In support of this policy, the Board promotes preventative educational measures to create greater awareness of discriminatory
practices. The District Administrator will develop a method of discussing this policy with the School District community. Training
on the requirements of non-discrimination and the appropriate responses to issues of harassment will be provided to the School
District community at such times as the Board in consultation with the District Administrator determines is necessary or
appropriate.

This policy shall be reviewed at least annually for compliance with local, State, and Federal law.

The District shall conspicuously post a notice including this policy against harassment in each school in a place accessible to the
School District community and members of the public. This notice shall also include the name, mailing address and telephone
number of the Compliance Officers, the name, mailing address and telephone number of the State agency responsible for
investigating allegations of discrimination in educational opportunities, and the mailing address and telephone number of the
United States Department of Education, Office for Civil Rights.

A summary of this policy shall appear in the student handbook and shall be made available upon request of parents, students,
and other interested parties.

Retention of Publiec-Records,—StudentRecerds;—and-Investigatory Records and Materials

The CO is responsible for overseeing retention of all records that must be maintained pursuant to this policy. All individuals
charged with conducting investigations under this policy shall retain all information, documents, electronically stored information
(“ESI"), and electronic media (as defined in Policy 8315) created and received as part of an investigation including but not
limited to:

A. all written reports/allegations/complaints/statements;
B. narratives of all verbal reports, allegations, complaints, and statements collected;
C. a narrative of all actions taken by District personnel;

125
D. any written documentation of actions taken by District personnel_or individuals contracted or appointed by the Board to
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fulfill its responsibilities;

E. narratives of, notes from, or audio, video, or digital recordings of witness statements;
F. all documentary evidence;
G. e-mails, texts, or social media posts pertaining to the investigation;

H. contemporaneous notes in whatever form made (e.g., handwritten, keyed into a computer or tablet, etc.) pertaining to
the investigation;

I. written disciplinary sanctions issued to students or employees and a narrative of verbal disciplinary sanctions issued to
students or employees for violations of the policies and procedures prohibiting discrimination or harassment;

J. dated written determinations to the parties;
K. dated written descriptions of verbal notifications to the parties;
L. written documentation of any supportiveinterira measures offered and/or provided to the Complainant and/or the

RespondentCemplainants, including no contact orders issued to both parties, the dates issued, and the dates the parties
acknowledged receipt; and

M. documentation of all actions taken, both individual and systemic, to stop the discrimination or harassment, prevent its
recurrence, eliminate any hostile environment, and remedy its discriminatory effects.

N. copies of the Board policy and/or procedures/guidelines used by the District to conduct the investigation, and any
documents used by the District at the time of the alleged violation to communicate the Board’s expectations to students
and staff with respect to the subject of this policy (e.g.,_ Student Code of Conduct and/or Employee Handbooks);

O. copies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or
harassment;.

P. documentation of any training_provided to District personnel related to this policy, including_but not limited to, notification
of the prohibitions and expectations of staff set forth in this policy and the role and responsibility of all District personnel
involved in enforcing_this policy, including their duty to report alleged violations of this policy and/or conducting an
investigation of an alleged violation of this policy.

The information, documents, ESI, and electronic media_(as defined in Policy 8315)_retained may include public records and
records exempt from disclosure under Federal and/or State law (e.g., student records).

The information, documents, ESI, and electronic media (as defined in Policy 8315) created or received as part of an investigation
shall be retained in accordance with Policy 8310, Policy 8315, Policy 8320, Policy 8330 for not less than three (3) years, but
longer if required by the District’s records retention schedule.

48.981, Wis. Stats.

118.13, Wis. Stats.

P.I. 9, Wis. Admin. Code

P.I. 41 Wis. Admin. Code

20 U.S.C. 1400 et seq., the Individuals with Disabilities Education Act of 2004, as amended (IDEA)
29 U.S.C. 794, Section 504 of the Rehabilitation Act of 1973, as amended

42 U.S.C. 1983

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 12101 et seq., Fhe-Americans with Disabilities Act of 1990, as amended
34 C.F.R. Part 104, Section 504 Regulations

34 C.F.R. PartSee: 300-600-300-662, IDEA Regulations
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Legal 48.981, Wis. Stats.
118.13, Wis. Stats.
P.I. 9, Wis. Admin. Code
P.I. 41 Wis. Admin. Code

20 U.S.C. 1400 et seq., the Individuals with Disabilities Education Act of 2004, as
amended (IDEA)

29 U.S.C. 794, Section 504 of the Rehabilitation Act of 1973, as amended

42 U.S.C. 1983

42 U.S.C. 2000d et seq., Title VI of the Civil Rights Act of 1964

42 U.S.C. 12101 et seq., Americans with Disabilities Act of 1990, as amended
34 C.F.R. Part 104, Section 504 Regulations

34 C.F.R. Part 300, IDEA Regulations
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Il. Adjourn

PURSUANT TO APPLICABLE LAW, NOTICE IS HEREBY GIVEN THAT A QUORUM OR A MAJORITY OF THE NEW GLARUS SCHOOL DISTRICT BOARD
MEMBERS MAY ATTEND THIS MEETING. INFORMATION PRESENTED AT THIS MEETING MAY HELP FORM THE RATIONALE BEHIND FUTURE
ACTIONS THAT MY BE TAKEN BY THE NEW GLARUS SCHOOL DISTRICT BOARD.

UPON REQUEST TO THE DISTRICT OFFICE, SUMITTED TWENTY-FOUR (24) HOURS IN ADVANCE, THE DISTRICT SHALL MAKE REASONABLE
ACCOMODATIONS INCLUDING THE PROVISION OF INFORMATIONAL MATERIAL IN AN ALTERNATIVE FORMAT FOR A DISABLED PERSON TO BE

ABLE TO ATTEND THIS MEETING.
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