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The bylaws of the Board of Education of this District incorporate quotations from the laws and administrative code of the State of 
Wisconsin. Such quotations may be substantively altered only by appropriate legislative, judicial, or administrative action. 

Whenever the following items are used in these bylaws, policies, and administrative guidelines, they shall have the meaning set forth 
below: 

Administrative Guideline 

A statement, based on policy, usually written, which outlines and/or describes the means by which a policy should be 
implemented and which provides for the management cycle of planning, action, and assessment or evaluation . The District 
previously referred to administrative guidelines as rules . 

Agreement 

A collectively negotiated contract with a recognized bargaining unit. 

Apps and Services 

Apps and services are software (i.e., computer programs) that support the interaction of personal communication devices (as 
defined in Bylaw 0100, above) over a network, or client-server applications in which the user interface runs in a web 
browser. Apps and services are used to communicate/transfer information/data that allow students to perform actions/tasks 
that assist them in attaining educational achievement goals/objectives, enable staff to monitor and assess their students' 
progress, and allow staff to perform other tasks related to their employment. Apps and services also are used to facilitate 
communication to, from and among and between, staff, students, and parents, Board members, and/or other stakeholders 
and members of the community. 

Board 

The School Board also commonly referred to as the Board of Education. Within these bylaws and policies, the terms Board 
and District may be used interchangeably, depending on the context of the policy. 

Bylaw 

Rule of the Board for its own governance. 

Clerk 

The chief clerk of the Board. (See Bylaw 0170) 
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The School District. Within these bylaws and policies, the terms Board and District may be used interchangeably, depending 
on the context of the policy. 

District Administrator 

The administrative head of the School District of Manawa. In policy, capitalization of the term District Administrator, implies 
delegation of responsibilities to appropriate staff members. 

Due Process 

Procedural due process requires prior knowledge (a posted discipline code), notice of offense (accusation), and the 
opportunity to respond. Specific due process requirements are dependent upon the circumstances and may vary depending 
on such circumstances . 

Full Board 

Authorized number of voting members entitled by law to govern the District. The full Board is the total number of Board 
members authorized by law regardless of the number of current sitting members. 

Information Resources 

The Board defines information resources to include any data/information in electronic, audio-visual or physical form, or any 
hardware or software that makes possible the storage and use of data/information. This definition includes but is not limited 
to electronic mail, voice mail, social media, text messages, databases, CD-ROMs/DVDs, web sites, motion picture film, 
recorded magnetic media, photographs, digitized information, or microfilm. This also includes any equipment, computer 
facilities, or online services used in accessing, storing, transmitting or retrieving electronic communications. 

Law Enforcement Officer(s) or Agencies 

These terms include any local, State, or Federal law enforcement agency of competent jurisdiction and its officers acting 
within their legal authority. 

Legal Custodian of Records 

The School District will designate one (1) District Records Custodian (DRC) to be the legal custodian of records for the 
District . The DRC shall keep and preserve the public records of the District and is granted authority to render a decision and 
carry out duties related to those public records. The DRC is designated in Policv. 8310 - Public Records. 

May 

This word is used when an action by the Board or its designee is permitted but not required . 

Medical Advisor 

The School District is required to appoint a medical advisor. The medical advisor shall be a licensed physician and will 
participate in the annual review of the District emergency nursing services plan. The School District may also have the 
medical advisor fulfill other roles. (PI 8.0l(g)(3)) 

Meeting 

Any gathering which is attended by or open to all of the members of the Board, held with the intent on the part of the 
members of the body present to discuss or act as a unit upon the specific public business of that body. Wis. Stat. 19.82(2). 

Parent 

The natural, adoptive, or surrogate parents or the party designated by the courts as the legal guardian or custodian of a 
student. Both parents will be considered to have equal rights unless a court of law decrees otherwise. 

Personal Communication Devices 

Personal communication devices ("PCDs") include computers, laptops, tablets, e-readers, cellular/mobile phones, 
smartphones, and/or other web-enabled devices of any type. 
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A general, written statement by the governing Board which defines its expectations or position on a particular matter and 
authorizes appropriate action that must or may be taken to establish and/or maintain those expectations. 

President 

The chief executive officer of the Board of Education. (See Bylaw 0170) 

Principal 

The educational leader and head administrator of one (1) or more District schools. In policy and administrative guidelines, 
implies authority to delegate responsibilities to appropriate members of his/her staff. 

Professional Staff Member 

District employees who are either certified teachers employed in a position for which certification is a requirement of 
employment or administrative employees who are responsible for oversight or supervision of a component or components of 
the District's operation, or serve as assistants to such persons, regardless of whether they hold an administrative contract or 
are required to have administrator certification, but excluding the District Administrator/Superintendent. 

Relative 

The mother, father, sister, brother, spouse, domestic r2artner,_parent of spouse/domestic r2artner, child or ster2-child, 
grandparents, grandchild, er-dependent or member of the immediate household. 

School Nurse 

A school nurse is a registered nurse who meets the requirements of Wis. Stat. Sec. 115.001(11). A school nurse has the 
authority to exclude students for signs of illness. 

School Official 

A school official is a person employed by the Board as an administrator, supervisor, teacher/instructor (including substitutes), 
or support staff member (including health or medical staff and law enforcement un it personnel); a person serving on the 
Board; a person or company with whom the Board has contracted to perform a special task (such as an attorney, auditor, or 
medical consultant); a contractor, consultant, volunteer or other party to whom the Board has outsourced a service otherwise 
performed by Board employees (e.g . a therapist); or a parent or student serving on an official committee, such as a 
disciplinary or grievance committee, or assisting another school official in performing his/her tasks (including volunteers). 

Shall 

This word is used when an action by the Board or its designee is required. (The word "will" or "must" also signifies a required 
action.) 

Social Media 

Social media are online platforms where users engage with another and/or share information and ideas through text, video, 
or pictures. Social media consists of any form of online publication or presence that allows interactive communication, 
including, but not limited to, text messaging, instant messaging, websites, web logs ("biogs"), wikis, online forums (e .g., chat 
rooms), virtual worlds, and social networks. Examples of social media include, but are not limited to, Facebook, Facebook 
Messenger, Google Hangouts, Twitter, Linkedin, YouTube, Flickr, Instagram, Pinterest, Skype, and Facetime. Social media 
does not include sending or receiving e-mail through the use of District-issued e-mail accounts. Apps and web services shall 
not be considered social media unless they are listed on the District's website as District-approved social media 
platforms/sites. 

Student 

A person who is officially enrolled in a school or program of the District. 

Superintendent 

Sometimes the administrative head of the School District is referred to as Superintendent but has the authority of the District 
Administrator by law. In policy, capitalization of the "S" in Superintendent implies delegation of responsibilities to appropriate 
staff members. 
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Support Staff 

Any employee who provides support to the District's program and whose position does not require a professional certificate. 
This category includes special education paraprofessionals, even though it is a requirement to hold a special education 
program aide license issued by the Wisconsin Department of Public Instruction (DPI) or another valid and current DPI license 
or permit .. 

Technology Resources 

The Board defines technology resources to include computers, laptops, tablets, e-readers, cellular/mobile telephones, 
smartphones, web-enabled devices, v ideo and/or audio recording equipment, SLR and DSLR cameras, projectors, software 
and operating systems that work on any device, copy machines, printers and scanners, information storage devices 
(including mobile/portable storage devices such as external hard drives, CDs/DVDs, USB thumb drives and memory chips), 
the computer network, Internet connection, and online educational services and apps. 

Treasurer 

The chief financial officer of the Board (See Bylaw 0170) 

Vice-President 

The Vice-President of the Board . (See Bylaw 0170) 

Voting 

A vote at a meeting of the Board. The law requires that Board members must be present in order to have their vote officially 
recorded in the Board minutes, and to be available for a roll call vote. A Board member's presence at a meeting includes 
his/her presence if attending by telephone or other manner of remote access, so long as such remote access is compliant 
with State law. No voting by Proxy may be recorded or counted in an official vote of the Board. Remote access during quasi
judicial functions (e.g. termination hearings, expulsions) may be permitted after consultation with legal counsel. 

Citations to Wisconsin statutes are shown by the Section Number (e.g., 120.11, Wis. Stats.). Citations to the Wisconsin 
Administrative Code are prefaced P.I. (e.g., P.I. 11). Citations to the United States Code are noted as U.S.C., Federal Register are 
noted as F.R., and the Code of Federal Regulations as C.F.R. 

Revised 8/22/16 
Revised 7/17/17 
Revised 12/18/17 
Revised 4/27 /20 

© Neola 20218 

Last Modified by Steve Lavallee on July 24, 2021 
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The power of this Board extends to those matters expressly or implicitly granted by constitution, statute, local charter or ordinance, 
or other law, including the power to do all things reasonable to promote the cause of education unless 12rohibited bY. Federal or State 
law. 

The Board shall also authorize the development and promulgation of rules and guidelines by the District Administrator for the proper 
operation and management of the District, including the conduct of students while in school or en route on school buses. 

© Neola 20 21&6 

Legal 118.001, Wis. Stats. 

120.13, Wis. Stats. 

Last Modified by Steve Lavallee on July 24, 2021 
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0144.2 BOARE> P4EP4BER ETHICS 
The SEhool BoaFel's pFiffiaP,' FespoAsibility is the eeluEatioAal well'aFe of the DistFiEt's stueleAts. The BoaFel seFves the best iAterest of 
stueleAts aAel the EOffiffiUAity aAel its stueleAts, utili2iAg all available FesourEes towaFel that eAel. The BoaFel fuAEtieAs ffiOst effeEth,1ely 
wheA iAelivielual BeaFel ffieffibeFs aEt FespoAsibly, pFofcssieAally aAel eH1iEally. Te pFeffiete suEh EOAeluEt, the BeaFel has aelepteel the 
follewiAg staAelarels for Bearel ffieffibeFs. 
BoaFel ffieffibeFs sheulel ffieet the high professieAal FespeAsibilities of ffieffibership iA the follewiAg ways: 

A. Coffiply with FeeleFal, State aAel loEal laws aAel FegulatieAs. 

B. CoffiffiUAiEate ,,..,itl=l FeeleFal aAel State legislatoFs about the assistaAEe neeeleel to prnviele a quality, fFee publiE eeluEatieA foF all 
stueleAts. 

C. Beeome fully iAfoFmeel about tl=le AatuFe, value, anel eliFeEtioA of EUFFeAt eeluEatioA issues by inelivielual stuely aAel thrnugh 
partiEipatioA iA prnfcssioAal ele•,1elopment epper=tunities SUER as these spoAsoreel by State aAel NatieAal SEl=leel BoaFel 
AssoeiatioAs. 

D. AEl~Aewleelge tl=lat the BoaFel FepFeSeAts the eAtiFe SEAOOI EemmuAity, aAel Fcfuse to SUFFeAeleF iAelepeneleAt juelgmeAt to 
speEial iAteFests OF paFtisaA politiEal groups. 

E. Support the effiploymeAt of tl=le best qualifieel sEhoel staff who will serve iA the best iAterests of the stuelents. 

F. Support all DistriEt employees iA the proper peFfermaAEe of their eluties by eAsuriAg all staff members have aEEess to quality 
professieAal elevelepmeAt eppoFtuAities aAel reEeive regular, impaFtial job peFfermaAEe e•,1aluatieAs. 

G. R:eEogAi2e that the Boa rel is respoAsible for overall maAagement anel EOAtrol of DistriEt affairs aAel propeFty, iAElueliAg the 
elevelopmeAt of peliEies by whiEh the sEheels are to be aelmiAistereel, but tl=lat the elay to elay aelministratieA of the 
eeluEatioAal program aAel sEhool busiAess shall be the respoAsibility of the DistriEt AelFAiAistrater a A el other elesigAateel staff 
meffibers. 

H. Werle EOAtinually witl=l aelFAiAistratioA to ieleAtify tl=le neeels, goals, aAel priorities of the DistriEt. 

Boarel members shoulel respeEt relatioAships with other Bearel members iA the follewiAg ways: 

A. R:eEogAi2e that authority rests eAly with the Bearel iA properly Ealleel effiEial ffieetiAgs, aAel tl=lat tl=le iAelivielual member has AO 
legal authority eutsiele Boarel meetiAgs uAless perfermiAg effiEer eluties uAeler State law or elireEteel by the Bearel to aEt en its 
~ 

B. Attenel all regularly sEheeluleel Bearel aAel EOmFAittee meetings, aAel be prepareel to EOAtribute to the elisEussioA of agenela 
iteffiS aAel make iAfOFFAeel eleEiSiOAS. 

C. EAEourage the free aAel EouFteous e>EEhaAge of ieleas aAel opiAieAs by all Boarel members. 
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D. Base all ElecisieAs eA available foets aAEI iAe!e13eAEleAt juel§ffieAt af'l:er full EliseussieAs ef issues at 13ueliel1
; hele! Beare! 

ffieetiA§S. 

E. R:espeet the e13iAieAs sf ethers, aAEI aeie!e ey rule sf the ffiajerity wheA ElecisieAs are ffiae!e e·,c the Beare!. 

Beare! ffieffieers sheule! rneet res13eAsieilities te the ESffiffiUAity iA the fellewiA§ ways: 

A. MaiAtaiA e13eA €9ffiffiUAicatieA liAes with all eleffieAts sf the C9ffiffiUAity aAEI iAferffi CSFAFAUAity FAeFAeers aeeut the 
ee!ueatieAal Aeee!s sf the District, the actieAs sf the Beare! a A el the acceffi13lishFAeAts sf the District's ee!ucatieAal 13re§Faffi 

B. CeFAFAUAicate ts ether Beare! FAeFAeers aAEI the District AEIFAiAistrateF e><13ressieAs sf 13uelic reactieA te Beare! 13elieies aAEI 
scheel 13re§raFAs. 

C. R:ekr all 13uelic eeAcems aAEI cern13laiAts threu§h the 13re13er chaAAels iA accerElaAce with Beare pelicy, aAEI act SA such 

FAatters at 13uelie rneetiA§S eAly wheA Ast resel'o1eEI threu§h aElffiiAistrative actieAs. 

Beare ffierneers sheulEI aehere ts the hi§h ethical staAElarEls aAEI 13erseAal eeAEluct mc13ectatieAs: 

A. Meeel iAte§rity iA all FAatters, especially iA the 13eFferFAaAce sf Eluties aAEI res13eAsieilities as a Beare FAeFAeer, ey FAaiAtaiAiA§ 
a hi§h level ef heAesty, creeieility aAEI e13eAAess. 

B. Mak:e As 13erseAal 13reffiises Aer talce 13ri"o1ate actieA which FAay ceffi13rernise the Beare er aeffiiAistratieA. 

C. AveiEI eeiA§ 13laeeEI iA a 13esitieA ef ceAflict ef iAterest, refraiA freffi usiA§ the Beare 13esitieA fer 13erseAal, faffiily, 13aFtisaA er 

asseciate §aiA, aAEI aehere ts all ether etRieal staAElare!s requires B'r law. 

D. Shall Ast Eliscuss 13erseAAel FAatters er aAy eeAfiEleAtial iAferrnatieA at heFAe, at weFI<, iA 13uelic, er with scheel 13erseAAel whe 
are Ast autheri2eEI ts have access ts sueA iAferFAatieA. 

© Neala 2:913 

Last Modified by Steve Laval lee on July 24, 2021 
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0144.3 - CONFLICT OF INTEREST 

Board members shall perform their official duties in an ethical manner and free from conflict of interest pursuant to 19.59, Wis. 
Stats. To this end: 

A. no Board member shall use his/her position as a Board member to obtain financial gain or anv.thing of substantial value for 
himself/herself, immediate family as defined in 19.42(7), Wis. Stats., or any organization with which s/he is associated; 

B. 
no Board member shall accei;it anv. offer of anything of value from a person either directly or indirectly, nor shall sol icit or 
accei;it anv.th ing of value, if it could be reasonably~i;iected to influence the Board member's actions;_ 

C. no Board member shall engage in or have a financial interest, directly or indirectly, in any activity that conflicts or raises a 
reasonable question of conflict with his/her duties and responsibilities in the school system and as a public officer; 

D. when a member of the Board determines that the possibility of such a personal or financial interest conflict exists, s/he 
should, prior to the matter being considered, disclose his/her interest (such disclosure shall become a matter of record in the 
minutes of the Board), and thereafter shall abstain from participation in both the discussion of the matter and the vote 
thereon. In the event that the potential conflict involves a program or activity in whole or in part financed through Federal 
grant funds, the potential conflict of interest must be disclosed to the Federal granting agency consistent with the 
requirements of the particular granting agency_;_-:-

E. Board members shall also i;ierform their duties in a manner that does not violate criminal conflict of interest laws i;iursuant to 
946.13, Wis. Stats. bY. having_§_J;irivate r2ecunia[Y. interest in a contract with the District in an amount that exceeds $1.2.,000 
annuallv. or by_r2articii;iating in making...QLRerforming some function as a Board member with respect to a contract in which 
the Board member has a r2rivate r2ecuniary interest, unless statutory exceptions apojy.,_ 

BoaFel ffieffieeFs shall also 13eFfOFffi theiF duties iA a ffiaAAeF that eloes Aot violate EFiffiiAal eoAfliet of iAteFest laws 13ursuaAt to 
946.13, Wis. Stats., ey ha 1v'iA§ a J3Fivate iAterest iA a eoAtraet with the DistFiet iA aA affiOUAt Hrnt e>weeels $15,000 aAAually. 

Revised 7/18/16 
Revised 4/27/20 
T.C. 3/15/21 

© Neola 202,!9 

Legal 19.42(7), 19.59, 946.13, Wis. Stats 
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0144.5 - BOARD MEMBER BEHAVIOR AND CODE OF CONDUCT 

The Board functions most effectively when individual Board members act ethically, professionally, and responsibly. School Board 
members serve as a member of the School District's governing body and do not have individual authority to represent a policy or 
enforce positions that are not supported by a majority of the Board as evidenced by official action of the Board (See Bylaw 0143 -
Authority of Individual Board Members). 

Board members accept responsibility for the well-being and positive leadership of the School District, for protecting the interests of 
the School District as a legal entity, and for facilitating governance for the purpose of delivering the highest quality educational and 
related services to all of the District's students. Conduct by Board members that compromises the legal position of the District 
should be avoided. 

Any authority delegated to the Board President in this policy is automatically vested in the Board Vice President in the event that 
either the Board President is unavailable or the Board President is the Board member accused of violating this policy. 

General Expectations of All Board Members 

A. Be familiar with and follow applicable local, State, and Federal laws and regulations. 

B. Be familiar with and comply with Board policies, including policies governing Board member conduct and ethics (see B'J'law 
0111 .2) and Board member ethics and conflicts of interest (see Bylaw 0144.3). 

C. Conduct themselves with integrity, honesty, and in a manner that reflects positively on the Board and on the District. 

D. Be accountable for guiding and supporting the policy decision -making process that impacts students, staff, and the 
community. The operation of the District is the responsibility of the administration. 

E. Establish and maintain a high level of honesty, credibility, and truthfulness in all matters dealt with by the Board. 

F. Treat others with respect and dignity at all times, and maintain decorum, and always communicate in a way that does not 
violate or illustrate disregard for Board policy concerning harassment or discrimination. This decency expectation applies in all 
communications, including while discussing sensitive, controversial, or matters involving disagreement. 

G. At all times conduct themselves in the best interest of the School District, including avoiding implicating the District in 
unlawful activity or supporting or encouraging efforts to harm the reputation, legal standing, or to bring other material harm 
to the interests of the District or the Board . 

H. Recognize that thev. should endeavor to make policY. decisions only after full discussion at publicly held Board 
meeting~ 

I. Render all decisions based on the available facts and indeP-endent judgment. 
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J. Encourage the free exP-ression of OP-inion by all Board members, and seek systematic communications 
between the Board and students, staff, and all elements of the community. 

K. Work with the other Board members to establish effective Board policies and to delegate authority for 
the administration of the District to the District Administrator. 

L. Communicate to other Board members and the District Administrator exP-ressions of P-Ublic reaction to 
Board P-Olicies and school P-rograms. 

M. Inform themselves about current educational issues by individual study and through_P-articiP-ation in 
P-rograms P-roviding needed information, such as those SP-Onsored by the Wisconsin Association of 
School Boards and the National School Boards Association. 

N. SUP-P-Ort the em11loyment of those P-ersons best gualified to serve as school staff, and insist on a regular 
and im11artial evaluation of all staff. 

0. Refrain from using their Board P-OSitions for 11ersonal P-artisan gain. 

P. Take no P-rivate action that will comP-romise the Board or administration, and resP-ect the 
confidentiality of information that is 11rivileged under aP-P-licable law. 

Q. Remember always that their first and greatest concern must be for the educational welfare of the 
students attending the P-Ublic schools. 

R. No Board member shall act or fail to act in his/her position as a Board member in violation of 946.12, Wis. 
Stats.,_i:ggarding misconduct in i:iublic office. 

Board Member Communication 

Board members are expected to refrain from engag ing in communication on behalf of the Board or on behalf of the District unless 
authorized to do so by majority vote of the Board (See Bylaw 0143.1). 

Any Board member who chooses to engage in individual communication on matters related to Board and/or District business is 
expected to clearly identify whether the Board member is communicating in the following capacity: 

A. On behalf of the Board: normally, this is the function of the Board President or in the President's absence, the Vice President. 
The Board may by majority vote delegate this responsibility to another Board member in a specific circumstance. In every 
case, the Board Member communicating the Board's position shall do so as determined by the Board and avoiding individual 
interpretation or editorializing. 

B. As an individual Board member, but not on behalf of the Board: a Board member who speaks, including on line, in social 
media forums, or in any other public forum, on matters related to Board and/or District business, but not as an officially 
designated spokesperson of the Board. 

Board members who fail to adhere to this expectation, or who publicly communicate false or intentionally misleading information 
pertaining to Board action or District policy, will be asked to correct such communication in a way that is likely to reach the same 
audience as the false or misleading information. The Board President is authorized to communicate such requests to the pertinent 
Board member. 

The Board President is authorized to issue public statements on behalf of the Board in the event a Board member expresses false or 
misleading information, or makes statements without properly identifying whether he or she is speaking as an individual Board 
member. The President's communication should be limited to correcting the false or misleading statement, clarifying that the Board 
member was not speaking on behalf of the Board, and providing information relative to Board action if any on the subject matter. 

Board Member Interaction with Staff 

The general expectations of Board member decorum and civility apply to interactions with employees; however, because the Board is 
the employer of all District staff, this responsibility is appropriate for special reference. Each Board member is an individual with 
authority to bring matters to the Board and to influence matters related to staff. Therefore, it is imperative that Board members 
treat all employees with respect and as professionals. Board members are also required to comply with Board Policies governing 
employee anti-harassment, non-discrimination, and threatening behavior. · 
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No Board member has inherent authority to require any staff member to respond to the Board member regarding a specific request 
for information, or to direct any staff member to perform or not perform any task, except as provided by Board policy or as directed 
by majority vote of the Board. 

Board members access to and request for School District records and information is governed by Board Bylaw 0143.2. 

Board Member Records and Confidentiality 

Board members are expected to maintain their own public records created on resources not controlled by and thus not maintained 
by the School District. Each Board member is an elected official responsible for preserving all public records he/she creates, and to 
comply with requests to inspect such records. The District has no obligation nor responsibility to assist any Board member in 
fulfilling this responsibility with respect to records that are not maintained by the District. 

Board members are encouraged to review Board policy defining and explaining public records, their maintenance, and public access 
(See Board Policy 8310). 

Board members are expected to maintain and protect the privacy of District records, including student records, and communications 
received in closed session meetings of the Board. 

Enforcement 

Complaints alleging violations of the Board Member Code of Conduct may be brought by any person and can be submitted to the 
Board President or, if the Board President is the member accused of violating this policy, to the Vice President. 

The President or Vice President shall review the complaint and determine whether he/she can investigate the matter or contact the 
School District's legal counsel for support. Upon completion of the investigation, if the conclusion reached is that the Board member 
violated the policy, the investigator shall brief the Board and may recommend action to be taken. 

Board members are elected officials and therefore cannot be disciplined, prevented from participating in Board meetings, or removed 
from office by the Board. The Board may consider the following: 

A. Formal censure by resolution passed by a majority of the Board in an open session meeting of the Board. 

B. Removal from Board committee assignments for the remainder of the year and until the following organizational meeting of 
the Board, at which time the President is authorized to continue to withhold committee assignment. Approval of this sanction 
is an adopted exception to Bylaw 0155. 

C. Restriction on Board member rights granted by policy, including requesting items for a Board meeting agenda. 

D. Referral to proceed with efforts to remove the Board member from office for cause, which means inefficiency, neglect of duty, 
official misconduct, or malfeasance in office. 

E. Referral to law enforcement if any alleged misconduct constitutes potentially unlawful conduct. 

F. Other efforts to pursue compliance with and adherence to the policy as determined by the Board and not prohibited by law. 

© Neola 202! & 

Legal 946.12, Wis. Stats. 

17.13, Wis. Stats. 

Last Modified by Steve Lavallee on July 24, 2021 

https://go .boarddocs.com/wi/sdman/Board .nsf/Private?open&login# 3/3 



9/16/21, 1 :20 PM 

Book 

Section 

Title 

Code 

Status 

Adopted 

Last Revised 

BoardDocs® PL 

• MANAWA 
Policy Manual 

For Board Review - Vol. 30, No. 2 + Special Update 

BOARD MEMBER ANTI-HARASSMENT 

po0145 

April 25, 2016 

March 15, 2021 

0145 - BOARD MEMBER ANTI SEXUAL AND OTHER FORMS OF HARASSMENT 

The Board is committed to an environment that is free of harassment. The Board will not tolerate any form of harassment and will 
take all necessary and appropriate action to eliminate it. 

The Board will vigorously enforce its prohibition against harassment based on race, color, national origin, age, sex (including gender 
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 characteristic protected by law in its employment practices (hereinafter referred to as "Protected Classes"), 
and encourages those within the School District commun ity as well as Third Parties, 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. I larassFAent FAay eeeuF empleyee te eFApleyee, 
eFApley•ee te student, male te feFAale, feFAale te FAale, FAale te FAale, er feFAale te feFAale. 

The harassment of a District staff member, student, or another Board member bY. a member of the Board is strictlY.. 
forbidden. Anv. member who is found to have harassed a member of the staff, a student, or another Board member, will 
be subject to discii:2line bY. the Board and may be rei:2orted to law enforcement authorities. (See Policy 0144.5 - Board 
Member Behavior and Code of Conduct} 

The Board believes that sexual or other forms of offensive speech and conduct are wholly inappropriate to the harmonious 
relationships necessary to the operation of the District and intolerable in an environment in which students and staff members of this 
District function . 

Sexual harassment includes all unwelcome sexual advances, requests for sexual favors, and verbal or physical contacts of a sexual 
nature whenever submission to such conduct is made a condition of employment or a basis for an employment decision, or when 
such conduct has the purpose or effect of unreasonably interfering with work performance or creating an intimidating, hostile, or 
offensive working environment. (See also Policy 1422 - Nondiscrimination and Equal Employment Opportunity, Policy 2266 -
Nondiscrimination on the Basis of Sex in Education Programs or Activities, Policy 3122 - Nondiscrimination and Equal Employment 
Opportunity, and Policy 4122 - Nondiscrimination and Equal Employment Opportunity) 

Other forms of harassment include verbal or non-verbal expression related to race, gender, age, religion, disability, pregnancy, or 
sexual orientation. 

Substantial interference with a person/employee's work performance or creation of an intimidating, hostile, or offensive work 
environment is established when the conduct based on sex or one of the other Protected Classes referenced above, is such that a 
reasonable person under the same circumstances as the person/employee would consider the conduct sufficiently severe or 
pervasive so as to interfere substantially with the person's work performance or create· an intimidating, hostile, or offensive work 
environment. (See also Policy 3362.01/Policy 4362.01 - Threatening Behavior Toward Staff Members) 
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the BoaFe afle PAay 13e Fe13ortee to law eRfoFeePAeflt autheFities. 
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July 19, 2021 

0167.3 - PUBLIC COMMENT AT BOARD MEETINGS 

The Board recognizes the value of public comment on educational issues and the importance of allowing members of the public to 
express themselves on District matters. 

Agenda Item 

Any person or group who would like to have an item put on the agenda shall submit their request to the District Administrator no 
later than ten (10) days prior to the meeting and include: 

A. name and address of the participant; 

B. group affiliation, if and when appropriate; 

C. topic to be addressed . 

Such requests shall be subject to the recommendation of the District Administrator and the approval of Board President. 

Public Comment Section of the Meeting 

To permit fair and orderly public expression, the Board may provide a period for public comment at any regular or special meeting of 
the Board and publish rules to govern such comment in Board meetings. 

The presid ing officer of each Board meeting at which public comment is permitted shall administer the rules of the Board for its 
conduct. 

The presiding officer shall be guided by the following rules: 

A. Public comment shall be permitted as indicated on the order of business, at the discretion of the presiding officer, and for 
individuals who live or work within the District and parents/guardians of students enrolled in the District. 

B. Attendees must register their intention to participate in the public portion of the meeting upon their arrival at the meeting . 

C. Participants must be recognized by the presiding officer and will be requested to preface their comments by an 
announcement of their name; address; and group affiliation, if and when appropriate. 

D. Each statement made by a participant shall be limited to three (3) minutes duration. 
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E. No participant may speak more than once on the same topic unless all others who wish to speak on that topic have been 
heard. 

F. Participants shall direct all comments to the Board and not to staff or other participants. 

G. Participants shall address only topics within the legitimate jurisdiction of the Board. 

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

I. The presiding officer may: 

1. interrupt, warn, or terminate a participant's statement when the statement is too lengthy, personally directed, 
abusive, obscene, or irrelevant; 

2. request any individual to leave the meeting when that person does not observe reasonable decorum; 

3. request the assistance of law enforcement officers in the removal of a disorderly person when that person's conduct 
interferes with the orderly progress of the meeting; 

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

5. waive these rules with the approval of the Board when necessary for the protection of privacy or the administration of 
the Board's business. 

J. The portion of the meeting during which the comment of the public is invited shall be limited to fifteen (15) minutes unless 
extended by a vote of the Board . 

K. The Board mav. authorize the administration to arrange for the FeeeFdin§ , filming_,_rihotograrihing, broadcasting_, or live 
streaming of orien sessions of Board meeting~ 

L. Signagg, banners, or other material which impedes any P.erson's view of the proceedings, including a Board member's view,. 
shall be relocated so as not to obstruct views. 

Recording, filming, or photographing the Board's open meetings by Third Parties is permitted_riursuant to 19.90, Wis. Stat. 
Recording, filming, or photographing the Board's closed session is only permitted pursuant to Bylaw 0167.2 - Closed Session. The 
person operating the equipment should contact the District Administrator prior to the Board meeting to review possible placement of 
the equipment, and must agree to abide by the following conditions: 

1. No obstructions are created between the Board and the audience . 

2. No interviews are conducted in the meeting room while the Board is in session. 

3. No commentary, adjustment of equipment, or positioning of operators is made that would distract either the Board or 
members of the audience or otherwise disrupt the meeting while the Board is in session. 

Revised 11/16/2020 

© Neola 2021 

Legal 19.90, Wis. Stats. 

Last Modified by Steve Lavallee on September 16, 2021 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 2/2 



9/16/21 , 1 :20 PM 

Book 

Section 

Title 

Code 

Status 

Adopted 

Last Revised 

BoardDocs® PL 

• MANAWA 
Policy Manual 

For Board Review - Vol. 30, No. 2 + Special Update 

Copy of SCHOOL PERFORMANCE REPORT 

po0l 74. 2 - DELETE - Included in Policy 2700.01 

April 25, 2016 

April 27, 2020 

0171 .2 SCHOOL PERFORMANCE REPORT 
n,e BeaF0 will alse puBlish al9 a1919ual scheel a190 Scheel DistFict peffflFFAal9ce FepeFI: i19clu0i19§ all il9feFFAatiel9 pFescFiBe6 BY statute. 
By Ja19uaf)' 151: ef each yeaF, the BeaF0 shall 19etif>,1 the paFel9ts ef each stu0e19t el9Felle0 il9 the DistFict ef the Fi§ht te FeEjuest a scheel 
a190 Scheel DistFict peFfeFFAal9ce FepeFI:. PaFel9ts shall Be 19etifie0 that the peFfeFFAal9ce FepeFt will BC pFe1ri0e0 te the paFel9t 
electFel9ically u19less the paFel9t FeEjuests a wFittel9 cepy ef the FepeFt. By May 1st, the BeaF0 shall 0istFiBute cepies ef the FepeFI: te 
these whe have Fequeste0 the FepeFI: i19clu0i19§ stu0eRts el9Felle0 il9 chaFl:eF scheels lecate0 il9 the DistFict, that have FeEjueste0 the 

~ 
The Scheel a190 Scheel District PerferFAaRce R:epert will Be peste0 e19 the District's weBsite . 
@ Neala 2020 

Lega l 115.38, Wis. Stats . 
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ETHICS AND CONFLICT OF INTEREST 

po1130 

October 17, 2016 

November 16, 2020 

1130 - ETHICS AND CONFLICT OF INTEREST 

The proper performance of school business is dependent upon the maintenance of unusually high standards of honesty, integrity, 
impartiality, and professional conduct by Board members, and the District's administrative employees, officers, and agents, and is 
essential to the Board's commitment to earn and keep the public's confidence in the School District. 

For these reasons, the Board adopts the following guidelines to that are designed to avoid the occurrence or appearance of any 
conflicts of interest. These guidelines apply to all administrative employees, officers, and agents, including members of the Board. 
These guidelines are not intended to be all inclusive, nor to substitute for good judgment on the part of all administrative employees, 
officers, and agents. Adm inistrative employees are expected to perform their duties in an ethical manner and free from an actual 
conflict of interest or from situations that create the appearance of a conflict of interest, in a manner consistent with 19.59, Wis . 
Stats. The Board's interest in enforcing this policy is to assure that the decisions and actions of public employees retain the public's 
trust. Therefore, even a conflict relationship that can be viewed as beneficial to the District or that was intended to be beneficial to 
the District, may still be a violation of this policy. 

A. No administrative employee, officer, or agent shall engage in or have a Rersonal or financial or other interest, directly or 
indirectly, in any activity that conflicts or raises a reasonable question of conflict with his/her duties and responsibilities in the 
school system. ~Recifically, administrative emRlov.ees must perform their duties in a manner that does not violate criminal 
conflict of interest laws pursuant to 946.13, Wis. Stats. by having a_P.rivate pecuniary interest in an amount that exceeds¾ts 
iAclucles Aet eAly ti=lese iAteFests ti=lat •rielate state EFiFAiAal law, whiei=l typieally FequiFes at least $15,000 iA fiAaAeial iAteFcst, 
but also lesser valued conflicts that nonetheless create the appearance of using one's public position to secure a private 
Recunia[Y. interest and/or benefit. 

B. Administrative employees, officers, and agents shall not engage in business, private practice of their profession, the 
rendering of services, or anv.thing of substantial value or the sale of goods of any type where advantage is taken of any 
professional relationship they may have with any employee, student, client, or parents of such students or clients in the 
course of their employment or professional relationship with the School District. 

Included, by way of illustration rather than limitation are the following: 

1. the provision of any private lessons or services for a fee, unless the provision of services is arranged outside of school 
and is separate from, and in addition to, regular support provided to students as part of the administrator's regular 
duties. 

2. soliciting on school premises or under circumstances which are coercive for the private sale of goods or services to 
students or other employees 

3. the use, sale, or improper divulging of any privileged information through his/her access to School District records, 
about a student or client, gained in the course of the administrative employee's, officer's or agent's employment or 
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professional relationship with the School District 

4. the referral of any student or client for lessons or services to any private business or professional practitioner if there 
is any expectation of reciprocal referrals, sharing of fees, or other remuneration for such referrals 

5. the requirement of employees, students or clients to purchase any private goods or services provided by an 
administrative employee, officer or agent or any business or professional practitioner with whom any employee, officer 
or agent has a financial or other relationship, as a condition of receiving any grades, credits, promotions, approvals, or 
recommendations 

C. Should exceptions to this policy be necessary in order to provide mandatory services to students or clients of the School 
District, all such exceptions will be made known to the administrative employee's supervisor and will be disclosed to the 
District Administrator before entering into any private relationship. 

D. Administrative employees, officers, and agents shall not make use of materials, equipment, or facilities of the School District 
for their own personal financial gain or business interest. Examples would be the use of facilities before, during, or after 
regular business hours for service to private practice clients, or the checking out of items from an instructional materials 
center for private practice. 

E. Administrative employees, officers, and agents cannot participate in the selection, award, or administration of a contract 
supported by a Federal grant/award ifs/he has a real or apparent conflict of interest. Such a conflict of interest would arise 
when the employee, officer or agent, any member of his/her immediate family, his/her partner, or an organization which 
employs or is about to employ any of the parties described in this section, has a financial or other interest in, or a tangible 
personal benefit from, a firm considered for a contract. 

Administrative employees, officers, and agents may not solicit or accept gratuities, favors, or anything of monetary value 
from contractors or parties to subcontracts. 

However, pursuant to Federal rules, the School District has set standards for when an administrative employee, officer or 
agent may accept a gift of an unsolicited item of nominal value . For purposes of this section, "nominal value" means that the 
gift has a monetary value of $50.00 or less. 

F. Administrative employees, officers, and agents must disclose any potential conflict of interest which may lead to a violation of 
this policy to the School District. Upon discovery of any potential conflict of interest, the School District will disclose, in 
writing, the potential conflict of interest to the appropriate Federal awarding agency or, if applicable, the pass-through entity. 

The District will also disclose, in a timely manner, all violations of Federal criminal law involving fraud, bribery or gratuity that 
affect a Federal award to the appropriate Federal awarding agency or, if applicable, the pass-through entity. 

G. Administrative employees, officers and agents found to be in violation of this conflict of interest policy will be subject to 
disciplinary action . 

No administrative employee may accept or engage in any employment, consulting, advising, or other professional activity with any 
organization other than the District, whether the administrator will receive compensation for such outside activity or not, without 
first providing notice to the District Administrator, or in the case of the District Administrator, such notice must be provided to the 
Board. 

In the event that, within the course of administering a Federally funded grant program or service to the District, an administrative 
employee identifies a conflict of interest, a potential conflict of interest, or that the appearance of a conflict of interest may arise in 
the course of administering the Federal grant funds, the administrative employee must immediately notify either the Federal agency 
administering the grant in a manner consistent with that particular agencies rules on conflict of interests, or the District employee 
directly responsible for grant compliance. Such notice shall be provided at the earliest possible time. 

It is a violation of this policy to take action or to refrain from taking action, or for an administrative employee to otherwise use 
his/her public position to obtain a financial gain or anything of substantial value for himself/herself or his/her immediate family, as 
defined in 19.42(7), Wis. Stats. 

Revised 7/22/19 
Revised 4/27/2020 
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October 1, 2015 

April 23, 2018 

1210 - BOARD - DISTRICT ADMINISTRATOR RELATIONSHIP 

The Board believes that, in general, it is the primary duty of the Board to establish policies and that of the District Administrator to 
administer such pol icies. Policy should not be originated or changed without the input or recommendation of the District 
Administrator. The District Administrator should be given the latitude to determine the best method of implementing the policies of 
the Board. 

The District Administrator, as the chief administrative officer of the District, is the primary professional advisor to the Board . S/He is 
responsible for the development, supervision, and operation of the school program and facilities, including the development of 
administrative guidelines consistent with Policy 1230.01 - Development of Administrative Guidelines. The Board shall retain oversight 
of any administrative guidelines established by the District Administrator to implement Board policy. 

The District Administrator and those administrators directed by the District Administrator shall attend all Board meetings, when 
feasible. Administrative participation shall be by professional counsel, guidance, and recommendation - as distinct from deliberation, 
debate, and voting of Board members. 

In the interests of Rromoting and maintaining a healthy and Rroductive work environment, the District Administrator shall report to 
the Board President any information regarding Board member conduct in violation of Policy 3362.01 - Threatening Behavior Toward 
Staff Members, PolicY. 4362.01 - Threatening Behavior Toward Staff Members,...QL.fu,:law 0144.5 - Board Member Behavior and Code 
of Conduct. If such a reRort involves the Board President, the Board Vice-President shall be notified. 

The Board is responsible for determining the success of the District Administrator in meeting the goals established by the Board 
through annual evaluations of the District Administrator's performance. The Board, in formulating its position with regard to the 
performance of the District Administrator, shall rely, whenever possible, on the objective outcomes of its evaluations rather than on 
subjective opinions. 

Revised 6/19/17 

© Neola 2021~ 
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NONDISCRIMINATION AND ANTI-HARASSMENT - NONDISCRIMINATION BASED ON GENETIC 
INFORMATION OF THE EMPLOYEE 

po1422.02 

October 17, 2016 

1422.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE 

The Board ef EducatieR 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 gJll;1Iicants or employees in any way that would deprive or tend to 
deprive them of employment opportunities or otherwise adversely affect the status of the 12erson as an employee as aR emple·ree, 
based on genetic information. Harassment of a person because of his/her genetic information ts-also i2...prohibited. Likewise, 
retaliation against g_Rerson for identifY.ing,_QQjecting...t,Q, or filing a com12laint concerning a violation of this 12olicv.an applicant er 
emple·ree fer eR9a9iR§ in pretected activity is prohibited. 

The identitY. of the Com121iance Officer (see PolicY. 1422 - Nondiscrimination and Equal Em12loY.ment Op_P.ortunity) shall be posted 
throughout the District and 12ublished in anY. District statement regarding~rohibition of discrimination on the basis of genetic 
information in all as12ects of em12loY.ment,Jn...illl.Y. staff handbooks, and in general information publications of the District as required 
QY. 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 0 , and 29 C.F.R. Part 
1635 CGINA: ), the Board shall not request, require or purchase genetic information of employees, their family members or 
applicants for employment. Further, in compliance with GIN/\this Act, gJ2Rlicants 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 12rovided aceiuired us part of the certification process for FMLA leave, QLWhen 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 em12lov.ment process. Em12loY.ees and a~rnlicants for emploY.ment shall not be 
12enalized for woviding_genetic information in good faith in res12onse to a request from a District empj.Qyee or agEillt, unless that 
§.12Rlicant or emploY.ee refuses to delete the information at the request of the empj.Qyee or agent of the District. 

The Board~ recognizes that genetic information may be acquired through commercially and publicly available media 
includingdecuments lil<e newspapers, books, magazines, periodicals, television shows or the Internet. The Board District prohibits, 
hewever, District+ts employees and agents including commercial background investigation agents from searching these 5t:1€l9-sources 
with the intent of finding or obtaining genetic information ,. or accessing sources from which they are likely to acquire genetic 
information. jf_genetic information about an em12loY.ee or ap_Rlicant is obtained in error, it shall be redacted immediately and not 
shared beY.ond the point of first receiRt_ 

As used in this 12olicY.,_"Gg_enetic information, " as defiRed b;· 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 for7 or receipt of7 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. 
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As used in this i;iolicv.,_:genetic test" means an analysis of human DNA, RNA, chromosomes, qroteins, or metabolites that detect 
genotv.i;ies, mutations, or chromosomal changes. The term includes any test of a person's DNA/RNA. 

If the District's emi;ilov.ees or agentsDistFict eitheF legally and/or inadvertently receives genetic information about an employee or 
applicant feF em13lsymeRt frsm the em13lsyee, a1313licaRt feF em13ls•rmeRt, SF a medical 13rnvideF it shall be treated as a confidential 
medical record in accordance with law. 

The District'sDistFict AdmiRistFatsF shall a1313siRt a Ceompliance Qefficer .(see PolicY. 1422 - Nondiscrimination and Equal Emi;iloY.ment 
QP..i;iortunit:v.)___i;iwhs shall 19e responsible for overseeing the Boardetsffi€t's compliance with this i;iolicY. and GINA and i;iroi;iosing_ 
revisions and additions to this i;iolicY. as necessa[Y. to ensure the Board's compliance with GINAFedeFal FegulatisRs aRd 13Fsm13tly 
dealiR§ with aRy iREjUiries sr csm13laiRts. This i;ierson shall be resi;ionsible for working with the Board's legal counsel to fully 
imi;ilement the requirements of GINA in all activities of the School District. The Comi;iliance Officer5f++e ska+l-also shall verify that 
proper notice of nondiscrimination for Title II of GINAthe GeRetic IRfeFmatisR ~foRdiscFimiRatisR Act sf 2008 is provided to staff 
members, and that all DistFict requests for health-re lated information ( e.g., to support an employee's request for reasonable 
accommodation under the ADA or a request for sick leave) arets 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 QLf : GINA: 1 prohibits employers and other entities covered by the 
lawG¼NA-=tttle-H, including the Board sf EducatisR, from requesting or requiring genetic information of an emi;ilov.ee or 
.9.P..RlicantiRdividual or family member of an emi;iloY.ee or ai;ii;ilicantthe iRdi•,cidual, except as specifically allowed by law. To 
comply with GINAtl=tts-taw, 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 comi;il iance with the requirements of GINA mav. be directed to 
the Comi;iliance Officer at 920-596-5840. 

The Boardetsffi€t offers health services, including a wellness program . Participation in the services/program is voluntary. Genetic 
information (such as family medical history) may be obtained as part of an individual's participation in the service/program. If that 
occurs, individual genetic information may be provided to the individual receiving the services and to his/her health services 
providers, but only genetic information in aggregate form will be provided to the DistrictSeitfe and no aP..i;ilicant or emi;ilov.ee shall be 
identified or identifiable from the rei;iorted information . 

The grievance i;irocedure for com12laints of discrimination in Policy 1422 api;ilies to complaints of discrimination, including 
harassment, or retaliation prohib ited by GINA and may be utilized if an emi;ilov.ee alleges discrimination or harassment on the basis 
Qf_genetic information or retaliation for identifying,_QQjectingJQ, or filing a complaint concerning a violation of GINA or this policy._ 

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

© Neola 2021¼¼ 

Legal 42 U.S.C. 2000ff et seq. 

Title II, The Genetic Information Nondiscrimination Act of 2008 

29 C.F.R. Part 1635 

Last Modified by Steve Laval lee on September 16, 2021 
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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 tl'le Pretecteel Classes ef race, color, 
national origin, age, sex (including ffaflSgender 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 politi ca l matters, or any other ~g_gjj_y_P.rotected categocv. in its P.rograms and activities, including 
emP.IOY.ment OP.P.Ortunitiescl'laracteristic protecteel 13y law iA its effipleyffieAt practices . 

Notice of the Board's P.OliCY. on nondiscrimination and the identitY. of the School District's ComP.liance Officer(~_)_(see below) will be 
P.Ublished on the District's website,_P.osted throughout the District, and included in the District's recruitment statements or general 
information P.Ublications. 

Definitions 

Words used in this P.OliCY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
P.lain and ordinary meaning~ 

ComP.lainant is the individual who alleges, or is alleged, to have been subjected to discrimination/retaliation. _rggardless of whether 
the P.erson files a formal comP.laint or is P.Ursuing an informal resolution to the alleged discrimination/retaliation. 

Day_(~): Unless exwesslY. stated otherwise, the term "dav." or "days" as used in this policy means business day.(0Ji..:,g_,_,..B....f@Y.(0 that 
the District office is open for normal operating hours, Monday - Friday, excluding State-recognized holidays).,_ 

Milita!:Y. status: refers to a P.erson's status in the uniformed services, which includes the performance of dutv. on a voluntary_Q[ 
involuntacv. basis in a uniformed service, including active dutyJ active duty for training, initial active duty for training, inactive duty_ 
for training, full-time National Guard dutv., and P.erformance of duty or training QY. a member of Wisconsin organized militia. It also 
includes the P.eriod of time for which a P.erson is absent from emplov.ment for the P.UrP.ose of an examination to determine the fitness 
of the P.erson to P.erform anY. dutv. listed above. 

ResP-ondent is the individual who has been alleged to have enga_ged in discrimination/retaliation. regardless of whether the 
ReP.orting PartY. files a formal comP.laint or is seeking an informal resolution to the alleged discrimination/retaliation. 

School District communi!.Y. means students and Board emP.IOY.ees (L.g_,_, administrators, and P.rofessional and SUP.P.Ort 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 pJ:QP.erty (~,., visiting..§.Reakers,_P.articipants 
on 01mosing athletic teams,_P.arents), vendors doing business with. or seeking to do business with, the Board. and other individuals 
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who come in contact with members of the School District communitY. at school-related events/activities (whether on or off District 
i;iroi;iert:Y-)..,_ 

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"). 

Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/Middle School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
dwolfgram@manawaschools.org 

The names, titles, and contact information of these individuals will be published annually in the staff handbooks and 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, Title IX of U'le EelucatioA 
AmeAelmeAt 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._A 
copy of each of the Acts aAel Fe§ulatioAs OA which this Aotice is available upoA FeEJuest from the CO. 

Reports and Complaints of UAla•,..,ful Discrimination and Retaliation 

Employees are regu ired toe><pecteel to pFOmptl1{ report incidents of uAlmvful 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 rei;iortcomplaiAt shall file it with the CO at the emRIOY.ee'shlsfflef' first opportunity, but no 
later than two (2) busiAess days. 

Discrimination against an individual based on their sex (including _gender status, sexual orientation , illlQ_gender identity)~ 
discrimination in violation of Title VII. Si;iecificallY., discrimination on the basis of sex stereotyp.in.9/gender-nonconformity constitutes 
sex discrimination. This is true irresi;iective of the cause of the Rerson's gender non-conforming behavior. EmpJ.Q.v.ment actions based 
yi;ion an individual's sex could be susi;iect and i;iotentially.lm.i;iermissible. 

COs are reguired to investigate allegations of conduct involving the discrimination or harassment of an emp.!,Qyee or ap_P.licant based 
yi;ion 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 promp1jy.,_ 

Employees who believe they have been uAlawfully discriminated/retaliated against are entitled to utilize the complaint process set 
forth below. Initiating a complaint will not adversely affect the Comi;ilainant'scomplaiAiA§ iAelivielual'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 witnesses are available. 

The COs will be available during regular school/work hours to discuss concerns related to uAlawful discrimination/retaliation . COs 
shall accept rei;iortscomplaiAts of uAlawful discrimination/retaliation directly from any member of the School District community or a 
Third Party, or receive reRorts that are initially filed with another Board emo.J..QY.ee (DistFict employees, stueleAts, pareAt(s) , aAel 
member of the Boarel), a FesieleAt of the District, OF a visitor to the District . Upon receipt of a reRort of alleged 
discrimination/retaliationcomplaiAt, thceitheF elirectly or through a school buileliAg aelmiAistFatoF, a CO will contact the Comi;ilainant 
and begin either an informal or formal comi;ilaint i;irocess (deRending on the Complainant's reguest and the nature of the alleged 
discrimination/retaliation).iAvestigatioA, or the District Administrator will designate a Sf'.1ecific individual to conduct the Rrocess 
necessar.v. for an informal or formal investigation. the CO will elesi§Aate a specific iAelivielual to coAeluct such a pFocess. The CO will 
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provide a copy of this policy to the ComQlainant and the ResQondent UQon reguest. any peFsen wi'le files a eeFRplaint. All ffleFRbeFs ef 
ti'le Sei'leel DistFiet eeFRffltJnity ffltJSt FepeFt ineisents ef diseFiFRinatienfFeta liatien ti'lat aFe FepeFtes te ti'leffl te ti'le CO witAin twe (2) 
bt1siness sa·,s ef leaFning ef ti'le ineisent(eenst1et. 

Any Board employee who directly observes t1nlawftJI 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 t1nlawft1I 
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 ComQlainanteFRple•,ee within two (2) business days to 
advise i'liffl/i'leF of the Board's intent to investigate the alleged wrongdoing. 

Investigation and Complaint Procedure 

ExceQt for sex discrimination and/or sexual harassment that is covered bY. PolicY. 2266 - Nondiscrimination on the Basis of Sex in 
Education Programs or Activities._ fill.Y. emR12.Y.ee who alleges to have beenAny efflple•ree wi'le belie·,·es tAat sfi'le Aas been subjected 
to t1nlawft1I discrimination or retaliation may seek resolution of the~ 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) bt1siness 
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 t1nlawft1I 
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 ComQlainant who alleges discrimination/retaliationAn insivist1al wi'le believes sfi'le !alas been st1bjeetes te t1nlawft1I 
siseFifflinatienfFetaliatien (i'leFeinafteF FdeFFes teas ti'le "Cefflplainant") , may file a complaint, either orally or in writing,_;_ 1Lwith a 
Principal,;_1.)_ the CO,;_7 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 a1mointed/designatedasst1FRe tFte Fele ef CO_Q[,Jf..E.Q.RroQriate aQ.QOint/designate another individual to serve 
as CO for the comQlaint regarding a CO. feF st1ei'l eeFRplaints. 

Due to the sensitivity surrounding complaints of t1nlawftJI discrimination and retaliation, timelines are flexible for initiating the 
complaint process; however, individuals are encouraged sFtetJls FRake eveFy effeFt to file a complaint within thirty (30) ealensaF 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 emQIOY.ee's first OQ.Qortunity, but no later thanwt#ttft two (2) bt1siness 
days. 

Throughout the cou rse 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 known it is available : the identity of the ResQ.ondentinsivist1al 
believes te i'lave engages in, eF be engaging in, tAe siseFiFRinateFy(Fetaliatery eenst1et ; a detailed description of the facts upon which 
the complaint is based_(i&.,, when, where, and what occurred) ; 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 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 ResQondent persen wi'le allegesly engages in ti'le FRiseenst1et. In making such a determination, the CO 
should consult the Complainant to assess whether the individual agrees withfti-sfi'leF pesitien te the proposed action. If the 
Complainant is unwilling to consent to the proposed change, the CO may still may_take whatever actions are deemedsfi'le seeFRs 
appropriate in consultation with the District Administrator. 

Within two (£).JlliY.S of receiving the comQlaint, the CO or designee will initiate an investigation bY. at a minimum confirming receip.1 
of the comQlaint with the ComQlainant and informing the ComQlainant of the investigation Qrocess. Witi'lin twe (2) business says ef 
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Feeeiving tJ,e EOFAf'llaint, Hie CO will initiate an investigation to seteFmine whetheF the COFAf'llainant has been subjeetes to unla•Mul 
siseFi m inatio n/Feta liation. 

Simultaneously, the CO will inform the ResRondent that a formal insi•risual alleges to have engages in the siseFiminatoFy OF 
Fetaliatof'( eonsuet (heFeinaA:eF FefeFFes to as the "Responsent"), that a complaint has been received. The Respondent will be 
informed about the nature of the allegations and .!rnon reguest 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. 

Although certain cases mav. reguire additional time, the CO or designee will attemRt to comRlete an investigation into the allegations 
of harassment based on a Rrotected class or retaliation within thirty_(30)..Q£Y.S of receiving the formal comRlaint. though certain eases 
FAay FequiFe assitional tiFAe, the CO will atteFApt to complete an investigation into the allegations of siseFimination/Fetaliation within 
fiA:een (15) business says of Feeeiving the foFmal complaint. The investigation will ineluse: 

The investigation will include : 

A. interviews with the Complainant; 

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 unlawful 
discrimination/retaliation as provided in Board policy and State and Federal law as to whether the ResRondent has eng2ged in 
harassment/retaliation of the ComplainantEoFAplainant has been sul3jeetes to unlawful siseFiFAination/Fetaliation . 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 ma:v. consult with the Board's attorney during the course of the investigatory _P.rocess and/ or before finalizing 
the reP.ort 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,..Jm,g!!_ge 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 either 
must ~ issue a writtenfifta.¼ decision regarding whether the charges have been substantiated or request further investigation. Aft 
summarv.exf3lanation_Qf_the EOf'l)' of the District Administrator's final decision will be Rrovidedseli•,•eFes 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) business days, or as guicklY. as ROSsible if 
additional time is necessacv. due to the availability of necessary witness(~ 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 ResRondent eng2ged in discrimination/retaliation toward the Complainant, the District 
AdministratorCoFAplainant was subjeetes to unlawful siseFimination/Fetaliation, s/he 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, gge-aRRroRriate,_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) business days of the Rartv.'sJ:tisfflef receipt of the District Administrator's fiflel--decision. 
The written statement of ai:meal 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 
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representatives within twenty (20) eusiRess 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) eusiRess 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 uRlawful discrimination/retaliation regardless of 
whether the ComRlainanteFfl19leyee allegiRg the FflisceRduct 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 desig~. 

The Rarties mav. be reRresented, at their own cost,...fil...fillY. 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 th is internal complaint Rrocess19FeceduFe 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 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. Resi;!ondents must be Rrovided an opi;!ortunity to meaningfullY. resP.ond to 
allegations, which mav. include disclosure of the Complainant's identity.AdditieRall'(, the Res13endent Fflust 13e 13rnvided the 
Ceffl13lainant's identit';AII CeFfl13lainants will 13e ad.,·ised that theiF identities Ffla•; eeceffle l<newn te the Res13endent(s) thFeugh the 
investigatien J3Fecess. 

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 P.rovideds/he leaFns and/eF J3Fevides during the course of the investigation. 

Remedial ActionSa1-1ctie1-1s and Monitoring 

The BeaFd shall vigernusl'( enfeFce its J3Fehil3itiens against unlawful discFiFflinatien ey talEing a1313Fe19Fiate actien Feasenael'( calculated 
te ste19 and J3Fe1

,
1ent furtheF Ffliscenduet. While eeseF>,•ing the J3Finei13les ef due 13rncess, a vielatien ef this 13elic'( Ffla'( Fesult in 

disci19linal)' actien UJ3 te and including the dischaFge of an effl19le'(ee. All disci13linaP; aetien will ee talEen in acceFdance with 
a19191ieal31e State law. When iFA19osiRg disei19line, the DistFict AdfflinistFateF shall censideF the tetalit;• of the ciFCUFflstances invelved in 
the FAatteF. IR these cases wheFe uRlawful discriFfliRatien/retaliatieR is Ret suestaRtiated, the Beard Ffla•; censider whether the 
alleged ceRduet Re·tertheless warrants disci19line iR acceFdance with ether Beard 13elicies aRd/er the EFA19loyee I landeoek. 

If warranted,.i!P..RrGRriate 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 ap_p..IQ.P.riate action. 

The Board may aP.,ROint an individual, who mav. be a District emRlov.ee, to follow UP. with the ComP.lainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any....@P.orted occurrences promplJy.,_ 

Sanctions and DisciP-linarv. Action 

The Board shall vigorouslv. enforce its Rrohibitions against discrimination bY. taking.1!.P..P.rGRriate action reasonablY. calculated to stoP., 
and P.revent further misconduct. 

While observing the RrinciP.les of due P.rocess, a violation of this policy mav. result in disciP.linacv. action up to and including the 
discharge of an emP.lov.ee or the susi;!ension/expulsion of a student. All disciplinary action will be taken in accordance with aP.,P.licab le 
State law and anv. relevant codes of conduct. 

When imi;!osing disciP.line, the District Administrator shal l 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 
mav. consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies. 

Where the Board becomes aware that a prior disciP.lina[Y.reFfledial ;:iction has been taken against the ResRondentaft effl13lo·;ee, 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 
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Retaliation against a person who makes a report or files a complaint alleging uF1lawful discrimination/retaliation, or participates as a 
witness in an investigation is prohibited. Neither the Board nor anY. other Rerson may intimidate, threaten, coerce or interfere with 
anY. individual because the person oi:rnosed any act or practice made by~ Federal or State civil rights law, or because that 
individual made a reRort, formal comRlaint, testified, assisted or participated or refused to participate in anY. manner in an 
investigation,_Rroceeding_, or hearing under those laws and/or this policy, or because that individual exercised, enio_y_gg_, aided or 
encouraged anY. other Rerson in the exercise or eniov.ment of any..ri.9b.Lgranted or protected by those laws and/or this 
ROlicy.,_Speeif'ieally, tAe Beare will F1et retaliate agaiFlst, eeeree, iF1tiFF1iElate, tAreateFI er iF1teFfere witA aF1y iF1Eli 1viElual beeause tAe 
perseFI eppeseEI aFI'; aet er praetiee FF1aEle uFllawful by aF1y FeEleral er State ei'v'il rigAts law, er beeause tAat iFIEli'v'iElual FF1aEle a EAarge, 
testifies, assisteEI SF paFtieipateEI iFI OFI'( FF1aF1FleF iFI OFI iFlvestigatieFI, preeeeEliFlg, SF ACaFiFlg UFISCF tASSC laws, SF beeause tAat 
iFIEliviElual e>EeFeiseEI tAeir FigAts, aiEleEI eF CFIESUFageEI aF1y etAeF peFseFI iFI tAe e>Eereise ef aF1y rigAt gFaFlteEI eF pFeteeteEI 13y tAese 
fews,-

Retaliation against a Rerson for making..£..@ROrt of discrimination, filing a formal complaint,~articipating in an investigation or 
meeting is a serious violation of this ROlicY. that can result in the imposition of disciplinary sanctions/consequences and/or other 
£RRrOQriate remedies. 

Formal comRlaints allegi!J.g retaliation maY. be filed according to the internal complaint process set forth above. 

The exercise of rights Qrotected under the First Amendment of the United States Constitution does not constitute retaliation 
Rrohibited under this QOlicy.,_ 

Education and Training 

In support of this policy, the Board promotes preventative educational measures to create greater awareness of UFllawful 
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 resRonsible for overseeing retention of all records that must be maintained pursuant to this policy.,_AII individuals charged 
with conducting investigations under this policy shall retain all iF1ferFF1atieF1, documents, electronically stored information ("ESI"), and 
electronic media (as defined in Policy 8315) created andLQ!: received as part of an investigation, which maY. includeiF1eluEliF1g, 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 ai:rnointed by the Board to fulfill 
its resQonsibilities ; 

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 sui:rnortiveif:ttefiffi measures offered and/or provided to the ComRlainant and/or the 
ResRondenteeFF1plaiF1aF1ts, including no contact orders issued to both parties, the dates issued, and the dates the parties 
acknowledged receipt; and 
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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. COf;!ies of the Board ROlicY. and/or f;!rocedures/quidelines 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 
r§Rect to the subject of this policy_(g_,_g~, Student Codes of Conduct and/or Emp.!QY.ee Handbooks);_ 

0. CORies of anY. documentation that memorializes any formal or informal resolutions to the alleged discrimination or 
harassment;_ 

P. documentation of anY. training_wovided to District Rersonnel related to this policy, including but not limited to, notification of 
the Rrohibitions and exRectations of staff set forth in this policy and the role and responsibilitY. of all District Rersonnel 
involved in enforcing this ROlicY., 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 particiP-ate in a training, along with the date, time and location of the 
training, and a COP-.Y. of the materials reviewed and/or presented during the training.,]_ 

It is sug_gested the following records also be maintained, as a1mroP-riate. 

Q. documentation that any rights or OIJ.ROrtunities that the District made available to one party during the investigation were 
made available to the other partY. on egual terms;_ 

R . ...£QRies of any notices sent to the alleged RerRetrator/responding .Rarty of the allegations constituting 9-P.otential violation of 
this ROlicY.,;_ 

S. cof;!ies of any notices sent to the ComRlainant and the ResRondent in advance of any interview, meeting, or hearing; 

T. CORies of anY. notices sent to the ComRlainant and alleged RerRetrator in advance of any interview or hearing;_ 

U. CORies of anY. documentation or evidence used during informal and formal disciRlinary meetings and hearings, including the 
investigation reRort, and any written resROnses submitted by the Complainant or the Respondent. 

The iAforrnatioA, 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 iAforrnatioA, 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. 

Revised 11/19/18 

© Neola 20-1-921 
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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 . 

BoardDocs® PL 

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 Oisabilities 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 

Last Modified by Steve LaVallee on September 16, 2021 
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October 17, 2016 

July 22, 2019 

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 P.,OlicY. on nondiscrimination in emplov.ment 12ractices and the identitY. of the School District's ComP.,liance 
Officer(?.)_(see below) will be P.,Ublished on the District's website._P.,osted throughout the District, and included in the District's 
recruitment statements or general information publications. 

Definitions 

Words used in this P.,OlicY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
P.,lain and ordinacv. meaning?..:. 

ComP-lainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation, regardless of whether 
the 12erson files a formal comP.,laint or is 12ursuing an informal resolution to the alleged discrimination/retaliation. 

Day_(!): Unless ex12resslv. stated otherwise. the term "day" or "dav.s" as used in this policv. means business day_(?.)_(L.g_,_, a day_(?.) that 
the District office is 012en for normal operating hours, Mondav. - Fridav., excluding State-recognized holiday.?.)..,_ 

ResP-ondent: is the individual who is alleged to have eng.2,ged in discrimination/retaliation, regardless of whether the ComP.,lainant 
files a formal com12laint or is seeking an informal resolution to the alleged discrimination/retaliation. 

District communitv.: means students, District emRlov.ees (L.g_,_, administrators, and Rrofessional and su1rnort staff)., and Board 
members,....2.gents, volunteers, contractors, or other 12ersons subject to the control and su12ervision of the Board. 

Third Parties: include but are not limited to guests and/or visitors on District P..I9Prtv (e.g.,yisitinq speakers, participants on 
QP..P..Osing athletic teams,_P.,arents) .• 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 12ro12ertv..L 

!!An individual with a disability!! means a person who has, hasJ:tae 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. 

lmP-airment That Substantiall:v. Limits a Major Life Activity 

AA iFA19aiFFAeAt that is e19isedic iA Aature er iA FeFAissieA is ceAsidered a Elisasility if it weuld susstaAtially liFAit a FflajOF life activity 
wheA acti•,.e. 

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 imRairment that is eRisodic in nature or in remission is considered a disabilitY. if it would substantiallv. limit a major life activitv. 
when active . 

.Qualified Individual with a DisabilitY. 

A qualified individual~ with a disability means the individual satisfies the requisite skill, experience, education and other job
related requirements of the employment position thest:tffi individual holds or desires and , with or without reasoAal31e 
acCOFAFflodatioA, 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 Board~ 's program and/or 
activities. A reasonable accommodation is not Aecessarily required for an individual who is merely regarded as having a disability. 

Facilities 

No gualified Rerson with a disabilitY. will be denied the benefits of, excluded from RarticiRation in, or otherwise be subjected to 
discrimination under any_Rrogram or activitY. to which Section 504/American with Disabilities Act (ADA)..1!.P..Rlies because the District's 
facilities are inaccessible to or unusable by Rersons with disabilities. 

For facilities constructed or altered after June 3, 1977, the District will comp!Y. with ao..Rlicable accessibilitY. standards. For those 
existing facilities constructed Rrior to June 3, 1977, the District is committed to operating its Rrograms and activities so that theY. are 
readi lY. accessible to Rersons with disabilities. 

District Compliance Officert st 

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"). 

Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/MiddleJunior I li91-l School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 



dwolfgram@manawaschools.org 

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

The COs are responsible for coordinating the District's efforts to comply with 2.1rnlicable Federal and State laws and regulations,. 
including the District's dutv. to address in a womr;it and eguitable manner any.J.o.guiries or complaints regarding_ 
discrimination/retaliation or denial of egual access. The COs also shall verifY. that r;iror;ier notice of nondiscrimination for Title II of the 
Americans with Disabilities Act (as amended)., Title VI and Title VII of the Civil Rights Act of 1964, Section 504 of the Rehabilitation 
Act of 1973 (as amended), and the Age Discrimination in Emplov.ment Act of 1975 is r;irovided to staff members and the general 
r;iublic. A copv. of each of the Acts and regulations on which this notice is based will be made available upon reguest from the CO--Afty 
seetieAs ef U~e aAel fulfill its respeAsil3ilities uAeler SectieA 501 aAel Title II ef the America As with Disal3ilities Aet, as ameAeleel 
("ADA"). A eepy ef SectieA 504 aAel the ADA, iAelueliA§ eepies ef their implemeAtiA§ re§ulatieAs, may 13e el3taiAeel frem the DistFiet 
Ees. 

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 . ...8..!lv. comr;ilaint received regarding the 
District Admin istrator or a Board member shall be referred to the Board's legal counsel, who shall assume the role of the CO for such 
comr;ilaints, as aImror;iriate. AdditionallY., if the comr;ilaint is regarding a CO, the complaint shall be rer;iorted to the District 
Administrator, who shall coordinate with the other aR.r;iointed/designated CO, or,Jf.J!R.r;iror;iriate aR_r;iolnt/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.) 

Trainh,g 

The cos will alse eYeFsee the trainin§ ef empleyees in the Distriet se that all empleyees understand their rights and respensil3ilities 
uAeler Seetien 501 and the ADA, aAd are informed ef the Beard's pelieies, administrati~•e guidelines, and praetiees with respeet te 
fully implementin§ aAd eemplying with the requirements ef Seetien 501/ADA. 

The Beard will prnYide in seFYice training and eensultatien te staff respensil3Ie fer the edueatien ef persens with disal3ilities, as 
Aeeessary aAd apprepriate. 

Faeilit:ies 

Ne qualified persen with a disal3ility will, 13eeause the Distriet's facilities are inaecessil3Ie te er uAusal3Ie 13y perseAs with disal3ilities, 
13e deAied the 13eAefits ef, 13e mEEluded fFem partieipatien in, er etherwise 13e sul31eeted te discrimiAatieA uAder any pre§ram er 
aetiYity te which Sectien 501/ADA applies . 

Fer faeilities censtrueted er altered after June 3, 1977, the Distriet will cempl•,• with applieal3Ie aeeessil3ility staAdards. Fer these 
e><isting facilities censtructed prier te JuAe 3, 1977, the District is cemmitted te eperating its pregrams and actiYities se that they 
are readily accessil3Ie te perseAs with disal3ilities. 

NeNee 

Netice ef the Beard's peliey eA ASAeliserimiAatieA iA empleymeAt praetices aAd the ideAtity ef the cos will ee pasted threu§heut the 
District, and pul3Iished iA the Distriet's recruitmeAt statemeAts er geAeral iAfermatieA puelicatiens. 

Complaint Procedures 

If a person believes thats/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. 

B. If the informal discussion does not resolve the matter, or if the employee skips Step A, the individual may file a formal 
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) caleAdaF 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) eusiAess 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, withi n ten (10) eusiAess d;:iys 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) eusiAess 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 uAlawful 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 reasonab le, 
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 emi;iloY. all reasonable efforts to i;irotect the rights of the Complainant, the Resi;iondent(?.)., and the witnesses as 
much as i;iossible, consistent with the District's legal obligations to investigate, take aimroi;iriate action, and conform with anY. 
discoverY. or disclosure obligations . 

All records generated under the terms of this i;ioliCY. shall be maintained as confidential to the extent i;iermitted bY. law. 
ConfidentialitY., however, cannot be guaranteed. Additionally, the Resi;iondent must be i;irovided the Complainant's identity..:. 

During the course of a formal investigation, the CO or designee will instruct each i;ierson who is interviewed about the importance of 
maintaining confidentialitY., AnY. individual who is interviewed as i;iart of an investigation is exi;iected not to disclose to third i;iarties 
anY. information that is learned or provided during the course of the investigation. 



Remedial Action and Monitoring 

If warranted,....9.P..P..rOP..riate remedial action shall be determined and imP..lemented on behalf of the Complainant, including but not 
limited to counseling services, reinstatement of leave taken due to the discrimination or other aP._P..rOP..riate action. 

The Board maY-2P..P..Oint an individual, who mav. be a District emP..lov.ee, to follow UP.. with the Complainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any_EP..orted occurrences promP._tly..,_ 

Sanctions and DisciP-linarY. Action 

The Board shall vigorouslv. enforce its P..rohibitions against discrimination bY. taking_g_P._P..roP..riate action reasonablY. calculated to stop 
and P..revent further misconduct. 

While observing the P..rinciP..les of due P..rocess, a violation of this P..Olicy mav. result in disciP..lina[Y. action UP.. to and including the 
discharge of an emP..lov.ee or the susP..ension/exP..ulsion of a student. All discip..!ir@r.Y. action will be taken in accordance with aP._P..licable 
State law and anv. relevant codes of conduct. 

When imposing disciP..line, the District Administrator shall consider the totalitY. of the circumstances involved in the matter, including, 
the age and maturitY. level of anv. student involved. In those cases where discrimination/retaliation is not substantiated. the Board 
mav. consider whether the alleged conduct nevertheless warrants disciP..line in accordance with other Board P..Olicies. 

Where the Board becomes aware that a P..rior disciP..lina[Y. action has been taken against the ResP..ondent. all subseguent sanctions 
imP..osed bY. the Board and/or District Administrator shall be reasonablY. calculated to end such conduct,_P..revent its recurrence. and 
remedv. its effect. 

Retaliation 

Retaliation against a person who makes a report or files a complaint alleging unlawhJI discrimination/retaliation , or participates as a 
witness in an investigation, is prohibited . Neither the Board nor anv. other P..erson mav. intimidate, threaten, coerce,.Specifically, the 
Bears will net f:liscriFninate/retaliate a§ainst, ceerce, intin=tif:late, threaten or interfere with any individual because the person opposed 
any act or practice made unlawful by Section 504 or the ADA, or because that individual made a reP..ort, formal comP..laint~ , 
testified, assisted or participated , or refused to P..articiP..ate in any manner in an investigation, proceeding, or hearing under those 
laws and/or this P..OlicY., 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 P..Olicv.. 

Retaliation against a person for making a reP..ort of discrimination, filing a formal complaint.----9LP.articipating in an investigation or 
meeting is a serious violation of this policv. that can result in the imP..osition of discip..!ir@r.Y. sanctions/consequences and/or other 
2.P..P..roP..riate remedies. 

Formal comP..laints alleging retaliation may be filed according to the internal comP..laint P..rocess set forth above. 

The exercise of rights P..rotected under the First Amendment of the United States Constitution does not constitute retaliation 
P..rohibited under this policy..,_ 

Education and Training, 

In SUP..P..Ort of this P..OlicY., the Board P..romotes P..reventative educational measures to create greater awareness of discriminatorv. 
P..ractices. The District Administrator shall provide arrnroP._riate information to all members of the District communitY. re lated to the 
imP..lementation of this policv. and shall P..rovide train ing for District students and staff where aP..P..rOP..riate. All training and information 
P..rovided regarding the Board's P..Olicv. and discrimination, in general, will be age and content-apt;iroP..riate. 

Retention of InvestigatorY. Records and Materials 

The CO is resP..onsible for overseeing the retention of all records that must be maintained P..Ursuant to this P..Olicy. All individuals 
charged with conducting investigations under this P..Olicv. shall retain all documents, electronically stored information ("ESI"), and 
electronic media (as defined in PolicY. 8315) created and/or received as P..art of an investigation, which mav. include but are not 
limited to: 

A. all written reP..orts/allegations/complaints/orievances/statements/resP..onses P..ertaining to an alleged violation of this poliq~_;_ 

B. anv. narratives that memorialize oral reP..orts/allegations/comP..laints/qrievances/statements/resP..onses P._ertaining to an 
alleged violation of this P..Olicv.;. 



C. anY. documentation that memorializes the actions taken bY. District i:iersonnel or individuals contracted or ar:rnointed bY. the 
Board to fulfill its resi:ionsibilities related to the investigation and/or the District's resi:ionse to the alleged violation of this 
ROlicv.;_ 

D. written witness statements;_ 

E. narratives, notes from, and audio, video, or digital recordings of witness interviews/statements:_ 

F. e-mails, texts, and social media i:iosts that directly relate to or constitute evidence pertaining to an alleged violation of this 
12olicy_(i.&.,, not after-the-fact commenta[Y. about or media coverage of the incident);_ 

G. notes and summaries i:ire12ared contemi:ioraneously_h_v. the investigator in whatever form made (~g~, handwritten,...k§.v.ed into 
.£..fQ.!JJ.Quter or tablet, etc.)., but not including transitorY. notes whose content is otherwise memorialized in other documents;_ 

H. written disciRlinar.v. sanctions issued to students or emi:iloY.ees and other documentation that memorializes oral disciRlinacv. 
sanctions issued to students or emi:iloY.ees for violations of this 12olicY..;. 

I. dated written determinations/rei:iorts (including summaries of relevant excul12atorY. and inculi:iato[Y. evidence) and other 
documentation that memorializes oral notifications to the i:iarties concerning the outcome of the investigation, including..filJ.Y. 
conseguences imi:iosed as a result of a violation of this policy_;_ 

J. documentation of any_fil!QQOrtive measures offered and/or 12rovided to the Comi:ilainant and the Res12ondent, including....D.Q 
contact orders issued to both 12arties, the dates the no contact orders were issued, and the dates the parties acknowledged 
recei12t of the no contact orders ;_ 

K. documentation of all actions taken, both individual and SY.Stemic, to stoi:i the discrimination or harassment,_12revent its 
recurrence, eliminate anY. hostile environment, and remedy its discriminatory effects:_ 

L. co12ies of the Board 12olicY. and 12rocedures/quidelines 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 
resi:iect to the subject of this 12olicy_(~g"' Student Codes of Conduct and/or EmploY.ee Handbooks)_;_ 

M. co12ies of anY. documentation that memorializes anY. formal or informal resolutions to the alleged discrimination or 
harassment;_ 

N. documentation of anY. training_12rovided to District 12ersonnel related to this 12olicY. including, but not limited to notification of 
the 12rohibitions and ex12ectations of staff set forth in this i:iolicY. and the role and responsibilitY. of all District i:iersonnel 
involved in enforcing this 12olicY., including their dutY. to re12ort alleged violations of this policY. and/or conduct 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 P.ractice to maintain a log of all 
staff members who P._articiP..ate in a training, along with the date, time, and location of the training, the name 
and title (or credentials) of the P.resenter, and a cop_y of the materials reviewed or P.resented during the 
training_,_) 

It is sug_gested the following records also be maintained, as aP._P.rOP..riate. 

0. documentation that any...Ii_ghts or 01212ortunities that the District made available to one 12artY. during the investigation were 
made available to the other partv. on egual terms;_ 

P. coi:iies of anY. notices sent to the Res12ondent of the allegations constituting a i:iotential violation of this policy;_ 

Q. £QRies of anY. notices sent to the Com12lainant and the Res12ondent in advance of anY. interview or meeting; 

R. £QRies of anY. documentation or evidence used during informal and formal discipJio.fil.Y. meetings and hearings, includ ing the 
investigation re12ort and anY. written resi:ionses submitted bY. the Com12lainant or the Res12ondent. 

The documents, ESI, and electronic media (as defined in PolicY. 8315) retained maY. include 12ublic records and records exem12t from 
disclosure under Federal (~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 12art of an investigation shall be 
retained in accordance with PolicY. 8310, PolicY. 8315, PolicY. 8320, and PolicY. 8330 for not less than three (J)_v.ears and longer if 
reguired bY. the District's records retention schedule. 

Revised 11/19/18 
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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 discriminatory_harassment based on race, color, national origin, age, sex 
(including ffttft5gender 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 "harassment""Protected ClassesCharacteristics"), and encourages those within the School 
District community as well as I t hird £parties, 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 calculated 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. 

FoF purposes of this policy, "School District commuAity" me□ As iAdi-.•iduals subject to the coAtrol □ Ad supervisioA of the Board 
iAcludiAg, but Aot limited to, studeAts, teachers, staff, voluAteers, □ Ad Board members, ageAts, coAtractors, or other persoAs. 

For purposes of this policy, "thiFd parties" iAclude, but are Aot liAAited to, guests □ Adfor -.·isitors OA School District property (e.g., 
visitiAg speakers, participaAts OA opposiAg athletic teams, paFeAts), veAdors doiAg busiAess with, or seel<iAg to do busiAess with the 
District, □ Ad other iAdividuals who come iA coAtact with members of the School District commuAity at school related 
eveAtsfactivities (whether oA or off School District property). 

Notice 

Notice of the Boa rd's 12olicY. on anti-harassment related to emplov.ment 12ractices and the identity of the District's Compliance Officers 
will be 12osted throughout the District and 12ublished In any District statement regarding the availabilitY. of em12lov.ment, staff 
handbooks, and general information publications of the District as reguired bY. Federal and State law and this 12olicy..:. 

Definitions 



Words used in this ROliCY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
Rlain and ordina[Y. meaning~ 

Comi;ilainant: is the individual who alleges, or is alleged, to have been subjected to harassment,...@gardless of whether the Rerson 
files a formal comRlaint or is RUrsuing an informal resolution to the alleged harassment. 

Day_(fil: Unless exRresslY. stated otherwise, the term "daY." or "days" as used in this ROlicY. means business dav...(~)_(L_g_,, a day_(~). 
that the District office is ORen for normal ORerating hours, MondaY. - FridaY., excluding State-recognized holiday~).,_ 

Resi;iondent: is the individual who has been alleged to have engaged in harassment, regardless of whether the ReRorting PartY. files 
a formal comRlaint or is seeking an informal resolution to the alleged harassment. 

School District communit,v.: means students and Board emRIOY.ees (L_g_,, administrators, and Rrofessional and surrnort staff).,~ 
well as Board members,_51.9ents, volunteers, contractors, or other Rersons subject to the control and SURervision of the Board. 

Third Parties: include, but are not limited to,_guests and/or visitors on School District proRerty_(g_,_g~, visiting2 ReakerS,_RarticiRants 
on ORROSing athletic teams,_Rarents), 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 
RrDRertyJ_,_ 

BullY.ing 

BullY.ing r ises to the level of harassment when one or more Rersons SY.stematicallY. and chronically inflict phY.sical hurt or 
~Y.chological distress on one (1) or more students or emP.IOY.ees and that bullying is based UROn one (1) or more Protected Classes, 
that is, characteristics that are Rrotected bY. Federal civil rights laws. It is defined as anY. unwanted and reReated written, verbal,...QI 
RhY.sical behavior, including...fil!.Y. threatening, insulting, or dehumanizing gesture,...Q.Y. an adult or student, that is severe or pervasive 
enough to create an intimidating, hostile, or offensive educational or work environment; cause discomfort or humiliation; or 
unreasonablY. interfere with the individual 's school or work performance or particiP.ation; and may involve: 

C. intimidation;_ 

D. stalking_;_ 

E. s;_v.berstalking_;_ 

F. s;_v.berbullY.ing_;_ 

G. RhY.sical violence;_ 

H. theft;_ 

I. sexual, religious, or racial harassment;_ 

J. Rublic humiliation;...QI 

K. destruction of RrDRerty_,_ 

"I larassFFleRt" FF1eaRs aRy tl9reateRiR§, iRsultiR§, or elel9uFFlaRiz:iR§ §esture, use of elata or coFF113uter software, or writteR, ~•ereal or 
1319'(sical coReluct elirecteel a§aiRst a scl9ool em13lo'(ee OR tl9e easis of tl9e em13 lo'(ee 's Protecteel ClassesCl9aracteristics tl9at: 

A. 13laces a scl9ool em13loyee iR reasoRaele fear of 19arFFl to 19isfl9er 13ersoR or elama§e to 19isfl9er 13ro13eft'(; 

B. is sufficieRtly severe, 13ervasive, aRel 13ersisteRt so as to create a 19ostile worl<iR§ eRviroRmeRt 1,vl9icl9 materially alters tl9e 
em13 lo•ree 's worl<iR§ coRelitioRs from tl9e 13ers13ective of a reasoRaele 13ersoR siFFlilarl'( situateel; 

C. 19as tl9e effect of suestaRtially elisru13tiR§ tl9e orelerl'( O13eratioR of a scl9ool or a Ry otl9er as13ect of tl9e District's O13eratiORs. 



"Harassment" also includes "hate s1:.1eech"-the use of languagg, behavior, or images/sv.mbols that ex1:.1ress 1:.1rejudice against a 
1:.1articular grou1:.1 or gIQYRS on the basis of any_1:.1rotected characteristic(.s.)..:. 

Exam1:.1les are: 

A. making statements that womote violence toward a racial or ethnic grou1:.1_;_ 

B. drawing, displayJnQd?U?Ostinq imag€50t>','.mbols of prei~(€cQ,, swastikas). 

Sexual Harassment 

For 1:.1ur1:.1oses of this 1:.1olicY. and consistent with PuFsuaAt to Title VII of the Civil Rights Act of 1964,. aAel Title IX of Hie EelueatioAal 
ArneAelFAeAts 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 ind ividua l; 

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 an'{.eftAef gender against a person of the same or anotherepposite 
gender. 

Sexual Harassment covered bY. PolicY. 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities,. 
L&, sexual harassment 1:.1rohibited bY. Title IX, is not included in this policv.. Allegations of such conduct shall be addressed solely bY. 
Policv. 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities. 

Prohibited acts that constitute sexual harassment under this 1:.1olicy_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 contactil5SiH::tlt; 

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 of a se:lEual AatuFe, including graphic sexual commentaries about a person's body, dress, 
appearance, or sexual activities; the unwelcome use of sexually degrading language, 1:.1rofanitv.,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, videos•rieleotapes, 1:.1osters,_audio recordings, or literature, placed in the work 6f 

eelueatioAal environment that reasonablY. mav. embarrass or offend individuals;_, FeffiaFIEs speeulatiAg about a persoA's se:lEual 
aeti'v'ities or seJEual t:listory, OF rernarlEs about oAe's O'f'fA se:lEual aeti'v'ities or se:lEual Rister;:;_ 

F. unwelcome and inapt;1ro1:.1riate touching_,_1:.1atting_,...QLRinching_; obscene gestures;. 



G. asking or telling about sexual fantasies, sexual Rreferences, or sexual activities;_ 

H. ~r2eculation about a r2erson's sexual activities or sexual history or remarks about one's own sexual activities or sexual history: , 

I. ,giving unwelcome r2ersonal gitts, such as lingerie, that suggest the desire for a romantic relationship_;_ 

J. leering or staring at someone in a sexual way, such as staring..fil...E...r2erson'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; -aRe 

L. inar2r2roi:2riate boundacv. invasions bY. a District emr2lov.ee or other adult member of the School District communitY. into a 
student's r2ersonal sr2ace and r2ersonal 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 si zes 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 gitts 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 member; 

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; 

V. 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. 

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 ind ividual '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 implv.ing stereotY.ReS,_gRithets, 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 disability_cJisal91iAg eoAcJitioA 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 perta ins to a person's genetic information. 

Anti-Harassment ComP-liance Officers 

The following individual(~) shall serve as the District's Anti-Harassment ComRliance Officer(~_(hereinafter, "the ComRliance 
Officer(~)" or "CO" "CDs")_;_ 



Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/Middle School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
wolfgram@manawaschools.org 

The Comr1liance Officer(~) are resr1onsible for coordinating the District's efforts to comQJ.v. with a~mlicable Federal and State laws and 
regulations, including the District's dutv. to address in a promr1t and eguitable manner any..l!J.guiries or complaints regarding 
harassment. 

Reports and Complaints of Harassing Conduct 

The Comr1liance Officer(~) will be available during...mgular school/work hours to discuss concerns related to harassment, to assist 
students, other members of the District communitY., and third r1arties who seek SURROrt or advice when informing another individual 
about "unwelcome" conduct, or to intercede informallv. on behalf of the individual in those instances where concerns have not 
resulted in the filing of a formal comr1la int and where all r1arties are in agreement to participate in an informal process. 

Comr1liance Officers shall accept rer1orts of harassment directlY. from anv. member of the School District community or a Third Partv. 
or receive rer1orts that are initially filed with an administrator,2.\:!r1ervisor, or other District-level official. Upon receir1t of a report of 
£.[jgged harassment, the ComRliance Officer(~) will contact the Comr1lainant and beg in either an informal or formal complaint process 
.( der1ending on the reguest of the Complainant or the nature of the alleged harassment)., or the District Administrator wil l designate a 
~r1ecific individual to conduct the process necessary for an informal or formal investigation. The Compliance Officer(s)...Yilll_r1rovide a 
COR.Y. of this r1olicv. to the Complainant and Resr1ondent. In the case of a formal complaint, the Comr1liance Officer(s)...Yilll_o...@.P.are 
recommendations for the District Administrator or will oversee the r1rer1aration of such recommendations bY. a designee. All Board 
emr1lov.ees must rer1ort incidents of harassment that are rer1orted to them to the Comr1liance Officer within two (ZJ....9.g_v.s of learning 
of the incident. 

Anv. Board emplov.ee who directlY. observes harassment is obligated, in accordance with this policy, to rer1ort such observations to 
the Comr1liance Officer(~) within two (Z)...9.2.v.s. AdditionallY.,...fillY. Board emr1lov.ee who observes an act of harassment is exr1ected to 
intervene to stop the harassment, unless circumstances make such an intervention dangerous, in which case the staff member 
should immediatelv. notifY. other Board emr1lov.ees and/or local law enforcement officials, as necessary, to stor1 the harassment. 
Thereafter, the Compliance Officer(fil or designee must contact the Complainant,Jf...filj~hteen (!fil or older, or Comr1lainant's 
r1arents/guardians if the Comr1lainant is under the age eighteen (1.fil, within two (Z)...9.2.v.s to advise of the Board's intent to 
investigate the alleged wrongdoing.,, 

Members of the School District community ane thire riart:ies, which incluees all staff, 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 rer1ortcernrilaint shall file it with the District's Compliance Officer within two (ZJ_Qs_Y.S of receiving the rer1ort of harassment~ 
his/her f'ifst eririert:unit'J'. 

Members of the School District community and Third Partieser thire riart:ies who believe they have been harassed by another 
member of the School District community or a Third Partv.thire riart:y 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 Comr1lainant'scernrilainin§ inei•~ieual's 
employment unless the complaining individual makes the compla int 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 to the District's Compliance Officer unless the complaint is regarding 
the Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who will 
coordinate with the other ap1;1ointed/designated CO, or, if aR1:.1ro1:.1riate aRROint/designate another individual to serve as 
CO for the com1:.1laint regarding a CO .feF such coffiplaiAts. 

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 su1:.1ervisory em1:.1lov.ee . 

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 bullv.ing_,_gg_gressive behavior, and/or harassment in accordance with Policv. 5517 .01 - Bullv.ing,_ 
the Princi1:.1al believes that the re1:.1orted misconduct mav. have created a hostile work environment and mav. have constituted 
discriminatory harassment based on a Protected Class, the Principal shall report the act of bullyi1J.9,_gggressive behavior and/or 
harassment to the Com1:.1liance Officer(fil who shall investigate the allegation in accordance with this policv.. If the alleged harassment 
involves Sexual Harassment as defined bY. PolicY. 2266, the matter will be investigated in accordance with the grievance 1:.1rocess and 
1:.1rocedures outl ined in PolicY. 2266. While the Com1:.1liance Officer investigates the allegation, or the matter is being addressed 
1:.1ursuant to PolicY. 2266, the PrinciRal shall sus1:.1end the PolicY. 5517 .01 investigation to await the Com1:.1liance Officer's written 
reRort or the determination of resRonsibility_1:.1ursuant to PolicY. 2266. The Com1:.1liance Officer shall kee1:.1 the PrinciRal informed of the 
status of the Policv. 1662 investigation and 1:.1rovide the Princi1:.1al with a COR.Y. of the resulting written re1:.1ort. Likewise, the Title IX 
Coordinator wil l 1:.1rovide the Princi1:.1al with the determination of res1:.1onsibilitY. that results from the Policv. 2266 grievance 1:.1rocess. 

A CO will Be availaBle duFiAg FegulaF school/woFk 19ouFs to discuss coAcerns Felated to haFassffieAt, to assist studeAts, otheF 
ffiCffiBCFS of the School DistFict EOffiffiUAity, aAd thiFd parties who seek support OF advice wheA iAfeFffiiAg aAotl9eF iAdi•vidual aBout 
"uAwelcoffie" coAeluct. 

The cos aFe assigAed to accept coffiplaiAts of haFassffieAt diFectly ffoffi aAy ffiCffiBCF of the School DistFict coFAFAUAity OF a visitoF to 
the District eF to Fecei-.·e coffiplaiAts that aFe iAitially filed with a school BuildiAg adffiiAistFateF. UpeA Feceipt of a ceffiplalAt eitl9eF 
directly er tl9FOugl9 a school BuildiAg adffiiAistFatoF, a CO will BegiA eitheF aA iA·vestigatioA OF the CO ',Nill desigAate a specific 
iAdi'o'idual to ceAeluct such a process. The CO ·1rill prepare FCEOffiffiCAdatioAs OF will O'>'eFsee the prepaFatieA of such 
FCE0ffiffiCAdatioAs. All ffiCffiBers of the Schoel District ceffiffiUAity should Feport iAcideAts of 19aFassffieAt that are Feported to theffi to 
the CO withiA two (2) BUSiAess elays of learniAg of the iAcideAt. 

Investigation and Complaint Procedure 

Exce1:.1t for sexual harassment that is covered by Policv. 2266 - Nondiscrimination on the Basis of Sex in Education Program or 
Activities,_gAny employee or other member of the School District community or Third Party_(e.g~,_visitor to the District). who believes 
that thev. haves~ been subjected to harassment or has witnessed harassment of another may seek resolution of thel=ttsfl=tef 
complaint through the procedures ~ escribed below. The com1:.1laint 1:.1rocess Involves an investigation of the Complainant's claims of 
harassment or retaliation and a 1:.1rocess for rendering a decision regarding whether the charges are substantiated. Furtl9eF, a pFocess 
fer iA"ICStigatiAg claiffiS of haFaSSffieAt aAd a pFOCCSS feF FCAdCFiAg a decisioA FegardiAg whether the claiffi of 19araSSffiCAt was 
suBstaAtiated are set forth Belew. 

OAce the coffiplaiAt precess BegiAs, the iA'>'CStigatioA will BC ceffipleted iA a tiffiely ffiaAACF (erdiAarily, withiA fifteeA (15) BusiAess 
days of the coffiplaiAt BeiAg Feceived). 

The Rrocedures set forth below are not intended to interfere with the rights of anv. individual to Rursue a comRlaint of harassment or 
retal iation with the United States DeP.artment of Education Office for Civil Rights ("OCR")., the Wisconsin Egual Rights Division,_ 
and/or Egual Em1:.1 lov.ment OR1:.1ortunitY. Commission ("EEOC"). The Chicago Office of the OCR can be reached at John C. Kluczynski 
Federal Building, 230 S. Dearborn Street, 37th Floor, ChicagQ, IL 60604; Tele1:.1hone: 312-730-1560; FAX: 312-730-1576; TDD: 800-
877-8339; Email: OCR.Chicago@ed.gov; Web: htt1:.1://www.ed.gov/ocr. 



Complaint Procedure 

A ComRlainantAn ineli'f1ielual wne eelieves sfne nas seen suejecteel te naFassffient neFeinafl:eF FefeFFeel teas tne "Ceffi13lainant, " who 
~ges harassment based on a Rrotected class or retaliation may file a complaint, either orally or in writing_;_ 1Lwith u teacner, 
Principal,;_2) directlY. to one of the 7 COa;_7 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 ffiaY will consult, in censultatien with the other .5!.R.ROinted/designated CO, if any, and if necessarv. 
§.R.ROint/designate another individual to serve in the role of CO assuffie tne Fele ef tne CO for stl€ft 2..._complaintE,garding 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) calenelaF 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 employee, either orally or in writing, about any complaint of discrimination or retaliation, that employee must report 
such information to the CO within two (2) eusiness 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 following information to the extent known it is availaele : the identity of the 
ResRondent ineli·tielual 13elie'f•eel te have en§a§ed in, eF 13e actively en§a§in§ in, naFassffient; a detailed description of the facts upon 
which the complaint is based_(i.&,, when, where, and what occurred).; efltl--a list of potential witnesses.; and the resolution sought bY. 
the ComRlainant. 

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 ResRondentalle§ed narnsseF. In making such a determination, the CO should consult the Complainant to 
assess whether the individual agrees with nisfner 13esitien te the proposed action. If the Complainant is unwilling to consent to the 
proposed change, the CO may still take whatever actions deemedsfne eleeffis appropriate in consultation with the District 
Administrator. No temporary arrangements shall be disciplinary to either the £eomplainant or Bf espondent. 

Within two (2) eusiness days of receiving a complaint, the CO will inform the ResRondentindivielual alle§ed te nave en§a§eel in tne 
haFassin§ eF FetaliateF:y ceneluct, heFeinafl:eF FefeFFed te as the "Res13enelent", 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 five (~)-92.Y.S of receiving the comRlaint, the CO will initiate an investigation bY. at a minimum confirming receiRt of the 
m.o::rnlaint with the ComRlainant and informing the Complainant of the investigation Rrocess. 

Although certain cases mav. reguire additional time, the CO or designee will attemRt to comRlete an investigation into the allegations 
of harassment based on a protected class or retaliation within thirty_(30)_g_g_v.s of receiving the formal complaint ._ 
Witnin five (5) eusiness elays ef Fecei·tin§ tne ceffi13laint, tne CO will initiate a feFA1al investi§atien te deteFA1ine wnetneF tne 
Cen,13lainant nas seen subject te effensi·te ceneluctfnaFassn,ent. 

Altheu§h ceFtain cases ffiay FeEjuiFe aelelitienal tiFAe, the CO will atteFA13t te cen,13lete an investi§atien inte tne alle§atiens ef 
haFassn,ent within fifteen (15) calendaF elays ef Fecei·,·in§ the feFA1al cen,13laint. The investigation will include: 

A. interview.Cs). with the Complainant; 

B. interview_( s). with the Bf espondent; 

C. interviews with any other witnesses who f'Aa-)'-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, Rf'espondent, 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 ResRondent engaged in harassment of or 
retaliation toward the ComplainantCeffi13lainant l'las been subjeeteel te l'laFassffient. 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,.JLRreRonderance 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) business days of receiving the report of the CO, the District Administrator must 
either issue a written fifta+-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) business 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 ResRondent enggged in harassment of or retaliation toward the ComRlainant, the District 
Administrator must identifY. what corrective action will be taken to stoR, remedY., and Rrevent the recurrence of the harassment or 
retaliation. The corrective action should be reasonable, timelv.,....2.ge-aQRrORriate, 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 commun ity or I t hird ,!:13arty 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 Rarties mav. be reRresented, at their own cost, at anv. of the above-described meetings/hearing~ 

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 comRlaint with the Office for Civil Rights, the filing of charges with local law enforcement, or the 
fil ing 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 6€Ae&I-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 RFespondent, and all witnesses in a manner consistent with the School District's legal obligations under State and Federal 
law. Confidentiality, however, cannot be guaranteed. AdditionallY., the ResRondent must be Rrovided with the ComRlainant's 
identity..:.AII Ceffi13la inants 13rneeeeling tlalFeugl'l tl'le foFffial in'v'estigatien 13Feeess staieulel be ael·.,iseel tl'lat tl'leiF ielentities ffiay be 
Eliseleseel te tl'le Fes13enelent. 

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 
Rrovideds/l'le leaFns eF tl'lat s/l'le 13Fe'v'ieles 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 prosecution. 

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 

Tl9e BoaFC:! sl9all vi§OFously enfoFee its pFol9ii3itions a§ainst 19aFassrnent by tal<in§ appFopFiate aetion Feasonaely ealeulated to stop tl9e 
19aFassrnent and pFevent furtl9eF suel9 19aFassrnent. 
If warranted,.i!RRrORriate 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 aRRroRriate action. 

The Board mav....2RROint an individual, who mav. be an emRlov.ee, to follow UR with the ComRlainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any_i:gRorted occurrences RromRtly.,_ 

Sanctions and DisciP-linarY. Action 

The Board shall vigorouslv. enforce its proh ibitions against harassment/retaliation by taking.il.RRroRriate action reasonably calculated 
to stoR the harassment and Rrevent 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 Rrior disciRlina[Y. action has been taken against the ResRondent,..ill]A# subseguent sanctions 
imposed by the Board and/or District Administrator shall be reasonably calculated to end such conduct, prevent its reoccurrence, 
and remedy its effects. 

Retal iation 

Retaliation against a Rerson who makes a reROrt or files a complaint alleging harassment/retaliation or RarticiRates as a witness in 
an investigation is Rrohibited. Neither the Board nor anv. other Rerson mav. intimidate, threaten, coerce or interfere with anv. 
individual because the Rerson ORROsed anv. act or Rractice made bY....fillY. Federal or State civil rights law, or because that individual 
made a reRort, formal comRlaint, testified, assisted or RarticiRated or refused to Rarticipate in anv. manner in an investigation,. 
Rroceeding, or hearing under those laws and/or this policY., or because that individual exercised , enjQY.ed, aided or encouraged anv. 
other Rerson in the exercise or enjQ.Y.ment of any rig.bl.granted or Rrotected bY. those laws and/or this policy.,_ 

Retaliation against a Rerson for making a reRort of discrimination, filing a formal complaint,....QLRarticipating in an investigation or 
meeting is a serious violation of this policY. that can result in the imposition of disciRlinary sanctions/consequences and/or other 
ERRroRriate remedies. 

Formal comRlaints alleging retaliation mav. be filed according to the internal comRlaint Rrocess set forth above. 

The exercise of rights Rrotected under the First Amendment of the United States Constitution does not constitute retaliation 
Rrohibited under this ROlicy.,_ 

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 Comp lainant has been the victim of crimina l 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 

Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work 
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 link to 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 wil l respect the privacy of the Complainant, the individuals aga inst 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(~) is resRonsible for overseeing retention of all records that must be ma intained RUrsuant to this policv'--AII individuals 
charged with conducting investigations under this policy sha ll retain all infom~atien, documents, electronically stored 
information ("ES!"), and electronic media (as defined in Policy 8315) created andLQr received as part of an investigation, which maY. 
includcinelueling, but are n0t 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 aRROinted bY. the Board to fulfill 
its resRonsib ilities; 

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 proh ibiting 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 fil!P..P..Ortivetffleriffi measures offered and/or provided to Comr,ilainant and/or the 
Resr,iondentCom13lainants, 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. fQRies of the Board r,iolicY. and/or r,irocedures/quidelines 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 exr,iectations to students and staff with 
resr,iect to the subject of this r,iolicy_(g_,_g", Student Code of Conduct and/or Emplov.ee Handbooks); 

0. cor,iies of anv. documentation that memorial izes anv. formal or informal resolutions to the alleged discrimination or 
ha rassment;_ 

P. documentation of anv. training_r,irovided to District r,iersonnel related to this r,iolicY., including but not limited to, notification of 
the r,iroh ibitions and exr,iectations of staff set forth in this r,iolicy and the role and responsibilitY. of all District r,iersonnel 
involved in enforcing this r,iolicv., including their duty to rer,iort 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 particiP-ate 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.] 

It is suggested the following records also be maintained, as a1rnroP-riate. 

Q. documentation that any...Ii.ghts or oP.,r,iortunities that the District made available to one r,iartv. during the investigation were 
made available to the other r,iartv. on egual terms;_ 

R. cor,iies of anv. notices sent to the al leg~r,ierr,ietrator/resP.,onding_r,iartv. of the allegations constituting a P.,otential violation of 
this r,iolicY..;. 

S. cor,iies of anv. notices sent to the Comr,ilainant and the Resr,iondent in advance of anv. interview, meeting., or hearing;_ 

T. cor,iies of anv. documentation or evidence used during informal and formal disciP.,lina[Y. meetings and hearings, including the 
investigation rer,iort, and anv. written resr,ionses submitted bY. the ComP.,la inant or the Resr,iondent . 

The infoFmation, 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 infoFmation, 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. 

Revised 12/18/17 
Revised 7/22/19 
Revised 11/18/19 
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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 Civi l 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 
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Copy of CONTROVERSIAL ISSUES IN THE CLASSROOM 

po2240 

October 17, 2016 

2240 - CONTROVERSIAL ISSUES IN THE CLASSROOM 

The Board believes that the consideration of controversial issues has a legitimate place in the instructional program of the 
district. 

Properly introduced and conducted, the consideration of such issues can help students learn to identify important issues, explore 
fully and fairly all sides of an issue, weigh carefully the values and factors involved, and develop techniques for formulating and 
evaluating positions. In addition, the opportunity can lead students to learn about how to use critical thinking and problem solving 
skills, to study and ana lyze relevant issues, evaluate different sources of information, make intelligent decisions regarding issues and 
how to appreciate the value of differing viewpoints. 

For purposes of this policy, a controversial issue is a topic on which opposing points of view have been promulgated by responsible 
opinion and/or are likely to arouse both support and opposition in the community. These issues may range across a wide spectrum 
of political, social, economic and religious topics. 

The Board will permit the introduction and proper educational use of controversial issues provided that their use in the instructional 
program: 

A. is related to the instructional goals of the course of study and level of maturity of the students; 

B. does not tend to indoctrinate or persuade students to a particular point of view; 

C. encourages open -mindedness and is conducted in a spirit of scholarly inquiry. 

D. does not cause a substantial disruption in the school environment. 

Controversial issues related to the program may be initiated by the students themselves provided they are presented in the ordinary 
course of classroom instruction , relate to the toRic of instruction, and do not cause substantial disruption to the school environment 
aA-Ei it is net disru13tive te Hie educatienal setting . 

Controversial issues may not be initiated by a source outside the schoo ls unless prior approval has been given by the principal. 
Issues pertaining to human growth and development, as defined by statute, are subject to 118.019, Wis. Stats. 

In the discussion of any controversial issue in the classroom or in the course of professional duties, a teacher may express a 
personal opinion, but shall identify it as such, and must not express such an opinion for the purpose of persuading students to 
his/her point of view and mav. on ly_g,2rnress a Rersonal ORinion after the teacher has confirmed that student discussion has 
concluded . 

Teachers should be mindful that th is does not permit them to offer opinions on toP.ics that would not be the subject of discussion in 
the classroom due to the ir aimroRriateness for the agg,(0 of the students involved. As alway~, teachers are exRected to serve as 
exemRlars for their students bY. demonstrating _good j.Y.Qgment as professionals when discussing controversial issues and expressing 
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Rersonal ORinions in the classroom. 

The classroom should not be used as a forum for the discussion of District emploY.ment issues. 

The Board recognizes that a course of study or certain instructional materials may contain content and/or activities that some 
parents find objectionable. If after careful, personal review of the program lessons and/or materials, a parent indicates to the school 
that either content or activities conflicts with his/her religious beliefs or value system, the school will honor a written request for 
his/her child to be excused from particular classes for specified reasons. The student, however, will not be excused from participating 
in the course or activities mandated by the State and will be provided alternative learning activities during times of parent-requested 
absences. 

Tl=le District AElffiiAistrater sl=lall Elevele13 aElffiiAistrative guiaeliAes for ElealiAg witl=l ceAtreversial issues. 

(See also Policy 3310 - Freedom of Speech in Noninstructional Settings) 

© Neola 2021¼¼ 

Legal Garcetti v. Ceballos, 126 S. Ct. 1951 (2006) 

Last Modified by Steve Lava llee on September 16, 2021 

https://go .boarddocs.com/wi/sdman/Board .nsf/Private?open&login# 2/2 



9/16/21, 1 :23 PM 

Book 

Section 

Title 

Code 

Status 

Adopted 

Last Revised 

BoardDocs® PL 

MANAWA 
Policy Manual 

For Board Review - Vol. 30, No. 2 + Special Update 

NONDISCRIMINATION AND ANTI-HARASSMENT - SECTION 504/ADA PROHIBITION AGAINST 
DISCRIMINATION BASED ON DISABILITY 

po2260.01 

October 17, 2016 

November 16, 2020 

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 , 
selci'~· ey FeaseA ef hisfi'leF elisaeility, 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.J2.Y. reason of disabilitv.. The Board does not discriminate in 
admission or access to, er-participation in, er-treatment in its programs or activities. As such, the Board's policies and practices will 
not discrim inate against students with disabilities and the Board will make its facilities,_1=1rograms, and activities accessible to 
gualified individuals with disabilitieswill FAalEe aeeessiele te qualifies iAelivieluals with elisaeilities its faeilities, 13Fe§FaFAs, aAel aeti·,.ities . 
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 ROliCY. on nondiscrimination in empJQv.ment 1=1ractices and the identity of the School District's Compliance 
Officer(2_)_(see below) will be 1=1ublished on the District's website,__P.osted throughout the District, and included in the District's 
recruitment statements or general information publications . 

Free A1mro(!riate Public Education 

The Board is committed to identifY.ing, evaluating, and 1=1roviding a free ap1=1ro1=1riate public education ("FAPE") to students with 
disabilities within its jurisdiction who are determined eligible for s1=1ecial education and related services under the Individuals with 
Disabilities Education Act ( "IDEA") or Section 504,Egardless of the nature or severitY. of their disabilities . 

If a student has a RhY.sical or mental im1=1airment that significantlY. limits one or more major life activities (see Definitions below), the 
Board shall 1=1rovide the student a FAPE. An ap~ro1=1riate education may include regular or special education and related aids and 
services to accommodate the unique needs of students with disabilities. For students with disabilities who are not eligible for 
~1=1eciallY. designed instruction under the IDEA, the related aids and services (including accommodations/modifications/interventions). 
thev. 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 2260.0lA F13). Parents/guardians/custodians ("t:iarents") are invited and 
encouraged to 1=1artici1=1ate fullv. in the evaluation process and develo1=1ment of a Section 504 Plan . The quality of education services 
1=1rovided to students with disabilities shall be egual to the gualitY. of services provided to students without disabilities. 

The Board is committed to educatingJQLRroviding for the education of) each gualified student with a disability within its jurisdiction 
with students without disabilities to the maximum extent ao..1=1ro1=1riate. Generally, the District will 1=1lace a student with a disability.J.o. 
the general education environment unless it is demonstrated that the education of the student in the general education environment, 
even with the use of suo..1=1lementary 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 01=1erates a separate class or facility that is identified as being _wovided for students with disabilities, the facility,_ 
1=1rogr.am, and activities and services must be comparable to the facilities, p.J:Q.9rams, and activities and services offered to students 
without disabilities. 
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The District will 12rovide non-academic extra-curricular services and activities in such a manner- as is necessary to afford qualified 
students with disabilities an egual OQQOrtunitY. for 12artici12ation in such services and activities. Nonacademic and extra-curricular 
services and activities may include counseling services, athletics, transportation, health services, -recreational activities, 2P.ecial 
interests grou12s or clubs sponsored by the District, referrals to agencies that provide assistance .to individuals with disabilities, and 
em12loY.ment of students. In providing or arrangin_g for the provision of meals and recess periods and nonacademic and 
extracurricular services and activities, including those listed above, the District will verify that students with disabilities participate 
with students without disabilities in such services and activities to the maximum extent apo.rowiate. 

In accordance with Section 504,_Qarents and students shall be notified of their right to file an internal complaint regarding an alleged 
violation, misinterpretation, or misaQQlication of Section 504. In addition, students and their parents shall be notified of their right to 
file a com12laint with the U.S. De12artment of Education's Office for Civil Rights ("OCR"). Finally, students and parents shall be advised 
of their right to reguest a due 12rocess hearing before an Im12artial Hearing Officer ("IHO") cggarding the identification, evaluation, or 
educational 12lacement of 12ersons with disabilities, and their right to examine relevant education records. (See also AG 2260.0lB -
Section 504/ADA - Com12laint and Due Process Procedures) 

Definitions 

Words used in this QOliCY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
Qlain and ordinacv. meaning~ 

ComP-lainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation,EQardless of whether 
the 12erson files a formal complaint or is pursuing an informal resolution to the alleged discrimination/retaliation. 

ResP-ondent: 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 emQIOY.ees (i.&.,, administrators and professional and sup_P.ort staff), and Board 
members,_g_gents, volunteers, contractors, or other 12ersons subject to the control and supervision of the Board. 

Third Parties~ include but are not limited to guests and/or visitors on District p.IQP.erty_(~g~, visiting_~rneakers,_12artici12ants on 
QQQOsing athletic teams, 12arents), 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 pt:QP.erty).,_ 

Day_(§.): Unless ex12resslY. stated otherwise, the term "day" or "days" as used in this policy means business day_(~j[&.,--2....QID'_(~ that 
the District office is 012en for normal 012erating hours, Monday - Friday, excluding State-recognized holidays).,_ 

Individual"AA imlividual with a disability!! means a person who has, hasooe 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. 

ImP-airment That SubstantiallY. Limits a Major Life Activity 
AA iffi13aiFffieAt that is e13isedic iA AatuFe SF iA Feffi issieA is ceAsidered a disal3ility if it weuld sul3staAtially liffiit a ffi □jer lik activity 
wheA active. 

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 im12airment that is e12isodic in nature or in remission is considered a disabilitY. if it would substantiallY. limit a major life activitv. 
when active. 

Qualified Individual with a Disabilitv. 
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With respect to public preschool, elementary, and secondary educational services, a qualified individual~ with a disability 
means a student with a disabilitv.eisablee peFseA : 

A. who is of an age during which AeAeisablee persons without disabilities are provided educational services; 

B. who is of any age during which it is mandatory under Wisconsin law to provide educational services to eisablee persons with 
disabilities; or 

C. to whom the State is required to provide a free appropriate public education pursuant to the IDEA!Aei'o'ieuals with Disabilities 
EeueatieA lFApFe·~cFAeAt Aet (IDEIA) . 

With respect to vocational education services, a qualified individual~ with a disability means a studenteisablee perseA 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 denv. a student with disability access to its vocational education pr:Q.grams or courses due to architectural 
and/or eg!![r:1ment barriers, or because the student needs related aids or services to receive an aP..r:1ror:1riate education. 

With resr:1ect to emr:1loY.ment,_g_gualified individual with a disability means the individual satisfies the requisite skill,....filmerience, 
education and other job-related reguirements of the emr:1loY.ment r:1osition the individual holds or desires and can Rerform the 
essential functions of the job in question, with or without reasonable accommodation. 

Reasonable Accommodation 

With resr:1ect to emr:1loY.ment, 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 
Board's r:1rogram and/or activities. A reasonable accommodation is not required for an individual who is merely rggarded as having a 
disability_,_ 

Facilities 

No qualified r:1erson with a disabilitY. will be denied the benefits of, excluded from particiRation in, or otherwise subjected to 
discrimination under any r:1rogram or activity to which Section 504/ADA ao..Rlies because the District's facilities are inaccessible to or 
unusable by r:1ersons with disabilities. 

For facilities constructed or altered after June 3, 1977, the District will comp[Y. with ap121icable accessibility standards. For those 
existing facilities constructed wior to June 3, 1977, the District is committed to operating its r:1rograms and activities so that theY. are 
readilY. accessible to r:1ersons 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) : 

Carmen O'Brien 
Director of Curriculum & Assessment 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawa.k12.wi.us 

Daniel Wolfgram 
High School/Middle School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
dwolfgram@manawa.k12.wi.us 

The names, titles, and contact information of these individuals will be published annually in the staff and student 
handbooks and on the School District's web site. 

The CO2 are+s responsible for coordinating the District's efforts to comply with .2.P..Rlicable Federal and State laws and regulations,. 
including the District's dutY. to address in a r:1romr:1t and equitable manner anyJnguiries or comRlaints regarding_ 
discrimination/retaliation or denial of egual access. The cos also shall verify that p..IQP.er notice of nondiscrimination for Title II of the 
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Americans with Disabil ities Act (as amended)., Title VI and Title VII of the Civil Rights Act of 1964, Section 504 of the Rehabilitation 
Act of 1973 (as amended), and the Age Discrimination in Emplov.ment Act of 1975 is provided to staff members and the general 
1::1ublic. A COJ::!.Y. of each of the Acts and regulations on which this notice is based will be made available u1::1on reguest from the COefte 
fulfill its Fesponsil3ilities under Section 504 and Title II of the ADA. A copy of Section 504 and the ADA, including copies of their 
implementing regulations, may 13e ol3tained from the CO. 

The CO .,...ill oversee the in•,cestigation of aw,· complaints of disEFimination eased on disal3ility, which FAay 13e filed pursuant to the 
Board's adopted internal complaint procedure, and will atteFApt to resol·t'e such coFAplaints. 

The Board will provide for the prompt and equitable resolution of complaints alleging violations of Section 504/ADA . . (See below.). 
The Board will-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 1::1arents 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 . 

Traii,ii,g 

The CO 'n"ill also oversee the tFaining of employees of the Board so that all eFAployees understand their rights and responsil3ilities 
under Section 504 and the ADA, and are informed of the Board's policies, administrative guidelines, and practices .,...ith respect to 
fully implementing and complying with the requirements of Section 504/ADA. 

The Board will provide in ser.·ice training and consultation to staff responsil3Ie fer the education of persons with disal3ilities, as 
necessary and appropriate. 

Faeilities 

No qualified person with a disal3ility will, 13ecause the District's facilities are inaccessil3Ie to or unusal3Ie 13y persons .,...ith disal3ilities, 
13e denied the Benefits of, 13e excluded from participation in, or otherwise 13e sul31ected to discrimination under any prograFA or 
activity to which Section 501/ADA applies. 

FeF facilities constructed er altered after June 3, 1977, the District will comply .,...ith applical3Ie accessil3ility standards. Fer these 
existing facilities constructed prier to June 3, 1977, the District is ceFAmitted to operating its pFograFAs and activities so that they are 
readily accessil3Ie to persons with disal3ilities. This includes, 13ut is net liFAited to, providing accommodations to parents with 
disal3ilities who desire access to their child's educational program er meetings pertinent thereto. Programs and activities will 13e 
designed and scheduled so that the location and nature of the facility er area '"''ill net deny a student with a disal3ility the opportunity 
to participate en the same 13asis as students without disal3ilities. 

Edt:1eatiei, 

The Beard is committed to identifying, e·t'aluating, and providing a free appropriate pul31ic education ("FAPE") to students within its 
jurisdiction who aFe disal3Ied within the definition of Section 504, regardless of the nature or severity of theiF disal3ilities. 

If a student has a physical OF mental impairFAent that significantly limits one or mere FAajor life activities, the Board will provide the 
student with a free appropriate pul31ic education (''FAPE"). An appropriate education may include regular or special education and 
related aids and seFVices to accommodate the unique needs of students with disal3ilities. For disal3Ied students who are not eligil3Ie 
fer specially designed instruction under the Indi~•iduals with Disal3ilities Education Impre·t'ement Act ("IDEIA"), the related aids and 
services (including accoFAmodatiens/modifications/inteFventions) they need in oFder to ha·t'e their needs met as adequately as the 
needs of nendisal3Ied students are met, shall 13e delineated, along with their placement, in a Section 501 Plan (Form 2260 .0lA F13). 
Parents/guardians/custodians ("parents") are invited and encouraged to participate fully in the evaluation process and development 
of a Section 504 Plan. 

The Board is committed to educating (or pro·t'iding fer the education of) each qualified person with a disal3ility who resides within the 
District with persons who are not disal3Ied to the ma>EiFAum extent appropriate. Generally, the District will place a person with a 
disal3il ity in the regular educational environment unless it is demonstrated that the education of the person in the regular 
en•.,ironment even with the use of supplementaf')' aids and ser't'ices cannot 13e achieved satisfactorily. If the DistFict places a person 
in a setting other H~an the regular educational envirenFAent, it shall talEe into account the proximity of the alternate setting to the 
person's home. 

The Board will provide non academic e>Etracurricular services and acti'v'ities in such a FAanner as is necessary to afford qualified 
persons with disal3ilities an equal opportunity for participation in such seFVices and activities. ~Jonacademic and extracurricular 
services and activities may include counseling seFVices, physical Fecreational athletics, tFansportation, health sef't'ices, recreational 
acti•,cities, special interests gFOups or clues sponsored 13y the District, referrals to agencies that provide assistance to persons with 
disal3ilities, and eFAployFAent of students. In providing or arranging for the provision of FAeals and recess periods, and nonacademic 
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aAd e*tFaeuFFieulaF seF¥iees aAd aeti•vrities, iAeludiA§ t"1ese listed abeve, t"1e DistFiet will veFify t"1at peFseAs wit"1 disabilities 
paFtieipate wit"1 peFseAs wit"1eut disabilities iA sue"1 seF¥iees aAd aetivities te t"1e FAa*iFAUFA e*teAt appFepFiate . 
ReP.orts and ComP.laints of Discrimination and Retaliation 

Students and District emRIOY.ees are reguired, and all other members of the District community and Third Parties are encouragl=..Q,.lQ. 
RromRtlYEROrt incidents of discrimination and/or retaliation to an administrator, suRervisor, or other District official so that the 
Board maY. address the conduct. AnY. teacher, administrator,...fildJlervisor, or other District emp,!QY,ee or official who receives such a 
comRlaint shall file it with the CO within two (Z.)...ili!YL[NOTE: While students are advised to reP.ort discrimination/retaliation 
to administrators, ... ~_!,!.P.ervisors, or other District officials, the Board recognizes that some students may~P.Ort 
discrimination/retaliation to a teacher. When a teacher receives such a reP.ort, 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 
2_gainst are entitled to utilize the complaint Rrocess set forth below. Initiating a complaint, whether formally or informally, will not 
adverselY. affect the ComRlainant's emploY.ment or RarticiRation in educational or extra-curricular p.IQ,grams. While there are no time 
limits for initiating comRlaints 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 ROtential witnesses are available. 

A student and/or parent maY. initiate the internal comRlaint Rrocedure when theY. believe that a violation, misap_P.lication or 
misinterRretation of Section 504 has occurred. Additionally, the following_Rrocedure may be used for any disagreement with respect 
to actions regarding the identification, evaluation, or educational p.LQ..9ram or placement of students who are identified as having a 
disabilitY. or believed to have a disability_Rursuant to Section 504 and are not elig ible under the IDEA, except in the case of 
disciRlina[Y. actions where the Rrovisions of the Student Code of Conduct ap_pJ.Y.. Use of the internal complaint procedure is not a 
Rrereguisite to the RUrsuit 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 bullY.ing,.....2.ggressive behavior and/or harassment in accordance with Policy 5517.01 - Bullyi09,_ 
the PrinciRal believes that the reRorted misconduct may constitute discrimination based on a Protected Class, the PrinciRal shall 
reRort the act to one of the COs, who shall investigate the allegation in accordance with this policy. While the CO investigates the 
allegation, the PrinciRal shall susRend the PolicY. 5517.01 investigation to await the CO's written reRort. The CO shall keep the 
PrinciRal informed of the status of the Pol icY. 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 accept 
reRorts of discrimination/retaliation directlY. from any member of the District community or a Third Party and reports that initially are 
made to another District emRIOY.ee. URon receipt of a report of alleged discrimination/retaliation, the CO will contact the Complainant 
and begin either an informal or formal comRlaint wocess (deRending on the ComRla inant's request and the nature of the alleged 
discrimination/retaliation) or designate a SRecific individual to conduct such a Rrocess . 

The CO will Rrovide a COR.Y. of this ROlicY. to the ComRlainant and the ResRondent. In the case of a formal complaint, the CO will 
RreRare recommendations for the District Administrator or oversee the preRaration of such recommendations by a designee. All 
members of the District communitY. must reRort incidents of discrimination/retaliation that are reported to them to the CO within two 
.(.f.)...ili!Y.S of learning of the incident/conduct. 

AnY. District emRIOY.ee who directly observes-discrimination/retaliation of a student is obligated, in accordance with this policy,....!Q_ 
reRort such observations to one of the COs within two C~...ili!Y.S, Additionally,....ill!Y. District emplQ.Y.ee who observes an act of 
discrimination/retaliation is exRected to intervene to stoR the misconduct unless circumstances make such an intervention 
dangerous, in wh ich case the staff member should immediatelY. notifY. other District emRIOY.ees and/or local law enforcement 
officials, as necessarY., to stoR the misconduct. Thereafter, the CO/designee must contact the Complainant if age eighteen (!.§).QI 
older or the ComRlainant's Rarents/guardians if the student is under the age eighteen (lll.) within two {~...ili!Y.S 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 known it is available : a description of the alleged violation, the 
identity of the ResRondentiAdividual(s) belie·vred te have eA§a§ed iA, eF te be aetively eA§a§iA§ iA, eeAduet iA vielatieA ef t"1is pelie'y", 
tf--afty; a detailed description of the facts upon which the complaint is based_(~, when, where, and what occurred) ; i:tfffi-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. 
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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 retaliation loss of eelueatioRal oppoFtuRity, including but not limited to a change of work 
assignment or class schedule for the Complainant and/or the ResP-ondent, teRtati¥e eRFOllffieRt iR a pFO§Faffi, OF otl9eF appFopFiate 
tt€ttefl. In making such a determination, the CO should consult the ComP.lainant to assess whether the individual agrees with 
the P.rOP.Osed action. If the Complainant is unwiliing to consent to the P.rOP.OSed change, the CO still may take whatever 
actions are deemed aP.P.rOP.riate in consultation with the District AdministratorpFiOF to aRy aetioR beiR§ talEER. Tl9e 
CoffiplaiRaRt sl9oulel be ROtifieel of a Ry pFoposeel aetioR pFioF to suel9 aetioR beiR§ tal~eR . 

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

Within 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. 

Although certain cases maY. reguire additional time, the CO or designee will attempt to complete an investigation into the allegations 
of harassment based on a P-rotected class or retaliation within thirty_(JQ)...QID'.S of receiving the formal complaint. lR¥esti§atioRs sl9all 
be EOffipleteel pFOffiptly. Wl9at EORStitutes pF0ffiptRess will elepeRel OR tl9e EOFAple)(ity of tl9e issues, tl9e RUffibeF of iREieleRtS OF factual 
eleffieRts, tl9e RUffibeF of witResses aRel eloeuffieRtS to be EORSUlteel, a Rel tl9e a¥ailability of witResses a REI otl9eF e¥ieleRee. Tl9e co 
s19all IEEep tl9e CoffiplaiRaRt FeasoRably iRfoFffieel of tl9e iRvesti§atioR's pFO§Fess. 

The investigation will include: 

A. interview.Cs). with the Complainant; 

B. interview.Cs). with the ResJ'.!ondentaRy peFSORS RaffieEI iR tl9e eoffiplaiRt; 

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

D. consideration of any documentation or other informationevieleRee 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 P-rovided in Board P-Olicy and State and Federal law as to whether the Respondent has 
eng_g_ged in harassment/retaliation of the ComP-lainantelefiRitioRs iR tl9is Polie•r, as well as iR State aRel FeeleFal law as to wl9etl9eF tl9e 
CoffiplaiRaRt 19as beeR eleRieel aeeess to eelueatioRal oppoFtuRities OR tl9e basis of oRe of tl9e pFOteeteel elassifieatioRs, baseel OR a 
pFepoReleFaRee of e¥ieleRee staRelaFel . The CO's recommendations must be based upon the totality of the circumstances , iRelueliR§ tl9e 
a§es aRel ffiatuFity levels of tl9ose iR'o'0lveel . In determining if discrimination or retal iation occurred,lP-reP-onderance 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 final izing 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 (.2.).teR ( 10) 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 substantiated tl9e eoFAplaint 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 (,2.)_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 will be reviewed by the Board upon request. 
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If the Complainant feels that the decision does not adequately address the complaints/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 
ComRlainant RUrsues A9eA9ber ef Hie Seheel Distriet E9A9A9unity eFthiFEI 13arty eheeses te 13ursue 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 Rarties mav. be reRresented, at their own cost,....fil...fill. of the above-described interviews/meetings. 

The right of a Rerson to a womRt and eguitable resolution of the complaint shall not be impaired bY. the Rerson's RUrsu it of other 
remedies such as the filing of a comRlaint with the OCR or ICRC, the filing of charges with local law enforcement, or the filing of a 
civil action in court. Use of this internal com Ria int Rrocess is not a prerequisite to the pursuit of other remedies. 

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. 

Privacyl_Confidentiality 

The District will emRloy__m!~ reasonable efforts to protect the L[ghts of the ComRlainant, the Respondent(2,)., and the witnesses as 
much as ROSsible, consistent with the District's legal obligations to investigate, take aRRrORriate action, and complv. with any 
discoveCf. or disclosure obligations~ ef any inEli'v' iElua ls in'v'e l'v'eel in the in'v'estigatien 13reeess. Confidentiality cannot be 
guaranteed, however. All Complainants proceed ing 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. 

All records generated under the terms of this policv. shall be maintained as confidential to the extent permitted by law. 
ConfidentialitY., however, cannot be guaranteed . AdditionallY., the ResRondent must be provided the Complainant's identity. 

During the course of an investigation, the CO or desig~will instruct each Rersonall A9eA9bers ef the Sehee l Distriet E9A9A9unity anel 
thirel 13arties who § aFe interviewed about the importance of maintaining confidentiality. Any individual who is interviewed as part of 
an investigation is expected not to disclose to third Rarties any information that is learned or Rrovidedsfhe learns er that sfhe 
13Fe'v'ieles during the course of the investigation. 

Remedial Action and Monitoring_ 

If warranted,.J!RRroRriate remedial action shall be determined and imRlemented on behalf of the Complainant, including but not 
limited to counseling services, reinstatement of leave taken due to the discrimination, the 01mortunity to complete assignments 
missed due to absences related to the discrimination, or other a1:mrowiate action. 

The Board may aRROint an individual, who may be a District emRlov.ee, to follow UR with the ComRlainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any...I§2orted occurrences promp!!Y.:. 

Sanctions and Disciplinarv. Action 

The Board shall vigorouslv. enforce its Rrohibitions against discrimination bY. taking.J!RRroRriate action reasonablY. calculated to stoR 
and Rrevent further misconduct. 

While observing the RrinciRles of due Rrocess, a violation of this policy mav. result in disciRlinarv. action UR to and including the 
discharge of an emRlov.ee or the suspension/exRulsion of a student. All disciplinary action will be taken in accordance with apQlicable 
State law and the terms of anv. relevant code of conduct. 

When imRosing disciRline, the District Administrator shall consider the totalitY. of the circumstances involved in the matter, including 
the age and maturitY. level of anv. student involved. In those cases where discrimination/retaliation is not substantiated, the Board 
mav. consider whether the alleged conduct nevertheless warrants disciRline 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 
imRosed bv. the Board and/or District Administrator shall be reasonablY. calculated to end such conduct,_Rrevent its recurrence, and 
remedv. its effect. 

ImP-artial Due Process Hearing_ 
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A student and/or Rarent maY. reguest an impartial due Rrocess hearing regarding the identification, evaluation • ...QLP.lacement of a 
student with a disabilitY., The student and/or parent may but are not required to first exhaust the above complaint procedure before 
reguesting an imRartial due process hearing. The Rarent of a student with a disabilitY. and a student over eighteen (1fil_v.ears 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 about the student; (~_@guest an imRartial due process hearing that provides the Rarent and/or student with an 
QRROrtunitY. to RarticiRate and permits rewesentation by an attorney;...fillQ...(J) have an op;iortunity for review of the decision made at 
the hearing.,, 

A reguest for an imRartial due Rrocess hearing should be made as soon as ROSsible following ~ute in order to ensure that 
witnesses are available but no more than two Y.ears following the date of the matter in diSRUte. A request for an impartial due 
Rrocess hearing must be RUt in writing, identif.Y. the SRecific circumstances or areas of dispute that have given rise to the request for 
a hearing, and offer ROSsible solutions to the diSRUte. The request for due process hearing must be filed with a District CO within the 
time limits SRecified above. The CO is available to assist individuals in filing <ufil!Uest for an impartial due process hearing,. 

When a request for an impartial due Rrocess hearing is received.~grieved party will have the op_P.ortunity to receive a hearing 
conducted by an IHO (i.e,,...QY-E..Rerson not emR]QY.ed bY. the District, not involved in the education or care of the child, and not 
havinglRersonal or Rrofessional 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, attorney~ and Directors of Special Education outside the 
District. The District CO will aRROint an IHO from that list, and the District will bear the costs of the hearing. The aRROintment of an 
IHO will be made within fifteen (12.)....Q.§.Y.S after the reguest for an imRartial due process hearing is received. 

A.Rartv. to an imRartial due process hearing has the right to : 

A. be accomRanied 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. Rresent 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 IHO shall conduct the imRartial due Rrocess hearing within a reasonable period of time (i.e., not to exceed ninety_(2..Q)....Q.§.Y.S from 
the reguest for a hearing, unless this time-frame is mutually waived by~arties or is determined by the IHO to be impossible to 
comR.!Y. with due to extenuating circumstances). The IHO will give the parent and/or student written notice of the date, time and 
Rlace of the hearing. Notice will be given no less than twentY.-one {W_Q,g_y~rior to the date of the hearing, unless otherwise agreed 
to bY. the Ra rent and/or student. The notice shall include: 

A. a statement of the time,_Rlace and nature of the hearing_;_ 

B. a statement of the legal authoritY. and jurisd iction under which the hearing is being held; 

C. a reference to the Rarticular section(i) of the statutes and rules involved;_ 

D. a statement of the availabilitY. of relevant records for examination;_ 

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

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

The IHO shall conduct the hearing in a manner that will afford all parties a full and fair orrnortunitY. to Rresent evidence and 
otherwise to be heard. The parent and/or student maY. be reRresented by another Rerson of the parent or student's cho ice. including 
an attorneY., The IHO shall make a full and comRlete record of the proceedings. 

The IHO shall render a decision in writing to the Rarties within thirty_(30)....Q.§.Y.S following the conclusion of the hearing. The decision 
will be based solely on the testimony and demonstrative evidence presented at the hearing and include a summary of the evidence 
.Cl&:, findings of fact) and the reason for the decision (conclusions of law) . The IHO's decision shall include a statement that either 
Rartv. may_g_RReal the decision. 

~RReal of the IHO's decision maY. be made to a Federal court of competent jurisdiction. 

OCR ComRlaint 
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At anv. time, if a student or 1:.1arent bel ieves that the student has been subjected to discrimination based upon disability in violation of 
Section 504 or the ADA, the student or P.arent may file a comP.laint with the OCR. The OCR can be reached at: 

U.S. De1:.1artment of Education 
Office for Civil Rights 
Chicago Office 
John C. Kluczv.nski Federal Build ing 
230 S. Dearborn Street, 37th Floor 
ChicagQ, IL 60604 
TeleP.hone: 312-730-1560 
FAX: 312-730-1576 
TDD: 800-877-8339 
E-mail: OCR.ChicagQ.@_g_Q,_gov 
Web: httR://www.ed .gov/ocr 

ExceP.t in extraordinarv. circumstances, the OCR does not review the result of individual placement and other educational decisions,. 
so long as the District com1:.1lies with the "wocess" reguirements of SubP.art D of Section 504. 

Notice 

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

Retaliation 

Retaliation against a P.erson who makes a report or files a com1:.1laint allegi119 discrimination/retaliation or participates as a witness in 
an investigation is P.rohibited. Neither the Board nor any other P.erson mav. intimidate, threaten, coerce or interfere with any_ 
individual because the P.erson OP..P.Osed anv. act or practice made bY. anv. Federal or State civil rights law, made a report/formal 
fQ!!lP.laint, testified, assisted or particiP.ated, or refused to P.articiP.ate in any manner in an investigation,_J;!roceeding, or hearing_ 
under those laws and/or this 1:.1olicv., or because that individual exercised,_g!}jQ.Y..fill_, aided or encouraged any other person in the 
exercise or enjQ.Y.ment of any...rlg.bl_granted or protected by those laws and/or this policy. 

Retaliation against a 1:.1erson for making a re1:.1ort of discrimination, fil ing a formal complaint,_QLP.artici1:.1ating in an investigation or 
meeting is a serious violation of this 1:.1olicv. that can result in the imposition of disciplinary sanctions/consequences and/or other 
~P..P..roP.riate remedies. 

Formal com1:.1laints alleging retaliat ion mav. be filed according to the internal complaint 1:.1rocess set forth above . 

The exercise of rights 1:.1rotected under the Fi rst Amendment of the United States Constitution does not constitute retaliation 
1:.1rohibited under this 1:.1olicy_,_ 

Education and Training 

In SUP..ROrt of this 1:.1olicy, the Board 1:.1romotes P.reventative educational measures to create greater awareness of discriminatory 
1:.1ractices. The District Administrator shall 1:.1rovide aP..P.rowiate information to all members of the District communitY. related to the 
im1:.1lementation of this 1:.1olicy and shall P.rovide training for District students and staff where aP..1:.1ro1:.1riate . All training and information 
1:.1rovided regarding the Board's 1:.1olicy and discrimination in general will be age and content aRP.LQP.riate. 

Retention of P~hlie Reeonls, St~dent Records, and Investigatory Records and Materials 

The CO is res1:.1onsible 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 aP..ROinted by the Board to fulfill 
its res1:.1onsibilities ; 
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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 SUP..P..Ortivetffieffffl measures offered and/or provided to the ComP..lainant and/or t he 
ResP..ondentCeffi19laiF1aF1ts, 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. COP..ies of the Board r1oliCY. and/or procedures/quidelines 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 
resP..ect to the subject of this P..Olicy_(~g;, Student Codes of Conduct and/or EmpjQY,ee Handbooks);. 

0. mr1ies of anv. documentation that memoria lizes anv. forma l or informal resolutions to the alleged discrimination or 
harassment;. 

P. documentation of any training_Rrovided to District personnel re lated to this policy, including but not limited to, notification of 
the r1roh ibitions and expectations of staff set forth in this policy and the role and responsibilitY. of all District personnel 
involved in enforcing this P..OliCY., including their dutv. to reRort al leged violations of this policy and/or conducting an 
investigation of an alleged violation of this ROlicy_;_[REMINDER: Documentation of training should be maintained 
regardless of whether there is an investigation of an alleged violation of this P-Olicy. It is best practice to 
maintain a log of all staff members who particiP-ate in a training, along with the date, time and location of the 
training, and a COP-.Y. of the materials reviewed and/or P-resented during the training.,_] 

It is sug_gested the following records also be maintained, as aP-P-rOP-riate. 

Q. documentation that any_Ii.ghts or OP..ROrtun ities that the District made available to one party during the investigation were 
made available to the other partv. on egual terms;_ 

R. cor1ies of any notices sent to the al legfil!..RerP..etrator/resr1onding_r1arty of the allegations constituting a_P.otential violation of 
this P..O licv.;. 

S. COP..ies of anv. notices sent to the Comr1lainant and the Respondent in advance of any interview, meeting, or hearing;_ 

T. CORies of anv. notices sent to the Complainant and al leged r1erRetrator in advance of any interview or hearing;_ 

U. CORies of any documentation or evidence used during informa l and formal disciplinary meetings and hearings, including the 
investigation reRort, and any written responses submitted by the Complainant or the Respondent. 

Additiona llY., t he CO shall retain CORies of any written reguest for an imRartial due process hearing, the IHO's notices to the pa rties, 
the evidence entered in the hearing,..fill.Y. transcriP..t of the hearing, and the IHO's decision. 

The information, documents, ES!, 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, ES!, 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. 
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NONDISCRIMINATION AND ANTI-HARASSMENT - NONDISCRIMINATION AND ACCESS TO 
EQUAL EDUCATIONAL OPPORTUNITY 

po2260 

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 Efefl5gender 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-curricu lar 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 wovide a free app.LQ.P.riate public education to students with disabilities who are determined 
eligible for SRecial 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 Rrograms include the academic and nonacademic setting. Each gualified student with a disability shall be 
educated with students without disabilities to the maximum extent ap.,P.roRriate. In the nonacademic setting, a student with a 
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disabilitY. shall RarticiRate with students without disabilities to the maximum extent a12.12r0Rriate. 

Notice of the Board 's ROlicY. on nondiscrimination and the identitY. of the District's Compliance Officer(~_(see below) will be published 
on the District's website,_Rosted throughout the District, and included in the District's recruitment statements or general information 
Rublications. 

PrinciP.al's ResP.onsibilities 

Each PrinciRal shall verif.Y. that the Rrocedures used with students and Ra rents for selection of and participation in any Rart of the 
District's academic, co-curricular, or extra-curricular programs do not discriminate on the basis of the Protected Classes. 

District Administrator's ResP.onsibilities 

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 those~ Protected 
ClassescontFil3ution of 130th se>ws, various rnces, ethnic §rou13s, etc. 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:. 

8.!!...Rrograms need to be designed and scheduled so the location or nature of the facility or area will not deny an 
otherwise gualified student with a disabilitY. the ORROrtunitY. to RarticiRate in the academic or other school pCQ.grams on 
the same basis as students without disabilities. 

4. reguire that service animals for students who reguire this t~me of assistance shall be Rermitted access to all facilities, 
Rrograms, 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 
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Words used in this ROlicY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
Rlain and ordinary meanings. 

ComP-lainant: is the individual who alleges, or is alleged, to have been subjected to unlawful discrimination/retaliation, rggardless 
of whether the Rerson files a formal comRlaint or is pursuing an informal resolution to the alleged discrimination/retaliation. 

Day_(~): Unless exRresslv. stated otherwise, the term "day" or "days" as used in this policy means business dayf~jl.&,__g__f@yl0 that 
the District office is ORen for normal ORerating hours, Monday - Friday, excluding State-recognized holiday_§_).,_ 

MilitarY. status: refers to a Rerson's status in the uniformed services, which includes the performance of duty on a voluntary or 
involuntacv. 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 
RUrRose of an examination to determine the fitness of the person to perform anv. dutv. listed above. 

ResP-ondent: is the individual who has been alleged to have engilljed in unlawful discrimination/retaliation,___r,.g_gardless of whether 
the ReRorting Partv. files a formal comRlaint or is seeking an informal resolution to the alleged discrimination/retal iation. 

School District communi!Y.: means students and Board emRlov.ees (i&, administrators,...fill.Q...P.rofessional and SURROrt staff).,~ 
well as Board members, agents, volunteers, contractors, or other Rersons subject to the control and supervision of the Board. 

Third Parties: include, but are not limited to, _guests and/or visitors on School District p.IQ.P.erty lg.,_g!J visiting $_P.eakers,_P.articipants 
on ORROSing athletic teams,_Rarents), 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 
RroRertv..L 

The District Administrator shall a1313oint anel 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, Title IX of tl9c Eelucation An,cneln,ent 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 - ~ 22, who reside in the District but do 
not receive a public education. 

In addition, the District Administratorsfl'te 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 emRlov.ees are required, and all other members of the District community and Third PartiesStuelents, 13aFcnts 
anel all etl9cF n,cn,bcFs of tl9c Scl9ool DistFict con,n,unity arc encouraged to promptly report suspected violations of this policy to antot 
teacl9eF OF administrator,_fild_Rervisor, or other District official so that the Board may address the conduct . Any teacher,.~ 
administrator,_fild_Rervisor, or other District emRlov.ee or official who receives such a complaint shall file it with the District's 
Compliance Officer within two (ilJillY~at 19isfl9cF f-lFst 013130Ftunit'( ._[NOTE: While students are advised to reP-ort 
discrimination/retaliation to administratorS,...fil!.P-ervisors, or other District officials, the Board recognizes that some 
students maY. reP-ort discrimination/retaliation to a teacher. When a teacher receives such a report, the teacher must 
file it with the CO as indicated above.] 

Stuelents wl,o belic¥e tl,ey 1,ave been elenieel equal access to DistFict eelucational 013130Ftunities in a n,anneF inconsistent witl, tl,is 
13olicy n,a.,. initiate a cen,13laint anel tl,e in¥cstigation 13Feccss tl9at is set foFtl, below. Initiating a con,13laint will not ael¥cFscl'( affect 
tl,e con,13laining inelivielual's 13aFtici13ation in eelucational OF e><trn cuFFiculaF 13FogFaA1s unless tl9e con,13laining ineli¥ielual n,al~es tl,e 
con,13laint n,alicieusly OF witl, tl,e lrnewlcelgc tl'lat it is false. 
Members of the District communitY., which includes students or Third Parties. who believe they have been discriminated/retaliated 
£gainst are entitled to utilize the complaint Rrocess set forth below. Initiating a complaint, whether formally or informally, will not 
adverselv. affect the Complainant's emplov.ment or particiRation in educational or extra-curricular p..IQQrams. While there are no time 
limits for initiating comRlaints under this policy, individuals should make every effort to file a complaint as soon as possible a~er the 
conduct occurs while the facts are known and potential witnesses are available . 

If during an investigation of alleged bullv.ing_,.1J.g_gressive behavior and/or harassment in accordance with Policy 5517.01 - Bullyi!l9,. 
the PrinciRal believes that the reRorted misconduct may constitute unlawful discrimination based on a Protected Class. the Principal 
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shall rer2ort 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 
QrinciQal 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 accept 
rei:2orts of discrimination/retaliation directlY. from any member of the District communitY. or a Third PartY. and rer2orts that initiallY. are 
made to another District emQIOY.ee. UQon receiQt of a report of alleged discrimination/retaliation. the CO will contact the Complainant 
and begin either an informal or formal comi:2laint i:2rocess ( deP.ending on the Complainant's reguest and the nature of the alleged 
discrimination/retaliation) or designate a si:2ecific individual to conduct such a i:2rocess. 

The CO will Qrovide a COQ.Y. of this QOlicy to the Complainant and the Respondent . In the case of a formal complaint, the CO will 
i:2rei:2are recommendations for the District Administrator or oversee the p..J:gP.aration of such recommendations by a designee. All 
members of the District community must rei:2ort incidents of discrimination/retaliation that are reported to them to the CO within two 
.(.f.)....£@.Y.S of learning of the incident/conduct. 

AnY. District emQIOY.ee who directly observes discrimination/retaliation of a student is obligated, in accordance with this policy,.1Q. 
rei:2ort such observations to one of the cos within two (~....£@.Y.S. Additionally,...ill}Y. District emplQY.ee who observes an act of unlawful 
discrimination/retaliation is exi:2ected to intervene to stoP. the misconduct unless circumstances make such an intervention 
dangerous, in which case the staff member should immediatelY. notifY. other District emi:2loY.ees and/or local law enforcement 
officials, as necessarY., to stoP. the misconduct. Thereafter, the CO/designee must contact the Complainant if age eighteen (lfil..Q[ 
older or the Comi:2lainant's 1:.1arents/guardians if the student is under the age of eighteen (lJD with in two (2)...Q£Y.s to advise of the 
Board's intent to investigate the alleged wrongdoing.,_ 

Title IX Complaint Ceerdinaters/ District Compliance Officers (hereinafter referred to as the "COs") 

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

Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/Middle School Principal 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
dwolfgram@manawaschools.org 

The names, titles, and contact information of these individuals will be published annually in the staff and student 
handbooks, and on the School District's web site. 

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 information to the extent known it is a'v'ailaele : a description of the alleged violation, the 
identity of the Resi:2ondentiAelivielual(s) eelie'v'eel te 19a'v'e eAgageel iA, eF te ee aeti'v'ely eAgagiAg iA, eeAeluet iA 'v'ielatieA ef tl9is 19eliey, 
if-itfly; a detailed description of the facts upon which the complaint is based_(~, when, where, and what occurred).; itf'tft-a list of 
potential witnesses.; and the resolution sought bY. the Comi:2lainant . 

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 re1:.1orted charg~ 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 educat ional opportunity, including but not limited to a change of work assignment or class schedule 
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for the Complainant, tentative enrollment in a program, or other appropriate action. In making such a determination, the CO should 
consult the ComRlainant to assess whether the individual agrees with the p..!QROsed actionjffief to aw,- actioA 19eiA§ takeA . !f 
the ComRlainant is unwilling to consent to the RrOROSed chang~, the CO still mav. take whatever actions are deemed aR_RroRriate in 
consu ltation with the District Administrator.The CoffiplaiAaAt shoulel 19e Aotifieel of aAy prnposeel actioA prior to such actioA 19eiA!:l 
takeft:-

As soon as appropriate in the investigation process, the CO will inform the ResRondentaAy iAEli'v'iElual AaffieEl 19y the CoR'lplaiAaAt iA 
coAAectioA with aA alle§eel vio latioA of this policy, 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 compla ining party. 

The investigation will include: 

A. interviews with the Complainant; 

B. interviews with the ResRondentaAy persoAs Aarneel iA the cornplaiAt ; 

C. interviews with any other witnesses who fflil'f"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 confl icts, bias or partiality, or for other 
reasons that impair the CO's ability to conduct an investigation, the CO may in consu ltation 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 (.2_).teA ( 10) 19usiAess days of receiving the report of the CO or designee, the District 
Administrator ~ ither must issue a writtenftftaf decision regarding whether the charges have been substantiated the coffiplaiAt or 
request further investigation. A copy of the District Administrator's final decision will be delivered to both the Complainant and 
ResRondent ( ) aAEl to the RespoAEleAt, if aAy [ENE> OF OPTION] . 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 (,2_).teA ( 10) 19usiAess 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 th e 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 DP! 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 
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investigation conducted by an external person in accordance with this policy or in such other manner as deemed appropriate by the 
Board. 

The j'.2arties may be rej'.2resented, at their own cost, at any of the above-described meetings/hearings. 

The right of a j'.2erson to a RrOmRt and equitable resolution of the complaint shall not be impaired bY. the Rerson's RUrsuit of other 
remedies such as the filing of a comj'.2laint 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 com Ria int j'.2rocess is not a prerequisite to the pursuit of other remedies. 

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.LConfidentiality 

The District will make reasonable efforts to protect the privacy of any individuals involved in the investigation process. Confidentiality 
cannot be guaranteed, however. Additionallv., the Resj'.2ondent must be j'.2rovided the Comj'.2lainant's identity. All Coffi19laiAaAts 
J9FOeeediA§ tRFOU§h Hie iAvesti§atioA J9Foeess should se ad•iised tl'lat as a Fesult of the iAvesti§atioA, allegatioAs agaiAst iAdividuals 
may beeome lmowA to tl'lose iAdividuals, iAeludiAg the Com19laiAaAt's ideAtity. 

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 Rrovideds/he learns OF that s/he J9FOvides during the course of the 
investigation. 

Remedial Action and Monitoring_ 

If warranted, aQRroRriate 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 opP,ortunity to complete assignments 
missed due to absences related to the discrimination, or other a1wr0Rriate action. 

The Board may aQROint an individual, who mav. be a District emj'.2loy_gg, to follow up with the Complainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any w.orted occurrences promp_tly.,_ 

Sanctions and DisciRlinarv. Action 

The Board shall vigorouslv. enforce its prohibitions against discrimination/retaliation bY. taking.Jl.RRrORriate action reasonably_ 
calculated to stoR and Rrevent further misconduct. 

While observing the RrinciRles of due j'.2rocess, a violation of this policy mav. result in disciRlina[Y. action UR to and including the 
discharge of an emj'.2lov.ee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with apqlicable 
State law and the terms of anv. relevant codes of conduct. 

When imj'.2osing disciRline, the District Administrator shall consider the totalitY. of the circumstances involved in the matter, including 
the ages and maturitY. level of any student involved. In those cases where discrimination/retaliation is not substantiated, the Board 
mav. consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies.:. 

Where the Board becomes aware that a prior disciR!i.J::@LY. action has been taken against the Respondent, all subsequent sanctions 
imj'.2osed by the Board and/or District Administrator shall be reasonably calculated to end such conduct,_P.revent its reoccurrence,. 
and remedv. its effects. 

Retaliation 

Retaliation against a Rerson who makes a rej'.2ort or files a comRlaint allegio.g harassment/retaliation or participates as a witness in 
an investigation is Rrohibited. Neither the Board nor any other person mav. intimidate, threaten, coerce or interfere with any 
individual because the j'.2erson OQROSed any act or Rractice made unlawful by....fillY. Federal or State civil rights law, or because that 
individua l made a rej'.2ort, formal comRla int, testified, assisted or particiRated or refused to participate in anv. manner in an 
investigation,_Rroceeding_, or hearing under those laws and/or this policy, or because that individual exercised, eniQY,gg, aided or 
encouraged anv. other j'.2erson in the exercise or enjQY.ment of any...ri.g!:lLgranted or protected by those laws and/or this policy. 

Retaliation aga inst a j'.2erson for making a rej'.2ort of discrimination, filing a formal comj'.2laint, QLP.articipating in an investigation or 
meeting is a serious violation of this Rolicv. that can result in the imposition of disciplinary sanctions/consequences and/or other 
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Formal comRlaints alleging retaliation may be filed according to the internal complaint process set forth above. 

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

Education and Training_ 

In SURROrt of this ROI icy, the Board Rromotes Rreventative educational measures to create greater awareness of discriminatory_ 
Rractices. The District Administrator shall Rrovide a1rnrowiate information to all members of the School District community related to 
the imRlementation of this ROliCY. and shall Rrovide training for District students and staff where app..[QP.riate. All training, as well as 
all information,_Rrovided regarding the Board's ROlicy and discrimination in general. will be age and content ap_p.IQP.riate. 

Retention of P~blie Reeerds, St~deF1t Reeerds, aFld Investigatory Records and Materials 

The ComRliance Officer(~) is resRonsible 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 aQROinted by the Board to fulfill 
its resRonsibilities ; 

E. narratives of, notes from, or audio, video, or digital recordings of witness statements; 

F. al l 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 SURROrtivetffleriffl measures offered and/or provided to ComRlainant and/or the 
Res12ondenteaffi13laiAaAts, 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. fQRies of the Board ROliCY. and/or 12rocedures/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 
res12ect to the subject of this 12olicy_(§...g"' Student Code of Conduct and/or EmplQY.ee Handbooks); 

0. co12ies of any documentation that memorializes any formal or informal resolutions to the alleged discrimination or 
harassment;_ 

P. documentation of any training_Rrovided to District personnel related to this policy, including but not limited to, notification of 
the Rrohibitions and ex12ectations of staff set forth in this ROlicy and the role and responsibilitY. of all District 12ersonnel 
involved in enforcing this 12olicy, including their dutY. to reRort alleged violations of this policy and/or conducting an 
investigation of an alleged violation of this policY..;_[REMINDER: Documentation of training should be maintained 
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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 RarticiRate in a training, along with the date, time and location of the 
training, and a COR.Y. of the materials reviewed and/or Rresented during the training.] 

It is sug_gested the following records also be maintained, as aP.,1~roP-riate. 

Q. documentation that any rights or OP.J!Ortunities that the District made available to one party during the investigation were 
made available to the other P.artv. on egual terms;_ 

R. COP.ies of anv. notices sent to the allegfilLP.erP.etrator/resP.onding P.arty of the allegations constituting a_Rotential violation of 
this P.Olicv..;_ 

S. COP.ies of any notices sent to the Complainant and the Respondent in advance of any interview, meeting, or hearing;_ 

T. COP.ies of any notices sent to the complainant and allegfillp__gmetrator in advance of any interview or hearing;_ 

U. COP.ies of anv. documentation or evidence used during informal and formal discip.llnfil.Y. meetings and hearingsJ including the 
investigation reP.ort, and anv. written resP.onses submitted by the ComP.lainant or the Respondent. 

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. 

Revised 12/18/17 
Revised 7 /22/19 
Revised 11/18/19 

© Neola 202! & 

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 

Last Modified by Steve Lavallee on September 16, 2021 
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For Board Review - Vol. 30, No. 2 + Special Update 

Copy of HUMAN GROWTH AND DEVELOPMENT 

po2414 

October 17, 2016 

2414 - HUMAN GROWTH AND DEVELOPMENT 

The Board of Education directs that students receive instruction in human growth and development, consistent with Ch'apter 
118.019(2) Wis. Stats, to include the following: 

A. Medically accurate and age-appropriate instruction in the following topics: 

1. the importance of communication about sexuality between the student and the student's parents or guardians 

2. reproductive and sexual anatomy and physiology, including biological, psychosocial, emotional, and intellectual 
changes that accompany maturation 

3. puberty, pregnancy, parenting, body image, and gender stereotypes 

4. the skills needed to make responsible decisions about sexuality and sexual behavior throughout the student's life, 
including how to refrain from making inappropriate verbal, physical, and sexual advances and how to recognize, 
rebuff, and report any unwanted or inappropriate verbal, physical, and sexual behaviors 

5. the benefits of and reasons for abstaining from sexual activity 

Instruction under this subdivision shall stress the value of abstinence as the only reliable way to prevent pregnancy 
and sexually transmitted infections and shall identify the skills necessary to remain abstinent 

6. methods for developing healthy life skills, including setting goals, making responsible decisions, communicating, and 
managing stress 

7. how alcohol and drug use affect responsible decision making 

8. the impact of media and one's peers on thoughts, feelings, and behaviors related to sexuality 

9. adoption resources, prenatal care, and postnatal supports 

10. the nature and treatment of sexually transmitted infections 

B, use instructional methods and materials that do not discriminate against a student based upon the student's race, gender, 
religion, sexual orientation, or ethnic or cultural background or against sexually active students or children with disabilities 

C. address self-esteem, personal responsibility, healthy relationships, and positive interpersonal skills, with an emphasis on 
healthy relationships 
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D. identify counseling, medical, and legal resources for survivors of sexual abuse and assault, including resources for escaping 
violent relationships 

The District Administrator will ensure that any instruction provided under this policy also includes instruction in the same year, when 
age-appropriate, that fulfills the requirements of Chapter 118.019(2.!!lf ) Wis. Stats. reguired subjects as listed below: 

A. presents abstinence from sexual activity as the preferred choice of behavior for unmarried students; 

B. emphasizes that abstinence from sexual activity before marriage is the only reliable way to prevent pregnancy and sexually 
transmitted diseases, including human immunodeficiency virus and acquired immunodeficiency syndrome; 

C. provides instruction in parental responsibility and the socioeconomic benefits of marriage for adults and their children; 

D. explains pregnancy, prenatal development, and childbirth; 

E. explains the criminal penalties for engaging in sexual activities involving a child under Ch. 948 , Wis. Stats .; 

F. explains the sex offender registration requirements under SectioA 301.45, Wis. Stats. ; 

Instruction under this paragraph shall include who is required to report under &:- 301.45, Wis. Stats. , what information must 
be reported, who has access to the information reported, and the implications of being registered under SectioA 301.45 , Wis. 
Stats. 

G. provides medically accurate information about the human papilloma virus and the human immunodeficiency virus and 
acquired immunodeficiency syndrome. 

The Board authorizes the curriculum to include separating students on the basis of gender as determined by the District Human 
Growth and Development Committee. 

A citizens' advisory committee shall be established, in accordance with Board Policy 9140 - Citizens' Advisory Committees and 
118.019(5), Wis. Stats., in order to ensure the effective participation of staff, parents , health-care professionals, members of clergy, 
and other residents of the District in the design and implementation of this program area. 

The District shall provide parents annually with an outline of the human growth and development program used in their child's grade 
level as well as information regarding how the parent may inspect the complete program and instructional materials. Prior to use in 
the classroom, the program shall be made available to parents for inspection. 

The District shall notify the parents, in advance of the instruction and give them an opportunity, prior to instruction, to review the 
complete program and instructional materials, and of their right to have their child excused from the instruction. The notice shall 
state that, in the event a student is excused, that student will still receive instruction under Wis. Stat. 118.01(2)(d)2c, Wis. 
Stats. unless exempted and under Wis. Stat. 118.01(2)(d)8, Wis. Stats. 

© Neola 2021H 

Legal 115.35, 118.01(2)(d), 118.019, Wis. Stats. 

P.I. 8.01(2)(j), Wis. Adm. Code 

Last Modified by Steve Lavallee on July 24, 2021 
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• MANAWA 
Policy Manual 

For Board Review - Vol. 30, No. 2 + Special Update 

Copy of DISTRICT-SPONSORED CLUBS AND ACTIVITIES 

po2430 

October 17, 2016 

March 15, 2021 

2430 - DISTRICT-SPONSORED CLUBS AND ACTIVITIES 

The Board believes that the goals and objectives of this District are best achieved by a diversity of learning experiences, including 
those that are not conducted in a regular classroom but are related to the District's curriculum and/or mission . 

The purpose of District-s1::1onsored euFFieular relates activities shall be to enable students to explore a wider range of individual 
interests than may be available in the District's courses of study but are still directly related to accomplishing the educational 
outcomes for students as adopted by the Board in Policy 2131. The Board encourages all students, including those students in 
elementary and middle school grades, to participate in such opportunities. In implementing this policy, the District Administrator 
shall take steps to make such opportun ities accessible to all students. 

For purposes of this policy, District-s1::1onsoredeurrieular relates activities are !.Y.Ricallv.sefiAes as those activities in which: 

A. the subject matter is actually taught or will be taught in a regularly offered course; 

B. the subject matter concerns the District's composite courses of study; 

C. participation is required for a particular course; 

D. participation results in academic credit-:-,;....Q[ 

E. the subject matter is of interest to students and aligns with the District's goals and mission. 

No eurrieular relates activity shall be considered to be under the sponsorship of this Board unless it meets one or more of the 
criteria stated above and has been approved by the District Administrator. 

Such activities, along with com1::1etitive extra-curricular activities/athletics (not directly related to courses of study), may be 
conducted on-or-off-school premises by clubs, associations, and organizations of students sponsored by the Board and directed by a 
staff advisor. 

Non-District s1::1onsored ~JoA eurrieular, student activities that are initiated by parents or other members of the community may be 
allowed under the provisions of Policy 7510 - Use of District Facilities. The Board, however will not: 

A. assume any responsibility for the planning, conducting, or evaluating of such activities; 

B. provide any funds or other resources; 
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C. allow any member of the District's staff to assist in the planning, conducting, or evaluating of such an activity during the 
hours s/he is functioning as a member of the staff. 

No non-district-sponsored organization may use the name, logo, mascot, or any other name which would associate an activity with 
the District. Additionally, no nondistrict-sponsored organization may use the assets of the District, including but not limited to 
facilities, technology, or communication networks without the specific permission(s) as outlined in the relevant District policies. 

In addition to the eligibility requirements established by the Wisconsin Interscholastic Athletic Association, to be eligible for any 
athletic or other extra-curricular activity, a student must meet the criteria established in the Activities Code . 

Students shall be fully informed of the curricular-related activities available to them and of the eligibility standards established for 
participation in these activities. District-sponsored activities shall be available to all students who elect to participate and who meet 
eligibility standards. 

The District Administrator shall prepare administrative guidelines to implement a program of curricular-related clubs and activities. 
Such guidelines should ensure that the needs and interests of the students are properly assessed and procedures are established 

for continuing evaluation of each club and activity. 

To remain a member of a District-established student group or national organization such as the National Honor Society, a student 
must continue to meet all of the eligibility criteria and abide by the principles and practices established by the group or the 
organization. 

Revised 12/18/17 

© Neola 20219 

Legal 120.12(23), Wis. Stats. 

P.L. 98-377 

Last Modified by Steve Lav allee on Ju ly 24, 2021 
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MANAWA 
Policy Manual 

For Board Review - Vol. 30, No. 2 + Special Update 

Copy of INTERSCHOLASTIC ATHLETICS 

po2431 

October 17, 2016 

December 18, 2017 

2431 - INTERSCHOLASTIC ATHLETICS 

The Board recognizes the value to the District and to the community of a program of interscholastic athletics for as many students 
as feasible and in accordance with Policy 2260 - Nondiscrimination and Access to Equal Educational Opportunity. The Board bel ieves 
that it is the purpose of an interscholastic program to provide the benefits of an athletic experience to as large a number of students 
as feasible within the District . 

The Board recognizes that the purpose of athletics is to promote the physical, mental, moral, social and emotional well-being of each 
participant with emphasis on the proper ideals of sportsmanship, ethical conduct and fair play. Athletics should encourage 
leadership, use of initiative and good judgment by the participants. 

Interscholastic athletic programs provide opportunities for participants to develop positive school morale, practice hospitality and 
exercise the qualities of fair play and courtesy. The interscholastic athletic program is a part of the school curriculum, educational in 
purpose and conduct. 

The athletic prog ram affords opportunities for wholesome school -community relations under constructive conditions. It is the 
responsibility of school authorities to inform the commun ity regarding the purposes of the program. The community should 
recognize that an athletic contest is an integral part of the school program because of its educational values. If interscholastic 
athletics cease to possess educational value, then these should cease to be school functions. 

The Board encourages the full participation of elementary and middle school students in interscholastic athletic activities . For 
purposes of Board policy, "full participation" means fair and equal participation to the extent that the budget, facilities or type of 
activity allow. 

The District shall maintain membership in the Wisconsin Interscholastic Athletic Association (WIAA) and the District's conference. 
The District shall abide by all WIAA and conference rules and regulations, and student athletes shall also be expected to abide by all 
eligibility rules and regulations. 

The District Administrator 12rovidessi'lall elevelep apprepriate aelffiiAistrati•v«e guieleliAes fer ti'le eperatieA ef ti'le Ati'lletie Pregraffi a Rel a 
Ceele ef CeAeluet fer ti'lese wi'le partieipate. Suei'l guieleliAes si'leulel pre•.,iele fer the following safeguards: 

A. Prior to enrolling in the sport, each participant shall submit to a thorough physical examination by a District-approved 
physician and parents shall report any past or current health problems along with a physician's statement that any such 
problems have or are being treated and pose no threat to the student's participation . 

B. Any student who is found to have a health condition which may be life-threatening to self or others shall not be allowed to 
participate until the situation has been analyzed by a medical review panel that has determined the conditions under which 
the student may participate. 
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C. Any student who incurs an injury requiring a physician's care is to have written approval bv.,~ •~ ysitian prior to the student's 
- ~• >' l . , , 

return to participation. ·\\r.{t;~: < 
t1t~ .\;,. 

D. Anv. student suspected of having a head injurv. or concussion shall be provided with safety ~tcttbc·ols sr1ecified in PolicY. 5340 -
Student Accidents/Illness/Concussion. _, , ,'. · 

In order to minimize health and safety risks to student-athletes and maintain ethical standards, school personnel, coaches, athletic 
trainers, and lay coaches should never dispense, supply, recommend or permit the use of any drug, medication, or food supplement 
solely for performance-enhancing purposes. 

The District Administrator is authorized to establish a set of behavior exr1ectations for particir1ants as well as the implementation of 
2.P..RroP..riate discir1lina[Y_Rrocedures for those who violate sportsmanship expectations.The guiEleliAes shoulEI also proviele a set of 
sel'la,·ioral e><pectatioAs for each t"tpe of participaAt. The District AEIFAiAistrator is authorizeEI to implemeAt suitasle EliscipliAal)' 
proceElures agaiAst tl'lose wl'lo violate tl'le followiAg sportsFAaAsl'lip e><pectatioAs. 

To support the efforts to strengthen sportsmanship, ethics, and integrity, the Board commits itself to: 

A. adopt policies (upon recommendation of the administration) that reflect the District's educational objectives and promote the 
ideals of good sportsmanship, ethics, and integrity; 

B. support and reward participants, coaches, school administrators, and fans who display good sportsmanship. 

© Neola 2021~ 

Legal 120.12(23), Wis . Stats. 

P.I. 9.03(1)(h), Wis. Adm. Code 

Last Modified by Steve Lav a llee on Ju ly 24, 2021 
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SCHOOL PERFORMANCE AND STATE ACCOUNTABILITY REPORT CARDS 

po2700.01 

October 1, 2015 

November 16, 2020 

2700.01 - SCHOOL PERFORMANCE AND STATE ACCOUNTABILITY REPORT CARDSREPORTS 

The Board believes that a vital component of the District's educational programs is ensuring that parents and other individuals are 
informed of the performance of the schools and the School District. To this end, the Board has adopted this policy. 

5tate--School Performance Report_(SPR). 

The Board will publish an annual school and school district performance report including all information prescribed by statute. By 
January 1st of each year, the Board shall notify the parents of each student enrolled in the District of the right to request a school 
and school district performance report. ( ) Parents si=lall be notified ti=lat ti=le 19er-formanee re19ert will be 19revided te ti=le 19arent 
eleetrenieally unless ti=le 19arent requests a written eewr ef ti=le re19ert . [Nete: End ef Cheiee] By May 1st, the Beard si=lall 
distribute ee19ies ef the re19ert te these wi=le i=lave requested ti=le re19ert, ineluding students enrolled in ei=larter seheels leeated in the 
Distriet, ti=lat i=lave requested ti=le re19ert. 

(+Per the Wisconsin Department of Public Instruction, the District shallffiit'( use links to the WISEdash Public Portal to meet the 
electronic State School Performance Report requirements. 

[ ] Ti=le annual sei=leel and Sei=leel Distriet re19ert si=lall be made available en ti=le Distriet's internet for 19ublie viewing. 

The re19ert si=lall generally inelude the fellowing information, as required er modified by ti=le State Su19erintendent: 

A. indieaters ef aeademie aei=lievement, ineluding ti=le 19erformanee ef students en Statewide assessment examinations by subjeet 
ef'efr 

B. dre19eut, attendanee, retention in grade and graduation rates 

C. number ef sus19ensiens and ex19ulsiens, the reasons for, and dumtien ef, ti=le sus19ensiens and ex19ulsiens and ti=le length ef 
time students are ex19elled 

D. staffing and finaneial data infermatien 

E. number and 19ereentage ef resident students attending a eeurse in a nonresident distriet and ti=le number and 19ereentage ef 
nonresident students attending a eeurse in ti=le distriet, and 

F. meti=led ef reading instruetien used in ti=le Distriet 

Title I Provisions of the School /District AccountabilitY. Periermanee Report Card 
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In any year that the District receives Title I funding, its school /District accountabilitx 13erferffiaAee report card(~)_must also include 
the information regarding the delivery of Title I services as described in Policy 2261.03 . 

State AccountabilitY. ReP-ort CardSCHOOL ACCOl:INTABILITY REPORTS 

A copy of each school's accountability report card as f;!ref;!ared by the Wisconsin Department of Public Instruction shall be provided to 
the parent of each student enrolled in or attending the school_aAd tl=w raAIEiA§ le~·els fer eaeh seheel withiA the Distriet shall se 
13revided te all 13areAts on an annual basis. The ref;!ort shall be sent simultaneouslY. with the notice reguired in PolicY. 8146 -
Notification of Educational 01:;!tions. 

© Neola 202! 9 

Legal 115.38, Wis. Stats. 

115.385, Wis. Stats. 

20 u.s.c. 6311 

Last Modified by Melanie Oppor on September 13, 2021 
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Copy of EMPLOYMENT OF PROFESSIONAL STAFF 

po3120 

May 16, 2016 

July 22, 2019 

3120 - EMPLOYMENT OF PROFESSIONAL STAFF 

The Board recognizes that positions be filled with highly-qualified and competent personnel are vital to the successful operation of 
the District. 

All employees other than the District Administrator or support staff members (Policy 0100 - Definitions) are considered professional 
employees. 

The Board shall approve the employment, fix the compensation, and establish the term of employment for each professional staff 
member employed by this District. Teachers, governed by Wis. Stat. 118.22 and administrators, governed by Wis. Stat. 118.24, 
may only be employed by contract and only following majority vote of the full membership of the Board or as required or permitted 

by law. 

The District Administrator shall provide a description of the work schedule, hours of work per week, a determination of whether the 
employee is exempt or non-exempt for purposes of overtime eligibility (See Policy 6700). For non-exempt employees, there shall 
be a clear statement in the job description and employee handbook which states the following: "No non-exempt employee may 
perform work for the District outside of his/her regular schedule without prior supervisory approval. Violations of this requirement 
will result in disciplinary action, up to and including termination from employment," and for overtime eligible employees, there shall 
be a clear statement in the job description and employee handbook which states the following: "No overtime eligible employee may 
perform overtime work for the District without prior supervisory approval. Violations of this requirement will result in disciplinary 
action, up to and including termination from employment." 

Such approval shall be given only to those candidates for employment recommended by the District Administrator. 

When any recommended candidate has been rejected by the Board, the District Administrator shall make a substitute 
recommendation. 

All applications for employment shall be referred to WECAN. 

Relati•.«es ef BeaFel FAeA'lbeFs FAay be eFA13leyeel by tl9e BeaFel. If tl9e BeaFel FAeFAbeF beAefits fiAaAcially eitl9eF eliFectly eF iAeliFectly, tl9e 
BeaFel FFleFAbeF FAay Aet 13aFtici13ate iA aA)" way iA tl9c eliscussieA eF "'ete eA aA'( FAaUcF FclatiA§ te saiel cFA13leyFF1cAt. 

Relatives of staff members may be employed by the Board. The newly employed staff member shall not be placed in a position in 
which s/he will be supervised directly by, or supervise directly, his/her relative. 

Any professional staff member's intentional misstatement of fact pertaining to his/her qualifications for employment or the 
determination of salary shall constitute grounds for dismissal by the Board. 

The employment of professional staff members prior to approval by the Board is authorized when their employment is required to 
maintain continuity in the educational program, except as prohibited by law, including the employment of full -time teachers and 
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certain administrative employees on a substitute basis, pending Board approval. Employment shall be recommended to the Board at 
the next regular meeting. 

No candidate for employment as professiona l staff shall receive recommendation for such employment without having proffered 
visual evidence of proper certification or application for such certification. For staff members instructing children in reading and/or 
language arts, pre-school and/or grades kindergarten through sixth grade, their certificate must verify successful completion of 
instruction that includes the teaching of phonics. 

For each candidate, a satisfactory background check will be conducted by the Department of Public Instruction or appropriate State 
agency. 

Any person who signs a contract to teach in the District must, within ten ( 10) days after signing the contract, file in the office of the 
District Administrator a statement showing the date of expiration and the grade and character of the certificate or license held. 

The District Administrator shall prepare procedures for the recruitment and selection of all professional staff that includes reporting 
newly hired employees to the Wisconsin Department of Workforce Development. 

DISTRICT SUPPORTED ALTERNATIVE LICENSING PROGRAMS 

As part of the Board's efforts to provide the highest quality education for all students in all subject areas, the Board authorizes the 
District Administrator, where appropriate, to support teacher licensure opportunities. 

EXPERIENCED-BASED LICENSURE FOR TECHNICAL AND VOCATIONAL EDUCATION 

"Technical education" means technology education and any technology-related occupation. 

"Vocational education" means agriculture, child services, clothing services, food services, housing and equipment services, family 
and consumer education, family and consumer services, home economic-related occupations, health care-related occupations, trade 
specialist, business education, business and office, and marketing education. 

The District Administrator may support the application for an experience-based license for a teacher to teach in a technical and/or 
vocational education field, provided that the individual can be credited with at least 100 points using the following system: 

A. The following points for experience in a technical field (must comprise at least twenty-five (25) of the required 100 points): 

1. For a bachelor's degree in any science, technology, engineering, or mathematics field and any teaching license or 
permit, or in a field related to the vocational subject, 100 points. 

2. For a bachelor's degree in any science, technology, engineering, or mathematics field, or in a field related to the 
vocational subject seventy-five (75) points. 

3. For a bachelor's degree in a field other than those described in numbers 1. and 2., above, any science, technology, 
engineering, mathematics, or technical or technology education field, sixty-five (65) points. 

4. For industry or vocational certification, ninety (90) points. 

5. For industry experience in a trade or technical field or vocation, five (5) points per forty ( 40) hours worked up to a 
maximum of ninety (90) points. 

6. For an internship in a trade or technical field or in the vocation, twenty-five (25) points. 

7. For being mentored in a trade or technical skill or in the vocation by a colleague or a Wisconsin Technology Education 
Association or a recognized vocational association approved mentor, twenty-five (25) points. 

8. For an apprenticeship in a trade or technical field or in the vocation, five (5) points per forty ( 40) hours worked up to 
a maximum of ninety (90) points. 

B. The following points for pedagogical experience (must be at least twenty-five (25) out of the 100 required points): 

1. For a bachelor's degree in technical or technology education, 100 points. 
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2. For a bachelor's degree in a field other than any science, technology, engineering, mathematics, or technical or 
technology education field, or in a subject related to the vocation and any teaching license or permit, seventy-five 
(75) points. 

3. For credit earned at an accredited institution of higher education or technical college, three (3) points per credit up to 
a maximum of seventy-five (75) points for technical or technology education courses and science, technology, 
engineering, or mathematics courses or any field related to the vocation and three (3) points per credit up to a 
maximum of seventy-five (75) points for education and pedagogical courses. 

4. For completing at least 100 hours of training in pedagogy, five (5) points per fifty (50) hours up to a maximum of 
seventy-five (75) points. 

Individuals that have sufficient points may be employed by the District under an experience-based license provided that the District 
Administrator implements a professional development curriculum for the teacher to follow during the three (3) year period of the 
initial license. The District Administrator shall monitor the teacher's progress in fulfilling the curriculum. 

PROFESSIONAL TEACHING PERMIT 

The District Administrator may support the teaching license application of an individual to teach a course in engineering, 
mathematics, science, computer science, art, music, or world languages that do not yet hold a professional teacher license provided 
that the following criteria are met: 

A. The District is experiencing a shortage in the availability of teachers with professional teaching certification in the subject 
area and is unable to fill a position with an acceptable licensed teacher. 

B. The individual holds at least a bachelor's degree in engineering, mathematics, science, computer science, art, music, or world 
languages. 

C. The individual possesses at least five (5) years of verifiable industry experience in the same field as the bachelor's degree. 

D. The individual has completed at least 100 hours of pedagogical training in an alternative teacher licensing program approved 
by DPI. 

E. The District Administrator shall implement a plan to provide supervision of the teacher by a teacher that holds regular 
professional teaching licensure during the two (2) yea r period of the permit. 

F. The hiring of the teacher under this alternative licensure program will not displace a regularly licensed teacher in the District . 

Revised 8/22/16 
Revised 7/17/17 
Revised 11/19/18 

© Neola 2021¼9 

Legal 118.191, Wis . Stats. 

118.192, Wis. Stats. 

118.21, Wis . Stats. 

118.22(2), Wis. Stats. 

118.24, Wis . Stats. 

121.02, Wis. Stats. 

Wis. Admin . Code P.I. 34 

Last Modified by Steve Lavallee on July 24, 2021 
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NONDISCRIMINATION AND ANTI-HARASSMENT - NONDISCRIMINATION BASED ON GENETIC 
INFORMATION OF THE EMPLOYEE 

po3122.02 

May 16, 2016 

3122.02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE 

The Board of EdueatioA 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 g_P..Rlicants or employees in any way that would deprive or tend to 
deprive them of employment opportunities or otherwise adversely affect the status of the Qersonttfl efl'lplo•ree as an employee, based 
on genetic information. Harassment of a person because of his/heF genetic information i-s-also ~ prohibited. Likewise, retaliation 
against g__Qerson for identifY.ing,...Q.Qjecting_lQ, or filing a comQlaint concerning a violation of this QOlicY.aA applieaAt or efl'lployee for 
eAgagiAg iA proteeted aetivity is prohibited. 

The identitY. of the ComQliance Officer (see PolicY. 3122 - Nondiscrimination and Equal EmQlov.ment OP..QOrtunityJ shall be QOsted 
throughout the District and published in any District statement regarding the Qrohibition of discrimination on the basis of genetic 
information in all aspects of emplov.ment, in anv. staff handbooks, and in general information publications of the District as required 
.Q.Y. 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 seg 0, and 29 C.F.R. Part 
1635 CGINA: ), the Board shall not request, require or purchase genetic information of employees, their family members or 
applicants for employment. Further, in compliance with GIN/\this Aet, g_P..Qlicants 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 Qrovidedaequired as part of the certification process for FMLA leave, QI.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 emQlov.ment process. EmQIOY.ees and aP..Qlicants for emQlov.ment shall not be 
Qenalized for Qroviding_genetic information in good faith in resQonse to a request from a Board emp.J.Qyee or agfil!t unless that 
g_P..Qlicant or emQlov.ee refuses to delete the information at the request of the empJ.QY.ee or agent of the Board. 

The Board Distriet recognizes that genetic information may be acquired through commercially and publicly available media 
includingdoeuffieAts lilce newspapers, books, magazines, periodicals, television shows or the Internet. The Board~ prohibits, 
however, its employees and agents including commercial background investigation agents from searching these5tl€ft sources with the 
intent of finding or obtaining genetic information, or accessing sources from which they are likely to acquire genetic information .J.f 
genetic information about an emQlov.ee or aP..Qlicant is obtained in error, it shall be redacted immediately and not shared beyond the 
Qoint of first receiQt. 

As used in this QOlicY,,_"Gg_enetic information, " as defiAed 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. 
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As used in this policy,_:genetic test" means an analysis of human DNA, RNA, chromosomes,_P.roteins, or metabolites that detect 
genotv.P.es, mutations, or chromosomal changes. The term includes any test of a P.erson's DNA/RNA. 

If the Board's employees or agentsDistrict eitl:wr legally and/or inadvertently receives genetic information about an employee or 
applicant fer em13leymeAt fFem the em13le·ree, a1313licaAt fer em13leymeAt er a meelical 13revieler it shall be treated as a confidential 
medical record in accordance with law. 

The District AelmiAistrater sl'lall a1313eiAt a ~eompliance Qefficer .(See Policv. 3122 - Nondiscrimination and Equal EmP.loyment 
Q1rnortunitY.)~wl'le sl'lall ee responsible for overseeing the Board~ 's compliance with this P.OliCY. and GINA and P.roP.osing_ 
revisions and additions to this P.OlicY. as necessacv. to ensure the Board's compliance with GINAFeeleral regulatieAs □ Rel 13rem13tly 
elealiAg with aAy iAquiries er cem13laiAts. This P.erson shall be responsible for working with the Board's legal counsel to fully 
imP.lement the requirements of GINA in all activities of the School District. The ComP.liance OfficerSf+le shall also verify that proper 
notice of nondiscrimination for Title II of GINAtl'le GeAetic IAfermatieA ~JeAeliscrimiAatieA Act ef 2008 is provided to staff members, 
and that all District 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) arets 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 .QLf : GINA:1 prohibits employers and other entities covered by the 
lawG¼NA~, including the Board ef EelucatieA, from requesting or requiring genetic information of an em12lov.ee or 

2P.QlicantiAeli•,1ielual or family member of an em12lov.ee or aP.Qlicantthe iAeli,.1ielual, except as specifically allowed by law. To 
comply with GINAtl=tts-law, 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 comQliance with the reguirements of GINA mav. be directed to 
the ComQliance Officer at 920- 596-5840. 

The Board~ offers health services, including a wellness program. Participation in the services/program is voluntary. Genetic 
information (such as family medical history) may be obtained as part of an individual's participation in the service/program. If that 
occurs, individual genetic information may be provided to the individual receiving the services and to his/her health services 
providers, but only genetic information in aggregate form will be provided to the Board and no aP.Qlicant or emP.lov.ee shall be 
identified or identifiable from the re12orted information . 

The grievance 12rocedure for com12laints of discrimination in Policy 3122 ap.,P.lies to comP.laints of discrimination, including 
harassment, or retaliation prohibited by GINA and may be utilized if a District empJ.Qyee alleges discrimination or harassment on the 
basis of genetic information or retaliation for identifying,....Q)2jecting 1Q, or filing a complaint concerning a violation of GINA or this 
12olicy.,, 

[NOTE: It she1:1IEI be ReteEI that aR'f seetieRs ef the Distriet's eelleeti..-e bargaiRiRg agreemeRts ElealiRg with terms aREI 
eeRElitieRs ef emple·1meF1t she1:1IEI eeF1taiF1 a statemeRt ef F1eREliserimiF1atieF1 similal' te that iR the Beard's statemeF1t 
abe·.-e.] 
42 U.S.C. 2000ff et seq. 
Title II of, =f! he Genetic Information Nondiscrimination Act of 2008 
29 C.F.R. Part 1635 

© Neola 2021-H 

Legal 42 U.S.C. 2000ff et seq. 

Title II, The Genetic Information Nondiscrimination Act of 2008 

29 C.F.R. Part 1635 

Last Modified by Steve Lavallee on September 16, 2021 
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Copy of NONDISCRIMINATION AND ANTI-HARASSMENT - NONDISCRIMINATION AND EQUAL 
EMPLOYMENT OPPORTUNITY 

po3122 

October 17, 2016 

July 22, 2019 

3122 - NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY 

The Board does not discriminate in the employment of professional staff on the basis of tl=te PFeteeteel Classes ef race, color, national 
origin, age, sex (including tfafl5gender 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 J.gg.filly_Qrotected catego[Y. in its Qrograms and activities, including empJQ.yment 
QP..P..Ortuniticsel=taraeteFistie 13rnteeteel 13y law iA its em13leymeAt 13raetiees. 

Notice of the Board's P..OlicY. on nondiscrimination and the identity of the School District's ComQliance Officer(~_(see below) will be 
Qublished on the District's website,_Qosted throughout the District, and included in the District's recruitment statements or general 
information publications. 

Definitions 

Words used in this P..OliCY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
Qlain and ordinary meaning.§.,_ 

ComQlainant is the individual who alleges, or is alleged, to have been subjected to discrimination/retaliation, rg_gardless of whether 
the Qerson files a forma l comQlaint or is J:2Ursuing an informal reso lution to the alleged discrimination/retaliation. 

Dav..(fil: Unless exJ:2resslv. stated otherwise, the term "dav." or "dav.s" as used in this policy means business day..(~JL&,~..(~ that 
the District office is open for normal OQerating hours, Monday - Friday, excluding State-recognized hol idays).,_ 

Militai:.v. status : refers to a Rerson's status in the uniformed services, which includes the performance of dutv. on a voluntary_QI 
involuntary basis in a uniformed service, including active dutv., active duty for training, initial active duty for training, inactive duty 
for training, full-time National Guard dutv., and Rerformance of duty or training 12.Y. a member of Wisconsin organized militia. It also 
includes the Reriod of time for which a Qerson is absent from emplov.ment for the QUrQose of an examination to determine the fitness 
of the Rerson to Rerform anv. dutv. listed above . 

Resj:!ondent is the individual who has been alleged to have enga_ged in discrimination/retaliation,E.Qardless of whether the 
ReRorting Partv. files a formal complaint or is seeking an informal reso lution to the alleged discrimination/retaliation. 

School District communi!.Y. means students and Board emRlov.ees (L.g_,, administrators, and Qrofessional and su1mort 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 p...[QP.erty ( e.g'-' visiting2.Reakers,_P.articipants 
on OP..ROSing athletic teams,_Qarents), vendors doing business with, or seeking to do business with, the Board, and other individuals 
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who come in contact with members of the School District communitY. at school-related events/activities (whether on or off District 
i;iroi;iertY..L 

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"). 

Carmen O'Brien 
Business Manager 
Schoo l District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/Middle School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
dwolfgram@manawaschools.org 

The names, titles, and contact information of these individuals will be published annually in the staff handbooks and 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, Title IX of the EelucatioA 
AmeAelmeAt Act ef 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._A 
cepy ef each ef the Acts aAel regulatioAs oA which this Aotice is availaele upeA request frem the CO. 

Reports and Complaints of Ur1lawfl:II Discrimination and Retaliation 

Employees are reguired toe>tpecteel ta promptl'f' report incidents of uAlawf'ul 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 rei;iortcemplaiAt shall file it with the CO at the emi;iloY.ee's~ first opportunity, but no 
later than two (2) eusiAess days. 

Discrimination against an individual based on their sex (including_gender status. sexual orientation, .fill.Q_gender identity)~ 
discrimination in violation of Title VII. Specifically, discrimination on the basis of sex stereotypjJJ_glgender-nonconformity constitutes 
sex discrimination. This is true irresi;iective of the cause of the i;ierson's gender non-conforming behavior. EmplQYment actions based 
Jd.ROn an individual 's sex could be susi;iect and potentially.J.m.i;iermissible . 

COs are reguired to investigate allegations of conduct involving the discrimination or harassment of an emp.!Qyee or apP.licant based 
Jd.ROn 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 prompliY.:. 

Employees who believe they have been uAlawfully discriminated/retaliated against are entitled to utilize the complaint process set 
forth below. Initiating a complaint will not adversely affect the Comi;ilainant'scomplaiAiA§ iAelivielual'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 witnesses are available. 

The cos will be available during regular school/work hours to discuss concerns related to uAlawful discrimination/retaliation. cos 
shall accept rei;iortscemplaiAts of uAlawful 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 emp!,QYee (District employees, stueleAts, pareAt(s), aAel 
memeer ef the Beare!), a resieleAt ef the District, er a visitor to the District . Upon receipt of a rei;iort of alleged 
discrimination/retaliationcemplaiAt, theeither elirectl'( er throu§h a school euileliA§ aelmiAistrator, a CO will contact the Comi;ilainant 
and begin either an informal or formal comi;ilaint i;irocess (dei;iending on the Complainant's reguest and the nature of the alleged 
discrimination/retaliation).iAvesti§atieA, or the District Administ rator will designate a si;iecific individual to conduct the P.rocess 
necessa[Y. for an informal or formal investigation. the CO will elesigAate a specific iAel ivicJual te coAeluct such a process. The CO will 
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provide a copy of this policy to the Com1:.1lainant and the Res1:.1ondent u1:.1on reguest.afly peFSOFl who files a coffiplaiflt . All ffieffisers of 
the School District COffiffit1Flity ffit1st report iF1cieleF1ts of discFiffiiflatioR,'Fetaliatiofl Hrnt aFe Fepofted to theffi to the CO withifl two (2) 
st1siF1ess elays of learniflg of the iF1cieleRtfcoF1elt1ct. 

Any Board employee who directly observes t1Fllawft1I 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 t1Fllawftll 
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 Com1:.1lainanteffiployee within two (2) business days to 
advise: hiffi,'heF of the Board's intent to investigate the alleged wrongdoing. 

Investigation and Complaint Procedure 

Exce1:.1t 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. emR12.Y.ee who alleges to have beenAFly effiplo·tee who selieves that s(he has Beefl subjected 
to t1Fllawft1I discrimination or retaliation may seek resolution of thel=tts(-Rer 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) Bt1Sifless 
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 t1Alawftll 
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 Com1:.1lainant who alleges discrimination/retaliationAA iF1elividt1al who Believes s(he has BeeF1 st1Bjected to t1Alawftll 
discFiffiiAatioR(FetaliatioA (heFeiAafteF FefeFFed to as the "CoffiplaiAaFlt"), may file a complaint, either orally or in writing7,;_ 1Lwith a 
Principal,;.2). the CO,;.7 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 a1:.1.1:.1ointed/designatedasst1ffie the Fole of CO...Q[, if a1:.1.1:.1ro1:.1riate a1:.1.1:.1oint/designate another individual to serve 
as CO for the com1:.1laint regarding a CO. fer st1ch coffiplaiAts. 

Due to the sensitivity surrounding complaints of t1Fllawft1I discrimination and retaliation, timelines are flexible for initiating the 
complaint process; however, individuals are encouragedshotild ffialw every effort to file a complaint within thirty (30) caleAdar d;:iys 
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 reta liation, 
that employee must report such information to the CO at the emRIOY.ee's first 01:.1.1:.1ortunity, but no later thanwi#ttft two (2) Bt1SiAess 
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 knownit is a'v·ailaBle : the identity of the Res1:.1ondentiAdivielt1al 
Believed to have eAgageel iA, or Be eAgagiAg iA, the discFiffiiAatoFy(FetaliatoFy c0Aelt1ct ; a detailed description of the facts upon which 
the complaint is based_(i.e., when, where, and what occurred).; 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 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 to7 a change of work assignment or schedule for the 
Complainant and/or the Res1:.1ondentpersoA who allegedly eAgaged ifl the ffiisc0Aelt1ct. In making such a determination, the CO 
should consult the Complainant to assess whether the individual agrees withhi5(her positioA to 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 eleeffis 
appropriate in consultation with the District Administrator. 

Within two (6.).J@.Y.S of receiving the com1:.1laint, the CO or designee will initiate an investigation by at a minimum confirming receip_! 
of the com1:.1laint with the Com1:.1lainant and informing the Com12lainant of the investigation 1:.1rocess.WithiA two · (2) Bt1siAess days of 
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Feeeiviflg Uaie eeffiplaiflt, Uaie CO will iflitiate afl iF1vestigatieF1 te deteFffiifle whetheF the CeR'lplaiF1aF1t has bern subjected te uAlawful 
diseFiffiiFl8tieF1/FetaliatieF1. 

Simultaneously, the CO will inform the Res1;1ondent that a formal ifldividual alleged te have eF1gaged iA the diseFiFfliAateFy eF 
Fetaliaterr eeAduet (heFeiF1afteF FefeFFed te as the "R:espeAdeAt"), that a complaint has been received. The Respondent will be 
informed about the nature of the allegations and i:mon reguest 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) busiRess days. 

Although certain cases maY. reguire additional time, the CO or designee will attem1;1t to com1;1lete an investigation into the allegations 
of harassment based on a 1;1rotected class or retaliation within thirty_(30)..lli!_Y.S of receiving the formal com1;1laint. theugh eeFtaiA eases 
ffiay FequiFe additieAal tiffie, the CO will attempt te cemplete aA iAYestigatieA iAte the allegatieAs ef diseFimiAatieA/FetaliatieA withiA 
fifteeA (15) busiAess da'y's ef Feeei·tiAg the feFmal eemplaiAt. The iAYestigatieA will iAelude: 

The investigation will include: 

A. interviews with the Complainant; 

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 uAlawful 
discrimination/retaliation as provided in Board policy and State and Federal law as to whether the Res1;1ondent has eng.§.ged in 
harassment/retaliation of the Com1;1lainantCemplaiAaAt has bee A subjected te uAlawful diseFiFfliAatieA/FetaliatieA . 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 mav. consult with the Board's attornev. during the course of the investigatory P.rocess and/or before finalizing 
the reP-ort to the District Administrator. 

In cases where no District CO is able to investigate a comP.laint due to concerns regarding conflicts, bias or partiality, 
or for other reasons that imP.air the CO's ability to conduct an investigation, the CO mav. in consultation with the 
District Administrator or Board President, if the matter involves the District Administrator, eng!!ge outside legal 
counsel to conduct the investigation consistent with this policy_,_ 

Absent extenuating circumstances, within five (5) busiAess days of receiving the report of the CO, the District Administrator either 
must e+tfter.issue a written~ decision regarding whether the charges have been substantiated or request further investigation . Aft 
summarv.explaAatieA...Qf..the eep'y' ef the District Administrator's final decision will be 1;1rovideddeli·veFed 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) busiAess days, or as guicklY. as 1;1ossible if 
additiona l time is necessary due to the availabilitY. of necessary witness(§) 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 Res1;1ondent eng.§.ged in discrimination/retaliation toward the Complainant, the District 
AdministratorCemplaiAaAt was sub1eeted te uAlawful diseFiffiiAatieA/FetaliatieA, s/he 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, .§.g~R,1;1ro1;1riate,_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) busiAess days of the R,artY.'sfflS/fleF receipt of the District Administrator's fifta+-decision. 
The written statement of aP,Qeal 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 
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representatives within twenty (20) susiAess 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) susiAess 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 UAlawful discrimination/retaliation regardless of 
whether the Comr2lainanteffi13layee allegiAg the ffiiscaAeluct 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 r2arties mav. be rer2resented, at their own cost,...fil....fill. 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 r2rocess13FaceeluFe 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 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. 
Confidential ity, however, cannot be guaranteed. Resr2ondents must be r2rovided an op_r2ortunity to meaningfullY. resr2ond to 
gj_[ggations, which may include disclosure of the Complainant's identity_,.AelelitiaAally, the Res13aAeleAt ffiust be 13Favieleel the 
Caffi13laiAaAt's ieleAtityAII Caffi13laiAaAts will be aelviseel that theiF ieleAtities ffiay becaffie lmawA ta the Res13aAeleAt(s) thraugh the 
iAvestigatiaA 13racess. 

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 r2rovidedsfhe learAs aAelfar 13ra1oiieles during the course of the investigation. 

Remedial ActionSanetiens and Monitoring 

The Baarel shall vigarausly eAfarce its 13rahibitiaAs agaiAst uAlawful eliscriffiiAatiaA by tal<iAg a1313ra13Fiate actiaA reasaAably calculateel 
ta sta13 aAel 13re'v'eAt further ffiiscaAeluct. While abser..•iAg the 13FiAci13les af elue 13Facess, a vialatiaA af this 13alicy ffiay result iA 
elisci131iAary actiaA u13 ta aAel iAclueliAg the elischaFge af aA effi13layee. All elisci13liAaP; actiaA will be talEeA iA accarelaAce with 
a1313licable State law. WheA il'l'l13asiAg elisci13liAe, the DistFict AelffiiAistratar shall caAsieler the tatality af the ciFEUffistaAces iAvalveel iA 
the ffiatteF. IA these cases wheFe uAlawful eliscriffiiAatiaA/retaliatiaA is Aat susstaAtiateel, the Baarel ffiay caAsieler whether the 
allegeel caAeluct Aevertheless warraAts elisci13liAe iA accarelaAce with ether Baarel 13alicies aAelfar the Effi13layee HaAelbaal<. 

If warranted, armror2riate 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 af:?p.IQP.riate action. 

The Board may armoint an individual, who mav. be a District emr2lov.ee, to follow UR with the Comr2lainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any reP.orted occurrences prompJ!y.,_ 

Sanctions and DisciP-linarv. Action 

The Board shall vigorouslv. enforce its r2rohibitions against discrimination bY. taking...2r2r2ror2riate action reasonablY. calculated to stOR. 
and r2revent further misconduct. 

While observing the r2rincir2les of due r2rocess, a violation of this policy mav. result in discir2linarv. action up to and including the 
discharge of an emplov.ee or the suspension/expulsion of a student. All disciplinary action will be taken in accordance with ar2.r2licable 
State law and any relevant codes of conduct. 

When imposing discir21ine, 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 
mav. consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies. 

Where the Board becomes aware that a prior discir2linarY.Fel'l'leelial action has been taken against the Resr2ondentan el'l'l13layee, 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 
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Retaliation against a person who makes a report or files a complaint alleging unlawful discrimination/retaliation, or participates as a 
witness in an investigation is prohibited . Neither the Board nor any other 1:.1erson maY. intimidate, threaten. coerce or interfere with 
anY. individual because the 1:.1erson oirnosed any act or practice made by illlY. Federal or State civil rights law. or because that 
individual made a report. formal complaint. testified, assisted or participated or refused to participate in anv. manner in an 
investigation,_1:.1roceeding_, or hearing under those laws and/or this policy, or because that individual exercised. enjqy.fil!. aided or 
encouraged anY. other 1:.1erson in the exercise or enjo_Y.ment of any..L[gb.Lgranted or protected by those laws and/or this 
1:.1olicy_,_Speeifieally, tl9e BoaFd will not Fetaliate against, eoeFee, intiA1idate, tl9Featen OF inteffeFe witl9 any indi'v'idual eeeause tl9e 
peFson opposed any aet OF pFaetiee A1ade unlmyful ey any FedeFal OF State ei'v·il Figl9ts law, OF eeeause tl9at indi'v'idual A1ade a el9aFge, 
testified, assisted OF paFtieipated in any A1anneF in an in'v'estigation, pFoeeeding, OF 19eaFing undeF tl9ose laws, OF eeeause t19at 
indMdual e>EeFeised tl9eiF Figl9ts, aided OF eneouFaged any otl9eF peFson in tl9e e>EeFeise of any Figl9t gFanted OF pFOteeted ey tl9ose 
faws,-

Retaliation against a 1:.1erson for making a re1:.1ort of discrimination. filing a formal complaint._Q[__Rarticipating 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 
f!.QRroRriate remedies. 

Formal com1:.1laints alleging retaliation maY. be filed according to the internal complaint process set forth above. 

The exercise of rights 1:.1rotected under the First Amendment of the United States Constitution does not constitute retaliation 
1:.1rohibited under this 1:.1olicy_,_ 

Education and Training 

In support of this policy, the Board promotes preventative educational measures to create greater awareness of unlawful 
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 res1:.1onsible 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 infoFA1ation, documents, electronically stored information ("ES!"). and 
electronic media (as defined in Policy 8315) created andLQi: received as part of an investigation, which mav. includcineluding, 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 ap12ointed by the Board to fulfill 
its res1:.1onsibilities; 

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 su121:.1ortivei-f:tteftffl measures offered and/or provided to the Com12lainant and/or the 
Res1:.1ondenteoA1plainants, including no contact orders issued to both parties, the dates issued, and the dates the parties 
acknowledged receipt; and 
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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. co12ies of the Board ROliCY. and/or 12rocedures/quidelines 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 
res12ect to the subject of this 12olicy .(e.g.., Student Codes of Conduct and/or Emp.!Q.Y,ee Handbooks);_ 

0. co12ies of any documentation that memorializes anv. formal or informal resolutions to the alleged discrimination or 
harassment;. 

P. documentation of anv. training_12rovided to District 12ersonnel related to this policy, including but not limited to, notification of 
the 12rohibitions and ex12ectations of staff set forth in this policy and the role and responsibility of all District 12ersonnel 
involved in enforcing this 12olicv., including their duty to report alleged violations of this policy and/or conducting an 
investigation of an alleged violation of this poliq~_;_[REMINDER: Documentation of training should be maintained 
regardless of whether there is an investigation of an alleged violation of this P.,olicy. It is best P.,ractice to 
maintain a log of all staff members who P.,articiP.,ate in a training, along with the date, time and location of the 
training, and a COJlY. of the materials reviewed and/or presented during the training!.]_ 

It is sug_gested the following records also be maintained, as aP.,P.,roP.,riate. 

Q. documentation that any rights or oi:rnortunities that the District made available to one party during the investigation were 
made available to the other party on egual terms:. 

R . ...£QRies of anv. notices sent to the alleged 12er12etrator/responding_12arty of the allegations constituting ~otential violation of 
this ROlicv..;. 

S. co12ies of anv. notices sent to the Com12lainant and the Respondent in advance of any interview, meeting, or hearing; 

T. co12ies of anv. notices sent to the Com12lainant and allegei!J1er12etrator in advance of any interview or hearing;_ 

U. co12ies of anv. documentation or evidence used during informal and formal disciplinary meetings and hearings, including the 
investigation re12ort, and any written responses submitted by the Complainant or the Respondent. 

The iAfurn,atieA, 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 iAforn,atieA, 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. 

Revised 11/19/18 

© Neola 20¼921 
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Legal 111.31 et seq., Wis. Stats. 

ll 1.335(d)(2), Wis. Stats. 

118.195, Wis. Stats. 

118.20, Wis. Stats. 
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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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Copy of SUBSTANCE ABUSE 

po3170 - Delete - Incorporated in Other Policies 

May 16, 2016 

3170 Sl::IBSTANCE ABl::ISE 
Ttle BoaFel of EEluEatioA FCEO§Ai:zes alEotlo lisFA aAel elFug abuse as tFeatable illAesses. WtleA suEA illAesses iFA13aiF ttle 13effoFFAaAEe of 
l3FOfessioAal staff FACFAbCFS, ttle BoaFel FCEO§Ai:zes ttle Fes130Asibility to assist iA a FAaAAeF FeEOFAFACAeleel by a1313FOl3Fiate Sl3CEialists iA 
ttle tFeatFAeAt of ttlose illAesses. 
A 13Fofessi0Aal staff FACFABCF haviAg aA illAess OF othCF 13FobleFA FelatiAg to the use of alEohol or otheF ElFugs ·n·ill reEeive the saFAe 
EaFeful EOAsieleratioA aAel offer of assistaAEe ttlat is 13reseAtly exteAeleel to 13rofessi0Aal staff FACFAbers tlaviAg aA'( ottler illAess. 
Ttle Fes130Asil3ility to EOFFCEt uAsatisfaEtory jo13 13eFfE>rFAaAEe OF betlmJ'ioF FesultiAg fFoFA a sus13eEteel alEoAol OF El rug 13robleFA Fests 
wittl ttle 13Fofessi0Aal staff FAeFAbeF. FailuFe to Elo so will Fesu lt iA a1313rn13Fiate EOFFCEti'v<e OF elisEi13liAary aEtioA as EleteFFAiAeel by ttle 
Beare. The BoaFel will assist aA eFA13loyee wittl aA alEohol or elrug 13FobleFA iA Elevelo13iA§ reasoAable aEEOFAFAoelatioAs so that ttle 
eFA13loyee FAa·,· 13efforFA tlis/AeF woFlc, EOAsisteAt with State aAel FeeleFal law. ExisteAEe of a substaAEe abuse 13FobleFA Eloes Aot 
Cl(EUSC FAiSEOABUEt iA CFA13loyFAeAt OF violatioA of BoaFel 13oliEy. 
No l3FOfessioAal staff FACFAbCF will have Ais/heF job SCEUFity OF l3FOFAOtioA Ol3!30FtUAities jeo13aFeli:zeel by his/heF FCquest foF EOUASCliAg 
OF FCfeFFal assistaAEC. 
PFofessioAal staff FACFAbeFS who sus13eEt ttley FAay tla·v<e aA alEohol OF otl'!eF elFu§ abuse 13FobleFA aFe eAEOUFa§eel to seek EOUAseliAg 
aAel iAfoFFAatioA OA a EOAfieleAtial basis b·y EOAtaEtiA§ FeSOUFECS availal31e foF SUER SCFViEe SUER as ttle DistriEt's EFA13ioyee AssistaAEe 
ProgFaFA. 
Ttlis 13oliEy shall 13e aelFAiAisteFeel iA aEEOFelaAEC witA the AFAeFiEaAs with Disal3ilities AEt of 1990 aAel a1313liEable State laws. 
@ Neola 2006 

Legal Americans with Disabilities Act of 1990 

Wis. Stat. 111.34 
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Copy of USE OF TOBACCO AND NICOTINE BY PROFESSIONAL STAFF 

po3215 

May 16, 2016 

November 16, 2020 

3215 - USE OF TOBACCO AND NICOTINE BY PROFESSIONAL STAFF 

The Board recognizes that the use of tobacco products, as well as other nicotine delivery systems, such as electronic smoking 
devices, are a health, safety, and environmental hazard for students, staff, visitors, and school facilities. The Board is acutely aware 
of the serious health risks associated with the use of these products, both to users and non-users, and that their use or promotion 
on school grounds and at off-campus school-sponsored events is detrimental to the health and safety of students, staff, and visitors . 
The Board also believes accepting tobacco industry gifts or materials will send an inconsistent message to students, staff, and 
visitors. 

It shall be a violation of this policy for any professional staff of the District to use, consume, display, promote, or sell any tobacco 
products, tobacco industry brand, tobacco-related devices, imitation tobacco products, or electronic smoking or vaping devices, 
regardless of content at any time on school property or at off-campus, school-sponsored events. 

It shall be a violation of this policy for the District to solicit or accept any contributions, gifts, money, curricula, or materials from the 
tobacco industry or from any tobacco products retailer. This includes, but is not limited to, donations, monies for sponsorship, 
advertising, promotions, loans, or support for equipment, uniforms, and sports and/or training facilities. It shall be a violation of this 
policy to participate in any type of service funded by the tobacco industry while in the scope of employment for the District. 

Exceptions 

It shall not be a violation of this policy for tobacco products, tobacco-related devices, imitation tobacco products, or lighters to be 
included in instructional or work-related activities in school buildings if the activity is conducted by a staff member or an approved 
visitor and the activity does not include smoking, chewing, or otherwise ingesting the product. 

FDA approved cessation products or tobacco dependence products are exempt from this policy for adults and staff eighteen years 
and older. Staff using such products and bringing them to any school property or school-sponsored activity are responsible for safe
keeping of these products at all times and are responsible for assuring that no students are able to obtain access to these products. 

Policy Specific Definitions 

The term "any time" means during normal school and non-school hours: twenty-four (24) hours a day, seven (7) days a week. 

The term "electronic smoking device" means any product containing or delivering nicotine, or any other substance, whether natural 
or synthetic, intended for human consumption through the inhalation of aerosol or vapor from the product. The term electronic 
smoking device includes, but is not limited to, devices manufactured, marketed, or sold as e-cigarettes, e-cigars, e-pipes, vape 
pens, mods, tank systems, JUUL, or under any other product name or descriptor. The term electronic smoking device includes any 
component part of a product, whether or not marketed or sold separately, including but not limited to e-liquids, e-juice, cartridges, 
and pods. 

The term "imitation tobacco product" means any edible non-tobacco product designed to resemble a tobacco product, or non-edible, 
non-tobacco product designed to resemble a tobacco product that is intended to be used by children as a toy. Examples of imitation 
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tobacco products include but are not limited to: candy or chocolate cigarettes, bubble gum cigars, shredded bubble gum resembling 
chewing tobacco, pouches containing flavored substances packaged similar to snuff, shredded beef jerky in containers resembling 
snuff tins, plastic cigars, and puff cigarettes. 

The term "off-campus, school-sponsored event" means any event sponsored by the school or School District that is not on school 
property, including but not limited to, sporting events, day camps, field trips, entertainment seminars, dances or theatrical 
productions. 

The term "school property" means all facilities and property, including land, whether owned, rented, or leased by the District, and all 
vehicles owned, leased, rented, contracted for, or controlled by the District used for transported students, staff, and visitors. 

The term "smoking" means inhaling, exhaling, burning, or carrying any lighted or heated cigar, cigarette or pipe, or any other lighted 
or heated product containing, made, or derived from nicotine, tobacco, marijuana, or other plant, whether natural or synthetic, that 
is intended for inhalation. "Smoking" also includes carrying or using an activated electronic smoking device. 

The term "tobacco Rroducts retailer" means retailers whose primary business is to sell tobacco and/or tobacco-related products. 

The term "tobacco industry" means manufacturers, distributors, or wholesalers of tobacco products, electronic smoking devices, or 
tobacco-related devices; this includes parent companies and subsidiaries. 

The term "tobacco industry brand" means any corporate name, trademark, logo, symbol, motto, selling message, recognizable 
pattern of colors, or any other indication of product identification identical or similar to those used for any brand of tobacco product, 
company, or manufacturer of tobacco products. 

© Neola 202! 9 
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Copy of STAFF DRESS AND GROOMING 

po3216 

May 16, 2016 

3216 - STAFF DRESS AND GROOMING 

The Board believes that professional staff members set an example in dress and grooming for their students to follow. A pFol'essioAal 
staff ffieA913eF who uAdeFstamls aAd adheres to this 13elief rnhaAces his/her status, preseAts aA iffiage of digAity, aAd eAcourages 
discipliAe aAd respect foF authority. 

The Board authorizes the develoRment of standards for staff dress and grooming that promote a r,irofessional educational 
atmosRhere that gives consideration to the imRact on the educational Rrocess and the diversity of the District's staff. 

The Board retaiAs the authority to specify the followiAg dFess a Ad gFooffiiAg guideliAes foF staff that will preveAt such ffiatteFs froffi 
ha'v'iAg aA adverse iFApact OA the educatioAal pFocess. When assigned to District duty, all professional staff members shall follow the 
guidelines as identified in the Employee Handbook. 

© Neola 2021 

Last Modified by Steve Lavallee on July 24, 2021 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 1/1 



9/16/21, 1 :26 PM 

Book 

Section 

Title 

Code 

Status 

Adopted 

Last Revised 

BoardDocs® PL 

• MANAWA 
Policy Manual 

For Board Review - Vol. 30, No. 2 + Special Update 

ETHICS AND CONFLICT OF INTEREST 

po3230 

May 16, 2016 

November 16, 2020 

3230 - ETHICS AND CONFLICT OF INTEREST 

The proper performance of school business is dependent upon the maintenance of unusually high standards of honesty, integrity, 
impartiality, and professional conduct by Board members, and the District's employees, officers and agents and is essential to the 
Board's commitment to earn and keep the public's confidence in the School District. 

For these reasons, the Board adopts the following guidelines designed to avoid the occurrence or appearance of any conflicts of 
interest do not occur. These guidelines apply to all District employees, officers, and agents, including members of the Board. These 
guidelines are not intended to be all-inclusive, nor to substitute for good judgment on the part of all professional employees, 
officers, and agents. Professional employees are expected to perform their duties in an ethical manner and free from an actual 
conflict of interest or from situations that create the appearance of a conflict of interest, in a manner consistent with 19.59, Wis. 
Stats. The Board's interest in enforcing this policy is to assure that the decisions and actions of public employees retain the public's 
trust . Therefore, even a conflict relationship that can be viewed as beneficial to the District or that was intended to be beneficial to 
the District, may still be a violation of this policy. 

A. No professional employee, officer, or agent shall engage in or have..2..,Rersonal or financial or other interest, directly or 
indirectly, in any activity that conflicts or raises a reasonable question of conflict with his/her duties and responsibilities in the 
school system. ~Recifically,_Rrofessional emplov.ees must Rerform their duties in a manner that does not violate criminal 
conflict of interest laws RUrsuant to 946.13, Wis. Stats. by having-2...Rrivate pecuniary interest in an amount that exceeds=Fftls 
iAcludes Aet eAly these iAteFests that vielate state cFiffiiAal law, which typically FequiFes at least $15,000 iA fiAaAcial iAteFest, 
but also lesser valued conflicts that nonetheless create the appearance of using one's public position to secure a private 
Recuniary interest and/or benefit. 

B. Professional employees, officers, and agents shall not engage in business, private practice of their profession, the rendering 
of services, anv.thing of substantial value,_or the sale of goods of any type where advantage is taken of any professional 
relationship they may have with any employee, student, client, or parents of such students or clients in the course of their 
employment or professional relationship with the School District. 

Included, by way of illustration, rather than limitation are the following: 

1. the provision of any private lessons or services for a fee unless the provision of services is arranged outside of school 
and is separate from and in addition to regular support provided to students as part of the professional staff member's 
regular duties. 

2. soliciting on school premises or under circumstances which are coercive for the private sale of goods or services to 
students or other employees 

3. the use, sale, or improper divulging of any privileged information through his/her access to School District records, 
about a student or client granted in the course of the employee's, officer's or agent's employment or professional 
relationship with the School District. 
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4. the referral of any student or client for lessons or services to any private business or professional practitioner if there 
is any expectation of reciprocal referrals, sharing of fees, or other remuneration for such referrals 

5. the requirement of employees, students or clients to purchase any private goods or services provided by an employee, 
officer or agent or any business or professional practitioner with whom any employee, officer or agent has a financial 
or other relationship, as a condition of receiving any grades, credits, promotions, approvals, or recommendations 

C. Should exceptions to this policy be necessary in order to provide mandatory services to students or clients of the School 
District, all such exceptions will be made known to the employee's supervisor and will be disclosed to the District 
Administrator and approval of the Board of Education before entering into any private relationship. 

D. Professional employees, officers, and agents shall not make use of materials, equipment, or facilities of the School District for 
their own personal financial gain or business interest. Examples would be the use of facilities before, during, or after regular 
business hours for service to private practice clients, or the checking out of items from an instructional materials center for 
private practice. 

E. Professional employees, officers, and agents shall not participate in the selection, award and administration of any contract to 
an entity in which they have a pecuniary interest or from which they derive a profit or in which a dependent of the employee 
has a pecuniary interest or from which the dependent derives a profit. "Dependent" includes the employee's spouse; 
unemancipated child, stepchild, or adopted child under the age of eighteen (18); or individual for whom the employee 
provides more than one-half (1/2) of the individual's support during a year. A "pecuniary interest" means an interest in a 
contract or purchase that will result or is intended to result in an ascertainable increase in the income or net worth of the 
employee or the employee's dependent who is under the direct or indirect administrative control of the professional employee 
or who receives a contract or purchase order that is reviewed, approved, or directly or indirectly administered by the 
employee. 

Professional employees, officers, and agents may not solicit or accept gratuities, favors, or anything of monetary value from 
contractors or parties to subcontracts. 

However, pursuant to Federal rules, the School District has set standards for when an employee, officer or agent may accept 
a gift of an unsolicited item of nominal value. For purposes of this section, "nominal value" means that the gift has a 
monetary value of $50.00 or less. 

F. Professional employees, officers, and agents must disclose any potential conflict of interest which may lead to a violation of 
this policy to the School District. Upon discovery of any potential conflict of interest, the School District will disclose, in 
writing, the potential conflict of interest to the appropriate Federal awarding agency or, if applicable, the pass-through entity. 

The District will also disclose, in a timely manner, all violations of Federal criminal law involving fraud, bribery or gratuity that 
affect a Federal award to the appropriate Federal awarding agency or, if applicable, the pass-through entity. 

G. Professional employees, officers and agents found to be in violation of this conflict of interest policy will be subject to 
disciplinary action up to and including termination. 

No professional staff employee may accept or engage in any employment, consulting, advising, or other professional activity with 
any organization other than the District, whether the employee will receive compensation for such outside activity or not, without 
first providing notice to the District Administrator. 

In the event that, within the course of administering a Federally funded grant program or service to the District, any professional 
employee that identifies a conflict of interest, a potential conflict of interest, or that the appearance of a conflict of interest may arise 
in the course of administering the Federal grant funds, the employee must immediately notify either the Federal agency 
administering the grant in a manner consistent with that particular agencies rules on conflict of interests, or the District employee 
directly responsible for grant compliance. Such notice shall be provided at the earliest possible time. 

It is a violation of this policy to take action or to refrain from taking action, or for an employee to otherwise use his/her public 
position to obtain a financial gain or anything of substantial value for himself/herself or his/her immediate family, as defined in 
19.42(7), Wis . Stats. 

Revised 8/22/16 
Revised 11/19/18 
Revised 7/22/19 
Revised 4/27/2020 
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NONDISCRIMINATION AND ANTI-HARASSMENT - EMPLOYEE ANTI-HARASSMENT 

po3362 

October 17, 2016 

April 27, 2020 

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 discriminatory_harassment based on race, color, national origin, age, sex 
(including 6'offlgender 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_( collectivelv., "Protected Classes"t or any other characteristic protected by law in its employment 
practices (hereinafter referred to as "harassment""PFetecteel ClassesChaFacteFistics"), and encourages those within the School 
District community as well as I t hird ]:parties, 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 BeaFel will take 
immediate steps calculateel to end the harassment, prevent its reoccurrence, and , if a13131icable, remedy its effects. 

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

FeF 13uF13eses ef this 13elicy, "Scheel DistFict ceFAFAunit:y" FAeans inelivieluals sub:iect te the centFel anel su13eF¥isien ef the BeaFel 
inclueling, but net liFAiteel te, stuelents, teacheFs, staff, velunteeFs, anel BeaFel FAeFAbeFs, agents, centFacteFs, eF etheF 13eFsens. 

FeF 13uF13eses ef this 13elicy, "thiFel 13aFties" incluele, but aFe net liFAiteel te, guests anel/eF visiteFs en Scheel DistFict 13Fe13eFty (e.g., 
visiting s13eal~ers, 13aFtici13ants en e1313esing athletic teaFAs, 13arents), venelers eleing business with, er seeking te ele business with the 
District, anel etl9er inelivieluals whe ceFAe in centact with FAeFAbers ef the Scheel District ceFAFAunity at scheel Felateel 
events/activities (wl9ether en er eff Scl9eel District 13re13erty) . 

Notice of the Board's 1:.1olicv. on anti-harassment related to em~ment practices and the identity of the District's Compliance Officers 
will be 1:.1osted throughout the District and 1:.1ublished in any District statement regarding the availability of emplQY.ment, staff 
handbooks, and general information publications of the District as regu ired by Federal and State law and this policy. 

Definitions 
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Words used in this policv. shall have those meanings defined herein; words not defined herein shall be construed according to their 
Qlain and ordinar.v. meaning.§.:. 

ComP-lainant: is the individual who alleges, or is alleged, to have been subjected to harassment,_lfillardless of whether the person 
files a formal complaint or is 12ursuing an informal resolution to the alleged harassment. 

Day_(~): Unless ex12resslv. stated otherwise, the term "day" or "dav.s" as used in this policy means business day(§.)Ji&,~l§J. 
that the District office is O12en for normal ORerating hours, Monday - FridayJ excluding State-recognized holiday§).,_ 

ResP-ondent: is the ind ividual who has been alleged to have engfiljed in harassment,_lfiljardless of whether the Reporting Party files 
a formal comRlaint or is seeking an informal resolution to the alleged harassment. 

School District communitY.: means students and Board emRlov.ees (~, administrators, and 12rofessional and su1212ort staff),.~ 
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 p!:Q.Rerty _{g_,_g.,, visiting ~eakers,_Rarticipants 
on ORROSing athletic teams,_12arents)., 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 
12ro12ertx)..:. 

Bullv.ing 

Bullv.ing rises to the level of harassment when one or more persons systematically and chronically inflict p_bysical hurt or 
~v.chological distress on one (1) or more students or emp.1,Qyees and that bullying is based upon one ( 1) or more Protected Classes,. 
that is, characteristics that are protected bY. Federal civil rights laws. It is defined as any unwanted and repeated written, verbal, QI. 

RhY.sical behavior, including_g..D_'{. threatening, insulting, or dehumanizing gesture, Q.Y. an adult or student, that is severe or pervasive 
enough to create an intimidating, hostile, or offensive educational or work environment; cause discomfort or humiliation; or 
unreasonablY. interfere with the individual's school or work performance or 12articipation; and maY. involve: 

C. intimidation;. 

D. stalking_;_ 

E. s;.v.berstalking,;_ 

F. s;_v.berbullY.ing_;_ 

G. Rhv.sical violence;_ 

H. theft;_ 

I. sexual, religious, or racial harassment;_ 

J. 12ublic humil iation; or 

K. destruction of proRerty.:. 

"I laFassffient" Fl9eans any tl9Featening, insulting, OF del9uFl9aniz!ing gestuFe, use of data OF coffiputeF softwaFe, BF wFitten, "'eFl:m l OF 
pl9ysical conduct diFected against a scl9eel eFl9ployee on tl9e l:3asis of tl9e empleyee's PFetected ClassesCl9aFacteFistics tl9at: 

A. places a scl9eel empleyee in Feasonal:31e feaF of 19aFm ta 19is/19eF peFsen BF damage ta 19is/19eF prnpeFty; 

B. is sufficiently se¥eFe, peF"'asi¥e, and peFsistent se as te cFeate a 19estile weFIEing en¥imnffient wl9icl9 mateFially alters tl9e 
effip leyee's weFIEing cenditiens fFem tl9e peFspectitv'e ef a Feasenal:31e peFsen similaFly situated; 

C. 19as tl9e effect ef sul:3stantially disFUpting tl9e eFdeFly epeFatien ef a scl9eel eF any etl9er aspect ef the DistFict's epeFations . 
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"Harassment" also includes "hate SReech"-the use of languagg_, behavior, or image§L§ymbols that express p[_gjudice against a 
Rarticular grouR or groURS on the basis of any_Rrotected characteristic(s)..,_ 

A. making statements that Rromote violence toward a racial or ethnic g[ill!D_;_ 

B. drawing,ffiplayjnq,~postmqjmaqesorwmbols of pJ:€j~(§cg.!./ swastikas)J 

Sexual Harassment 

For RUrRoses of this ROliCY. and consistent with PUFSUaAt te Title VII of the Civil Rights Act of 1964,. aAel Title IX ef tt'le EelucatieAal 
AmeAelmeAts ef 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 impl icit 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 anv.ef#tef gender against a person of the same or anothere1919esite 
gender. 

Sexual Harassment covered by PolicY. 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities,. 
l..&.,, sexual harassment Rrohibited by Title IX, is not included in this ROlicv.. Allegations of such conduct shall be addressed solely .!D'. 
PolicY. 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities. 

Prohibited acts that constitute sexual harassment under this ROlicy_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 contactassattft; 

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 se>tual AatuFe, including graphic sexual commentaries about a person's body, dress, 
appearance, or sexual activities; the unwelcome use of sexually degrading language, Rrofanitv.,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, videosvieleeta19es, ROSters,_audio recordings, or literature, placed in the work 6f 

eelucatieAal environment that reasonablY. mav. embarrass or offend individuals;_, FemaFlcs speculating aseut a seFsen's seicual 
activities eF seicual t'listeF1:, eF FemaFlcs aseut ene's e•,..-n seicual acti'v•ities eF se>tua l t'listeFYJ. 

F. unwelcome and inaP..P..roRriate touching,_Ratting_,...QLRinching; obscene gestures;_ 
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G. asking or telling about sexual fantasies, sexual Rreferences, or sexual activities;_ 

H. ~Reculation about a Rerson'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 sugqest the desire for a romantic relationship_;_ 

J. leering or staring at someone in a sexual way_, such as staring at a Rerson's breasts, buttocks, QLgroin: 

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; --itfle 

L. inaRRrORriate bounda[Y. invasions by_ a District employ_ee or other adult member of the School District community into a 
student's i:;iersonal SRace 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 schoo l 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 sexua l 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 "specia l 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; 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 4/13 



9/16/21, 1:26 PM BoardDocs® PL 

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 member; 

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; 

V. 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. 

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 /ancestcv.. harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an 
individual's national origin or ancestcv.. 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 mav. occur where conduct is directed at the 
characteristics of a Rerson's race or color, such as racial slurs, nicknames imply.i.rJ..g stereotyp~~ithets, 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 disabilitY.ElisaeliR§ eenelitieR 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 ComP-liance Officers 

The following individual(~) shall serve as the District's Anti-Harassment Compliance Officer(s)_(hereinafter, "the Compliance 
Officer(~)" or "CO" "COs")_;_ 
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The Compliance Officer(§.) are resRonsible for coordinating the District's efforts to comR.!.Y. with a1mlicable Federal and State laws and 
regulations, including the District's dutY. to address in a RrOmRt and equitable manner any ifilluiries or complaints regarding, 
harassment. 

Reports and Complaints of Harassing Conduct 

The ComRliance Officer(§.) will be available during..@.gu1ar school/work hours to discuss concerns related to harassment, to assist 
students, other members of the District community, and third parties who seek sup,P.ort 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 comRlaint and where all Rarties are in agreement to participate in an informal process. 

ComRliance Officers shall acceRt reRorts of harassment directly from any member of the School District community or a Third Party_ 
or receive reRorts that are initiallv. filed with an administrator, SURervisor, or other District-level official. Upon receipt of a report of 
illged harassment, the ComRliance Officer(§.) will contact the ComRlainant and begin either an informal or formal complaint process 
.( deRend ing on the request of the Complainant or the nature of the alleged harassment)., or the District Administrator will designate a 
§.Recific individual to conduct the Rrocess necessary for an informal or formal investigation. The ComRliance Officer(§.l..YW.LRrovide a 
COR.Y. of this ROlicv. to the Complainant and Respondent. In the case of a formal complaint, the Compliance Officer(s)...mlL.P..@.P.are 
recommendations for the District Administrator or will oversee the RreRaration of such recommendations by a designee. All Board 
emRlov.ees must reRort incidents of harassment that are reported to them to the Compliance Officer within two (£)..Q£Ys of learning 
of the incident. 

Anv. Board emRIOY.ee who directlY. observes harassment is obligated, in accordance with this ROlicy, to report such observations to 
the ComRliance Officer(§.) within two (£)..J;@Y.S, Addit ionallY.,..iillY. Board empJQY.ee who observes an act of harassment is expected to 
intervene to stOR the harassment, unless circumstances make such an intervention dangerous, in which case the staff member 
should immediatelv. notitY. other Board emplov.ees and/or local law enforcement officials, as necessary, to stoP. the harassment. 
Thereafter, the ComRliance Officer(§.) or designee must contact the Complainant,Jf..filje eighteen (1fil or older, or Complainant's 
Rarents/quardians if the ComRlainant is under the age eighteen (1filJ within two (£)..J;@Y.S to advise of the Board's intent to 
investigate the alleged wrongdoing.:. 

Members of the School District community aAcJ tAiFcJ paFties, wAiCA iAclucJes all staff, 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 arnortcomplaiAt shall file it with the DistFict's Compliance Officer within two (.f.)..J;@Y.S of receiving the reP.ort of harassmentet: 
f-lisff-leF ~iFst oppoFtuAity. 

Members of the School District community and Third Partiesor tf-lircJ paFties who believe they have been harassed by another 
member of the School District community or a Third Partv.tJattt:e~ 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 ComRlainant'scomplaiAiAg iAcJivicJual'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. 
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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 to the District's Compliance Officer unless the complaint is regarding 
the Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who will 
coordinate with the other aP.,ROinted/designated CO,...QI, if aP.,1=1ro1=1riate ap,P.oint/designate another individual to serve as 
CO for the com1=1laint regarding a CO. for such coA9plaints . 

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 su1=1ervisory em1=1loY.ee . 

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 bullY.ing,_e_g.9ressive behavior, and/or harassment in accordance with PolicY. 5517 .01 - Bullyl.!J..g,_ 
the Princi1=1al believes that the re1=1orted misconduct may have created a hostile work environment and may have constituted 
discriminato[Y. harassment based on a Protected Class, the Principal shall report the act of bullyit19,_§_,9gressive behavior and/or 
harassment to the Com1=1liance Officer(§) who shall investigate the allegation in accordance with th is policy. If the alleged harassment 
involves Sexual Harassment as defined bY. PolicY. 2266, the matter will be investigated in accordance with the grievance 1=1rocess and 
1=1rocedures outlined in Policv. 2266. While the Compliance Officer investigates the allegation, or the matter is being addressed 
P.,Ursuant to PolicY. 2266, the Principal shall suspend the Policy 5517 .01 investigation to await the Compliance Officer's written 
re1=1ort or the determination of res1=1onsibility RUrsuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the 
status of the PolicY. 1662 investigation and 1=1rovide the Principal with a copy of the resulting written report. Likewise, the Title IX 
Coordinator will 1=1rovide the Princi1=1al with the determination of responsibility that results from the Policy 2266 grievance process. 

A CO will be available during regular school/work hours to discuss concerns related to harassffient, to assist students, other 
Ft1eFt1bers of the School District COA9A9unity, and third parties who seel< support or advice when inforffiing another individual about 
"unwelcoffie" coRduct. 

The cos are assigRed to accept coA9plaiRts of harassffient directly froffi any A9eA9ber of the School District COffiffiURity or a •tisitor to 
the District or to receive coA9plaints that are initially filed with a school building adffiinistrator. UpoR receipt of a coA9plaint either 
directly or through a school l3uilding adffiinistrator, a CO will begin either an investigation or the CO will designate a specific 
iRefrtielual to coneluct such a process. The CO will prepare recoA9A9endations or will oversee the preparation of such 
recoA9ffiendations. All A9eF19bers of the School District coA9A9URity shoulEI report incielents of harassffient that are reported to theffi to 
the CO within two (2) business days of learning of the incielent. 

Investigation and Complaint Procedure 

Exce1=1t for sexual harassment that is covered by PolicY. 2266 - Nondiscrimination on the Basis of Sex in Education Program or 
Activities, aAny employee or other member of the School District community or Third Party_(~g,,_visitor to the District). who believes 
that theY. haveufhe has been subjected to harassment or has witnessed harassment of another may seek resolution of thel=tt5f-Aer 
complaint through the procedures as-described below. The com1=1laint 1=1rocess involves an investigation of the Complainant's claims of 
harassment or retaliation and a process for rendering a decision regarding whether the charges are substantiated. Further, a process 
for investigating claiffis of harassffient anEI a process fer rendering a Elecision regareling whether the claiffi of harassffieRt was 
substantiated are set forth l3elow. 

0Rce the coA9plaiRt process begins, the iR•testigation will be coA9pleted in a tiffiely Ftlanner (ordinarily, within fifteen (15) business 
days of the coFtlplaint being received). 

The 1=1rocedures set forth below are not intended to interfere with the rights of anY. individual to 1=1ursue a complaint of harassment or 
retaliation with the United States De1=1artment of Education Office for Civil Rights ("OCR")., the Wisconsin Equal Rights Division,. 
and/or Equal EmRIOY.ment 0P..ROrtunitY. 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 : htt1=1://www.ed.gov/ocr. 
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Complaint Procedure 

A Comi:2lainantAA iAelivielual vrAe believes s/he has eeeA sue1ecteel te AarassmeAt hereiAalter referreel te as tAe "Cem13laiAaAt," who 
alleges harassment based on a protected class or retaliation may file a complaint, either orally or in writing _;_ l)_with a teacAer, 
Principal,;..1.) directly to one of the ; CO~;_; 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 f'l'tilY will consult, iA eeAsultatieA with the other sRROinted/designated CO, if any, and if necessarv. 
gJ?POint/designate another individual to serve in the role of CO assume the rele ef the CO for stl€ft .9...complaintEgarding 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) caleAelar 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 employee, either orally or in writing, about any complaint of discrimination or retaliation, that employee must report 
such information to the CO within two (2) eusiAess 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 following information to the extent knownit is a·vailaele : the identity of the 
Resi:2ondentiAelivielual eelieveel te Aave eAgageel iA, er ee actively eAgagiAg iA, harassmeAt; a detailed description of the facts upon 
which the complaint is based_(~, when, where, and what occurred); iffi&-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 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 Resi:2ondentallegeel harasser. In making such a determination, the CO should consult the Complainant to 
assess whether the individual agrees with Ais/her 13esitioA to the proposed action. If the Complainant is unwilling to consent to the 
proposed change, the CO may still take whatever actions deemeds/Ae eleems appropriate in consultation with the District 
Administrator. No temporary arrangements shall be disciplinary to either the ,\;;€0mplainant or ,Rt=espondent. 

Within two (2) eusiAess duys of receiving a complaint, the CO will inform the Resi:2ondentiAelivielual allegcel to have eAgageel iA the 
harassiAg er retaliatory eoAeluet, hereiAafter referreel to as tAe "R:es130AeleAt" , 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 five (2)....Q.2.Y.S of receiving the comi:2laint, the CO will initiate an investigation by at a minimum confirming receipt of the 
comi:2la int with the Comi:2lainant and informing the Comi:2lainant of the investigation i:2rocess. 

Although certain cases may reguire additional time, the CO or designee will attemi:2t to comi:2lete an investigation into the allegations 
of harassment based on a i:2rotected class or retaliation within thirty (30)....Q.2.Y..S of receiving the formal comi:2laint ._ 
WithiA five (5) eusiAess elays of receiviAg tAe com13laiAt, tAe CO will iAitiate a formal iA·vestigatioA to eletermiAe wAether the 
Com13laiAaAt has eeeA subject te offeAsive coAeluct/harassmeAt. 

Although ceFtaiA cases may reeiuire aelelitioAal time, tAe CO will attem13t to com13lete aA iAvestigatioA iAto the allegatioAs of 
harassmeAt withiA filteeA (15) caleAelar elays of recei·viAg the formal com13laiAt . The investigation will include: 

A. interview.Cs). with the Complainant; 

B. interview.Cs). with the ,Rt=espondent; 

C. interviews with any other witnesses who fflttY-reasonably may_be expected to have any information relevant to the 
allegations, as determined by the CO; 
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D. consideration of any documentation or other evidence presented by the Complainant, ,Rfespondent, 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 desig~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 ResP.ondent engaged in harassment of or 
retaliation toward the ComP.lainantCeffiplaiRaRt has beeR sub1ecteel te harassffieRt. 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 discriminatocv. 
harassment or retaliation occurred,lP.reP.onderance 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) busiRess d.iys of receiving the report of the CO, the District Administrator must 
either issue a written ffl'n3t-Cl ecision 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,...fill.Q...P.revent the recurrence of the harassment or 
retaliation. The corrective action should be reasonable, timelyJ--2.9e-a11P.roP.riate, 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 I t hird £1:tarty 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 P.arties mav. be reP.resented, 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 5€Aee¼-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 ,Bfespondent, and all witnesses in a manner consistent with the School District's legal obligations under State and Federal 
law. Confidentiality, however, cannot be guaranteed. AdditionallY., the ResP.ondent must be P.rovided with the ComP.lainant's 
identity..,_AII CeffiplaiRaRts prnceeeliRg threugh the ferffial iR.,·estigatieR prncess sheulel be aelviseel that their ieleRtities ffiay be 
eliscleseel te the respeReleRt . 

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 
wovideds/he learns er thats/he previeles during the course of the investigation . 
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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 prosecution. 

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 ActionSaAetieAs and Monitoring 

Ti'le BeaFd si'lall vigeFeusl'( eAfeFee its pFei'lieitieAs agaiAst i'larnssFAeAt 131• takiAg apprnpFiate aetieA FeaseAael'( ealeulated te step ti'le 
i'laFaSSFAeAt aAd pFe·teAt FUR.Ref suei'I i'laFaSSFAeAt. 

If warranted, a1H.1roP.riate 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 app.IQ..Rriate action. 

The Board may a1moint an individual, who may be an em1:1lov.ee, to follow UP. with the ComP.lainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any w.orted occurrences promp1!.Y..:. 

Sanctions and DisciP-linarv. Action 

The Board shall vigorouslv. enforce its P.rohib itions against harassment/retaliation by taking_J!.JWIQP.riate action reasonably calculated 
to stoP. the harassment and P.revent 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 1:1rior disci1:1linarv. action has been taken against the Respondent, allAH subseguent 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 1:1erson who makes a report or files a complaint alleging harassment/retaliation or participates as a witness in 
an investigation is 1:1roh ibited. Neither the Board nor anv. other 1:1erson mav. intimidate, threaten, coerce or interfere with any_ 
individual because the P.erson 01mosed any act or 1:1ractice made bY. anv. Federal or State civil rights law. or because that individual 
made a reP.ort, formal com1:1laint, testified, assisted or 1:1artici1:1ated or refused to P.articipate in anv. manner in an investigation,. 
1:1roceeding, or hearing under those laws and/or this policyJ or because that individual exercised,..§illQY.fil!, aided or encouraged any 
other P.erson in the exercise or enjQY.ment of any right.granted or protected by those laws and/or this policy.:. 

Retaliation against a P.erson for making~P.Ort of discrimination. filing a formal complaint,...QLP.artici1:1ating in an investigation or 
meeting is a serious violation of this policY. that can result in the im1:1osition of disciplinary sanctions/consequences and/or other 
2P.1:1roP.riate remedies. 

Formal com1:1laints alleging retaliation mav. be filed according to the internal comP.laint P.rocess set forth above. 

The exercise of rights 1:1rotected under the First Amendment of the United States Constitution does not constitute retaliation 
1:1rohibited under this P.Olicy..,_ 

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. 
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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 

Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work 
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 link to 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(~) is res1:ionsible for overseeing retention of all records that must be maintained pursuant to this policy!....AII individuals 
charged with conducting investigations under this policy shall retain all iFlFeFffiatieR, documents, electronically stored 
information ("ES!"), and electronic media (as defined in Policy 8315) created andlQ[ received as part of an investigation, which maY. 
includciRclueliFl§, 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 aP-J:iOinted bY. the Board to fulfill 
its res1:ionsibilities; 

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; 
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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 verba l notifications to the parties; 

L. written documentation of any SUP.J:iortivetfflef'iffl measures offered and/or provided to Comi:;i lainant and/or the 
Resi:;iondentCol'T'lplainants, 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. coi:;iies of the Board ROlicY. and/or wocedures/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 exRectations to students and staff with 
resi:;iect to the subject of this i:;iolicy_(g_,_g~, Student Code of Conduct and/or EmplQY.ee Handbooks); 

0. coi:;iies of any documentation that memorializes any formal or informal resolutions to the al leged discrimination or 
harassment;. 

P. documentation of any training_i:;irovided to District personnel related to this policy, including but not limited to. notification of 
the i:;irohibitions and exi:;iectations of staff set forth in this i:;iolicv. and the role and responsibilitY. of all District i:;iersonnel 
involved in enforcing this i:;iolicv., including their duty to reRort alleged violations of this ROlicy and/or conducting an 
investigation of an alleged violation of this poliq~_;_[REMINDER: Documentation of training should be maintained 
regardless of whether there is an investigation of an alleged violation of this ROlicy. It is best Rractice to 
maintain a log of all staff members who Rartici1;1ate 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.] 

It is suggested the following records also be maintained, as ai:rnroP-riate. 

Q. documentation that any rights or oi:rnortunities that the District made available to one party during the investigation were 
made available to the other i:;iartv. on egual terms;_ 

R. coi:;iies of anv. notices sent to the allegfilt_i:;ieri:;ietrator/resRonding_Rartv. of the allegations constituting a_Rotential violation of 
this i:;iol iq~;. 

S. coi:;iies of any notices sent to the Complainant and the Respondent in advance of any interview, meeting, or hearing;_ 

T. coi:;iies of any documentation or evidence used during informal and formal disciplinary meetings and hearings✓ including the 
investigation rei:;iort, and any written responses submitted by the Compla inant or the Respondent. 

The infoFl'T'lation, 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 infoFl'T'lation, 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. 

Revised 12/18/17 
Revised 7/22/19 
Revised 11/18/19 
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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 

Last Modified by Steve Lavallee on September 16, 2021 
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Copy of EMPLOYMENT OF SUBSTITUTES 

po4120.04 

May 16, 2016 

4120.04 - EMPLOYMENT OF SUBSTITUTES 

The Board recognizes its responsibility to procure the services of substitute support staff in order to prevent the interruption of the 
operation of the schools. 

The names of potential substitute personnel and the positions in which they may substitute shall be maintained by the District 
Office . 

Relatives of BeaFd Fl9eF1913eFs Fl9ay 13e effi19loyed 13y the BoaFd, J9Fevided a Fl9eF1913eF ef the BoaFd does net 19aFtici19ate in any way in the 
discussion OF vote on the eF1919leyn9ent when conflict ef inteFest is invel'o•ed. 

Relatives of staff members may be employed by the Board, provided the staff member being employed is not placed in a position in 
which s/he is supervised directly by the relative staff member. 

The employment of substitute support staff prior to approval by the Board is authorized when their employment is required to 
maintain continuity of services in the District. 

Retroactive employment shall be recommended to the Board at the next meeting . 

Substitutes will receive in June a letter of reasonable assurance of continued employment. 

© Neola 20 2195 

Legal 118.19, Wis. Stats. 

P.I. 3.03(8), Wis. Adm. Code 

Last Modified by Steve Lavallee on July 24, 2021 
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Copy of EMPLOYMENT OF SUPPORT STAFF 

po4120 

May 16, 2016 

March 15, 2021 

4120 - EMPLOYMENT OF SUPPORT STAFF 

The Board recognizes that it is vital to the successfu l operation of the District that positions created by the Board be filled with 
qualified and competent support staff. 

All employees other than the District Administrator or Professional Staff Members (Policy 0100 - Definitions) are considered 
Classified or Support Employees. 

The Board shall approve the employment and fi x the compensation for each support staff member employed by this District. 

The District Administrator shall provide a description of the work schedule, hours of work per week, a determination of whether the 
employee is exempt or non-exempt for purposes of overtime eligibility (See Policy 6700). For non-exempt employees, there shall 
be a clear statement in the job description and employee handbook which states the following: "No non-exempt employee may 
perform work for the District outside of his/her regular schedule without prior supervisory approval. Violations of this requ irement 
will result in disciplinary action, up to and including termination from employment," and for overtime eligible employees, there shall 
be a clear statement in the job description and employee handbook which states the following: "No overtime eligible employee may 
perform overtime work for the District without prior supervisory approval. Violations of this requirement will result in disciplinary 
action, up to and including termination from employment." 

Such approval shall be given only to those candidates for employment recommended by the District Administrator. 

When any recommended candidate has been rejected by the Board, the District Administrator shall make a substitute 
recommendation. 

All applications for employment shall be referred to the District Office. 

R:elati>.«es ef BeaFd membeFs may be em13le;1ed by the BeaFd, 13rnvided the BeaFd membeF dees net 13aFtiei13ate in any way in the 
diseussien eF vete en any matteF Felated te said em13leyment. 

Relatives of staff members may be employed by the Board, provided the staff member being employed is not placed in a position in 
which s/he would be supervised directly by the relative staff member. 

Any support staff member's intentional misstatement of fact material to his/her qualifications for employment or the determination 
of salary shall be considered by this Board to constitute grounds for dismissal. 

The employment of support staff members prior to approval by the Board is authorized when their employment is required to 
maintain continuity in District operations. Employment shall be recommended to the Board at the next regular meeting. 

When appropriate, no candidate for employment as a support staff member shall receive recommendation for such employment 
without having proffered visual evidence of proper certification, when appropriate, or that application for such certification is in 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 1/3 



9/16/21, 1 :26 PM BoardDocs® PL 

process . There must also be verification that a satisfactory background check has been conducted in compliance with District 
procedures to include local, State, and Federal sources of information. 

The District Administrator shall prepare procedures for the recruitment and selection of all support staff that include reporting newly 
hired employees to the Wisconsin Department of Workforce Development. 

REQUIREMENTS FOR TITLE I PARAPROFESSIONALS 

All paraprofessionals hired for a Title I supported prog ram must have a secondary school diploma or its recogni zed equivalent and 
one of the following: 

A. Completed two (2) years study at an institution of higher education; or 

B. Obtained at least an associates degree; or 

C. Met a rigorous standard of quality and demonstrate through formal State or local academic assessment: 

1. knowledge of and the ability to assist in instructing, reading, writing and mathematics; or 

2. knowledge of and the ability to assist in instructing, reading readiness, writing readiness and mathematics readiness, 
as appropriate. 

Existing paraprofessionals - All current paraprofessionals working for a Title I supported program must : 

A. Have a secondary school diploma or its recognized equivalent; 

B. Meet the requirements for newly hired paraprofessionals as described above . 

Exceptions - These requirements do not apply to a paraprofessional: 

A. Who is proficient in English and a second language and serves as a translator primarily to enhance the participation of 
children in Title I programs; or 

B. Whose duties consist solely of conducting parental involvement activities. 

Paraprofessional duties - Paraprofessionals working fo r a Title I supported program may be assigned to: 

A. provide one-on-one tutoring for eligible students during times when the teacher would not otherwise be instructing the 
student; 

B. assist with classroom management, such as organizing instructional and other materials; 

C. provide assistance in a computer laboratory; 

D. provide support in a library or media center; 

E. conduct parental involvement activities; 

F. act as a translator; 

G. provide instructional services to students, if working under the direct supervision of a teacher; 

H. perform limited duties beyond classroom instruction. 

Revised 5/16/16 
Revised 7/17/17 
T.C. 3/15/21 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 2/3 



9/16/21, 1 :26 PM BoardDocs® PL 

© Neola 202! 9 

Legal 20 U.S .C. 6319 

Last Modified by Steve Lavallee on July 24, 2021 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 3/3 



9/16/21, 1 :27 PM 

Book 

Section 

Title 

Code 

Status 

Adopted 

BoardDocs® PL 

• MANAWA 
Policy Manual 

For Board Review - Vol. 30, No . 2 + Special Update 

NONDISCRIMINATION AND ANTI-HARASSMENT - NONDISCRIMINATION BASED ON GENETIC 
INFORMATION OF THE EMPLOYEE 

po4122.02 

May 16, 2016 

4122 .02 - NONDISCRIMINATION BASED ON GENETIC INFORMATION OF THE EMPLOYEE 

The Board ef Eat:1eatieF1 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 2-P..P..licants or employees in any way that would deprive or tend to 
deprive them of employment opportunities or otherwise adversely affect the status of the P._ersoniffi eFl9ple'y'ee as an employee, based 
on genetic information . Harassment of a person because of hisfheF genetic information is-also~ prohibited. Likewise, retaliation 
against .9....P._erson for identifying,...Q]2jecting_!Q, or filing a comP._laint concerning a violation of this P..Olic7'.aF1 applicaFtt eF eFl9pleyee for 
eFtgagiFlg iFl pretectea activity is prohibited. 

The identitY. of the Compliance Officer (see Policv. 4122 - Nondiscrimination and Equal EmP..lov.ment 0P..P.OrtunityJ shall be posted 
throughout the District and P.Ublished in anv. District statement regarding the P.rohibition of discrimination on the basis of genetic 
information in all asP.ects of emP.lov.ment,J!:LfillY. staff handbooks, and in general information publications of the District as required 
Q.Y. 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 seg,, and 29 C.F.R. Part 
1635 CGINA: ), 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, 2-P..P..licants 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 P._rovidedaceit:1irea as part of the certification process for FMLA leave, QLwhen 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 emP.lov.ment process. EmP.lov.ees and aP..P..licants for emP._lov.ment shall not be 
P._enalized for P._roviding_genetic information in good faith in resP.onse to a request from a Board emp!.QY.ee or aggm, unless that 
2-P..P..licant or emP._lov.ee refuses to delete the information at the request of the emp_[.QY.ee or agent of the Board. 

The Board9tstfi€t recognizes that genetic information may be acquired through commercially and publicly available media 
includingaect:1Fl9eAts lilce newspapers, books, magazines, periodicals, television shows or the Internet. The Board9tstfi€t prohibits, 
hewe,.·er, its employees and agents including commercial background investigation agents from searching thesest:t€1=t sources with the 
intent of finding or obtaining genetic information, or accessing sources from which they are likely to acquire genetic information .jf 
genetic information about an emP.lov.ee or aP..P.licant is obtained in error, it shall immediately be redacted and not shared beyond the 
P._oint of first receiP._t. 

As used in this P.Olicv.,_"Gg_enetic information; " as aefinea 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 for7 or receipt of7 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. 
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As used in this J:.lOliCY.,..:'..genetic test" means an analv.sis of human DNA, RNA, chromosomes,_Rroteins, or metabolites that detect 
genotY.J:.1es, mutations, or chromosomal changes. The term includes any test of a Rerson's DNA/RNA. 

If the Board's emplov.ees or agentsDistFiet eitl=ieF legally and/or inadvertently receives genetic information about an employee or 
applicant foF eFA13lo 1;ffieAt fFOffi tl=ie eFA13loyee, a1313licaAt foF eFA13loyFAeAt or a FAeElical 13rnviEleF it shall be treated as a confidential 
medical record in accordance with law. 

The District'sDistFict AEIFAiAistFatoF sl=iall a1313eiAt a Ceompliance Qefficer .(see PolicY. 4122 - Nondiscrimination and Equal EmJ:,1lov.ment 
QRROrtunitY.)~wl=ie sl=iall ee responsible for overseeing the Board~ 's compliance with this ROliCY. and GINA and J:.1roJ:.1osing_ 
revisions and additions to this ROliCY. as necessacv. to ensure the Board 's compliance with GINAFeEleFal FegulatioAs aAEI f3FOFA[3tly 
ElealiAg witl=i aAy iAquiFies er coFA13laiAts . Th is Rerson shall be responsible for working with the Board's legal counsel to fully_ 
imRlement the requirements of GINA in all activities of the School District. The ComJ:,1liance Officer6f+,e ski3-l+-a lso shall verify that 
proper notice of nondiscrimination for Title II of GINA#=te GeAetic IAfoFFAatioA NoAEliscFiffiiAatioA Act of 2008 is provided to staff 
members, and that all District 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) aretS 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 Reguirement 

The Genetic Information Nondiscrimination Act of 2008..Q.t: f ~GINA~7 prohibits employers and other entities covered by the 
lawGfNA..:i+t!e-H, including the Board of EElucatioA, from requesting or requiring genetic information of an emRIOY.ee or 
£RRlicantiAEli¥iElual or family member of an emRIOY.ee or aP-_Rlicanttl=ie iAEli¥ielual, except as specifically allowed by law. To 
comply with GINAtftis-4aw, 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 comRliance with the requirements of GINA maY. be directed to 
the GINA ComJ:,1liance Officer at 920-596-5840. 

The Board~ offers health services, including a wellness program. Participation in the services/program is voluntary. Genetic 
information (such as family medical history) may be obtained as part of an individual's participation in the service/program . If that 
occurs, individual genetic information may be provided to the individual receiving the services and to his/her health services 
providers, but only genetic information in aggregate form will be provided to the DistrictBeaffi and no aRRlicant or emRIOY.ee shall be 
identified or identifiable from the reported information . 

The grievance J:.lrocedure for comJ:.llaints of discrimination in Policy 4122 aRRlies to comRlaints of discrimination, including 
harassment, or retaliation J:.lrohibited by GINA and may be utilized if a District emploY.ee alleges discrimination or harassment on the 
basis of genetic information or retal iation for identifY.ing,...Q.Qjecting_!Q, or filing a complaint concerning a violation of GINA or this 
J:.10licy_,_ 

[NOTE: It shelild be neted that an·t seetiens ef the E>istriet's eelleetir.,e bargaining agreements dealing with terms and 
eenditiens ef emple·1ment shelild eentain a statement ef nendiseriminatien similar te that in the Beard's statement 
abe..,e.] 
42 U.S.C. 2000ff et seq. 
Title II, The Genetic Information Nondiscrimination Act of 2008 
29 C.F.R. Part 1635 

© Neola 2021¼¼ 
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NONDISCRIMINATION AND ANTI-HARASSMENT - NONDISCRIMINATION AND EQUAL 
EMPLOYMENT OPPORTUNITY 

po4122 

October 17, 2016 

July 22, 2019 

4122 - NONDISCRIMINATION AND EQUAL EMPLOYMENT OPPORTUNITY 

The Board does not discriminate in the employment of support staff on the basis of the PFeteeteel Classes ef race, color, national 
origin, age, sex (including ffaflSgender status, change of sex, sexual orientation, or gender identity), pregnancy, creed or religion, 
genetic information, handicap or disability, marital status, citizensh ip 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 
rel igious matters or political matters, or any other ].gg,ill].Y_Rrotected categorv. in its Rrograms and activities, including emp[QY.ment 
QRROrtuniticsehaFaeteFistie 13rnteeteel ey law iA its em13leymeAt 13Faetiees. 

Notice of the Board's ROlicv. on nondiscrimination and the identitY. of the School District's Compliance Officer(2,)_(see below) will be 
RUblished on the District's website,_Rosted throughout the District, and included in the District's recruitment statements or general 
information RUblications. 

Definitions 

Words used in this policv. shall have those meanings defined herein; words not defined herein shal l be construed according to their 
Rlain and ordinacv. meaning~ 

ComRlainant is the individual who alleges, or is alleged, to have been subjected to discrimination/retaliation, rg_gardless of whether 
the Rerson fi les a formal comRlaint or is RUrsuing an informal resolution to the alleged discrimination/retaliation. 

Day_(~): Unless exRresslv. stated otherwise, the term "da:{' or "days" as used in this ROlicy means business day.(2,)jl&..,,~.(2,) that 
the District office is ORen for normal ORerating hours, Monday - Friday, excluding State-recognized holidays).,, 

Militar.v. status: refers to a person's status in the uniformed services. wh ich includes the Rerformance of dutv. on a volunta[Y....Q[ 
involunta[Y basis in a un iformed service. including active duty, active duty for training, initial active duty for training, inactive duty 
for training, full-time National Guard dutv., and Rerformance of duty or training f2Y. a member of Wisconsin organized militia. It also 
includes the Reriod of time for which a Rerson is absent from emplov.ment for the RUrRose of an examination to determine the fitness 
of the Rerson to Rerform anv. dutv. listed above. 

ResP-ondent is the individual who has been alleged to have engaged in discrimination/retaliation • .E,gardless of whether the 
ReRorting Partv. files a formal comRlaint or is seeking an informal resolution to the al leged discrimination/retaliation. 

School District community means students and Board emplov.ees (L,g_,, administrators, and Rrofessional and SURROrt staff), as well 
as Board members, agents, volunteers, contractors. or other Rersons subject to the control and supervision of the Board. 

Third Parties include, but are not limited to,_guests and/or visitors on School District p.IQ.Rerty (~g,, visiting2.Reakers,_P.articipants 
on ORROSing athletic teams,_Rarents), vendors doing business with, or seeking to do business with, the Board, and other individuals 
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who come in contact with members of the School District communitY. at school-related events/activities (whether on or off District 
1:.1ro1:.1ertv.)..,_ 

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"). 

Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/Middle School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
dwolfgram@manawaschools.org 

The names, titles, and contact information of these individuals will be published annually in the staff handbooks and 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, Title IX of the EdueatioA 
AmeAdmeAt Aet 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._A 
eo13y of eael'l of the Aets a Ad regulatioAs OA whieh this Aotiee is available u130A request from the CO. 

Reports and Complaints of UAlawhJI Discrimination and Retaliation 

Employees are reguired toe><13eeted to 13rom13tly report incidents of uAlawful 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 re1:.1orteom13laiAt shall file it with the CO at the em1:.1loY.ee's~ first opportunity, but no 
later than two (2) busiAess days. 

Discrimination against an individual based on their sex (including_gender status, sexual orientation, .fillQ_gender identitY..)_§ 
discrimination in violation of Title VII. Specifically, discrimination on the basis of sex stereoty_pJ.o.gf.gender-nonconformity constitutes 
sex discrimination. This is true irres1:.1ective of the cause of the person's gender non-conforming behavior. EmplQY.ment actions based 
Y.ROn an individual 's sex could be sus1:.1ect and 1:.1otentially__i,m1:.1ermissible. 

COs are reguired to investigate allegations of conduct involving the discrimination or harassment of an emp.]Qyee or ap_P.licant based 
Y.ROn his/her gender status, sexual orientation, and gender identity. 

Any_guestions concern ing whether alleged conduct might violate this prohibition should be brought to the CO's attention promp!!Y.,_ 

Employees who believe they have been uAla•11ofully discriminated/retaliated against are entitled to utilize the complaint process set 
forth below. Initiating a complaint will not adversely affect the Com1:.1 lainant'seom13laiAiAg iAdividual'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 witnesses are available. 

The COs will be available during regular school/work hours to discuss concerns related to uAlawful discrimination/retaliation. cos 
shall accept r~rnortseom13laiAts of uAlawful discrimination/retaliation directly from any member of the School District community QI..£ 

Third Party, or receive re1:.1orts that are initially filed with another Board emp,!Qyee (Distriet em13loyees, studeAts, 13areAt(s), aAd 
member of the Board), a resideAt of the Distriet, or a •tisitor to the Distriet . Upon receipt of a re1:.1ort of alleged 
discrimination/retaliationeom13laiAt, theeither direetly or through a sehool buildiAg admiAistrator, a CO will contact the Com1:.1lainant 
and begin either an informal or formal com1:.1laint 1:.1rocess (de1:.1ending on the Complainant's request and the nature of the alleged 
discrimination/reta liation).iAvestigatioA, or the District Administrator will designate a s1:.1ecific individual to conduct the process 
necessacv. for an informal or formal investigation. the CO will desigAate a s13eeifie iAdividual to eoAduet sueh a 13roeess. The CO will 
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provide a copy of this policy to the ComRlainant and the ResRondent UJ;!on reguest. aAy 13eFseA wl'le files a eeFA13laiAt. All FAeFAeeFs ef 
tl'le Selateel Distriet eeFl9Fl9UAity Fl9ust re13eFt iAeicleAts ef cliseriFAiAatieA/retaliatieA tlatat are re13eFtecl te tl'leFA te tlate CO witl'liA twe (2) 
eusiAess clays ef learniAg ef tlate iAeicleAt/eeAcluet. 

Any Board employee who directly observes uAlawful 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 uAlawful 
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 ComJ;1lainanteffi13leyee within two (2) business days to 
advise l'tiFl9/ReF of the Board's intent to investigate the alleged wrongdoing. 

Investigation and Complaint Procedure 

ExceRt 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. emRIOY.ee who alleges to have beenAw1• eFl913le1,'ee wl'le eelie~·es tlatat s/he has eeeA ::;ubjected 
to uAlawful discrimination or retaliation may seek resolution of theJ:tts/,Aef= 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) eusiAess 
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 uAlawful 
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 ComRlainant who alleges discrimination/retaliationAA iAcli•o·iclual wlate believes s/he l'tas eeeA sue1eetecl te uAlawful 
cliseFiffiiAatieA/FetaliatieA (heFeiAa~eF referFecl te as tl'le "CeFl913laiAaAt"), may file a complaint, either orally or in writing,_;_ 1Lwith a 
Principal,;..1.). 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 apJ;!ointed/designatedassuFAe the rnle ef CO..Q[, if a1mroRriate a1moint/designate another individual to serve 
as CO for the comJ;!laint regarding a CO. feF sueh eeFA13laiAts. 

Due to the sensitivity surrounding complaints of uAlawful discrimination and retaliation, timelines are flexible for initiating the 
complaint process; however, individuals are encouragedsheulcl FAake every effeFt to file a complaint within thirty (30) ealeAclaF 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 emRIOY.ee's first OQROrtunity, but no later thanw-i#ttft two (2) eusiAess 
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 known it is available : the identity of the ResRondentiAcliviclual 
eelievecl te have eAgagecl iA, eF ee eAgagiAg iA, tlate cliseFiFAiAatery/FetaliateFy eeAcluet ; a detailed description of the facts upon which 
the complaint is based_(i&.,, when, where, and what occurred)_; 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 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 ResJ;1ondent13eFseA vrl'le allegeclly eAgagecl iA the ffiiseeAcluet. In making such a determination, the CO 
should consult the Complainant to assess whether the individual agrees withfti-5/her 13esitieA te the proposed action. I f the 
Complainant is unwilling to consent to the proposed change, the CO may still may_take whatever actions are deemeds/he cleeFAs 
appropriate in consultation with the District Administrator. 

Within two (.6.).J!2.v.s of receiving the comRlaint, the CO or designee will initiate an investigation bY. at a minimum confirming receipJ. 
of the com Ria int with the ComJ;!lainant and informing the ComP.lainant of the investigation J;!rocess. \6JithiA twe (2) eusiAess clays ef 
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Feeei'tiA§ Hie eoffiplaint, ti'ie CO will initiate an in~·esti§ation to e:leteFffiine wi'ieti'ieF Hie Coffiplainant i'ias been subjeetee:l to unlawl'ul 
e:liseFi ffi i nation/Fetal iation. 

Simultaneously, the CO will inform the ResRondent that a forma line:livie:lual alle§ee:l to i'ia•;e en§a§ee:l in ti'ie e:liseriminatery er 
Fetaliatery eoneluet (i'iereinafter FefeFFee:l to as ti'ie "R:espene:lent"), ti'iat a complaint has been received. The Respondent will be 
informed about the nature of the allegations and 1!.ROn reguest 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. 

Although certain cases mav. reguire additional time, the CO or designee will attemRt to comRlete an investigation into the allegations 
of harassment based on a Rrotected class or retaliation within thirty_(30)..ili!_Y.S of receiving the formal comRlaint. ti'ieu§i'i eertain eases 
ffiay requiFe ae:le:litienal tiffie, ti'ie CO will atteffipt to eemplete an iA';estigatien into ti'ie allegations of e:liseriminatien/retaliatien witi'iin 
fifteen (15) business e:lays of reeei'ting ti'ie formal eeffiplaint. Ti'ie in·.-estigatien will inelue:le: 

The investigation will include: 

A. interviews with the Complainant; 

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 unlawl'ul 
discrimination/retaliation as provided in Board policy and State and Federal law as to whether the ResRondent has eng2ged in 
harassment/retaliation of the ComRlainantCeffiplainant i'ias been sul:3jeetee:l to unlawful e:liseriminatien/retaliatien . 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 .P.rocess and/or before finalizing 
the reP.ort to the District Administrator. 

In cases where no District CO is able to investigate a comP.laint due to concerns regarding conflicts, bias or partiality,_ 
or for other reasons that imP.air 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, eng!!_ge 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 either 
must ~ ssue a writtenfiftat decision regarding whether the charges have been substantiated or request further investigation. Aft 
summacv.explanation...Qf_ti'ie espy of the District Administrator's final decision will be Rrovided e:leli'teree:l 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) business days, or as guicklY. as ROSsible if 
additiona l time is necessacv. due to the availability of necessary witness(§) 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 ResRondent engaged in discrimination/retaliation toward the ComRlainant, the District 
AdministratorCeffiplainant was subjeetee:l to unlawful e:liseriffiinatien/retaliatien, s/i'ie 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, g_ge-ai:mroRriate,_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) business days of the Rartv.'s~ receipt of the District Administrator's fu:lah:Jecision. 
The written statement of apReal 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 
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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 uRlawful discrimination/retaliation regardless of 
whether the ComP..lainanteA'l13lo•ree allegiRg the A'liscoReluct 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 P._arties mav. be reP._resented, at their own cost,..&fillY. 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 P._rocess13FoceeluFe 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 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. ResP._ondents must be P._rovided an opP._ortunitY. to meaningfldl!.Y. resP._ond to 
allegations, which mav. include disclosure of the Complainant's identity..:.AelelitioRally, the R:es130ReleAt A'IUSt be 13Fovieleel tl=w 
CoA'l13laiAaAt's ieleAtityAII CoA'l13laiAaAts will be ael•tiseel that their ieleAtities A'lay becoA'le lmowA to the R:es130AeleAt(s) thFough the 
iAvestigatioA l3FOCess. 

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 P._rovideds/he leaFAS aAel/oF 13rnvieles during the course of the investigation. 

Remedial ActionSanctiens and Monitoring 

The BoaFel shall vigorously eAfoFce its 13Fohibiti0As agaiAst uAlawful eliscFiA'liAatioA by taldAg a1313Fo13Fiate actioA reasoAably calculateel 
to sto13 aAEI 13re~•eAt furtheF A'liscoAeluct. 1/.'hile obseP,1iAg the 13riAci13les of elue 13Focess, a violatioA of this 13olicy A'lay result iA 
elisci13liAaFy actioA u13 to aAel iAclueliAg the elischarge of aA eA'l13loyee. All elisci13liAaFy actioA will be tal~eA iA accorelaAce with 
a13131icable State law. WheA iA'l13osiAg elisci13liAe, the District AelA'liAistrator shall coAsieler the totality of the ciFCUA'lstaAces iA~·olveel iA 
the A'latteF. IR those cases wl'leFe uRlawful eliscFiA'liRatioA/FetaliatioA is Rot substaAtiateel, tl'le BoaFel A'lay coAsieler whetl'ler tl'le 
allegeel coAeluct Ae•tertheless warraRts elisci13liRe iR accorelaRce with otl'ler Boarel 13olicies aAel/or the EA'l13loyee I laAelbool<. 

If warranted ,...E.P..P..rOP._riate 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 apo..LQP.riate action. 

The Board may aP._P._oint an individual, who may be a District emP._lov.ee, to follow UP.. with the ComP._lainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any r,gQorted occurrences promp!!Y.,_ 

Sanctions and DisciP-linarv. Action 

The Board shall vigorouslv. enforce its P._rohibitions against discrimination bY. taking...E.P..P..rOP._riate action reasonablY. calculated to stoR 
and P._revent further misconduct. 

While observing the P._rinciP._les of due process, a violation of this P._ol icy mav. result in disciP..linarv. action UP.. to and including the 
discharge of an emP._lov.ee or the suspension/exP._ulsion of a student. All disciplinary action will be taken in accordance with aP._P._licable 
State law and any relevant codes of conduct. 

When imposing disciP..line, the District Administrator shall consider the totality of the circumstances involved in the matter. including 
the age and maturitY. level of anv. student involved. In those cases where discrimination/retaliation is not substantiated. the Board 
mav. consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies. 

Where the Board becomes aware that a prior disciP._linarY.FeA'leelial action has been taken against the ResP._ondentttft eA'l13lo•yee, 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 
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Retaliation against a person who makes a report or files a complaint alleging unlawful discrimination/retaliation, or participates as a 
witness in an investigation is prohibited. Neither the Board nor anY. other Rerson may intimidate, threaten. coerce or interfere with 
anv. individual because the Rerson op1:1osed any act or practice made by illlY. Federal or State civil rights law. or because that 
individual made a reRort, formal comRlaint, testified, assisted or participated or refused to participate in anv. manner in an 
investigation,_Rroceeding, or hearing under those laws and/or this policy, or because that individual exercised, enjo_y_gg, aided or 
encouraged anY. other Rerson in the exercise or enioY.ment of any..Li.9b1._granted or protected by those laws and/or this 
ROlicy.,_Speeifieally, tl=te Boars will not retaliate against, eoeree, intifflisate, tl=treaten or interfere ·,vitl=t any insivisual eeeause tl=te 
person opposes any aet or praetiee fflase uAlawful ey aAy Feseral or State eivil rigl=tts law, or eeeause tl=tat iAsivisual fflase a el=targe, 
testifies, assistes oF paFtieipates in aAy fflanAer in aA investigatioA, proeeesing , or l=tearing uFtser tl=tose laws, oF eeeause tl=tat 
insivisual e>EeFeises tl=teir Figl=tts, aises OF eneouFages aAy otl=teF peFsoA in tl=te e>EeFEise of al'l'y Figl=tt graAtes oF pFoteetes ey tl=tese 
!ews-:-

Retaliation against a Rerson for making a reRort of discrimination. filing a formal complaint,....QL.Rarticipating 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 
~JmroRriate remedies. 

Formal comRlaints alleging retaliation maY. be filed according to the internal comRlaint process set forth above. 

The exercise of rights Rrotected under the First Amendment of the United States Constitution does not constitute retaliation 
Rrohibited under this ROlicy.,_ 

Education and Training 

In support of this policy, the Board promotes preventative educational measures to create greater awareness of uAlawful 
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 resRonsible 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 iAfoFfflatioA, documents, electronically stored information ("ESI"), and 
electronic media (as defined in Policy 8315) created andLQr received as part of an investigation, which mav. includeiAelusiAg, 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 arrnointed bY. the Board to fulfill 
its resRonsibilities ; 

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 SURROrtiveiftteftffl measures offered and/or provided to the ComRlainant and/or the 
ResRondenteoRlplaiAaAts, including no contact orders issued to both parties, the dates issued, and the dates the parties 
acknowledged receipt; and 
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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. CORies of the Board ROliCY. and/or P.rocedures/quidelines 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 
~Rect to the subject of this policy_(~gi, Student Codes of Conduct and/or Emp.!2.Y.ee Handbooks);_ 

0. fQRies of anY. documentation that memorializes any formal or informal resolutions to the alleged discrimination or 
harassment;_ 

P. documentation of any training_Rrovided to District Rersonnel related to this policy, including but not limited to, notification of 
the Rrohibitions and exRectations of staff set forth in this ROlicy and the role and responsibilitY. of all District Rersonnel 
involved in enforcing this ROI icy, including their duty to report alleged violations of this policy and/or conducting an 
investigation of an alleged violation of this ROlicv.;_[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 particiP.ate in a training, along with the date, time and location of the 
training, and a COP-.Y. of the materials reviewed and/or P.resented during the training.,_]_ 

It is sug_gested the following records also be maintained, as aP-_P.rOP.riate. 

Q. documentation that any rights or o~mortunities that the District made available to one party during the investigation were 
made available to the other RartY. on egual terms;_ 

R . ..fQRies of anY. notices sent to the alleg~RerP.etrator/responding _Rarty of the allegations constituting (LROtential violation of 
this ROlicv.;. 

S. CORies of anY. notices sent to the ComP.lainant and the Respondent in advance of any interview, meeting, or hearing; 

T. COP.ies of anY. notices sent to the Complainant and alleg~P.erP.etrator in advance of any interview or hearing;_ 

U. CORies of anY. documentation or evidence used during informal and formal disciplinary meetings and hearings, including the 
investigation report, and any written resRonses submitted by the Complainant or the Respondent. 

The iAfSFFAatieA, 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 iAfSFFAatieA , 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. 

Revised 11/19/18 

© Neola 20¼92 1 
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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. 

BoardDocs® PL 

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 

Last Modified by Steve Lava llee on September 16, 2021 
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October 17, 2016 

July 22, 2019 

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 ROlicY. on nondiscrimination in emplov.ment Rractices and the identitY. of the School District's ComRliance 
Officer(~)_(see below) will be RUblished on the District's website,_Rosted throughout the District. and included in the District's 
recruitment statements or general information RUb lications. 

Definitions 

Words used in th is policv. shall have those meanings defined herein; words not defined herein shall be construed according to their 
Rlain and ordinacv. meaning2,:. 

ComP-lainant: is the individual who alleges or is alleged to have been subjected to discrimination/retaliation,Egardless of whether 
the Rerson files a formal comRlaint or is RUrsuing an informal resolution to the alleged discrimination/retaliation . 

Day_(~): Unless exRresslv. stated otherwise, the term "dav." or "dav.s" as used in this policv. means business day_(~)_(L.g_,, a day_(~) that 
the District office is ORen for norma l ORerating hours. Monday - Fridav., excluding State-recognized holiday~)..:. 

ReSP-Ondent: is the individual who is alleged to have eng2ged in discrimination/retaliation, regardless of whether the Complainant 
files a formal complaint or is seeking an informal resolution to the alleged discrimination/retaliation. 

District communitv.: means students, District emRlov.ees (L.g_,, administrators, and Rrofessional and SUQROrt staff)., and Board 
members, agents. vo lunteers, contractors, or other Rersons subject to the control and SURervision of the Board. 

Third Parties: include but are not limited to guests and/or visitors on District p.IQRerty_(!hg~, visiting2 Reakers,_RarticiRants on 
QRROSing athletic teams._Rarents}, 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 RrDRertv.L 

!!An individual with a disability!! means a person who has, hasflae 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 manua l tasks, walking, seeing, hearing, eating, sleeping, 
standing, lifting, bending, speaking, breath ing, 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, specia l 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. 

lmP-airment That Substantiallv. Limits a Major Life Activity_ 

An iffi19aiFffient tl'lat is e19isoelie iA nature OF in Feffiission is eoAsielereel a elisaeility if it woulel suestantially liffiit a A9ajOF life aeti~•ity 
wl'len aeti¥e. 

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 imRairment that is eRisodic 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 qua lified individual~ with a disability means the individual satisfies the requisite skill, experience, education and other job
related requirements of the employment position thestlffi individual holds or desires and , ,,.,,itl'I or 1,Yitl'lout reasonaele 
aeeoA9A9oelation, 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 Board~ 's program and/or 
activities. A reasonable accommodation is not neeessaril;• required for an individual who is merely regarded as having a disability. 

Facilities 

No gualified 1;1erson with a disabilitY. will be denied the benefits of, excluded from 1;1artici1;1ation in, or otherwise be subjected to 
discrimination under any_1;1rogram or activitY. to which Section 504/American with Disabilities Act (ADA)-2RRlies because the District's 
facilities are inaccessible to or unusable by_1;1ersons with disabilities. 

For facil ities constructed or altered after June 3, 1977, the District will comp!Y. with aRRlicable accessibilitY. standards. For those 
existing facilities constructed Rrior to June 3, 1977, the District is committed to 01;1erating its 1;1rograms and activities so that theY. are 
read ilY. accessible to Rersons with disabilities. 

District Compliance Officer-fst 

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"). 

Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Danie l Wolfgram 
High School/MiddleJunior I li9i'l School Principal 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 



dwolfgram@manawaschools.org 

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

The COs are responsible for coordinating the District's efforts to comply with sHmlicable Federal and State laws and regulations,. 
including the District's dutv. to address in a QromQt and eguitable manner any inguiries or comQlaints regarding_ 
discrimination/retaliation or denial of egual access. The COs also shall verifv. that QrDQer notice of nondiscrimination for Title II of the 
Americans with Disabilities Act (as amended)., Title VI and Title VII of the Civil Rights Act of 1964, Section 504 of the Rehabilitation 
Act of 1973 (as amended), and the Age Discrimination in Emplov.ment Act of 1975 is Qrovided to staff members and the general 
Qublic. A COQ.Y. of each of the Acts and regulations on which this notice is based will be made available UQOn reguest from the CO--Afly 
sectieAs ef H,e aAd fulfill its FespeAsiBilities uAdeF SectieA 504 aAel Title II ef tAe AmeFicaAs v,itA DisaBilities Act, as ameAeleel 
("ADA"). A cepy ef SectieA 504 aAel tAe ADA, iAcludiA§ cepies ef tAeiF implemeAtiA§ Fe§ulatieAs, may Be eBtaiAeel ffem tAe DistFict 
Ees. 

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 . ..&lY. comQlaint 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 
comQlaints, as aQQroQriate. AdditionallY., if the comQlaint is regarding a CO, the comQlaint shall be reQorted to the District 
Administrator, who shall coordinate with the other aR.R.Ointed/designated CO, or, if aI:rnroQriate aI:rnoint/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.) 

TrainiF1g 

TAC Cos will alse eveFsee tAe tFaiAiA§ ef emple.,.ees iA tAe DistFict se tAat all emple•rees uAeleFstaAd tAeiF Fi§Ats a Ad FespeAsiBilities 
uAeleF SectieA 504 aAd tAe ADA, aAd aFe iAfeFmeel ef tAe BeaFel's pelicies, aelmiAistFati•,ce §uieleliAes, aAel pFactices witA Fespect te 
fully implemeAtiA§ aAd cemplyiA§ witA tAe FeE1UiFemeAts ef SectieA 504/ADA. 

TAe BeaFel will prnvide iA seFYicc tFaiAiA§ aAd ceAsultatieA te staff FespeAsiBle feF tAe educatieA ef peFseAs witA elisaBilities, as 
AecessaF',' aAel apprepriate. 

Faeilities 

Ne Etualifieel perseA witA a elisaBility will, Because tAe DistFict's facilities are iAaccessiBle te er uAusaBle BY perseAs witA elisaBilities, 
Be deAicel tAe BCAefits ef, Be e ➔Eclueled fFem participatieA iA, eF etAeFwise Be suBjected te discFimiAatieA uAeleF aAy pFe§Fam eF 
activity te WAicA SectieA 504/ADA applies. 

FeF facilities ceAstFUcted eF alteFeel after JuAe 3, 1977, tAe DistFict will cemply witA applicaBle accessiBility staAelaFels. FeF tAese 
e>EistiA§ facilities ceAstFucteel pFieF te JuAe 3, 1977, tl=te DistFict is cemmitteel te epeFatiA§ its prn§Fams aAel acti·,•ities se tAat tAey 
aFc Feaelily accessiBle te peFseAs witA elisaBilities. 

Netiee 

Pletice ef tAe BeaFel's pelicy eA AeAeliscFimiAatieA iA empleymeAt practices aAel tAe ieleAtity ef tAe COs will Be pesteel tAFeU§Aeut tAe 
DistFict, aAd puBlisAed iA tAe DistFict's FCCFuitmeAt statemeAts eF §eAeFal iAfeFmatieA puBlicatieAs . 

Complaint Procedures 

If a person believes thats/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 disabi lity. Use of the internal complaint procedure is not a prerequisite to the pursuit of other remed ies, 
including the fil ing 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. 

B. If the informal discussion does not resolve the matter, or if t he employee skips Step A, the individual may file a forma l 
written complaint with the CO . The written complaint must contain the name and address of the individual or representative 
fi ling 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) caleAdaF days of the circumstances or event giving rise to the 
complaint un less the time for fil ing 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) susiAess 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) susiAess d;:iys 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) susiAess 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 uAlawful 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 em12loY. all reasonable efforts to 12rotect the rights of the Complainant, the Res12ondent(~)., and the witnesses as 
much as 12ossible, consistent with the District 's legal obligations to investigate, take a12i;iro12riate action, and conform with anv. 
discovecv. or disclosure obligations. 

All records generated under the terms of this 12olicY. shall be maintained as confidential to the extent permitted bY. law. 
ConfidentialitY., however, cannot be guaranteed. Additionally, the Res12ondent 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 ex12ected not to disclose to third 12arties 
anv. information that is learned or 12rovided during the course of the investigation. 



Remedial Action and Monitoring_ 

If warranted,_g_P.,P.,rOP.,riate remedial action shall be determined and imP.,lemented on behalf of the Complainant. including but not 
limited to counseling services, reinstatement of leave taken due to the discrimination or other am:iroP.,riate action. 

The Board may_g_P.,P.,oint an individual, who mav. be a District emP.,lov.ee, to follow UP.. with the Complainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any....@P.,Orted occurrences P.,romP.,tly..:. 

Sanctions and DisciP-linarv. Action 

The Board shall vigorouslv. enforce its P.,rohibitions against discrimination bY. taking_g_P.,P.,rDP.,riate action reasonablY. calculated to stop 
and P.,revent further misconduct. 

While observing the P.,rinciP.,les of due P.,rocess, a violation of this P.,OliCY. mav. result in disciP.,linar.v. action UP.. to and including the 
discharge of an emP.,lov.ee or the susP.,ension/exP.,ulsion of a student. All disciP.,linar.v. action will be taken in accordance with aP.,P.,licable 
State law and anv. relevant codes of conduct. 

When imP.,osing disciP.,line, the District Administrator shall consider the totalitY. of the circumstances involved in the matter. including_ 
the age and maturitY. level of anv. student involved. In those cases where discrimination/retaliation is not substantiated. the Board 
mav. consider whether the alleged conduct nevertheless warrants discipline in accordance with other Board policies. 

Where the Board becomes aware that a P.,rior disciP.,linacv. action has been taken against the ResP.,ondent, all subseguent sanctions 
imP.,osed bY. the Board and/or District Administrator shall be reasonablY. calculated to end such conduct,_wevent its recurrence, and 
remedv. Its effect. 

Retaliation 

Retaliation against a person who makes a report or files a complaint alleging uAlawful discrimination /retaliation , or participates as a 
witness in an investigation, is prohibited. Neither the Board nor any other P.,erson mav. intimidate, threaten, coerce,.S19eeifieally, the 
Beare .,...ill Ast eiseFiAliAate/retaliate a9aiAst, eeeree, iAtiAlieate, threateA or interfere with any individual because the person opposed 
any act or practice made uAlawful by Section 504 or the ADA, or because that individual made a reP.,ort, formal comP.,laint~ , 
testified, assisted or participated , or refused to P.,articiP.,ate in any manner in an investigation, proceeding, or hearing under those 
laws and/or this policv.,, 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 P.,olicv.,. 

Retaliation against a P.,erson for making a reP.,ort of discrimination, filing a formal comP.,laint.~articipating in an investigation or 
meeting is a serious violation of this policY. that can result in the imposition of disciplinarv. sanctions/consequences and/or other 
§.P..P.rDP.riate remedies . 

Formal comP.,laints allegJ.o.g retaliation mav. be filed according to the internal complaint P.,rocess set forth above. 

The exercise of rights P.,rotected under the First Amendment of the United States Constitution does not constitute retaliation 
P.,rohibited under this P.,Olicy..:. 

Education and Training 

In SUP.,P.,Ort of this P.,olicY., the Board P.,romotes P.,reventative educational measures to create greater awareness of discriminatorv.. 
P.,ractices. The District Administrator shall P.,rovide apP.,roP.,riate information to all members of the District communitY. related to the 
imP.,lementation of this policv. and shall provide training for District students and staff where aQ.P.,rOP.,riate. All training and information 
P.,rovided regarding the Board's P.OlicY. and discrimination. in general, will be age and content-aP.,P.,roP.,riate. 

Retention of Investigatorv. Records and Materials 

The CO is resP.,onsible for overseeing the retention of all records that must be maintained P.,ursuant to this P.,olicy. All individuals 
charged with conducting investigations under this P.,OliCY. shall retain all documents, electronically stored information ("ESI"). and 
electronic media (as defined in Policv. 8315) created and/or received as P.,art of an investigation, which mav. include but are not 
limited to : 

A. all written reP.,orts/allegations/complaints/orievances/statements/resP.,onses P.,ertaining to an alleged violation of this policy_;_ 

B. anv. narratives that memorial ize oral reP.,orts/allegations/comP.,laints/qrievances/statements/resP.,onses P.,ertaining to an 
alleged violation of this P.,Olicv.,;_ 



C. anY. documentation that memorializes the actions taken bY. District Rersonnel or individuals contracted or aR.ROinted bY. the 
Board to fulfill its resr:1onsibilities related to the investigation and/or the District's resr:1onse to the alleged violation of this 
r:1olicv.;. 

D . written witness statements;_ 

E. narratives, notes from, and audio, video, or digital recordings of witness interviews/statements:_ 

F. e-mails, texts, and social media r:1osts that directly relate to or constitute evidence r:1ertaining to an alleged violation of this 
r:1olicy_(i&, not after-the-fact commenta[Y. about or media coverage of the incident):, 

G. notes and summaries R_rer:1ared contemr:1oraneously_g_Y. the investigator in whatever form made (_g_,_g"' handwritten,__kg_v.ed into 
a comr:1uter or tablet, etc.)., but not including transitorY. notes whose content is otherwise memorialized in other documents:. 

H. written discir:11inarY. sanctions issued to students or emr:1loY.ees and other documentation that memorializes oral disciRlinaPf. 
sanctions issued to students or emr:1lov.ees for violations of this r:1olicY..;. 

I. dated written determinations/reports (including summaries of relevant exculr:1ato[Y. and inculr:1ato[Y. evidence) and other 
documentation that memorializes oral notifications to the r:1arties concerning the outcome of the investigation, including.lfilY. 
conseguences imposed as a result of a violation of this policY..;. 

J. documentation of any~R.ROrtive measures offered and/or wovided to the Comr:1lainant and the Resr:1ondent, including..ll.Q 
contact orders issued to both r:1arties, the dates the no contact orders were issued, and the dates the parties acknowledged 
receir:1t of the no contact orders;_ 

K. documentation of all actions taken, both individual and SY.Stemic, to stor:1 the discrimination or harassment,_r:1revent its 
recurrence, eliminate anY. hostile environment, and remedY. its discriminatory effects:_ 

L. cor:1ies of the Board policY. and r:1rocedures/quidelines 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 
resr:1ect to the subject of this r:1olicy_(_g_,_g"' Student Codes of Conduct and/or EmRIOY.ee Handbooks).;_ 

M. cor:1ies of anY. documentation that memorializes anY. formal or informal resolutions to the alleged discrimination or 
harassment;_ 

N. documentation of anY. training_Rrovided to District r:1ersonnel related to this ROliCY. including, but not limited to notification of 
the r:1rohibitions and exr:1ectations of staff set forth in this r:1olicy and the role and responsibility of all District r:1ersonnel 
involved in enforcing this r:1olicY., including their dutY. to rer:1ort alleged violations of this policY. and/or conduct an investigation 
of an alleged violation of this r:1olicY..;_[REMINDER: Documentation of training should be maintained regardless of 
whether there is an investigation of an alleged violation of this policy. It is best P.ractice to maintain a log of all 
staff members who P.articiP.ate in a training, along with the date, time, and location of the training, the name 
and title (or credentials) of the P.resenter, and a COP..Y. of the materials reviewed or presented during the 
training.,_] 

It is suggested the following records also be maintained, as a1mroP.riate. 

0. documentation that any...rights or OR.ROrtunities that the District made available to one r:1artY. during the investigation were 
made available to the other partY. on egual terms;_ 

P. cor:1ies of anY. notices sent to the Resr:1ondent of the allegations constitutingir:1otential violation of this policy;_ 

Q. cor:1ies of any notices sent to the Comr:1lainant and the Resr:1ondent in advance of anY. interview or meeting; 

R. cor:1ies of anY. documentation or evidence used during informal and formal discip.li.o..fil.Y. meetings and hearings, including the 
investigation rer:1ort and anY. written responses submitted bY. the Complainant or the Resr:1ondent. 

The documents, ESI, and electronic media (as defined in PolicY. 8315) retained maY. include r:1ublic records and records exemr:1t from 
disclosure under Federal (_g_,_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 r:1art of an investigation shall be 
retained in accordance with PolicY. 8310, PolicY. 8315, PolicY. 8320, and PoliCY. 8330 for not less than three (J)_v.ears and longer if 
reguired bY. the District's records retention schedule. 

© Neola 2021¼8 
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4161 - UNREQUESTED LEAVES OF ABSENCE/FITNESS FOR DUTY 

It is the policy of the Board to protect the students and employees of this District from the effects of contagious diseases and other 
circumstances that render support staff members unable to perform their duties. 

The Board authorizes the District Administrator to place a support staff member on sick leave or suspend a support staff member for 
physical or mental disability to perform assigned duties in conformance with the law. 

The District Administrator shall require that the support staff member submits to an appropriate examination by a healthcare 
provider designated by the support staff member, or a healthcare provider designated by the Board and compensated by the District, 
or both. 

The staff member will be required to execute a release that complies with the requirements of the Health Insurance Portability and 
Accountability Act (HIPAA) in order to allow the report of the medical examination to be released to the Board/District Administrator 
and to allow the District Administrator to speak to the health care provider who conducted the medical examination in order to get 
clarification. Refusal to submit to an appropriate examination or to execute the HIPAA release will be grounds for disciplinary action, 
up to and including termination. 

As required by Federal law and regulation and Board Pol icy 4122.02, the District Administrator shall direct the provider designated 
by the Board to conduct the examination not to collect genetic information or provide any genetic information, including the 
individual's family medical history, in the report of the medical examination. 

Pursuant to State law and in accordance with the Americans with Disabilities Act, as amended (ADA) and the Genetic Information 
Nondiscrimination Act (GINA), the results of any such examination shall be treated as a confidential medical record and will be 
exempt from release, except as provided by law. If the District inadvertently receives genetic information about an individual who is 
required to submit to an appropriate examination from the medical provider, it shall be treated as a confidential medical record as 
required by the ADA. 

If, as a result of his/her such examination, the support staff member is found to be unable to perform assigned duties, the support 
staff member shall be placed on leave of absence pending further determination of ability to perform duties, including an evaluation 
of any reasonable accommodations in the event of the existence of a disability. 

Should a support staff member refuse to submit to theafl examination reguested bY. the District Administrator, such refusal shall 
subject the SUP-ROrt staff member to disciRlinacv_action. fellowiRg H~e exl9austioR of pmper appeals, tl9e District AaFRiRistrator sl9all 
CORSiSeF tl9e certificatioR of cl9arges fOF FeaSORS of iRSUBOFSiRatioR . 

The District Administrator may designate any period of leave under this policy as qualifying leave under State and/or Federal FMLA 
leave entitlement consistent with Policy 4430.01 as provided by law. 

Revised 7/17/17 
Revised 4/27/2020 
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111.32 et seq. the Wisconsin Fair Employment Act 

29 C.F.R. Part 1630 

29 C.F.R. Part 1635 

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

42 U.S.C. 2000ff et seq., The Genetic Information Nondiscrimination Act 
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<1170 SUBSTANCE ABUSE 
Tl=te BoaFd of Edueatiofl Fecogflii!es alcol'iolism afld dFug abuse as tFeatable illflesses. Wl'iefl suel'i illflesses impaiF tl=te per-reFmaRee of 
suppoFt staff membeFs, tl9e BoaFd Feeogflii!es tl'ie FespoFlsibility to assist ifl a maflfleF Fecommeflded by appFopriate specialists ifl tl'ie 
tFeatmeflt of tl'iose illflesses. 
A suppoFt staff membeF l'ia,-•iflg afl illfless OF otl'ieF pFoblem Felatiflg to tl'ie use of aleol'iol OF otl'ieF dFugs will Feeeive tl'ie same eaFeful 
coflsideFatiofl afld offeF of assistaflce tl'iat is pFesefltly exteflded to suppoFt staff membeFS 19a•viflg afly otl'ieF illfless. 
Tl'ie FespoFlsibility to coFFect Uflsatisfactor-y job peFfoFmaflce OF bel=tavioF Fesultiflg from a suspected alcol'iol OF drug pFoblem Fests 
witl9 tl'ie suppoFt staff membeF. FailuFe to do so will Fesult ifl appFopFiate coFFective OF discipliflaF'; actiofl as deteFmifled by tl'ie BoaFd. 
Tl9e BoaFd wil l assist afl emplo·;ee witl'i afl alcol'iol OF dFug pFoblem ifl developiAg FeasoAable aceommodatioAs so tl9at tl=te employee 
Fl'lay peFfoFm l'iis/ReF woFI<, coAsisteAt witl'i State a Ad FedeFal law. ExisteAce of a substaAce abuse prnblem does Aot excuse 
Fl'liscoflduet ifl emplo·;meflt OF ·••iolatioA of BoaFd policy. 
No suppoFt staff mefl'lbCF will l=tave l'iisfl'ieF job security OF pFOA'lotioA oppoFtuAities jeopaFdii!ed by l'iisfl=teF Feeiuest foF couAseliAg OF 
FefeFFal assistaAee. 
SuppoFt staff membeFs wl'io suspect tl'iey Fl'lay l'iave afl alcol=tol OF otl'ieF dFug abuse pFoblefl'l aFe efleournged to seel< eouF1seliF1g afld 
iflfOFFl1atiofl Ofl a COFlfidefltial basis by COFltactiflg FCSOUFCCS available for SUER service. 
Tl'iis policy sl'iall be adFFliflistered ifl accoFdaFlce witl'i tl=te AFFlericafls witl=t Disabilities Act of 1990 afld applicable State laws. 
@ Neola 2886 

Legal Americans with Disabilities Act of 1990 

Wis. Stat. 111.34 
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4215 - USE OF TOBACCO AND NICOTINE BY SUPPORT STAFF 

The Board recognizes that the use of tobacco products, as well as other nicotine delivery systems, such as electronic smoking 
devices, are a health, safety, and environmental hazard for students, staff, visitors, and school facilities. The Board is acutely aware 
of the serious health risks associated with the use of these products, both to users and non-users, and that their use or promotion 
on school grounds and at off-campus school-sponsored events is detrimental to the health and safety of students, staff, and visitors. 
The Board also believes accepting tobacco industry gifts or materials will send an inconsistent message to students, staff, and 
visitors. 

It shall be a violation of this policy for any support staff of the District to use, consume, display, promote, or sell any tobacco 
products, tobacco industry brand, tobacco-related devices, imitation tobacco products, or electronic smoking or vaping devices, 
regardless of content at any time on school property or at off-campus, school -sponsored events. 

It shall be a violation of this policy for the District to solicit or accept any contributions, gifts, money, curricula, or materials from the 
tobacco industry or from any tobacco products retailer. This includes, but is not limited to, donations, monies for sponsorship, 
advertising, promotions, loans, or support for equipment, uniforms, and sports and/or training facilities. It shall be a violation of this 
policy to participate in any type of service funded by the tobacco industry while in the scope of employment for the District. 

Exceptions 

It shall not be a violation of this policy for tobacco products, tobacco-related devices, imitation tobacco products, or lighters to be 
included in instructional or work-related activities in school buildings if the activity is conducted by a staff member or an approved 
visitor and the activity does not include smoking, chewing, or otherwise ingesting the product. 

FDA approved cessation products or tobacco dependence products are exempt from this policy for adults and staff eighteen years 
and older. Staff using such products and bringing them to any school property or school-sponsored activity are responsible for safe
keeping of these products at all times and are responsible for assuring that no students are able to obtain access to these products. 

Policy Specific Definitions 

The term "any time" means during normal school and non-school hours: twenty-four (24) hours a day, seven (7) days a week. 

The term "electronic smoking device" means any product containing or delivering nicotine, or any other substance, whether natural 
or synthetic, intended for human consumption through the inhalation of aerosol or vapor from the product. The term electronic 
smoking device includes, but is not limited to, devices manufactured, marketed, or so ld as e-cigarettes, e-cigars, e-pipes, vape 
pens, mods, tank systems, JUUL, or under any other product name or descriptor. The term electronic smoking device includes any 
component part of a product, whether or not marketed or sold separately, including but not limited to e-liquids, e-juice, cartridges, 
and pods. 

The term "imitation tobacco product" means any edible non-tobacco product designed to resemble a tobacco product, or non-edible, 
non-tobacco product designed to resemble a tobacco product that is intended to be used by children as a toy. Examples of imitation 
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tobacco products include but are not limited to: candy or chocolate cigarettes, bubble gum cigars, shredded bubble gum resembling 
chewing tobacco, pouches containing flavored substances packaged similar to snuff, shredded beef jerky in containers resembling 
snuff tins, plastic cigars, and puff cigarettes. 

The term "off-campus, school-sponsored event" means any event sponsored by the school or School District that is not on school 
property, including but not limited to, sporting events, day camps, field trips, entertainment seminars, dances or theatrical 
productions. 

The term "school property" means all facilities and property, including land, whether owned, rented, or leased by the District, and all 
vehicles owned, leased, rented, contracted for, or controlled by the District used for transported students, staff, and visitors. 

The term "smoking" means inhaling, exhaling, burning, or carrying any lighted or heated cigar, cigarette or pipe, or any other lighted 
or heated product containing, made, or derived from nicotine, tobacco, marijuana, or other plant, whether natural or synthetic, that 
is intended for inhalation. "Smoking" also includes carrying or using an activated electronic smoking device. 

The term "tobacco Rroducts retailer" means retailers whose primarv. business is to-sell tobacco and/or tobacco-related Rroducts. 

The term "tobacco industry" means manufacturers, distributors, or wholesalers of tobacco products, electronic smoking devices, or 
tobacco-related devices; this includes parent companies and subsidiaries. 

The term "tobacco industry brand" means any corporate name, trademark, logo, symbol, motto, selling message, recognizable 
pattern of colors, or any other indication of product identification identical or simila r to those used for any brand of tobacco product, 
company, or manufacturer of tobacco products. 

© Neola 202! 9 

Legal 111.321, Wis. Stats. 

120.12(20), Wis. Stats . 

20 U.S.C. 6081 et seq. 

20 u.s.c. 7182 
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4216 - SUPPORT STAFF DRESS AND GROOMING 

The Board believes that support staff members set an examJ;lle in dress and grooming for their students to follow. aFe aA im13ortaAt 
aAe iAtegFal 13art of tiate DistFiet. Also, siAee tiate su1313ort staff is iatigiatly ·,•isible staff to tiate stueeAts, tiate 13Fofessi0Aal staff, aAe tiatc 
13ublie, tiatc Beare believes tiatc su1313ort staff siatoule at all times be well eFessee aAe groomee. Su1313ort staff members wiato uAecrstaAe 
aAe aeRCFCS to tiatis belief CAlaFge tiatc iFAl30R:aAEC of tiateiF task, l3FCSCAt aA image of eigAity, aAe eAE0UFa§C FCSl3CEt. 

Tiatc Beare retaiAs tiate autiatority to s13ceify tiate followiAg ercss aAe groomiAg guieeliAcs foF su1313ort staff. When assigned to District 
duty, all support staff members shall follow the guidelines as identified in the Employee Handbook. 

© Neola 2021 
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ETHICS AND CONFLICT OF INTEREST 
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May 16, 2016 

November 16, 2020 

4230 - ETHICS AND CONFLICT OF INTEREST 

The proper performance of school business is dependent upon the maintenance of unusually high standards of honesty, integrity, 
impartiality, and support conduct by Board members, and the District's employees, officers and agents and is essential to the 
Board's commitment to earn and keep the public's confidence in the School District. 

For these reasons, the Board adopts the following guidelines designed to avoid the occurrence or appearance of any conflicts of 
interest do not occur. These guidelines apply to all District employees, officers, and agents, including members of the Board. These 
guidelines are not intended to be all-inclusive, nor to substitute for good judgment on the part of all support employees, officers, 
and agents. support employees are expected to perform their duties in an ethical manner and free from an actual conflict of interest 
or from situations that create the appearance of a conflict of interest, in a manner consistent with 19.59, Wis. Stats. The Board's 
interest in enforcing this policy is to assure that the decisions and actions of public employees retain the public's trust. Therefore, 
even a conflict relationship that can be viewed as beneficial to the District or that was intended to be beneficial to the District, may 
still be a violation of this policy. 

A. No support employee, officer, or agent shall engage in or have.JL12ersonal or financial or other interest, directly or indirectly, 
in any activity that conflicts or raises a reasonable question of conflict with his/her duties and responsibilities in the school 
system. ~12ecificallY.,....fil!IWOrt em12lov.ees must 12erform their duties in a manner that does not violate criminal conflict of 
interest laws pursuant to 946.13, Wis. Stats. bY. having ~rivate pecuniary interest in an amount that exceedsThis iRclueles 
Rot ORiy those iAterests that violate state crimiRal law, which ty13icall•t Fequires at least $15,000 iR fiRaRcial iRterest, but also 
lesser valued conflicts that nonetheless create the appearance of using one's public position to secure a private_12ecuniarv. 
interest and/or benefit. 

B. Support employees, officers, and agents shall not engage in business, private practice of their profession, the rendering of 
services, anv.thing of substantial value,_or the sale of goods of any type where advantage is taken of any support relationship 
they may have with any employee, student, client, or parents of such students or clients in the course of their employment or 
support relationship with the School District. 

Included, by way of illustration, rather than limitation are the following: 

1. the provision of any private lessons or services for a fee unless the provision of services is arranged outside of school 
and is separate from and in addition to regular support provided to students as part of the support staff member's 
regular duties. 

2. soliciting on school premises or under circumstances which are coercive for the private sale of goods or services to 
students or other employees 

3. the use, sale, or improper divulging of any privileged informat ion through his/her access to School District records, 
about a student or client granted in the course of the employee's, officer's or agent's employment or support 
relationship with the School District. 

https://go.boarddocs.com/wi/sdman/Board.nsf/Private?open&login# 1/3 
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4. the referral of any student or client for lessons or services to any private business or support practitioner if there is 
any expectation of reciprocal referrals, sharing of fees, or other remuneration for such referrals 

5. the requirement of employees, students or clients to purchase any private goods or services provided by an employee, 
officer or agent or any business or support practitioner with whom any employee, officer or agent has a financial or 
other relationship, as a condition of receiving any grades, credits, promotions, approvals, or recommendations 

C. Should exceptions to this policy be necessary in order to provide mandatory services to students or clients of the School 
District, all such exceptions will be made known to the employee's supervisor and will be disclosed to the District 
Administrator and approval of the Board of Education before entering into any private relationship. 

D. Support employees, officers, and agents shall not make use of materials, equipment, or facilities of the School District for 
their own personal financial gain or business interest. Examples would be the use of facilities before, during, or after regular 
business hours for service to private practice clients, or the checking out of items from an instructional materials center for 
private practice . 

E. Support employees, officers, and agents shall not participate in the selection, award and administration of any contract to an 
entity in which they have a pecuniary interest or from which they derive a profit or in which a dependent of the employee has 
a pecuniary interest or from which the dependent derives a profit . "Dependent" includes the employee's spouse; 
unemancipated ch ild, stepchild, or adopted child under the age of eighteen (18); or individual for whom the employee 
provides more than one-half (1/2) of the individual's support during a year. A "pecuniary interest" means an interest in a 
contract or purchase that will result or is intended to result in an ascertainable increase in the income or net worth of the 
employee or the employee's dependent who is under the direct or indirect administrative control of the support employee or 
who receives a contract or purchase order that is reviewed, approved, or directly or indirectly administered by the employee. 

Support employees, officers, and agents may not solicit or accept gratuities, favors, or anything of monetary value from 
contractors or parties to subcontracts. 

However, pursuant to Federal rules, the School District has set standards for when an employee, officer or agent may accept 
a gift of an unsolicited item of nominal value. For purposes of this section, "nominal value" means that the gift has a 
monetary value of $50.00 or less. 

F. Support employees, officers, and agents must disclose any potential conflict of interest which may lead to a violation of this 
policy to the School District . Upon discovery of any potential conflict of interest, the School District will disclose, in writing, 
the potential conflict of interest to the appropriate Federal awarding agency or, if applicable, the pass-through entity. 

The District will also disclose, in a timely manner, all violations of Federal criminal law involving fraud, bribery or gratuity that 
affect a Federal award to the appropriate Federal awarding agency or, if applicable, the pass-through entity. 

G. Support employees, officers and agents found to be in violation of this conflict of interest policy will be subject to disciplinary 
action up to and including termination. 

No support staff employee may accept or engage in any employment, consulting, advising, or other support activity with any 
organization other than the District, whether the employee will receive compensation for such outside activity or not, without first 
providing notice to the District Administrator. 

In the event that, within the course of administering a Federally funded grant program or service to the District, any support 
employee that identifies a conflict of interest, a potential conflict of interest, or that the appearance of a conflict of interest may arise 
in the course of administering the Federal grant funds, the employee must immediately notify either the Federal agency 
administering the grant in a manner consistent with that particular agencies rules on conflict of interests, or the District employee 
directly responsible for grant compliance. Such notice shall be provided at the earliest possible time. 

It is a violation of this policy to take action or to refrain from taking action, or for an employee to otherwise use his/her public 
position to obtain a financial gain or anything of substantial value for himself/herself or his/her immediate family, as defined in 
19.42(7), Wis. Stats. 

Revised 8/22/16 
Revised 11/19/18 
Revised 7/22/19 
Revised 4/27/2020 
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po4362 

October 17, 2016 

April 27, 2020 

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 discriminatory harassment based on race, color, national origin, age, sex 
(including ffafl5gender 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")J or any other characteristic protected by law in its employment 
practices (hereinafter referred to as "harassment" "Protecteel ClassesCharacteristics"), and encourages those within the School 
District community as well as I third .E,~arties, 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 Boarel will take 
immediate steps calculateel to end the harassment, prevent its reoccurrence, and , if a13131icaale, remedy its effects. 

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

For pur13oses of this policy, "School District community" means ineli 1v'ieluals suaject to the control anel su13ervisioA of the Beare 
inclueling, aut not limiteel to, stuElents, teachers, staff, volunteers, anel Boarel memaers, agents, coAtractors, or other 13ers0As. 

For 13ur13oses of this 13olicy, "thirel 13arties" incluele, aut are not limiteel to, guests anelfor •visitors on School District 13ro13erty (e.g., 
visiting s13eal<ers, 13artici13ants on 01313osing athletic teanns, 13areAts), venelors eloing ausiness with, or seeking to elo ausiness with the 
District, anel other inelivieluals who come in contact with memaers of the School District community at school relateel 
events/activities (whether 0A or off School District 13ro13erty). 

Notice of the Board's ROlicY. on anti-harassment related to emplQ.Y.ment P.ractices and the identity of the District's Compliance Officers 
will be ROSted throughout the District and published in any District statement regarding the availability of emp_lQyment, staff 
handbooks, and general information publications of the District as reguired by Federal and State law and this policy.:. 

Definitions 
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Words used in this 12olicY. shall have those meanings defined herein; words not defined herein shall be construed according to their 
12lain and ordinary meaning~ 

Comi;!lainant: is the individual who alleges, or is allegeg, to have been subjected to harassment,...rggardless of whether the person 
files a formal com12laint or is 12ursuing an informal resolution to the alleged harassment . 

Day_(~): Unless ex12resslY. stated otherwise, the term "daY." or "days" as used in this policy means business day(~ji.:..§_,,...5l.J;@Y..(~. 
that the District office is 012en for normal 012erating hours, Monday - FridayJ excluding State-recognized holiday~.:.. 

Resf!ondent: is the individual who has been alleged to have engfiljed in harassment.__rg_gardless of whether the Reporting Party files 
a formal com12laint or is seeking an informal resolution to the alleged harassment. 

School District communit:v.: means students and Board em12loY.ees (~, administrators,____fil!Q_P.rofessional and su1212ort staff),,~ 
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 p..IQP.erty _(~g.!./ visiting s_P.eakers._P.articipants 
on o~rnosing athletic teams,_12arents)., 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 
12ro12ertY.L 

BullY.ing_ 

BullY.ing rises to the level of harassment when one or more 12ersons systematically and chronically inflict p.hY.sical hurt or 
R.§.Y.Chological distress on one (1) or more students or emp_!Qyees and that bullying is based upon one ( 1) or more Protected Classes._ 
that is, characteristics that are 12rotected bY. Federal civil rights laws. It is defined as any unwanted and repeated written. verbal. QI 
RhY.sical behavior, including anY. th reatening_, insulting, or dehumanizing gesture, QY. an adult or student. that is severe or pervasive 
~gh to create an intimidating, hostile, or offensive educational or work environment; cause discomfort or humiliation: or 
unreasonably interfere with the individual's school or work performance or 12artici12ation; and maY. involve: 

C. intimidation;_ 

E. f.Y.berstalking_;_ 

F. f.Y.berbullY.ing_;_ 

G. RhY.sical violence;_ 

I. sexual, religious, or racial harassment:. 

J. 12ublic humiliation; or 

K. destruction of 12ro12erty.,_ 

"HaFassffient" ffieans any t19Featenin§, insultin§, eF elel9uffiani2in§ §estuFe, use ef elata eF ceffiputeF seftwaFe, eF wFitten, "'eFl9al eF 
pl9ysical ceneluct eliFecteel a§ainst a scl9eel effipleyee en tl9e 19asis ef tl9e effiple·ree·s PFetecteel ClassesCl9aFacteFistics t19at: 

A. places a scl9eel effipleyee in Feasenal91e feaF ef 19aFffi te 19isfl9eF persen eF elaffia§e te 19isfl9eF prnpeFty; 

B. is sufficiently se'11eFe, pen..asive, anel peFsistent se as te cFeate a 19estile weFl<in§ envimnffient wl9icl9 mateFially alters tl9e 
effipleyee's weFl<in§ cenelitiens freffi tl9e perspecti'11e ef a reasenal91e persen similarly situateel; 

C. 19as tl9e effect ef sul9stantially elisFuptin§ tl9e ereleFly eperatien ef a scl9eel er any etl9er aspect ef tl9e District's eperatiens. 
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"Harassment" also includes "hate SReech"-the use of langu_g_gg, behavior, or images/symbols that express prgjudice aga inst a 
Rarticular grouR or grouRS on the basis of any Rrotected characteristic(§).,_ 

ExamRles are : 

A. making statements that womote violence toward a racial or ethnic group_;_ 

B. drawing,ffiplayjnq,3?Lpqsting imagesorsv.mbols of Rrei~(e.q., swastikasL 

Sexual Harassment 

For RUrRoses of this ROliq~ and consistent with PursuaAt to Title VII of the Civil Rights Act of 1964,. aAel Title IX of tRe EelucatioAal 
AA'WAelFAeAts 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 any_ei#tef gender against a person of the same or anotherepposite 
gender. 

Sexual Harassment covered by PolicY. 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities,. 
i..&,, sexual harassment Rrohibited bY. Title IX, is not included in this ROlicy~ations of such conduct shall be addressed solely J2y_ 
Policv. 2266/AG 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 contactassatt+t; 

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 of a se>Eual Aature, including graphic sexual commentaries about a person's body, dress, 
appearance, or sexual activities; the unwelcome use of sexually degrading language, Rrofanity,j okes or innuendoes; 
unwelcome suggestive or insulting sounds or whistles; obscene telephone calls, text messages, or social media postings; 

E. sexually suggestive objects, pictures, graffiti, videosvieleotapes, ROSters,_audio recordings, or literature, placed in the work ef 

eelucatioAal environment that reasonablY. mav. embarrass or offend individuals;_, remarlcs speculatiAg about a persoA's sel<ual 
activities or se>Eual Ristory, or remarks about oAe 's 0·1m se>Eual activities or se>Eua l Risto ry_;_ 

F. unwelcome and inaR,RrORriate touching,_Ratting,....QLRinching_; obscene gestures;_ 
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G. asking or telling about sexual fantasies, sexual 1:.1references, or sexual activities;_ 

H. ~1:.1ecu lation about a 1:.1erson'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 sugqest the desire for a romantic relationship_;_ 

J. leering or staring at someone in a sexual way, such as staring at a 1:.1erson's breasts, buttocks, QLgroin; 

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; "'ttl'te 

L. ina1mro1:.1riate boundacv. invasions bY. a District emploY.ee or other adult member of the School District community into a 
student's 1:.1ersonal s1:.1ace and 1:.1ersonal 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 consensua l 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 sexua l 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 sexua l 
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; 
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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 member; 

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; 

V. 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. 

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 /ancestrv.. 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 P.erson's race or color, such as racial slurs, nicknames implyl.o.g stereotyp..§.,~ithets, 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 disabilitY.elisaeliA§ eeAelitieA 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 ComP-liance Officers 

The following individual(§.) shall serve as the District's Anti-Harassment Compliance Officer(~_(hereinafter, "the Compliance 
Officer(~)" or "CO" "COs"): 
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The ComP.liance Officer(§.) are responsible for coordinating the District's efforts to comR.lY. with aR.P.licable Federal and State laws and 
regulations, including the District's dutv. to address in a P.rompt and eguitable manner any inguiries or complaints regard ing 
harassment. 

Reports and Complaints of Harassing Conduct 

The Compliance Officer(~) 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 SUPP.Ort 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 comP.laint and where all P.arties are in agreement to P.articiP.ate in an informal process. 

ComP.liance Officers shall acceP.t reP.orts of harassment directlY. from any member of the School District community or a Third Party_ 
or receive reP.orts that are initiallY. filed with an administrator, suP.ervisor, or other District-level official. Upon receipt of a report of 
§..!!g_ged harassment, the ComP.liance Officer(~) will contact the ComP.lainant and begin either an informal or formal complaint process 
_(deP.ending on the reguest of the Complainant or the nature of the alleged harassment)., or the District Administrator will designate a 
~P.ecific individual to conduct the P.rocess necessary for an informal or formal investigation. The ComP.liance Officer(~)...Y!'..l!LP.rovide a 
COP..Y. of this P.OlicY. to the ComP.lainant and Respondent. In the case of a formal complaint, the Compliance Officer(~2Y.ill...PJ:gP.are 
recommendations for the District Administrator or will oversee the preP.aration of such recommendations bY. a designee. All Board 
emP.lov.ees must reP.ort incidents of harassment that are reported to them to the Compliance Officer within two G)..9.£YS of learning_ 
of the incident. 

AnY. Board emP.lov.ee who directlY. observes harassment is obligated, in accordance with this policy, to report such observations to 
the ComP.liance Officer(~) within two (~..f@.Y.S. AdditionallY,,_g_O_Y. Board emQ!Qv.ee 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 immediatelv. notifY. other Board emplov.ees and/or local law enforcement officials, as necessary, to stoP. the harassment. 
Thereafter, the ComP.liance Officer(§.) or designee must contact the Complainant,Jf..fille eighteen O.fil or older, or Complainant's 
P.arents/quardians if the Complainant is under the age eighteen (lfilJ within two (~..f@.Y.S to advise of the Board 's intent to 
investigate the alleged wrongdoing.:. 

Members of the School District community ans thirs 13arties, which incluses all staff, 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 reP.ortcenn13laint shall file it with the District's Compliance Officer within two (I)..f@.Y.S of receiving the reP.ort of harassment~ 
his/her First e1313ertunity. 

Members of the School District community and Third Partieser thirs 13arties who believe they have been harassed by another 
member of the School District community or a Third Partv.tfttft:I~ 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 ComP.lainant'scenn13laining inEliviElual'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. 
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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 to the District's Compliance Officer unless the complaint is regarding 
the Compliance Officer. In such cases, the complaints shall be reported to the District Administrator, who will 
coordinate with the other aP-J'.20inted/designated CO, or, if aP.,p.LQ.Rriate api:ioint/designate another individual to serve as 
CO for the complaint regarding a CO. fer such cemplaints. 

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 sui;iervisocv. emi;iloY.ee . 

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 bullY.ing,...£g_gressive behavior, and/or harassment in accordance with PolicY. 5517.01 - Bullylo.g,_ 
the Princii;ial believes that the rei;iorted misconduct may have created a hostile work environment and may have constituted 
discriminato[Y. harassment based on a Protected Class, the Princii;ial shall report the act of bullyio..g,...Q,Ogressive behavior and/or 
harassment to the Comi;iliance Officer(§.) 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 i;irocess and 
i;irocedures outlined in PolicY. 2266. While the Comi;iliance Officer investigates the allegation, or the matter is being addressed 
i;iursuant to PolicY. 2266, the Princii;ial shall susi;iend the Policy 5517.01 investigation to await the Compliance Officer's written 
rei;iort or the determination of responsibility i:iursuant to Policy 2266. The Compliance Officer shall keep the Principal informed of the 
status of the PolicY. 1662 investigation and provide the Princii;ial with a copy of the resulting written report. Likewise, the Title IX 
Coordinator will i;irovide the Princii;ial with the determination of responsibility that results from the Policy 2266 grievance process. 

A CO will Be availaBle Eluring regular scheelfwerk heurs te Eliscuss cencerns relates te harassment, te assist stuElents, ether 
R9eR9Bers ef the Scheel District ceffiffiUnity, anEl thirEl parties whe seek suppert er aElvice when inferffiing anether inEliviElual aBeut 
"unwelceffie" cenEluct. 

The cos are assignee te accept cemplaints ef harassment Elirectly frem any ffiemBer ef the Scheel District cemmunity er a visiter te 
the District er te receive ceR9plaints that are initially files with a scheel BuilEling aElffiinistrater. Upen receipt ef a ceR9plaint either 
Elirectly er threugh a scheel BuilEling aElministrater, a CO will Begin either an investigatien er the CO will Elesignate a specific 
inEliviElual te cenEluct such a precess. The CO will prepare recemmenElatiens er will eversee the preparatien ef such 
recemffienElatiens. All ffieffiBers ef the Scheel District cemmunity sheulEl repert inciElents ef harassffient that are reperteEl te theffi te 
the CO within twe (2) Business Elays ef learning ef the inciElent. 

Investigation and Complaint Procedure 

Excei;it for sexual harassment that is covered by PolicY. 2266 - Nondiscrimination on the Basis of Sex in Education Program or 
Activities, aAny employee or other member of the School District community or Third Party_(g,_g~,_visitor to the District). who believes 
that theY. havesffle-!=tas been subjected to harassment or has witnessed harassment of another may seek resolution of the~ 
complaint through the procedures as-described below. The comi;ilaint i;irocess involves an investigation of the Complainant's claims of 
harassment or retaliation and a i;irocess for rendering a decision regarding whether the charges are substantiated. Further, a precess 
fer investigating claims ef harassffient anEl a precess fer renElering a Eleeisien regarEling whether the claim ef harassment was 
suBstantiateEl are set ferth Belew. 

Once the cemplaint precess Begins, the investigatien will Be cempleteEl in a tiffiely R9anner (erElinarily, within fifteen (15) Business 
Elays ef the cemplaint Being receives). 

The i;irocedures set forth below are not intended to interfere with the rights of anY. individual to pursue a comi;ilaint of harassment or 
retaliation with the United States Dei;iartment of Education Office for Civil Rights ("OCR")., the Wisconsin Egual Rights Division,. 
and/or Egual Emi;iloY.ment Opi;iortunity Commission ("EEOC"). The Chicago Office of the OCR can be reached at John C. Kluczynski 
Federal Building_, 230 S. Dearborn Street, 37th Floor, ChicagQ, IL 60604; Telephone: 312-730-1560; FAX: 312-730-1576; TDD : 800 -
877-8339; Email: OCR.ChicagQ.@_filj_,_gov: Web: http://www.ed.gov/ocr. 
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Complaint Procedure 

A Comr;1lainantAn indi¥idual whe selie¥es s{l9e has seen sus1ected ta 19arassment hereinafter referred ta as the "Cemplainant," who 
alleges harassment based on a protected class or retaliation may file a complaint, either orally or in writing _;_ l)_with a teacher, 
Principal ;-1.) directlY. to one of the 7 CO2;_, 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 ffittY will consult, in censultatien with the other 2i:mointed/designated CO, if any, and if necessary_ 
2RROint/designate another individual to serve in the role of CO assume tl9e rele ef tl9e CO for 5t:l€ft 2...complaintEgarding 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) calendar 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 employee, either orally or in writing, about any complaint of discrimination or retaliation, that employee must report 
such information to the CO within two (2) susiness 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 following information to the extent known it is a¥ailasle : the identity of the 
Resr;1ondent indi¥idual selieved ta ha•re engaged in, er se acti¥ely engaging in, harassment; a detailed description of the facts upon 
which the complaint is based_(i&..,, when, where, and what occurred) ; ~ a list of potential witnesses_; and the resolution sought by_ 
the Comr;1la inant. 

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 Resr;1ondentalleged harasser. In making such a determination, the CO should consult the Complainant to 
assess whether the ind ividual agrees withhisfl9er pesitien ta the proposed action. If the Complainant is unwilling to consent to the 
proposed change, the CO may still take whatever actions deemedsfhe deems appropriate in consultation with the District 
Administrator. No temporary arrangements shall be disciplinary to either the !::;€0mplainant or £,respondent. 

Within two (2) susiness dcJys of receiving a complaint, the CO will inform the Resr;1ondentindi¥idual alleged ta ha¥e engaged in the 
harassing er retaliatery cenduct, 19ereinafter referred ta as the "Respendent", 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 five (.~)_g_g_v.s of receiving the comr;1laint, the CO will initiate an investigation by at a minimum confirming receipt of the 
comr;1laint with the Comr;1lainant and informing the Comr;1lainant of the investigation r;1rocess. 

Although certain cases mav. reguire additional time, the CO or designee will attemr;1t to complete an investigation into the allegations 
of harassment based on a r;1rotected class or retaliation within thirty_(30)_g_g_v.s of receiving the formal complaint ._ 
Within fiye (5) susiness days ef receiving the cam plaint, the CO will initiate a formal in¥estigation to determine whether tl9e 
Cemplainant 19as seen sus1ect ta effensi•re cenductfharassment. 

Althougl9 certain cases may reeiuire additional time, the CO will attempt to complete an in~·estigatien into the allegatiens ef 
harassment within fifteen (15) calendar days of recei¥ing the formal cemplaint. The investigation will include: 

A. interview_( s.)_ with the Complainant; 

B. interview.Cs). with the .!3.respondent; 

C. interviews with any other witnesses who fFltty---reasonably may_be expected to have any information relevant to the 
allegations, as determined by the CO; 
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D. consideration of any documentation or other evidence presented by the Complainant, ,Bi=espondent, 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 prepa re 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 ResRondent engaged in harassment of or 
retaliation toward the ComRlainantCeffiplainant Aas been subjecteel te AaFassffient. 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 discriminato[Y. 
harassment or retaliation occurred,_g_RreRonderance 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) business days of receiving the report of the CO, the District Administrator must 
either issue a written fiftttkl ecision 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 ,Bi=espondent. 

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) business 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 identif.Y. what corrective action will be taken to stopJ remedyJ..fill.Q...Rrevent the recurrence of the harassment or 
retaliation. The corrective action should be reasonable, timelyJ_fille-ap.P.rowiate, 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 I t hird £party 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 Rarties mav. be reRresented, at their own cost,....fil...fill. 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 Scl'leel 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 ,Brespondent, and all witnesses in a manner consistent with the School District's legal obligations under State and Federal 
law. Confidentiality, however, cannot be guaranteed. Additionallv., the ResRondent must be Rrovided with the ComRlainant's 
identity_,.AII Ceffiplainants prnceeeling tF1FeugF1 tAe feFffial in-testigatien prncess SF1eulel be ael~•iseel tAat tAeiF ielentities ffiay be 
eliscleseel te tl'le Fespenelent. 

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 
Rrovidedsfl'le leaFns eF tF1at s/Ae pFe~·ieles during the course of the investigation . 
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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 prosecution. 

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 ActionSaAetieAs and Monitoring 

n,e BeaFd st'lall •rigeFeusly eAfeFee its f.lFet'lieitieAs agaiAst t'larassffieAt ey takiAg af}f}FBf}Fiate aetieA reaseAaely ealeulated !:e stef} tt'le 

RaFaSSffieAt aAd f}Fe¥eA!: fuFtt'leF SUER t'laFaSSffieA!:. 
If warranted,_g_P.J'.2roP.riate remedial action shall be determined and implemented on behalf of the ComP.lainant, including but not 
limited to counseling services, reinstatement of leave taken due to because of the discrimination, or other ap__p.IQP.riate action . 

The Board may a1rnoint an individual, who may be an emP.IOY.ee, to follow UP. with the Complainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any...@.P.orted occurrences promp.1!.Y.:. 

Sanctions and DisciP-linar:v. Action 

The Board shall vigorouslY. enforce its P.rohibitions against harassment/retaliation by taking a_p__p.LQP.riate action reasonably calculated 
to stoP. the harassment and P.revent 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 P.rior disciP.linarY. action has been taken against the Respondent, allAH subseguent 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 comP.laint alleging harassment/retaliation or participates as a witness in 
an investigation is P.rohibited. Neither the Board nor any other P.erson maY. intimidate, threaten, coerce or interfere with any 
individual because the P.erson OP.P.Osed anY. act or P.ractice made by....fill.Y. Federal or State civil rights law, or because that individual 
made a reP.ort, formal comP.laint, testified, assisted or P.articiP.ated or refused to P.articipate in anY. manner in an investigation,_ 
P.roceeding, or hearing under those laws and/or this P.OlicyJ or because that individual exercised,JilljQY.fil!, aided or encouraged any_ 
other P.erson in the exercise or enjg_v.ment of any....d.g.b..t..granted or P.rotected by those laws and/or this policy. 

Retal iation against a P.erson for making a reP.ort of discrimination, filing a formal complaint,___Q,L_P.articipating 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 
5!P.P.roP.riate remedies. 

Formal comP.laints allegi!J.g retaliation maY. be filed according to the internal comP.laint P.rocess set forth above. 

The exercise of rights P.rotected under the First Amendment of the United States Constitution does not constitute retaliation 
P.rohibited under this P.Olicy..,_ 

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. 
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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 

Submission of a good faith complaint or report of harassment will not affect the Complainant's or reporter's work status or work 
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 link to 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(.§.) is resP.onsible for overseeing retention of all records that must be maintained P.Ursuant to this policy,_AII individuals 
charged with conducting investigations under this policy shall retain all infoFffiatien, documents, electronically stored 
information ("ESI"), and electronic media (as defined in Policy 8315) created andl.Qr received as part of an investigation, which mav. 
includcineluelin§, 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 a1mointed bY. the Board to fulfill 
its resP.onsibilities ; 

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; 
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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 SURP.Ortiveiffleftffi measures offered and/or provided to ComP.lainant and/or the 
ResQondentComplaiAaAts, 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. COP.ies of the Board policY. and/or P.rocedures/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 exP.ectations to students and staff with 
resQect to the subject of this P.Olicy_(g_,_g", Student Code of Conduct and/or EmplQY.ee Handbooks); 

0. COQies of anY. documentation that memorializes any formal or informal resolutions to the alleged discrimination or 
ha rassment;_ 

P. documentation of any training_Qrovided to District P.ersonnel related to this P.Olicy, including but not limited to, notification of 
the Qrohibitions and exP.ectations of staff set forth in this QOliCY. and the role and responsibilitY. of all District P.ersonnel 
involved in enforcing this 1::1olicY., including their dutY. to report alleged violations of this P.Olicy and/or conducting an 
investigation of an alleged violation of this P.OlicY..;_[REMINDER: Documentation of training should be maintained 
regardless of whether there is an investigation of an alleged violation of this policy. It is best P-ractice to 
maintain a log of all staff members who P-articiP-ate in a training, along with the date, time and location of the 
training, and a copv. of the materials reviewed and/or presented during the training. l 

It is suggested the following records also be maintained, as a1mroP-riate. 

Q. documentation that any rights or OP.P.Ortunities that the District made available to one party during the investigation were 
made available to the other 1::1artY. on egual terms;_ 

R. co1::1ies of anY. notices sent to the alleg~1::1er1::1etrator/resP.onding i:iarty of the allegations constituting....§....P.otential violation of 
this 1::1olicY.;. 

S. COP.ies of any notices sent to the Complainant and the Respondent in advance of any interview. meeting, or hearing; 

T. co1::1ies of any documentation or evidence used during informal and formal disciplinary meetings and hearings, including the 
investigation reP.ort, and anY. written res1::1onses submitted by the Complainant or the Respondent . 

The iAformatioA, 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 iAfoFmatioA, 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 . 

Revised 12/18/17 
Revised 7/22/19 
Revised 11/18/19 
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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 

Last Modified by Steve Lavallee on September 16, 2021 
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Copy of ENTRANCE AGE 

po5112 

Last Revised 

June 20, 2016 

July 22, 2019 

5112 - ENTRANCE AGE 

The Board of Education shall establish student entrance age requirements that are consistent with Wisconsin Law and sound 
educational practice and that ensure equitable treatment. 

A. Kindergarten 

1. A child is eligible for entrance into four-( 4 )-year-old kindergarten ifs/he attains the age of four ( 4) on or before 
September 1st of the year in which s/he applies for entrance and meets the residency requirements . 

2. A child is eligible for five- (5)-year-old kindergarten when s/he atta ins the age of five (5) on or before September 
1st of the year in which s/he applies for entrance and meets residency requirements. The child may not be placed in 
an alternative program without permission of the parent. 

B. First Grade 

A child must be six (6) years of age on or before September 1st in the year in which s/he enrolls. A student must have 
completed a kindergarten program or must receive a waiver of this requirement. 

Any student who has not completed a five-(5)-year-old kindergarten program, but seeks to enroll into first grade must 
receive a waiver of the requirement. The following students are eligible to receive a waiver : 

1. Any student who has moved to the District from another state or country where completion of a five-(5)-year-old 
kindergarten program is a prerequisite to enrollment in first grade and that student has received a waiver of the 
requirement in his or her prior state or country. 

2. Any student who has moved to the District from another state or country that does not require the completion of five 
(5)-year old kindergarten prior to enrollment in first grade. 

3. Any student who, at the discretion of the building principal, in consultation with the first grade teacher(s) of the 
District, determines that, notwithstanding that the student has not completed a five-( 5)-year-old kindergarten 
program, the student has demonstrated sufficient aptitude in all core competencies normally required of kindergarten 
students in the District upon completion of the kindergarten program. 

The Principal shall perform any required testing to establish the student's academic capabilities and shall prepare a 
written evaluation that either grants or denies the waiver and provides explanation as to the decision. 
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C. Appeal of Denial of Waiver 
, • t .,•1 
~ . \. :>"i' ,· 

The parents of any student denied a waiver under this section by the building principal may appeal that decision to the ·-:::· .. · 
District Administrator by submitting a written request to the Administrator within ten ( 10) days of the decision of the ' 
principal. 

The decision of the District Administrator is final. 

D. Initial Entry 

Children entering the District for the first time must comply with State law. Students must have an immunization record on 
file at the school. Any student who does not have the proper immunization may be excluded or permitted to remain in school 
pursuant to Policy 5320 - Immunization. 

A cAild may 13e eirnm13t fFOm tAe FeEjuiFed immuAi2atioAs u13on wFitteA FeEjuest of tAe 13aFent of sucA cAild statiAg tAe ol31ectioA 
to imFAUFli2atiOFlS OFl Feligious §FOUFldS, 13eFSOFlal COFlVictiOFl, OF fOF medical FeaSOFlS ceFtified 13y a com13eteflt medical autAOFity. 

Anv. student and/or his/her Rarent(~.) who enters the District for the first time must disclose Rrior or pending school 
exRulsions at the time of enrollment. 

E. Verification of Residence 

Verification of a parent's residence shall be required at the time the child registers in a District school. Verification of 
residence may also be required at any other time at the discretion of the District Administrator. 

F. Early Admission 

The District shall prescribe procedures, cond itions, and standards for early admission to four-year-old and five-year-old 
kindergarten and first grade. 

G. Older Students 

A person who is a resident of the District and over twenty (20) years of age may enroll providing the District Administrator 
does not think his/her enrollment will interfere with the education of the other students. 

© Neola 20 2 H -9 

Legal Wis. Stats 118 .14, 118.15, 120.12(25) 
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June 20, 2016 

November 16, 2020 

5512 - USE OF TOBACCO AND NICOTINE BY STUDENTS 

The Board recognizes that the use of tobacco products, as well as other nicotine delivery systems, such as electronic smoking 
devices, are a health, safety, and environmental hazard for students, staff, visitors, and school facilities . The Board is acutely aware 
of the serious health risks associated with the use of these products, both to users and non-users, and that their use or promotion 
on school grounds and at off-campus school -sponsored events is detrimental to the health and safety of students, staff, and visitors. 
The Board also believes accepting tobacco industry gifts or materials will send an inconsistent message to students, staff, and 
visitors. 

It shall be a violation of this policy for any student of the District to use, consume, display, promote, or sell any tobacco products, 
tobacco industry brand, tobacco-related devices, imitation tobacco products, or electronic smoking or vaping devices, regardless of 
content at any time on school property or at off-campus, school -sponsored events. 

It shall be a violation of this policy for the District to solicit or accept any contributions, gifts, money, curricula, or materials from the 
tobacco industry or from any tobacco products retailer. This includes, but is not limited to, donations, monies for sponsorship, 
advertising, promotions, loans, or support for equipment, uniforms, and sports and/or training facilities. It shall be a violation of thi s 
policy to participate in any type of service funded by the tobacco industry while in the scope of employment for the District. 

Exceptions 

It shall not be a violation of this policy for tobacco products, tobacco-related devices, imitation tobacco products, or lighters to be 
included in instructional or work-related activities in school buildings if the activity is conducted by a staff member or an approved 
visitor and the activity does not include smoking, chewing, or otherwise ingesting the product. 

The prohibition on the use of other products containing nicotine, including, but not limited to, nicotine patches and nicotine gum may 
be removed when a parent or "adult" student provides documentation from a licensed medical practitioner that the student's use of 
non-tobacco nicotine products is being medically supervised for the cessation of a nicotine addiction and the student complies with 
Policy 5330 - Administration of Medication. 

Policy Specific Definitions 

The term "any time" means during normal school and non-school hours: twenty-four (24) hours a day, seven (7) days a week. 

The term "electronic smoking device" means any product containing or delivering nicotine, or any other substance, whether natural 
or synthetic, intended for human consumption through the inhalation of aerosol or vapor from the product. The term electronic 
smoking device includes, but is not limited to, devices manufactured, marketed, or sold as e-cigarettes, e-cigars, e-pipes, vape 
pens, mods, tank systems, JUUL, or under any other product name or descriptor. The term electronic smoking device includes any 
component part of a product, whether or not marketed or sold separately, including but not limited to e- liquids, e-juice, cartridges, 
and pods. 
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The term "imitation tobacco product" means any edible non-tobacco product designed to resemble a tobacco product, or non-edible, 
non-tobacco product designed to resemble a tobacco product that is intended to be used by children as a toy. Examples of imitation 
tobacco products include but are not limited to: candy or chocolate cigarettes, bubble gum cigars, shredded bubble gum resembling 
chewing tobacco, pouches containing flavored substances packaged similar to snuff, shredded beef jerky in containers resembling 
snuff tins, plastic cigars, and puff cigarettes. 

The term "off-campus, school-sponsored event" means any event sponsored by the school or School District that is not on school 
property, including but not limited to, sporting events, day camps, field trips, entertainment seminars, dances or theatrical 
productions . . 

The term "school property" means all facilities and property, including land, whether owned, rented, or leased by the District, and all 
vehicles owned, leased, rented, contracted for, or controlled by the District used for transported students, staff and visitors. 

The term "smoking" means inhaling, exhaling, burning, or carrying any lighted or heated cigar, cigarette or pipe, or any other lighted 
or heated product containing, made, or derived from nicotine, tobacco, marijuana, or other plant, whether natural or synthetic, that 
is intended for inhalation . "Smoking" also includes carrying or using an activated electronic smoking device. 

The term "tobacco Rroducts retai ler" means retailers whose Rrimary business is to sell tobacco and/or tobacco-related products. 

The term "tobacco industry" means manufacturers, distributors, or wholesalers of tobacco products, electronic smoking devices, or 
tobacco-related devices; this includes parent companies and subsidiaries. 

The term "tobacco industry brand" means any corporate name, trademark, logo, symbol, motto, selling message, recognizable 
pattern of colors, or any other indication of product identification identical or similar to those used for any brand of tobacco product, 
company, or manufacturer of tobacco products. 

Revised 7/22/19 

© Neola 202! 9 

Legal 111.321, Wis. Stats. 
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20 U.S.C. 6081 et seq. 
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NONDISCRIMINATION AND ANTI-HARASSMENT - STUDENT ANTI-HARASSMENT 

po5517 

June 20, 2016 

April 27, 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 , includinc;;i se>Eual 
AaFassffient . 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 ffaftSgender 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 I third 
£parties, 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. 

Fer puFpeses ef tAis policy, "ScAool DistFict ceFAffiunity" FAeans individuals students, adFAinistratoFs, teacAers, staff, and as 'n'ell as 
Board FAeFABeFs, ac;;ients, volunteeFs, centractoFs, OF otAeF persons suBject te tAe contFel and supervisien of tAe BeaFd. 

For puFpeses of tAis policy, "tAiFd paFties" incluele, BUt are net liFAited te, c;;iuests and/er visitoFs on DistFict pmperty (e.c;;i., visitinc;;i 
speal~eFs, participants en eppesinc;;i atAletic teaFAs paFent), vendeFs doinc;;i Business witA , OF seekinc;;i to do Business 'n'itA tAe BoaFd, 
and otAer indivieluals 'n'Ae coFAe in contact witA FAeFABeFs of tAe ScAoel District coFAFAunity at scAool Felated events/activities 
(wAetAeF on or off District property). 

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: 
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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 of harassment; 

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 supef'v'isory duties 

Sexual Harassment covered bY. Policy 2266/AG 2266 - Nondiscrimination on the Basis of Sex in Education Programs or Activities,..l&..,,. 
sexual harassment i;irohibited bY. Title IX, is not included in this policy. Allegations of such conduct shall be addressed solely ..Q.Y. Policy_ 
2266/AG 2266 - Nond iscrimination on the Basis of Sex in Education Programs or Activities. 

Notice 

Notice of the Board's policv. on anti-harassment in the educational environment and the identity of the District's Compliance Officers 
will be i;iosted throughout the District and i;iublished in anY. District statement regarding the availability of emplQY.ment, staff 
handbooks, and general information i;iublications of the District as reguired by Federal and State law and this policy. 

Definitions 

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

ComRlainant is the individual who alleges, or is alleged, to have been subjected to harassment,...I.filjardless of whether the person 
files a formal comi;ilaint or is i;iursuing an informal resolution to the alleged harassment. 

Day_(~): Unless exi;iresslv. stated otherwise, the term "daY." or "days" as used in this policy means business day(filJL&...Q...QID'lfil. 
that the District office is oi;ien for normal oi;ierating hours, Monday - Friday, excluding State-recognized holiday_fil.,_ 

ResRondent is the individual who has been alleged to have engaged in harassment, regardless of whether the Reporting Party files 
a formal comi;ilaint or is seeking an informal resolution to the alleged harassment. 

School District communitY. means students and Board emplov.ees (~, administrators, and i;irofessional and classified staff),--22. 
well as Board members,~gents, 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 p.LQP.erty (~ ... visiting2Reakers, .Rarticipants 
on oi;ii;iosing athletic teams,_i;iarents), 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 
i;iror.1ertY.)..,_ 

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 ffaft5gender 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. 

Bullv.ing that rises to the level of Sexual Harassment is covered by Policy 2266/AG 2266 - Nondiscrimination on the Basis of Sex in 
Education Programs or Activities,..l&..,, sexual harassment prohibited by Title IX, and is not included in this policy. Allegations of such 
conduct shall be addressed solely__Q.Y. Policv. 2266/AG 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 so~ware, 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; 
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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. 

"Harassment" also includes "hate SReech"-the use of langu.9.9~, behavior. or images/symbols that express prgjudice against a 
Rarticular grouR or grOURS on the basis of any Rrotected characteristic(s).,_ 

ExamRles are: 

A. making statements that Rromote violence toward a racia l or ethnic gCQ.illJ_;_ 

B. drawing,fap!ayjnq,32epgstinq image505v.mbols of prei~(e..,_g.:.1 swastikas). 

Sexual Harassment 

For RUrRoses of this ROlicv. and consistent with Title VII of the Civil Rights Act of 1964._"~ exual 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 anY.effflef gender against a person of the same or anotheropposite 
gender. 

Prohibited acts that constitute sexual harassment under this ROlicy_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 emP..)QY.ment, wag~ academic grade,__P.romotion. classroom work or assignments._ 
academic status._RarticiRation in athletics or extra-curricular programs. activities. or events. or other conditions of 
emRlov.ment or education mav. be adverse lv. affected bY. not submitting to sexual advances: 

D. unwelcome verbal exRressions, including_graRhic sexual commentaries about a Rerson 's body, dress._@_P.earance. or sexual 
activities; the unwelcome use of sexually~grading lang1!.filjg,_Rrofanity,jokes or innuendoes; unwelcome sug_gestive or 
insulting sounds or whist les; obscene teleRhone calls and obscene gestures;_ 

E. Sexually....fil!g_gestive objects,_Rictures._graffiti, videos._Rosters. audio recordings or literature,Y.laced in the work or 
educational environment. that mav. 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; 
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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; 

3. staring or leering at various parts of another person's body; 

4. spreading rumors about a person's sexuality; 

5. letters, notes, telephone calls, or materials of a sexual nature; 

6. 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: 

1. hugging, kissing, or other physical contacts with a student; 

2. telling sexual jokes to students; 

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

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

5. showing pornography to a student; 

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

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

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

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

10. 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); 

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

12. inviting students to the staff member's home without proper chaperones (i.e. another staff member or parent of a 
student); 

13. giving gifts or money to a student for no legitimate educational purpose; 

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

15. being overly "touchy" with students; 

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

17. getting a student out of class to visit with the staff member; 

18. 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 
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to do so; 

19. talking to a student about problems that would normally be discussed with adults (i.e. marital issues); 

20. being alone with a student behind closed doors without a legitimate educational purpose; 

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. FeFFtarlcs s13eeulatiA§ about a 13eFsoA's se><ual aeti>v•ities OF seJcual history, or FeFFtaFl<s about oAe's owA seJcual aeti'v'ities OF 
se><ual history; aAd 

I. 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; ekreating 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 regarding_Felati'v'e to 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 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 religious tradition, clothing, or surnames, and/or involves religious slurs. 

National Origin /Ancestrv. Harassment 

Prohibited national origin /ancestcv. harassment occurs when unwelcome physical, verbal, or nonverbal conduct is based upon an 
individual's national origin or ancest[Y. and when the conduct has the purpose or effect of,;, interfering with the individual's 
educational performance; ekreating 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 ancestrv., 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; ekreating 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 disabilitY.disabliA§ eoAditioA, such as negative comments about speech patterns, movement, physical 
impairments or defects/appearances, or the like. 

Anti-Harassment Compliance Officers 
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The Board designates the following individuals to serve as the District's Compliance Officers (also known as "Anti-Harassment 
Com12liance Officers"; hereinafter referred to as the "COs") .. 

Carmen O'Brien 
Business Manager 
School District of Manawa 
800 Beech Street 
Manawa, WI 54949 
920-596-5840 
cobrien@manawaschools.org 

Daniel Wolfgram 
High School/Middle School Principal 
800 Beech Street 
Manawa, WI 54949 
920-596-5310 
dwolfgram@manawaschools.org 

The names, titles, and contact information of these individuals will be published annually in the student handbooks and 
on the School District's web site. 

The Com12liance Officer(fil are res12onsible for coordinating the District's efforts to complY. with a1mlicable Federal and State laws and 
regulations, including the District's duty to address in a 12rom12t and equitable manner any l!J..quiries or complaints regarding_ 
harassment. 

ReP-orts and ComP-laints of Harassing ConductReperl:iAg Preeedt1res 

Stuc:lents and all etl'ler FAeFAbers ef tl'le Sel'leel Distriet eeFAFAunity, as well as tl'lird parties, are eneeuraged te preFAptly repeFt 
ineidents ef l'larassing eenduet te a teael'ler, adFAinistFater, superviser, er Distriet eFApleyee er effieial se tl'lat tl'le Beard FAay address 
tl'le eenduet before it beeeFAes se¼•ere, pervasive, er persistent. Any teael'ler, adFAinistrater, superviser, er etl'ler Distriet eFApleyee er 
effieial wl'le reeeives suel'l a eeFAplaint sl'lall file it witl'l tl'le Distriet's Anti HarassFAent CeFAplianee Offieer at l'lisfher first eppeFtunity. 

Students whe belie..,•e tl'ley have been subjeeted te l'larassFAent are entitled te utili2e tl'le Beard's eeFAp laint precess that is set feFth 
belew. Initiating a eeFAplaint will net adversely affeet the eeFAplaining individual's paFtieipatien in educatienal or e><tra eurrieular 
prograFAs unless tl'le eoFAplaining individual FAalces tl'le eeFAplaint Ffialieieusly or witl'l the lmowledge that it is false. 

H, during an investigation ef a reported aet of bullying in aeeordanee with Policy 5517 .01 Bull•ting, tl'le principal deterFAines tl'lat 
tl'le reported FAiseenduet FAay l'lave created a l'lestile learning en•,«irenFAent and FAay have eenstituted l'larassFAent based on se>< 
(ineluding transgender status, ehange of se><, er gender identity), raee, color, natienal erigin, religion , ereed, ancestry, FAarital or 
parental status, se><ual erientatien er physieal, FAental, eFAetional er learning disability, er any etl'ler eharaeteristie 13reteeted by 
Federal er State cMI rights laws, the 13rinei13al will repeFt tl'le aet of bullying to one ef tl'le CoFAplianee Offieers whe sl'lall assuFAe 
responsibility to investigate tl'le allegation in aeeordance witl'l this poliey. 

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. 
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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. 

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) busiAess days. Thereafter, the cos must contact the ComRlainantstueeAt, if over age 
eighteen (18) or the ComQlainant'sstueeAt's parentsLguardians if under the age eighteen (18), within two (2) busiAess days to 
advise s/he/them 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 
Partv.visitor to the Distriet, 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 ComQlainant and begin either an informal 
or formal 12rocess (de12ending on the reguest of the Com12lainant or the nature of the alleged harassment).,.t=e¥iew aAe iA'resti§atioA 
or the District Administrator will designate a s12ecific individual to conduct the process necessary for an informal or formal 
investigation .or the CO will eesi§Aate a speeifie iAei•,cieual to eoAeuet sueh a proeess. The ComQliance Officer(~)~Qrovide a co12.y....Qf 
this ROlicY. to the ComQlainant and Respondent. The CO will prepare recommendations for the District Administrator or will oversee 
the prepa ration of such recommendations by a designee. All Board emQlov.eesmembers of the Sehool Distriet eomFRUAity 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) ealeAear d;:iys of learning of the incident. 

Investigation and Complaint Procedure 

ExceRt for Sexual Harassment that is covered bY. PolicY. 2266 - Nondiscrimination on the Basis of Sex in Education Program or 
Activities,...£Any student who believes that thev. haves/he has been subjected to harassment may seek resolution of the~ 
complaint through the procedures described below. The formal com12laint 12rocess involves an investigation of the Complainant's 
claims of harassment or retaliation and a process for rendering a decision regarding whether the charges are substantiated. Further, 
a proeess for iA'resti§atiA§ elaims of harassmeAt aAe a proeess for reAeeriA§ a eeeisioA re§areiA§ whether the elaim of harassmeAt 
was substaAtiatee are set forth below. 

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, w ithin fifteen (15) calendar days of the complaint being received). 

The Rrocedures set forth below are not intended to interfere with the rights of a student to P.Ursue a complaint of harassment or 
retaliation with the United States Department of Education Office for Civil Rights ("OCR") and/or the Wisconsin Egual Rights Division. 
The Chicago Office of the OCR can be reached at John C. Kluczynski Federa l Build ing , 230 S. Dearborn Street, 37th Floor ChicagoJ...!!: 
60604; TeleQhone: 312-730-1560; FAX: 312-730-1576; TDD: 800-877-8339; Email: OCR.Chicago~.QY,; Web: 
htt12://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 ComQlainantA stueeAt who believes s/he has beeA subjeetee to harassmeAt hereiAafter referred to as the "ComplaiAaAt", may file 
a complaint, either orally or in writing with a teacher, principal, or other District employee at the student's school, the CO, District 
Administrator, or other District officialemployee who works at another school or at the District level. Due to the sensitivity 
surrounding complaints of harassment, timelines are flexib le 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 
availab le. If a Complainant informs a teacher, principal, or other District officicJl employee 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) busiAess days. 

Throughout the course of the process as deseribed hereiA, the CO should keep the parties reasonably_informed of the status of the 
investigation and the decision -making process . 
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All complaints must include the following information to the extent knownit is a¥ailal9Ie : the identity of the ResRondentindi¥idttal 
19elie'>1ed te ha¥e engaged in, eF te 19e aeti¥el;· engaging in, harassA'lent ; a detailed description of the facts upon which the complaint 
is based_(i.&, when, where, and what occurred)_; and a list of potential witnesses. 

If the Complainant is unwilling or unable to provide a written statement including the information set forth above, the Compliance 
Officer shall ask for such details in an oral interview. Thereafter the CO w ill 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 wil l 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 ResRondentalleged harasseF, or possibly a change of school for either or both of the parties. In making such a determination, the 
Compliance Officer should consult the () Principal ( ) District Administrator [END OF OPTION] 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 ResRondentindi¥idttal alleged te ha,.·e engaged in the 
haFassing eendttet, hereinafteF FefeFred teas the "R:es13ondent", that a complaint has been received. The Respondent will be 
informed about the nature of the allegations and a copy of anv. relevant ROlicies and/or~ 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 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. 

Although certain cases may reguire additional time, the CO will attemRt to complete an investigation into the allegations of 
harassment within thirtv.ftfteeft_(-1-530).J@.Y.S of receiving the formal complaint. 
'Nithin fi¥e (5) 19ttsiness da·rs of Feeei¥ing the eoA'l13laint, the CO will initiate a ferA'lal in¥estigatien to deteFA'line whether the 
CeA'l13lainant has 19een stt19jeet te effensi¥e eendttetfharassA'lent. A 13Finei13al will net eendttet an in¥estigation ttnless direeted te de se 
19y the CeA'l13lianee Offieer. 
Althettgh eeFtain eases A'lay FeEjttire additienal tiA'le, the CO eF designeeCoA'l131ianee Offieer will atteA'l13t to eoA'113lete an in¥estigatien 
inte the allegatiens ef harassA'lent 19ased en a PFeteeted Class OF Fetaliatien within fifteen (15) ealendaF days ef Feeei¥ing the feFA'lal 
eeA'l13laint. 

The investigation will include : 

A. interview_(s)_ with the Complainant; 

B. interview_(s)_ with the Respondent; 

C. interviews with any other witnesses who ffiay-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 ResRondent enggged in 
harassment/retal iation of the ComRla inantCeA'l13lainant has 19een stt19jeet te harassA'lent. 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 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 ten (10) 19ttsiness days of receiving the report of the CO, the District Administrator ~ 
either must issue a final decision regarding whether or not the comp laint of harassment has been substantiated or request further 
investigation. A copy of the District Administrator"s writtenftt:n:tt decision will be delivered to both the Complainant and the 
Respondent. 
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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) eusiAess 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 
complaints/he may appeal the decision to the State Superintendent of Public InstructionJ2.v. submitting a written reguest to the 
Wisconsin DeRartment of Public Instruction ("DPI").,.E!!Ril Nondiscrimination Program, or bY. contacting the DPI PuRiJ. 
Nondiscrimination Program at (608) 267-9157. 

If the decision of the District Administrator is that there is no finding of harassment RUrsuant to this ROlicY., the student/Ra rent will 
be informed of the Rrovisions of Policy 5517 .01 - Bullv.ing.,_ 

The Board reserves the right to investigate and resolve a compla int or report of harassment regardless of whether the member of 
the School District community or Third Partv.tRiFcl 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 Rarties mav. be reRresented, at their own cost,.1l..!.._g__oy of the above-described meetings/hearings. 

The right of a Rerson to a RrOmRt and eguitable resolution of the complaint shall not be impaired by the Qerson's Qursuit 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_LConfidentiality 

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. Confidentiality cannot be guaranteed, however. Additionally, the Respondent must be provided the Complainant's 
identity.,_AII CeFAplaiAaAts prnceecliAg tRrnugR tl=le iA~·estigatieA pFecess sl=leulcl ee aclvisecl tl=lat as a Fesult ef tl=le iA•vestigatieA, tl=le 
lkspeAcleAt FAay eeceFAe aware ef tl=le CeFAplaiAaAt's icleAtity. 

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 Rrovided5/Re leaFAs eF tl=lat s/Re pFevicles during the 
course of the investigation. 

Remedial ActionSai,etiei,s and Monitoring 

If warranted,_gQRroRriate 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 app...[QP.riate action. 

The Board may_g_QROint an individual, who maY. be a District employ~ to follow up with the Complainant to ensure no further 
discrimination or retaliation has occurred and to take action to address any~orted occurrences promptlY..:. 

Sanctions and DisciRlina[Y. Action 

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

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. 
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When imposing discipline, the District Administrator shall consider the totality of the circumstances involved in the matter, including 
the g_g~~ and maturity levelfeve\5 of anY. student~ 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 disci121inac,:Fen=teelial action has been taken against the Res12ondenta n=ten=tbeF of the 
5ehool DistFiet eon=tn=tuAit'(, all 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 12erson who makes a re12ort or files a complaint allegi_o.g 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 12erson 01212osed any act or practice made by...fill.Y. Federal or State civil rights law, or because that individual 
made a report, formal complaint, testified, assisted or partici12ated or refused to participate in anY. manner in an investigation,. 
12roceeding_, or hearing under those laws and/or this policy, or because that individual exercised,_g]JjQY..ill!, aided or encouraged any 
other 12erson in the exercise or enjQ.v.ment of any_tlg.b.Lgranted or protected by those laws and/or this policy.,_ 

Retaliation against a 12erson for making a re12ort of discrimination, filing a formal complaint,...QLRarticipating in an investigation or 
meeting is a serious violation of this 12olicY. that can result in imposition of discip.!infil.Y. sanctions/consequences and/or other 
2rmro12riate remedies. 

Formal com12laints allegl!J.g retaliation maY. be filed according to the internal comRlaint process set forth above. 

The exercise of rights 12rotected under the First Amendment of the United States Constitution does not constitute retaliation 
12rohibited under this ROlicy.:. 

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 comm unity 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 Pt1hlie R:eeerds, Stt1dent R:eeerds, and Investigatory Records and Materials 

The CO is res12onsible for overseeing retention of all records that must be maintained RUrsuant 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; 
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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 ai:mointed by the Board to fulfill 
its resRonsibilities ; 

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 SURROrtivetffieFim measures offered and/or provided to the ComRlainant and/or the 
ResRondentCoA119 lainants, 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. CORies of the Board ROliCY. and/or procedures/quidelines 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 
resRect to the subject of this ROI icy (g_,_g~, Student Code of Conduct and/or EmptQY.ee Handbooks); 

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

P. documentation of any training_Rrovided to District Rersonnel related to this policyJ including but not limited to, notification of 
the Rrohibitions and exRectations of staff set forth in this ROliCY. and the role and responsibilitY. of all District Rersonnel 
involved in enforcing this ROliCY., including their duty to reRort alleged violations of this policy and/or conducting an 
investigation of an alleged violation of this ROlicy;_[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 particiP-ate in a training, along with the date, time and location of the 
training, and a copv. of the materials reviewed and/or P-resented during the training.] 

It is sug_gested the following records also be maintained, as am~roP-riate. 

Q. documentation that any_Jj_ghts or OP.ROrtunities that the District made available to one Rarty during the investigation were 
made available to the other Rarty on egual terms;_ 

R. CORies of anY. notices sent to the allegfilLRerRetrator/responding_Rarty of the allegations constituting..5LP.otential v iolation of 
this ROlicv.;. 

S. coRies of anY. notices sent to the Complainant and the Respondent in advance of any interview or hearing;_ 

T. CORies of anY. documentation or evidence used during informal and formal discip.!i.ofil:.Y. meetings and hearings, including the 
investigation reRort, and any written resRonses submitted by the Complainant or the Respondent. 

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 . 
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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 

BoardDocs® PL 

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 ., American s 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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Copy of DISORDERLY CONDUCT 

po5520 

June 20, 2016 

5520 - DISORDERLY CONDUCT 

The Board recognizes the right of each student to attend school for the purpose of receiving an education. Students involved in 
the disruption of the educational program of the schools by disorder or any other purposeful activity maY-w+H be subject to 
disciQlinarY- conseguences, including_, but not limited to, suspension and exQulsion Aet se teleFated . 

For purposes of this policy, disorder shall be any deliberate activity by an individual or a group, whether peaceful or violent, that is 
reasonably likely to disrupt the normal operation of the school. 

The Board, having the responsibility for providing an educational program for the students of this District, shall have the authority to 
preserve order for the proper functioning of its program. 

Students shall not be disturbed in the exercise of their constitutionally guaranteed rights to assemble peaceably and to express ideas 
and opinions, privately or publicly, provided that such exercise does not infringe on the rights of others and does not interfere with 
the operation of the schools. 

TAe DistFict AdFAiAistFateF sAall de•vele13 adFAiAistFati'v'e §UideliAes foF tAe iFA13leFAeAtatieA ef tRis 13elicy. 
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Copy of STUDENT ACTIVISM 

po5720 

Adopted June 20, 2016 

5720 - STUDENT ACTIVISM 

The Board to encourages students to express opinions and ideas, take stands, debate publicly or privately, orally and in writing. 
Students may be given opportunity for expression through established school media. Such expression shall not interfere with the 
educational program, present a health or safety hazard, or violate Board ROliCY., Students may advocate change of law or school 
regulations and pursue their advocacy through lawful meansey due ~Feeess ffieaAs. 

Students may not use obscenity, slanderous or libelous statements, or disrupt ive tactics, or advocate violation of the law or school 
ROlicies or guideline:sFegulatiens. 

© Neola 202196 
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Copy of PUBLIC PERFORMANCES BY STUDENTS 

po5880 

June 20, 2016 

5880 - PUBLIC PERFORMANCES BY STUDENTS 

The Board recognizes the value to students of sharing thei r talents and skills with the community through participation and 
performances in public events. Students who RarticiRate in RUblic events and Rerformances as part of a District-sponsored grQ!!R are 
subject to District ROlicies and regulat ions for student dress and conduct. 

The Board .!l.P-RroveseAElorses such performances when : 

A. they constitute a learning experience which contributes to the educational program; 

B. the circumstances of the event do not pose a threat to the health, safety, and well-being of the students who will be involved . 

C. Rarental Rermission for each minor student is sought and received Rrior to the performance:_ 

D. students and student grouRS are wotected from exRloitation. 

All requests for student public performances require the approval of the principal. 

© Neola 2021 
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Copy of STUDENT FEES, FINES, AND CHARGES 

po6152 

July 18, 2016 

November 18, 2019 

6152 - STUDENT FEES, FINES, AND CHARGES 

The Board may levy certain charges to students to facilitate the utilization of adequate, appropriate learning materials used in the 
course of instruction. If the District determines that a student is in serious financial need, it may choose to provide any or all such 
materials free of charge. No student shall be denied any educational OR.P.OrtunitY. because of his/her inability l;Q_p_fil'...fillY. fee or charge 
imQosed. 

A charge shall not exceed the combined cost of the material used, freight and/or handling charges. Money received from resale of 
such material shall be returned to the Business office with an accurate accounting of all transactions . 

Fines 

When school property, equipment, or supplies are damaged, lost, or taken by a student, a fine wi ll be assessed. The fine will be 
reasonable, seeking only to compensate the school for the expense or loss incurred. 

The late return of borrowed books or materials from the school libraries will be subject to appropriate fines. 

Any fees (including trip fees) or fines collected by members of the staff are to be turned into the school office no later than the end 
of the day on which the money was collected. If the school office is not open or accessible, the col lected monies should be deposited 
in the financial institution designated by the District or in another secure location specified by the District no later than the end of 
the day on which the money was collected . Staff are prohibited from leaving collected money in classrooms overnight or taking 
collected money home. Money shall be deposited by the District no less than one (1) week after collected with a full accounting of all 
transactions. 

In the event the above course of action does not result in the fee being collected, the Board authorizes the Business Manager to take 
the student and/or his/her parents to Small Claims Court for collection. The District shall not permit or elicit the assistance of 
volunteers in efforts to collect unpaid student fees or expenses, including food service balances. 

Nothing in this policy restricts the right of access of a parent or student to school records or to receive copies of such records, as 
required by Federal and State laws. 

Students ExP-eriencing Homelessness - McKinnev.-Vento Act 

No fine or fee shall be charged to a student identified as a student exP.eriencing homelessness unless it is determined that the 
student has the ability_JQ_QaY. the fee or fine and that its imposition does not create a barrier to the student's ability to enroll, attend 
school, achieve academic success, or be identified as experiencing homelessness. Any lli?_P.Ute regarding a fine or a fee that is 
imQosed, shall not delay the student's enrollment or serve as a barrier to enrollment by delayi!l9 the transfer of student records to 
another school or school district if aR,P.licable. 

Immediate enro llment notwithstanding fines or fees shall be extended to extra-curricu lar and co-curricular activities as wel l as to 
academic Qrogramming.:. 
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Copy of USE OF TOBACCO AND NICOTINE ON SCHOOL PREMISES 

po7434 

November 21, 2016 

November 16, 2020 

7434 - USE OF TOBACCO AND NICOTINE ON SCHOOL PREMISES 

The Board recognizes that the use of tobacco products, as well as other nicotine delivery systems, such as electronic smoking 
devices, are a health, safety, and environmental hazard for students, staff, visitors, and school facilities. The Board is acutely aware 
of the serious health risks associated with the use of these products, both to users and non-users, and that their use or promotion 
on school grounds and at off-campus school-sponsored events is detrimental to the health and safety of students, staff, and visitors . 
The Board also believes accepting tobacco industry gifts or materials will send an inconsistent message to students, staff, and 
visitors . 

It shall be a violation of this policy for any visitor of the District to use, consume, or sell any commercial tobacco products, tobacco
related devices, imitation tobacco products, or electronic smoking or vaping devices, regardless of content at any time on school 
property or at off-campus, school-sponsored events. 

It shall be a violation of this policy for the District to solicit or accept any contributions, gifts, money, curricula, or materials from the 
tobacco industry or from any tobacco products retailer. This includes, but is not limited to, donations, monies for sponsorship, 
advertising, promotions, loans, or support for equipment, uniforms, and sports and/or training facilities. It shall be a violation of this 
policy to participate in any type of service funded by the tobacco industry while in the scope of employment for the District . 

Exceptions 

It shall not be a violation of this policy for tobacco products, tobacco-related devices, imitation tobacco products, or lighters to be 
included in instructional or work-related activities in school buildings if the activity is conducted by a staff member or an approved 
visitor and the activity does not include smoking, chewing, or otherwise ingesting the product. 

FDA approved cessation products or tobacco dependence products are exempt from this policy for adults and staff eighteen 
(18) years and older. Staff using such products and bringing them to any school property or school-sponsored activity are 
responsible for the safekeeping of these products at all times and are responsible for assuring that no students are able to obtain 
access to these products. 

Policy Specific Definitions 

The term "any time" means during normal school and non-school hours: twenty-four (24) hours a day, seven (7) days a week. 

The term "electronic smoking device" means any product containing or delivering nicotine, or any other substance, whether natural 
or synthetic, intended for human consumption through the inhalation of aerosol or vapor from the product. The term electronic 
smoking device includes, but is not limited to, devices manufactured, marketed, or sold as e-cigarettes, e-cigars, e-pipes, vape 
pens, mods, tank systems, JUUL, or under any other product name or descriptor. The term electronic smoking device includes any 
component part of a product, whether or not marketed or sold separately, including but not limited to e-liquids, e-juice, cartridges, 
and pods. 



The term "imitation tobacco product" means any edible non-tobacco product designed to resemble a tobacco product, or non-edible, 
non-tobacco product designed to resemble a tobacco product that is intended to be used by children as a toy. Examples of imitation 
tobacco products include but are not limited to: candy or chocolate cigarettes, bubble gum cigars, shredded bubble gum resembling 
chewing tobacco, pouches containing flavored substances packaged similar to snuff, shredded beef jerky in containers resembling 
snuff tins, plastic cigars, and puff cigarettes. 

The term "off-campus, school-sponsored event" means any event sponsored by the school or school district that is not on school 
property, including but not limited to, sporting events, day camps, field trips, entertainment seminars, dances or theatrical 
productions. 

The term "school property" means all facilities and property, including land, whether owned, rented, or leased by the District, and all 
vehicles owned, leased, rented, contracted for, or controlled by the District used for transported students, staff and visitors. 

The term "smoking" means inhaling, exhaling, burning, or carrying any lighted or heated cigar, cigarette or pipe, or any other lighted 
or heated product contain ing, made, or derived from nicotine, tobacco, marijuana, or other plant, whether natural or synthetic, that 
is intended for inhalation. "Smoking" also includes carrying or using an activated electronic smoking device . 

The term "tobacco Rroducts retailer" means retailers whose primary business is to sell tobacco and/or tobacco-related products. 

The term "tobacco industry" means manufacturers, distributors, or wholesalers of tobacco products, electronic smoking devices, or 
tobacco-related devices; this includes parent companies and subsidiaries. 

Revised 11/18/ 19 
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