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PITTSFIELD SCHOOL BOARD
MEETING AGENDA

October 2, 2025, 5:30 P.M.
PMHS Media Center

Pittsfield Middle High School
1. CALL TO ORDER
2. PLEDGE OF ALLEGIANCE
3. ENERGY EFFICIENT INVESTMENTS (EEI) PRESENTATION
4. ACTION ON AMENDED AGENDA
5. APPROVAL OF MINUTES - public and nonpublic minutes from September 18, 2025
6. PUBLIC INPUT- regarding agenda items only
7. BUDGET CALENDAR
8. SUPERINTENDENT OF SCHOOLS- Sandie MacDonald
9. REPORTS FROM THE ADMINISTRATION
10. SITE COUNCIL REPORT
11. SCHOOL BOARD ACTION AND INFORMATION ITEMS

Open Enrollment update

Fair Funding update

Rescind current policies:
e ACAA — Harassment of Students
e ACAA-R1 - Student Discrimination and Harassment Complaint
Procedure
e ACAA-R2 - Student Sex Discrimination Harassment Procedure
e ACAB - Harassment of Employees
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e ACAB-R1 - Employee Discrimination and Harassment Complaint
Procedure

e ACAB-R2 — Employee Sex Discrimination and Harassment Complaint
Procedure

e AC-E- Contact Information

First Reading of Policies:

e AC — Non-Discrimination, Equal Opportunity Employment, Anti-
Discrimination Plan

¢ AC-R(2) Non -Discrimination, Equal Opportunity, Anti-
Discrimination Notice Contact Information (replacing former AC-E
— Contact Information

e ACE - Procedural Safeguards: Nondiscrimination on the Basis of
Disability (amend current policy)

e ACA - Discrimination and Harassment Grievance Procedure

e ACAC - Prohibition of Sexual Harassment: Policy and Grievance
Procedure

e ACF — Food and Nutrition Services: Anti-Discrimination and Civil
Rights Complaints

e ACN — Nursing Mothers

Second Readings and Adoption of Policies:
e DIA Fund Balances
e |JOC School Volunteers
e |JOC-R School Volunteers Form

12. COMMITTEE ASSIGNMENTS
e Budget Committee: Sandra/Eric
CIP and Facilities: Eric/Adam
Negotiations: Tim and Molly
Strategic Planning: Adam/Molly/Tim
Policy Committee: Sandie, Administration team, Sandra

13. OLD BUSINESS: Grant-funded McKinney-Vento and Family Services Coordinator;
district signage and Drake Park signage; Instructional policies and J (student) policies.

14. PLAN AGENDA FOR NEXT MEETING — October 16, 2025
15. SELECTBOARD LIAISON

16. ADDITIONAL BUSINESS- To address items that may arise during the meeting or other
items not on the agenda that Board members would like to discuss.

17. PUBLIC INPUT - The Board may accept the public’s input that is addressed directly to
the Chair in a courteous and respectful time frame of three minutes. The Board does not



engage in discussion or answer questions during public comment. The Superintendent may
be asked to follow up on specific concerns after the meeting.

18. NON-PUBLIC SESSION per RSA 91- A:3 — The Board may enter Nonpublic Session
under RSA91-A:3 at any time during the meeting if needed.

19. ADJOURNMENT



Pittsfield School District — Superintendent Report — October 2, 2025
Grants and Financial Reporting

The District’s finance and administrative teams have been undertaking an extensive effort to reconcile and
stabilize our financial reporting. This has been a major undertaking that has required months of careful work to
ensure accuracy and compliance.

As of July 1, 2025, the District was still working to balance accounts dating back to FY21-22. Since that time,
significant progress has been made, and we are now up to FY23-24, working to establish a correct and reliable
ending balance for FY25.

This work is essential because all future reporting, including the DOE-25, grant reimbursements, budget
development, and audit submissions, depends on accurate beginning and ending balances. This information is
also crucial as we begin developing the FY27 budget. Forecasting a budget while you are balancing previous
years is a delicate process.

We are committed to presenting only accurate information to our Town, even if that means delaying our state
reporting by a few weeks. We appreciate the collaborative efforts of the NH Department of Education in
allowing this process to unfold accurately. It does no one any good to present an inaccurate picture, make a plan
to move forward, and then have to continually correct it.

As the Budget Committee prepares to make its proposals, it is counting on the School District to provide a clear
and accurate financial picture. We intend to do so in a timely manner this year.

Policy

The Policy Committee met on September 26. Policies reviewed for first reading included the new AC-series
(Non-Discrimination, Harassment, Sexual Harassment, Nursing Mothers, etc.), along with revisions to Policy ACE.
Second readings were held for Fund Balance (DIA) and School Volunteers (1JOC). Several outdated policies in the
ACAA/ACAB series were recommended for rescission as they are replaced by the AC-series.

The Committee will review Policy JKAA: Use of Restraints and Seclusion at its next meeting. We are fortunate to
have the expertise of Dr. Erik Anderson, who previously served as principal of an out-of-district placement
school that prioritized student safety without reliance on unnecessary restraint or seclusion. His perspective will
be valuable as the District develops policy and procedures that align with the law and best support students.

Facilities
The Facilities Committee met in late September to review FY25 budget items and set FY26 priorities. Key items
include:

e Security system consolidation and freezer alarms.

o Rekeying of PMHS and security doors at both schools.

e Repairs to the gazebo and roofs at Drake Field.

e Rock fill addressing washout behind PMHS (short-term; long-term fix a FY26 priority).
e Acquisition of a snow blower for PMHS (safety issue, immediate need).

e Repair of the Girls Locker Room heating system (urgent, unbudgeted).



The Committee also discussed plowing bids (none received to date), the Drake Field water project estimate (due
Oct 2), and energy/utility rates. Mike Davey met with the facilities team on Oct 1, 2025 regarding the CIP and
energy audit; findings will be presented at the October 2, 2025 Board meeting.

The Committee and SAU teams extend sincere appreciation to Art St. Laurent and Noel Gourley for their support
to the school in the coordination of supplying materials and labor to address the washout behind PMHS. In
addition, we commend the collaborative effort of the Facilities Team and School Board Representatives Adam
Gauthier and Eric Nilsson in ensuring a solid RFP was developed and posted for plowing this year.

Emergency Operations Plan (EOP)

The District’s updated Emergency Operations Plan (EOP), alighed with NH Homeland Security and Emergency
Management guidance, has been completed and will be submitted for review with your approval. This will be
presented in non-public per RSA 91-A. Updated MOU’s with the Pittsfield Police Department, Pittsfield Fire
Department, and Joy Church (as a reunification partner) are being finalized to ensure compliance with RSA
189:64. These documents formalize our collaboration with first responders and community partners, ensuring
readiness for a wide range of emergency scenarios. | would to acknowledge the guidance and time Sergeant
Rego has extended to the SAU office as we work through this process.

Legislative Update

Overview

As the 2026 legislative session approaches, the New Hampshire School Boards Association (NHSBA) is actively
tracking many Legislative Service Requests (LSRs) with potential impact on public K-12 education. In total, over
1,085 LSRs have been filed so far; NHSBA is monitoring about 350 of them for direct or indirect impact on
districts like ours.

Below are three priority LSRs and bills especially relevant to Pittsfield’s interests, followed by next steps.
Key LSRs / Bills of Interest

1. LSR / HB-292: SAU Consolidation Study

This bill has been filed to establish a commission to study reducing the number of School Administrative Units
(SAUs) in New Hampshire. This has serious implications for organizational structure, economies of scale, district
autonomy, and potential cost-sharing or realignment of staff and services.

2. HB 121 (Parent Advisory Councils in SAUs)

This bill would mandate the creation of a Special Education Parent Advisory Council (SPED PAC) in every SAU.
While the intent of the bill - to elevate parent voice and strengthen collaboration in special education - is one
the District supports, the mandated structure raises concerns for small, rural districts like Pittsfield.

3. Special Education Funding Shortfall & Legal Ruling
e A recent court decision found that New Hampshire’s special education funding is unconstitutionally low,
reinforcing legal pressure on the Legislature to act.
e Districts are being warned to expect less state reimbursement for special education costs under the
current funding formula - which already leaves local taxpayers shouldering a large share.
e The state currently reimburses only a portion of costs above a statutory threshold; when
reimbursements are prorated, districts absorb the rest.



These developments make it more critical than ever for us to advocate for greater state support for mandated
services - especially as we manage rising costs related to out-of-district placements, transportation, and
compliance oversight.

Impact for Pittsfield & Board Considerations

HB 292 — SAU Consolidation Study

e The proposal to study consolidation of School Administrative Units (SAUs) could have far-reaching
implications for districts like Pittsfield. Depending on how the study is framed, it may touch on
governance structures, budget responsibility, shared services, and which staff roles are merged or
centralized.

e At this time, Pittsfield’s position is dependent on what the Board envisions for the future of the District.
Consolidation could present opportunities for efficiency and stability if it is structured thoughtfully, but
it could also reduce local control if implemented without careful attention to rural voices.

e |tisimportant to note that Pittsfield is already engaged in shared services, including our ongoing
collaboration with Rollinsford on Human Resources and business services. These partnerships
demonstrate that voluntary collaboration can yield benefits without requiring broad structural changes.

e Asthe study progresses, we could advocate for representation of small, rural districts, analysis of the
impact on student outcomes, and flexibility for Boards to determine what level of consolidation best
meets their local needs.

HB 121 — Special Education Parent Advisory Councils
While the goal of HB 121 - to increase parent input in special education - is commendable, the bill as written
raises significant concerns:
e Unfunded mandate: It creates an additional requirement on districts already stretched thin, without
providing resources to support it.
e Capacity challenges: Small districts like Pittsfield may struggle to recruit enough parents to sustain a
formal council structure.
e Existing engagement opportunities: We already maintain multiple avenues for parent input, including
IEP team participation, parent advisory groups, and district-wide surveys.

For Pittsfield, where nearly 40% of students have IEPs or 504 plans, our priority must remain on delivering high-
quality services and ensuring legal compliance. A rigid, one-size-fits-all mandate risks pulling staff time away
from those obligations.

We may consider a recommendation that the Legislature provide flexibility for districts to strengthen existing
parent engagement practices rather than requiring a new, formalized council structure. This approach would
respect local capacity while still honoring the bill’s intent to amplify parent voice.

Special Education Funding
Pittsfield faces unique and pressing challenges in special education. Nearly 40% of our students have IEPs or 504
plans - one of the highest rates in the state. This creates a disproportionately heavy financial and staffing
burden.
e Shrinking reimbursements: Given declining state reimbursements, our strategies for managing special
education budgets, including the hiring of compliance support roles, are under significant stress.
e Local taxpayer impact: The District already struggles to provide mandated services without shifting
excessive costs onto local property taxpayers.
e Court ruling leverage: The recent court ruling finding New Hampshire’s special education funding
unconstitutionally low underscores what Pittsfield has long experienced. This decision gives us leverage
to highlight that the system, as it currently functions, is unsustainable.



Our testimony to the Legislature could emphasize that Pittsfield is meeting IDEA obligations, but doing so
requires more equitable and timely state funding. Without full support, small rural districts like ours are forced
into untenable trade-offs that jeopardize both compliance and educational quality.

Next Steps & Board Engagement

1. Advocacy - We should prepare and submit testimony or position statements for committee’s directly
handling SAU consolidation, special education cost study, and budget bills. | will draft a proposed
testimony and share with the Board for feedback.

2. Board Feedback - If any Board member wants to participate in hearings or submit a public comment, let
me know and | will get you connected to the committee researcher (Jennifer Foor is a contact at the NH
House).

3. Monitoring - | will circulate updated LSR watch lists as soon as bill language is released, focusing on
those with direct operational impact for Pittsfield.

4. Budget Planning - Given uncertainties in reimbursements, we will build conservative estimates for
special education and contract services into our 2026-27 budget draft.

Open Enrollment Case — Supreme Court Context

The New Hampshire Supreme Court is currently considering Appeal of Pittsfield School District, No. 2024-0445.
The case centers on whether school districts can be compelled to fund parent-placed students at out-of-district
schools under RSA 194-D.

The case has been assigned to recently appointed Justice Bryan Gould. Justice Gould is recognized as a textualist
who emphasizes the plain statutory language. This judicial approach makes it more likely that the Court will
preserve local district control.

However, if the Court interprets the statute more broadly, the District may need to act quickly to protect both
fiscal stability and local authority through warrant articles. The decision of the Supreme Court is final; there is no
appeal process. The only post-decision option would be to file a motion for reconsideration, which is rarely
granted.

Software Renewal

With grant funded support we have been able to successfully negotiate renewals for MindPlay and Rosetta
Stone at 50% off of each.

MindPlay - District-Wide Access (Parking Lot Package)
We're excited that our renewed agreement with MindPlay gives district-wide access, meaning any student
across the district can log in and engage with it.

Key Strengthgs:

e MindPlay delivers adaptive, personalized instruction in reading (and math) by assessing strengths and
weaknesses and tailoring the lessons to each student.

e |t's designed to help close literacy gaps: as students use the platform, it adjusts to target their areas of
need.

e Because every student can access it, it helps us level the playing field: students who may not have had
formal intervention can use the platform proactively.

e Over time, the data and growth metrics built into MindPlay give teachers and administrators insight into
usage, progress, and areas needing support.



Rosetta Stone - Focused Language Learning for 65 Students
While more limited in scope than MindPlay, our renewed Rosetta Stone license supports up to 65 students,
giving us a strong tool for targeted language instruction.

Key strengths:

e Rosetta Stone uses its Dynamic Immersion methodology - teaching through context, visual cues, and
audio (not translations) - which helps students internalize the language more naturally.

e |t engages all four communication domains - reading, writing, listening, and speaking - with scaffolded
lessons that build gradually.

e |ts TruAccent speech recognition delivers immediate pronunciation feedback, which helps students self-
correct and refine speaking skills.

e In studies of English Learners (ELs), students using Rosetta Stone showed greater gains in language
outcomes compared to peers without access.

e For the district, having this tool means we can support both world language or ESL/EL needs with a
reliable, proven digital option.

Nominations

| anticipate presenting two nominations to the Board at this meeting. Both positions are contingent upon grant
approval. As of the time of this report’s printing, grant approval has not yet been confirmed. The potential
positions are listed below:

1. Special Education Administrator Consultant
Purpose: To ensure IDEA compliance and provide mentorship to the new Student Services Administrator during
the 2025-26 school year.

Key Responsibilities:

e Serve as LEA representative for out-of-district IEP meetings (including charter and other public schools).
e Review in-district IEPs for compliance and implementation fidelity.

e Mentor the new administrator on both technical compliance and leadership practices.

e Assist in developing sustainable procedures, processes, and staff training.

2. Student Success & Family Support Coordinator
Purpose: To improve student outcomes in graduation, attendance, and postsecondary readiness while
strengthening family engagement and support.

Key Responsibilities:

e Facilitate family engagement programming such as workshops on navigating school systems, parenting
supports, and attendance strategies.

e Collaborate with school counselors, social workers, and community partners to address barriers to
learning and improve attendance.

e In support of the McKinney-Vento liaison, engage in direct family outreach, connecting families to
school-based and community resources (housing agencies, food assistance, health care, workforce
programs).

e Serve as the MTSS-B Coordinator to strengthen Pittsfield’s capacity to deliver a comprehensive, tiered
system of behavioral and social-emotional supports.



Web Site Posting

The District was pleased to host Andru Volinsky for a special presentation, sponsored by the Pittsfield Library. A
recording and full transcript of the event are now available on the District home page. It was a great evening of
thoughtful discussion and community engagement.

We extend our sincere appreciation to Melissa Babcock and Molly Goggin for their leadership and effort in
making this event possible. Their work ensured a meaningful and successful night for our community.

Closing Reflection

I would like to take a moment to acknowledge the extraordinary efforts of our building administrative, SAU, and
facilities teams. Many evenings our staff are here well past regular hours, often until 7, 8, or 9 o’clock, working
to bring the Pittsfield School District into alignment on policy, practices, procedures, and finances, while also
upholding the educator contract and maintaining a safe and secure campus for students, staff, and faculty.

Most importantly, this team is working diligently to ensure that Pittsfield students receive the education and
services they both deserve and are legally entitled to. | do not include this to seek recognition, but rather to
express my deep appreciation for the patience of the Board and community. The workload before us is
significant, and at times the demands feel overwhelming. To say the teams are burning out would not be an
overstatement; to say they are committed to the District is an understatement.

| am personally humbled by the collaborative nature of the community and the way school and town staff,
administrators, families, and the Boards have come together in the face of challenges. It is this collective spirit
that makes progress possible, even in difficult circumstances. | remain deeply grateful for your support and your
trust as we continue to focus on what matters most: creating safe, supportive, and engaging schools for every
Pittsfield student.

Non-Public Items

RSA 91-A:3, lI(b) — Two Items
RSA 91-A:3, lI(i) — One ltem

Respectfully submitted,

Sandie MacDonald
Superintendent



Committee Minute Highlights
Full minutes at the end of the Board Packet

Facilities Committee - September 2025

e Meeting called to order at 4:31 PM, adjourned at 6:15 PM.

e Present: Erik Anderson, Kristen White, Rheana Anderson, Eric Nilsson, Adam Gauthier, Ed Bell, Jimmy
Dawson, Peter Marston.

e Highlights: Security upgrades, Drake Field repairs, snow blower acquisition, urgent locker room heat
repair, plowing bids, CIP audit.

Policy Committee - September 26, 2025

e Meeting called to order at 4:15 PM.

e Present: Sandra Adams, Dr. Sandie MacDonald, Kristen White, Dr. Erik Anderson.

e First Reading: AC-series non-discrimination/harassment policies and revisions.

e Second Reading: Fund Balance, School Volunteers, Volunteer Confidentiality Form.

e Rescissions: Outdated ACAA/ACAB harassment/discrimination policies replaced by AC-series.

e Next Meeting: Review of Policy JKAA: Restraints and Seclusion, with input from Dr. Anderson’s expertise
as the District develops policy and procedures aligned with the law and best practice.

Propane Procurement Update
Background / Issue

e The District does not own the propane tanks at either Pittsfield Elementary School (Rymes-owned) or
Pittsfield Middle High School (Eastern-owned).

e Transferring propane providers requires a transfer of tank ownership.

e Tank ownership arrangements also limit opportunities for shared procurement or collaboration with the
Town.

Recent Developments

e After discussions with Rymes, | secured a lock-in price of $1.62 per gallon through September 30, 2026.
For comparison, Eastern’s current rate is $1.779 per gallon. | did not lock that rate.

e | have engaged Rymes in discussion over taking over ownership of the installed tanks on behalf of the
District. This would allow us to lock in the lower rate while securing long-term pricing stability.

e Discussions are ongoing. The goal is to formalize both the price lock and tank ownership terms to avoid
disruption and ensure competitiveness moving forward.



Recent Price Comparison:

Location |Date Quantity Unit Price Amount Vendor
PES 5/21/25 570.30 2.1555 $1,229.28 Rymes
PES 5/14/2025 |(1,056.80 2.1662 $2,289.24 Rymes
PES 4/4/25 2,147.60 2.4649 $5,293.62 Rymes
PES 3/10/25 1,076.10 2.564 $2,759.12 Rymes
PES 2/24/25 2,195.40 2.4471 $5,393.94 Rymes
PES 2/14/25 5.80 2.4724 $14.34 Rymes
PES 2/4/25 1,720.70 2.5343 $4,360.77 Rymes
PES 1/10/25 1,314.60 2.401 $3,155.17 Rymes
PES 12/28/24 1,036.50 2.1026 $2,179.34 Rymes
PES 12/17/24 1,673.60 2.1145 $3,538.83 Rymes
PES 11/27/24 594.80 2.1101 $1,255.09 Rymes
13,392.20 2.321145455 $31,468.74
PMHS 5/8/25 935.5 1.73 $1,618.42 Eastern Propane
PMHS 4/4/25 5.954 1.81 $1,077.67 Eastern Propane
PMHS 2/11/25 696.5 1.93 $1,344.25 Eastern Propane
PMHS 1/24/25 604.7 1.183 $1,106.60 Eastern Propane
PMHS 1/7/25 716.9 1.78 $1,276.08 Eastern Propane
PMHS 1/3/25 1025.9 1.78 $1,826.10 Eastern Propane
PMHS 12/16/24 656.4 1.73 $1,135.57 Eastern Propane
PMHS 11/19/24 681.5 1.63 $1,110.85 Eastern Propane
PMHS 8/30/24 1255.5 1.55 $1,946.03 Eastern Propane
6578.854 1.680333333 $12,441.57

Rymes Lock Rate: $1.62 Accepted

Eastern Lock Rate: TBD Current quote is $1.779 | will continue to negotiate.




PMHS (6-8) School Board Report

School: Pittsfield Middle High School (Grades 6-8)
Principal Report - October 2, 2025
1. Current Enrollment: (as of 9/26/2025)

Grade 6: _30___ Increase/Decrease from the end of last school year: __-4

Grade 7: _38___Increase/Decrease from the end of last school year: __+2___
Grade 8: _28___ Increase/Decrease from the end of last school year: __-2_

Total Enrollment (6-8): 96 ; (6-12): 239 (net -13 since the end of last school year)

2. Academics - Student Learning & Progress

Students in grade 6-8 will take the NWEA Reading and Math assessments beginning the
third week of October.

Course Performance:

This indicator is not yet able to be reported through Alma. We will report out on this data as
early as possible.

Academic Supports in Place:

Every student in grades 6-8 has a scheduled academic support block. Students are able to
access direct or related services during this time, in addition to homework help or reading.
Dr. Anderson started an Epic Books for Kids classroom account. So far this year, students
have read over 840 “books” in 122 hours on this account.

Instructional Focus Areas:

Our focus area for September is progress monitoring, checking for understanding, providing
specific responsive feedback, and adjusting approach/strategies to meet student needs.

3. Attendance
Average Daily Attendance (YTD): 95.3%

Middle school students have been absent 116 days (56 male/60 female). There have been
63 total middle school tardies to school.

As of 9/25 five (5) 6-8th grade students have been absent 5 or more times, accounting for
48 of the 116 total days absent, or 41.4%.

4. Behavior
Discipline Incidents (MTD/YTD): _11__/ _13__

Top Referral Categories: defiance toward staff, minor physical conflict, unexcused tardies



PMHS (6-8) School Board Report

Interventions and Supports:

Community building- Schoolwide focus on treating people with respect, common courtesy
and kindness. As part of their online learning lab seminar, 6th and 7th grade students will
participate in a Social-Emotional learning curriculum that will help them develop teamwork,
interconnectedness, a growth mindset and pro-social skills.

5. Upcoming Focus / Needs

Ongoing- Student supports across the Tiers 1, 2 and 3 continue to be developed along with
our efforts to finalize our middle school staffing needs. Online learning programming
/curriculum is being acquired to provide middle school students with a variety of
supervised and supported blended learning opportunities.

6. Celebration of Success

GEAR UP- Thank you to all who joined in on the GEAR UP Week fun! The results of the Gear
Up Week Door Duel Advisory Contest and the winners of the GEAR UP Scavenger Hunt
prizes are below:

)

Door Duel Advisory Winners:

1st place: Mrs. Torrey's 9th Grade Advisory, winning $150
2nd place: Mrs. Heppler's 8th Grade Advisory, winning $75
® 3rd place: Mr. Smith's 9th Grade Advisory, winning $50

{ ©¢ O¢ I

t Scavenger Hunt Prize Winners:
9th grade: Spencer, Maia, Kara, Mckinley, Maeve, Alina, Ronald,
8th grade: Olivia W,, Skyler, Owen, Jesse

Unfortunately, funding for the Gear Up program was discontinued as of September 30th.
That didn’t stop Alex DesRuisseaux from leading a field trip for nearly 80 students to New
England College on Friday, September 26th.

Homecoming and Old Home Day were incredibly successful! The level of school spirit and
participation was high, as evidenced by both the Pep Rally on Friday and the number of
students who worked hard on their floats to represent their classes in the parade on
Saturday.

Respectfully submitted,
Dr. Erik M. Anderson Melissa Brown

Principal Assistant Principal
Pittsfield Middle High School Pittsfield Middle High School



PMHS (9-12) School Board Report

School: Pittsfield Middle High School (Grades 9-12)
Principal Report - October 2, 2025
1. Current Enrollment: (as of 9/26/25)

Grade 9: _39__ Increase/Decrease from the end of last school year: __-4___
Grade 10: _48___Increase/Decrease from the end of last school year: _-4___
Grade 11: _40___Increase/Decrease from the end of last school year: __ +1___
Grade 12: _16___Increase/Decrease from the end of last school year: __-2__

Grade 12+: _0__

Total Enrollment (9-12): 143; (6-12): 239 (net -13 since the end of last school year)
2. Academics - Student Learning & Progress

Course Pass/Fail Rates:

This indicator is not yet able to be reported through Alma. We will report out on this data as
early as possible.

Progress Indicators:

Credit accumulation by grade level:
Grade9: _

Grade 10: _5.25__and passed English 9
Grade 11: _10.5__and passed English 10
Grade 12: _15.75_and passed English 11

Interventions & Supports:

Several students are on individualized academic plans to meet graduation requirements. We
have added additional tutoring supports during the Content Block times on Tuesday and
Thursday. We are currently planning for the initiation of the Pittsfield Academy, an option
for 5th and 4th year students who are significantly behind in their progress toward
graduation, to earn credits toward graduation through a combination of supported onsite
learning experiences, extended learning opportunities and work-based learning.

Instructional Focus Areas:

Through the course of September, students have seen progressively increasing student work
expectations, in response to readiness based differentiated instruction.

3. Attendance

Average Daily Attendance (YTD): 93.25%



PMHS (9-12) School Board Report

We’ve had a total of 164 absences (excused or unexcused), equally split between male and
female students, out of 3189 possible attendance days so far this school year. Students have
been tardy 231 total times thus far, 144 for male and 87 for female students.

As 0f 9/26, eleven (11) students have 5 or more absences, accounting for 78 of our 164 total
absences (47.6%).

Actions Taken:
Daily Attendance calls; personalized outreach and follow-up

We’ve seen a strong attendance rate thus far, with a goal of maintaining or even improving
upon our 93+% average daily attendance at the high school level Our focus on schoolwide
climate and culture will help to maintain steady attendance by reinforcing a sense of
belonging and interconnectedness.

4. Behavior

Discipline Incidents (MTD/YTD): _75__/ _75

Top Referral Categories: defiance; disrespect; unexcused tardies
73 Minors; 2 Majors

Interventions in Use:

Community building- Schoolwide focus on treating people with respect, common courtesy
and kindness. We continue to try to accentuate the positive with all students.

Positive Reinforcement Efforts:
Senior Release; Senior parking; daily outside recreation option during lunch
5. Upcoming Focus / Needs

We continue to focus on schoolwide climate and culture for students and staff. Our goal is
for all students and staff to feel like they have a voice and sense of belonging in a mutually
respectful environment.

6. Celebration of Success

PMHS Food Pantry- XXX students (including repeat students) brought home food from the
Food Pantry during the first four weeks of September.

GEAR UP- Thank you to all who joined in on the GEAR UP Week fun! The results of the Gear
Up Week Door Duel Advisory Contest and the winners of the GEAR UP Scavenger Hunt
prizes are below:



PMHS (9-12) School Board Report
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Door Duel Advisory Winners:

1st place: Mrs. Torrey's 9th Grade Advisory, winning $150
2nd place: Mrs. Heppler's 8th Grade Advisory, winning $75
® 3rd place: Mr. Smith's 9th Grade Advisory, winning $50

g o€ e 1

t Scavenger Hunt Prize Winners:
9th grade: Spencer, Maia, Kara, Mckinley, Maeve, Alina, Ronald,
8th grade: Olivia W.,, Skyler, Owen, Jesse

Unfortunately, funding for the Gear Up program was discontinued as of September 30th.
That didn’t stop Alex DesRuisseaux from leading a field trip for nearly 80 students toNew
England College on Friday, September 26th.

NHCUC Mini College Fair- Friday, September 26th- Representatives from 14 different
postsecondary schools from within a 90 minute drive visited PMHS. All 9-12th grade
students were able to connect with the reps, ask questions and collect literature about
various schools from around the region.

Student Spotlight- A number of students (10th-12th) have committed to participating in the
qualifying round for the Granite State Challenge at Plymouth State University in early
November.

Homecoming and Old Home Day were incredibly successful! The level of school spirit and
participation was high, as evidenced by both the Pep Rally on Friday and the number of
students who worked hard on their floats to represent their classes in the parade on
Saturday.

Class of 2026- The Class of 2026 is planning to hold a Haunted House as a class fundraiser,
but also to provide a service to the community and younger children throughout Pittsfield.

Athletics- Our soccer teams, boys, girls and middle school, are all half way through their
seasons. They’'re working hard and improving every day and putting forth a competitive
effort every time they step on the field. A recent highlight is on Friday 9/26 the Boy’s team
won a tightly contested game vs. Farmington, 2-1. We’re all very proud of how they
demonstrate the pillars of teamwork and sportsmanship representing PMHS.

Respectfully submitted,

Dr. Erik M. Anderson Melissa Brown
Principal Assistant Principal
Pittsfield Middle High School Pittfield Middle High School
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Meeting Minutes
Date: September 25, 2025

Time Called to Order: 4:31 PM

Present:

Erik Anderson
Kristen White
Rheana Anderson
Eric Nilsson
Adam Gauthier
Ed Bell

Jimmy Dawson
Peter Marston

1. Call to Order

The Facilities Committee meeting was called to order at 4:31 PM.

2. Approval of Minutes

Minutes were approved as amended. Correction: Committee meetings will be held on the second
and fourth Thursday of each month (not second and third).

3. Facilities Updates

- Rymes is currently contracted as the propane provider at PES.

- Eastern is the propane provider at PMHS.

- 0il consumption at PMHS in FY25 was just under $25,000.

- Jimmy provided a map of oil and propane placement.

- Sandie, Jimmy, Ed, and Peter will meet with Mike Davey on October 1 to determine if an
installation agreement exists with Rymes; no documentation is currently present at the SAU office.
- Sandie is working with Cara Marston, Town Administrator, to explore group rates for oil and
propane.

4. Energy & CIP Audit

Mike Davey will meet with the Facilities Team and Superintendent MacDonald on October 1 to
review the energy and CIP audit. Roof inspections will be completed prior to the meeting. Mike
Davey will present findings to the Pittsfield School Board on October 2.



5. Budget Review — FY25 and FY26

The Committee reviewed FY25 budget items and classifications in preparation for FY26 budget
planning. Priority items discussed include:

- Security system - consolidation of alarm companies and necessary repairs

- Alarm for school freezers

- Re-keying of PMHS

- Security doors at both schools

- Repairs to the gazebo at Drake Field

- Repairs to the roofs at Drake Field

- Washout at Drake Field has been filled with rock; this should last through the winter butis a
priority project for FY26

- High school requires a new snow blower - a safety concern to be reviewed immediately

- Girls Locker Room heat is not functional and requires immediate repair. This is an unbudgeted
item and will require replacing another item in the budget.

6. Assignments and Follow-Ups

- Peter, Jimmy, and Ed will work on alarm pricing.

- Jimmy and Ed will research snow blower options and schedule repairs for the locker room heat.
- Sandie will contact door companies for updated bids.

- Jimmy will contact lock companies for rekeying pricing.

- Jimmy will email Jay Darrah regarding irrigation at Drake Field to confirm usage if costs are
incurred.

7. Other Business

- No bids have been received for plowing services.

- Eric Nilsson reported a final estimate for the Drake Field water project should be available at the
October 2 Board meeting. If no estimate is provided, the District will move forward with current
estimates.

- Sandie noted the electricity bid contracted last year is lower than the town’s contracted rates, but
the school and town are on different renewal cycles.

- Video reviewed (with help from Dusty Durant and Peter Marston) confirmed a Saunders Truck
backed over the PES basketball hoop. Sandie contacted the owner, who directed her to the
Saunders office. The SAU will follow up for repair/replacement.

8. Adjournment
The meeting adjourned at 6:15 PM.
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Pittsfield School District — Policy Committee

Meeting Minutes
Date: September 26, 2025

Time: 4:15 PM

Present:

Sandra Adams

Dr. Sandie MacDonald
Kristen White

Dr. Erik Anderson

1. Call to Order
The meeting was called to order at 4:15 PM.

2. Policies Reviewed - First Reading

- Policy AC: Non-Discrimination, Equal Opportunity Employment, Anti-Discrimination Plan (new)
- Policy AC-R(2): Non-Discrimination, Equal Opportunity Employment, Anti-Discrimination Notice
of Contact Information (new)

- Policy ACA: Discrimination and Harassment Grievance Procedure (new)

- Policy ACAC: Prohibition of Sexual Harassment: Policy and Grievance Procedures (new)

- Policy ACE: Procedural Safeguards: Nondiscrimination on the Basis of Handicap/Disability
(revision)

- Policy ACF: Food and Nutrition Services: Anti-Discrimination and Civil Rights Complaints (new)
- Policy ACN: Nursing Mothers (new)

3. Policies Reviewed — Second Reading

- Policy DIA: Fund Balance

- Policy IJOC: School Volunteers

- Form IJOC-R: School Volunteer Confidentiality Agreement

4. Policies Recommended for Rescission

- Policy ACAA: Harassment of Students

- Policy ACAA-R1: Student Discrimination and Harassment Complaint Procedure

- Policy ACAA-R2: Student Sex Discrimination/Harassment Complaint Procedure

- Policy ACAB: Harassment of Employees

- Policy ACAB-R2: Employee Sex Discrimination/Harassment Complaint Procedure

- Policy AC-E: Contact Information for Human Rights Officer, Title IX Coordinator, Section 504
Coordinator, and Civil Rights Agencies

SCHOOL ADMINISTRATIVE UNIT #51

23 Oneida Street, Unit 1

Pittsfield, New Hampshire 03263

Phone: (603)435-5526 « Fax (603) 435-5331
Dr. Sandie MacDonald- Superintendent of Schools



5. Future Agenda Items
The Committee will review Policy JKAA: Use of Restraints and Seclusion at its next meeting. This
will complete the Committee’s annual mandatory fall review.

The Committee noted that we are fortunate to have the expertise of Dr. Erik Anderson, who
previously served as principal of an out-of-district placement school committed to student safety
without the use of unnecessary restraint and seclusion. His leadership will be instrumental as the
District revises this policy to ensure alignment with law and develops district-wide practices that
best support students.

Adjournment
The meeting adjourned at 5:27 PM.
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PITTSFIELD SCHOOL BOARD POLICY COMMITTEE
September 25, 2025, 4:00 P.M.
PMHS Media Center Pittsfield Middle High School
CALL TO ORDER INTRODUCTION
FIRST READING POLICY:
AC, ACR, ACAB, ACAB-R
SECOND READING POLICY:

e Move Second Readings to Board for Adoption
o DIA Fund Balance
o 1JOC-Volunteers
o 1JOC-R —Volunteers Form

OTHER POLICY DISCUSSION
PLAN AGENDA FOR NEXT MEETING

ADJOURNMENT
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PITTSFIELD SCHOOL BOARD POLICY COMMITTEE
September 25, 2025, 4:00 P.M.
PMHS Media Center Pittsfield Middle High School
CALL TO ORDER INTRODUCTION
FIRST READING POLICY:
AC, ACA, ACAC, ACE, ACF, ACN, AC-R(2)
RECIND POLICY:
ACAA, ACAA-R-1, ACAA-R2, ACAB, ACAB-R2, AC-E
SECOND READING POLICY:

e Move Second Readings to Board for Adoption
o DIA Fund Balance
o 1JOC - Volunteers
o 1JOC-R - Volunteers Form

OTHER POLICY DISCUSSION
PLAN AGENDA FOR NEXT MEETING
ADB, ADC

ADJOURNMENT



Policy AC: Non-Discrimination, Equal Opportunity Employment, Anti-Discrimination Plan

A.

Required

Non-Discrimination, Equal Opportunity Employment, Anti-Discrimination Plan

INTRODUCTION AND GENERAL POLICY AGAINST DISCRIMINATION AND HARASSMENT

The District recognizes the right of all students and staff members to learn and work in an
environment free from discrimination or harassment, and likewise, that persons participating or
attempting to participate in District programs, employment or activities have the right to do so free
from discrimination or harassment.

Accordingly, the District prohibits any type of unlawful harassment or discrimination based on age,
race, color, religion, creed, sex, national or ethnic origin, gender identity, sexual orientation, marital
status, familial status, physical or mental disability, pregnancy, genetic information, or veteran status
by employees, students, members of the school community, or by vendors or visitors on school
property or at school-sponsored events. No person shall be excluded from or denied the benefits of
educational programs or activities on the basis of any of the above classes or economic status.

As described above, the blanket prohibition afforded under this policy, as well as other Board policies,
reflects, but goes further than, some of the same protections afforded under multiple State and
Federal statutes or regulations, such as, but not limited to, NH RSA 354-A, and NH RSA 193:38-39,
Titles IV, VI and VII of the Civil Rights Act of 1964, Title IX of the Education Amendments of 1972, the
Individuals with Disabilities Education Act, Section 504 of the Rehabilitation Act of 1972, the
Americans with Disabilities Act of 1990, the Age Discrimination in Employment Act of 1967, and the
Pregnant Worker Fairness Act, Additionally, bullying or general harassment of students unrelated to
any of the characteristics (“protected classes”) identified above, is further prohibited under Board
policy JICK and RSA 193-F. Statutory and regulatory statements and notices of nondiscrimination are
included in this policy.

The District has determined that the most effective way to limit harassing or discriminating
statements or conduct that is illegal or unlawful under those statutes is to treat it as misconduct
under Board policies even when such conduct or statements might not rise to the level of
discrimination or harassment prohibited under federal or state law.

DEFINITIONS
The definitions found here apply to each Board policy unless and to the extent that such definition is
contrary to specific language or context of that policy or other legal authority.

“Days” means calendar days, but excludes non-weekend days on which the SAU office is closed (e.g.,
holidays, office-wide vacations), or any weekday during the school year on which school is closed
(e.g., snow days).

"Discrimination" is conferring benefits upon, refusing or denying benefits to, or providing differential
treatment to a person or class of persons in violation of law based on race, color, religion, sex,
national origin, ancestry, disability, age, genetic information, or any other characteristic protected by
law, or based on a belief that such a characteristic exists.
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A "Grievance" or "Complaint" is a verbal or written report or complaint of discrimination, harassment,
or retaliation that objectively can be understood as a request for the District to investigate and make

a determination about alleged discrimination. The required form and the specific process for making

a report may vary depending on the nature of the conduct or issue. See Section D, below, for further

information.

"Harassment" generally refers to the use of words or engaging in behaviors that annoy, threaten,
intimidate, or demean a person without a legitimate purpose. Harassment will often constitute
bullying prohibited under Board policy JICK. Additionally, harassment may constitute illegal
discrimination if the harassing statements or behaviors include explicit or implicit reference to age,
sex, gender identity, sexual orientation, race, color, marital status, familial status, disability, religion
or national origin.

"Retaliation" means intimidation, threats, coercion, or discrimination against any person by the
District, a student, or an employee or other person authorized by the District to provide aid, benefit,
or service under the District's education program or activity, for the purpose of interfering with any
right or privilege secured by state or federal law, or District policies, procedures, regulations or rules,
or because the person has reported information, made a complaint, testified, assisted, or participated
or refused to participate in any manner in an investigation, proceeding, hearing, or appeal under such
policies, procedures, etc.

C. POLICY APPLICATION

This policy is applicable to all persons employed or served by the District. It applies to all sites and
activities the District supervises, controls, or where it has jurisdiction under the law, including where
it (a) occurs on, or is delivered to, school property or a school-sponsored activity or event on or off
school property; or (b) occurs off of school property or outside of a school-sponsored activity or
event, if the conduct interferes with a student’s educational opportunities or substantially disrupts
the orderly operations of the school or school-sponsored activity or event, as set forth in Board policy
JICK, Pupil Safety and Violence Prevention. Examples of sites and activities include all District
buildings and grounds, school buses and other vehicles, field trips, and athletic competitions.

D. REPORT, COMPLAINT, AND GRIEVANCE PROCEDURES

1. Reports or complaints of sex discrimination, including sex-based harassment, or sexual violence
should be made under Board policy ACAC;

2. Reports or complaints by students of discrimination on the basis of educational disability under the
IDEA should be made under Board policy ACE;

3. Reports or complaints of bullying or other harassment of pupils should be made under Board policy
JICK;

4. Reports or complaints of discrimination, harassment, or retaliation not specified above, including,
without limitation, claims relating to race, ethnicity, disability (e.g., ADA or 504), religion, access to

2
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the Boy Scouts of America or other Title 36 youth group listed in Title 36, Subtitle Il, Part B of the
United States Code (as a patriotic society) that is intended to serve young people under the age of
21, and not involving or relating to the District's food services (see number 5 below) should be
made under the grievance procedure in Board policy ACA; and

5. Reports or complaints of discrimination based upon protected classes relative to any of the
District's food and nutrition services (FNS) programs (school lunches, etc.) should be made under
Board policy ACF, unless the alleged discriminatory conduct relates to a class identified in Sections
D.1orD.2.

= Any person who believes that he or she has been discriminated against, harassed, or bullied in violation of
this policy by any student, employee, or other person under the supervision and control of the school
system, or any third person who knows or suspects conduct that may constitute discrimination, harassment,
or bullying, should contact the Pittsfield Superintendents office, or otherwise as provided in the policies
referenced above under this same heading.

Any employee who has witnessed, or who has reliable information that another person may have been
subjected to discrimination, harassment, or bullying in violation of this policy has a duty to report such
conduct to his/her immediate supervisor, the Pittsfield Superintendents office, or as provided in one of the
policies or administrative procedures referenced above under this same heading. Additionally, employees
who observe an incident of harassment or bullying are expected to intervene to stop the conduct in
situations in which they have supervisory control over the perpetrator and it is safe to do so. If an employee
knows of an incident involving discrimination, harassment, or bullying and the employee fails to report the
conduct or take proper action or knowingly provides false information in regard to the incident, the
employee will be subject to disciplinary action up to, and including, dismissal.

Investigations and resolution of any complaints shall be according to the policies listed above and related
administrative procedures or regulations. Complaints or reports regarding matters not covered in those
policies should be made to the Pittsfield Superintendents office.

E. ALTERNATIVE COMPLAINT PROCEDURES AND LEGAL REMEDIES

At any time, whether or not an individual files a complaint or report under this policy or policy ACA,
an individual may file a complaint with an external agency, such as the Office for Civil Rights
(“OCR”) of the United States Department of Education, the New Hampshire Commission for Human
Rights, or another relevant authority. The contact information for such agencies is located in AC-
R(2). Complaints to the OCR, however, must be made within 180 days of the last act of alleged
discrimination, harassment or retaliation giving rise to the complaint or from the date the
Complainant could reasonably become aware of such occurrence.

Notwithstanding any other remedy, any person may contact the police or pursue criminal prosecution
under state or federal criminal law.

F. RETALIATION PROHIBITED
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No reprisals or retaliation of any kind will be taken by the Board or by any District employee against
the complainant or other individual on account of his or her filing a complaint or report or making
statements in the course of an investigation or grievance procedure. Charging an individual with a
code of conduct violation for making a materially false statement in bad faith in the course of an
investigation, a disciplinary proceeding, or grievance proceeding does not constitute retaliation,
provided, however, that a finding explicitly or implicitly negating a statement, alone, is not
sufficient alone to conclude that the person made a materially false statement in bad faith.

G. HUMAN RIGHTS OFFICER, TITLE IX AND 504/ADA COORDINATORS

The Superintendent shall assure that District and or building personnel are assigned to the positions
listed below. Each year, and more often when personnel change, the Superintendent shall prepare
and disseminate as a supplement to this policy AC-R(2) an updated list of the person or persons acting
in those positions, along with their District contact information, including telephone number, email,
and postal and physical addresses:

e Human Resource Officer: Rheana Anderson
e Title IX Coordinator: Melissa Brown
e 504/ADA Coordinator: Erik Anderson

The Appendix will also include current contact information for relevant state and federal agencies
including:

U.S. Department of Education, Office of Civil Rights

U.S. Department of Agriculture, Office of Civil Rights

N.H. Human Rights Commission

N.H. Department of Justice, Civil Rights Unit

N.H. Department of Education, Commissioner of Education

H. DISTRICT ANTI-DISCRIMINATION PLAN

The District Anti-Discrimination Plan shall be reviewed every two years.
I. STATUTORY AND REGULATORY NONDISCRIMINATION STATEMENTS AND NOTICES

1. Comprehensive Prohibition Against Discrimination in Educational Programs and Activities.
Under State or Federal law and Board policy, no person shall be excluded from, denied the benefits
of, or subjected to discrimination or harassment in the District’s public schools because of their
age, sex, gender identity, sexual orientation, race, color, marital status, familial status, disability,
religion or national origin.

Harassment of students other than on the basis of any of the classes or categories listed above is
prohibited under Board policy JICK Pupil Safety and Violence Prevention.
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a.

b.

Required

Equal Opportunity of Employment and Prohibition Against Discrimination in Employment.

The School District is an Equal Opportunity Employer. The District ensures equal employment
opportunities without regard to age, color, creed, disability, gender identity, marital status,
national origin, pregnancy, race, religion, sex, or sexual orientation. The District will employ
individuals who meet the physical and mental requirements, and who have the education, training,
and experience established as necessary for the performance of the job as specified in the
pertinent job description(s). Employees must be able to perform the essential duties of the
position.

Discrimination against and harassment of school employees because of age, sex, race, creed,
religion, color, marital status, familial status, physical or mental disability, genetic information,
national origin, ancestry, sexual orientation, or gender identity are prohibited. Additionally, the
District will not discriminate against any employee who is a victim of domestic violence,
harassment, sexual assault, or stalking.

USDA Nondiscrimination Statement (copied from Policy ACF).

In accordance with federal civil rights law and U.S. Department of Agriculture (USDA) civil rights
regulations and policies, this institution is prohibited from discriminating based on race, color,
national origin, religion, sex, disability, age, marital status, family/parental status, income derived
from a public assistance program, political beliefs, or reprisal or retaliation for prior civil rights
activity, in any program or activity conducted or funded by USDA (not all bases apply to all
programs). Remedies and complaint filing deadlines vary by program or incident.

Persons with disabilities who require alternative means of communication for program information
(e.g., Braille, large print, audiotape, American Sign Language, etc.) should contact the responsible
Agency or USDA's TARGET Center at (202) 720-2600 (voice and TTY) or contact USDA through the
Federal Relay Service at (800) 877-8339. Additionally, program information may be made available
in languages other than English.

To file a program discrimination complaint, a Complainant should complete a Form AD-3027, USDA
Program Discrimination Complaint Form which can be obtained online at: USDA Form AD-

3027 (linked tested 2024/5/9), from any USDA office, by calling (866) 632-9992, or by writing a
letter addressed to USDA. The letter must contain the complainant’s name, address, telephone
number, and a written description of the alleged discriminatory action in sufficient detail to inform
the Assistant Secretary for Civil Rights (ASCR) about the nature and date of an alleged civil rights
violation. The completed AD-3027 form or letter must be submitted to USDA by:

Mail:

U.S. Department of Agriculture

Office of the Assistant Secretary for Civil Rights
1400 Independence Avenue, SW

Washington, D.C. 20250-9410;

Fax: (833) 256-1665 or (202) 690-7442; or


https://www.usda.gov/sites/default/files/documents/ad-3027.pdf
https://www.usda.gov/sites/default/files/documents/ad-3027.pdf
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¢. Email: Program.Intake@usda.gov

J.  COLLABORATION WITH OUTSIDE AGENCIES

Information may be disclosed if necessary to further the investigation, appeal or resolution of a
grievance, or if necessary to carry out interim or disciplinary measures. The District will disclose
information to the District's attorney, law enforcement, and others when necessary to enforce this
policy or when required by law. In implementing this policy, the District will comply with state and
federal laws regarding the confidentiality of student and employee records. Information regarding
any resulting employee or student disciplinary action will be maintained and released in the same
manner as any other disciplinary record. The District will keep any documentation created in
investigating the complaint including, but not limited to, documentation considered when making any
conclusions, in accordance with Board policy, state and federal laws, and as advised by the District's
attorney.

K. ADDITIONAL REPORTING REQUIREMENTS

Reports under this Policy are in addition to and do not replace other reporting requirements
mandated by law or other policies - see, e.g., Educator Code of Conduct, abuse or neglect of children
(see RSA 169-C:29 and District policy), acts of “theft, destruction, or violence” (see RSA 193-D:4, | (a)
and Ed 317.06), incidents of “bullying” (see RSA 193-F and policy JICK), and hazing (see RSA 671:7).

L. ADMINISTRATIVE PROCEDURES, REGULATIONS AND TRAINING PROGRAMS

The School District shall develop such other procedures and regulations, and shall ensure that training
programs are provided as are necessary and appropriate to implement this policy as well as the other
policies referenced above.

M. NOTICE OF COMPLIANCE

The School District will provide notice of the nondiscrimination statements and notices, the Anti-
Discrimination Plan, to all applicants for employment, employees, students, parents, and other
interested persons as required by statute, policy or regulation, or as the Superintendent may
otherwise deem appropriate.

District Policy History:
First reading: 10/2/2025

Second reading/adopted:
District revision history:

Legal References Disclaimer: These references are not intended to be considered part of this policy, nor
should they be taken as a comprehensive statement of the legal basis for the Board to enact this policy,
nor as a complete recitation of related legal authority. Instead, they are provided as additional resources
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for those interested in the subject matter of the policy.

NH Statutes
RSA 186:11, XXXl

RSA 193-F
RSA 193:38
RSA 275:71

RSA 275:78-83

RSA 354-A
RSA 354-A:1

RSA 354-A:27

RSA 354-A:6

NH Dept of Ed Regulation
N.H. Code Admin. Rules Ed 303.01 (i)

Federal Regulations
34 CFR 108

89 FR 29182

Federal Statutes
20 U.S.C 1681, et seq

20 U.S.C. § 1400-1417

20 U.S.C. § 7905

29 U.S.C. 621, et seq.

29 U.S.C. 705

29 U.S.C. 794

36 U.S.C. Subtitle Il Part B
42 U.S.C. 12101, et seq.

42 U.S.C. 2000c

Description
Discrimination

Pupil Safety and Violence Prevention

Discrimination in Public Schools

Prohibited Conduct by Employer

Policies Relating to Nursing Mothers (Scroll down to sections

275:78-83)

State Commission for Human Rights

(Human Rights) Title and Purposes of Chapter

Opportunity for Public Education without Discrimination a Civil
Right

Opportunity for Employment without Discrimination a Civil Right

Description
School Board Substantive Duties

Description
Equal Access to Public School Facilities for the Boy Scouts of
America and Other Desighated Youth Groups

Pregnant Workers Fairness Act (“PWFA”)

Description
Title IX of the Education Amendments of 1972

Individuals with Disabilities Education Act (IDEA)

Equal access to public school facilities (“Boy Scouts of America
Equal Access Act”)

The Age Discrimination in Employment Act of 1967

The Rehabilitation Act of 1973 - Definitions

Rehabilitation Act of 1973 (Section 504)

Organizations

Title Il of The Americans with Disabilities Act of 1990

Title IV of the Civil Rights Act of 1964



https://www.gencourt.state.nh.us/rsa/html/XV/186/186-11.htm#
https://www.gencourt.state.nh.us/rsa/html/XV/193-F/193-F-mrg.htm#
https://www.gencourt.state.nh.us/rsa/html/XV/193/193-38.htm#
https://www.gencourt.state.nh.us/rsa/html/XXIII/275/275-71.htm#
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm#
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm#
https://www.gencourt.state.nh.us/rsa/html/XXXI/354-A/354-A-mrg.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm#
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html#
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108#
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108#
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1636#
https://www.law.cornell.edu/uscode/text/20/chapter-38#
https://www.law.cornell.edu/uscode/text/20/chapter-33#
https://www.law.cornell.edu/uscode/text/20/7905#
https://www.law.cornell.edu/uscode/text/20/7905#
https://www.law.cornell.edu/uscode/text/29/621#:%7E:text=621%20et%20seq.)%2C%20which,justified%20by%20significant%20cost%20considerations.
https://www.law.cornell.edu/uscode/text/29/705#
https://www.law.cornell.edu/uscode/text/29/794#
https://www.law.cornell.edu/uscode/text/36/subtitle-II/part-B#
https://www.law.cornell.edu/uscode/text/42/12101#
https://www.law.cornell.edu/uscode/text/42/2000c#
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42 U.S.C. 2000d et seq.
42 U.S.C. 2000¢ et seq.
42 U.S.C. 2000gg

42 U.S.C. 218d

Title VI of the Civil Rights Act of 1964

Title VII of the Civil Rights Act of 1964

Pregnant Worker Fairness Act ("PWFA")

Pump for Nursing Mothers Act ("PUMP Act")

Required


https://www.law.cornell.edu/uscode/text/42/2000d#
https://www.law.cornell.edu/uscode/text/42/2000e#
https://www.law.cornell.edu/uscode/text/42/chapter-21G#
https://www.law.cornell.edu/uscode/text/29/218d#

Policy AC-R(2): Non-Discrimination, Equal Opportunity Employment, Anti- Discrimination Notice of
Contact Information Required

Non-Discrimination, Equal Opportunity Employment, Anti- Discrimination Contact Information

Pursuant to Board policy AC, Nondiscrimination, Equal Opportunity Employment, and District Anti-
Discrimination Plan, the District administration is directed to update and publish a list of current
personnel and contact information for various positions and outside agencies relating to the
District’s anti-discrimination policies.

DISTRICT PERSONNEL:

Human Rights Officer
Name: Rheana Anderson
Address: 23 Oneida Street, Pittsfield, NH
Telephone: 603-435-5526
Email Address: randerson@sau51.org

Title IX Coordinator
Name: Melissa Brown
Address: 23 Oneida Street, Pittsfield, NH
Telephone: 603-435-6701
Email Address: mbrown@sau51.org

504/ADA Coordinator
Name: Erik Anderson
Address: 23 Oneida Street, Pittsfield, NH
Telephone: 603-435-6701
Email Address: eanderson@sau51.org

OUTSIDE AGENCIES:
Office for Civil Rights, U.S. Department of Education; 5 Post Office Square, 8th Floor, Boston,
MA 02109-3921; Telephone - 617-289-0111; Email - OCR.Boston@ed.gov

Office of the Assistant Secretary for Civil Rights, U.S. Department of Agriculture; 1400
Independence Avenue, SW, Washington, D.C., 20250-9410; Telephone - 866-632-9992; Email
- program.intake@usda.gov

Boston Area Office, U.S. Equal Employment Opportunity Commission; JFK Federal Building, 15
New Sudbury Street, Room 475, Boston, MA 02203-0506; Telephone - 1-800-669-4000; ASL
Videophone - 1-844-234-5122; Email - info@eeoc.gov

New Hampshire Commission for Human Rights; 57 Regional Drive, Suite 8, Concord, NH
03301; Telephone - 603-271-2767; Email - humanrights@hrc.nh.gov

New Hampshire Department of Justice, Civil Rights Unit; 33 Capitol Street, Concord, NH
03301; Telephone - 603-271-3650; Email - doj.civilrights@doj.nh.gov
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N.H. Department of Education, Commissioner of Education; 25 Hall Street, Concord, NH
03301; Telephone - 603-271-3494; Email - info@doe.nh.gov

District revision history:
First Reading: 10/2/2025 AC-R(2)replaces the former AC-E which has been rescinded.
Second Reading/Adoption:

Legal References Disclaimer: These references are not intended to be considered part of this policy,
nor should they be taken as a comprehensive statement of the legal basis for the Board to enact this
policy, nor as a complete recitation of related legal authority. Instead, they are provided as
additional resources for those interested in the subject matter of the policy.

NH Statutes Description

RSA 186:11, XXXIlI
RSA 193-F
RSA 193:38

RSA 275:71

RSA 275:78-83
RSA 354-A

RSA 354-A:1

RSA 354-A:27

RSA 354-A:6

NH Dept of Ed
Regulation

N.H. Code Admin.
Rules Ed 303.01 (i)

Federal Regulation

Discrimination

Pupil Safety and Violence Prevention

Discrimination in Public Schools

Prohibited Conduct by Employer

Policies Relating to Nursing Mothers (Scroll down to
sections 275:78-83)

State Commission for Human Rights

(Human Rights) Title and Purposes of Chapter

Opportunity for Public Education without Discrimination a
Civil Right

Opportunity for Employment
without Discrimination a Civil Right

Description

School Board Substantive Duties

Description

Equal Access to Public School Facilities for the Boy Scouts of

34 CFR 108 America and Other Designated Youth Groups
89 FR 29182 Pregnant Workers Fairness Act (“PWFA”)
20 U.S.C 1681, et seq Title IX of the Education Amendments of 1972
20 U.S.C. § 1400-1417 Individuals with Disabilities Education Act (IDEA)
Equal access to public school facilities (“Boy Scouts of America
20 U.S.C. § 7905 Equal Access Act”)
29 U.S.C. 621, et seq. The Age Discrimination in Employment Act of 1967
29 U.S.C. 705 The Rehabilitation Act of 1973 - Definitions
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https://www.gencourt.state.nh.us/rsa/html/XV/186/186-11.htm
https://www.gencourt.state.nh.us/rsa/html/XV/193-F/193-F-mrg.htm
https://www.gencourt.state.nh.us/rsa/html/XV/193/193-38.htm
https://www.gencourt.state.nh.us/rsa/html/XXIII/275/275-71.htm
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm
https://www.gencourt.state.nh.us/rsa/html/XXXI/354-A/354-A-mrg.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1636
https://www.law.cornell.edu/uscode/text/20/chapter-38
https://www.law.cornell.edu/uscode/text/20/chapter-33
https://www.law.cornell.edu/uscode/text/20/7905
https://www.law.cornell.edu/uscode/text/20/7905
https://www.law.cornell.edu/uscode/text/29/621#:%7E:text=621%20et%20seq.)%2C%20which,justified%20by%20significant%20cost%20considerations.%E2%80%9D
https://www.law.cornell.edu/uscode/text/29/705
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29 U.S.C.

36 U.S.C.

42 US.C

42 US.C

42 US.C

42 US.C

42 US.C.

42 US.C.

794

Subtitle Il Part B
12101, et seq.
2000c

2000d et seq.
2000e et seq.
2000gg

218d

Required

Rehabilitation Act of 1973 (Section 504)

Organizations
Title Il of The Americans with Disabilities Act of 1990

Title IV of the Civil Rights Act of 1964

Title VI of the Civil Rights Act of 1964

Title VII of the Civil Rights Act of 1964

Pregnant Worker Fairness Act ("PWFA")

Pump for Nursing Mothers Act ("PUMP Act")



https://www.law.cornell.edu/uscode/text/29/794
https://www.law.cornell.edu/uscode/text/36/subtitle-II/part-B
https://www.law.cornell.edu/uscode/text/42/12101
https://www.law.cornell.edu/uscode/text/42/2000c
https://www.law.cornell.edu/uscode/text/42/2000d
https://www.law.cornell.edu/uscode/text/42/2000e
https://www.law.cornell.edu/uscode/text/42/chapter-21G
https://www.law.cornell.edu/uscode/text/29/218d
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Discrimination and Harassment Grievance Procedure
A. Purpose

As described in Board policy AC and other policies referenced there, the District is committed to
maintaining a workplace and educational environment that is free from discrimination,
harassment, and retaliation* in admission or access to, or treatment or employment in, its
programs, services, activities, and facilities.

*NOTE: Definitions for these terms can be found in policy AC.

This policy provides a grievance process for any complaints of illegal discrimination, harassment,
or retaliation that are not addressed by other Board policies. For example, while race-based or

ethnicity-based harassment or discrimination could be addressed through the grievance process
in this policy, sex discrimination or sex-based harassment must be addressed under policy ACAC.

The District does not assume responsibility or liability for actions that are unrelated to the
District's programs or activities. However, the District may investigate any behavior that occurs
on or off District property to the extent that such an investigation is necessary for the District to
meet its legal obligations to address discrimination, harassment, and retaliation that negatively
impact the education or work environment in the District. The District can address such behavior
only when and to the extent that the District has the legal authority to do so.

B. Reports and Complaints of Discrimination or Harassment

Under this policy, a report is nothing more than providing information to the District regarding
conduct or statements that might constitute discrimination, harassment, or retaliation
(“Discriminatory Conduct”) as described below. A grievance or complaint (referred to in this
policy as a “Complaint”) is a verbal or written report or complaint of Discriminatory Conduct that
objectively can be understood as a request for the District to investigate and make a
determination about alleged Discriminatory Conduct. A Complaint is required to initiate the
formal Grievance Process as described below.

C. Reports — Informal Process
Contact information for the District’s Human Rights Officer, Title IX Coordinator, and 504/ADA
Coordinator can be found in AC-R(2).

District employees and volunteers are required to report such conduct as soon as possible, but
not later than the end of the next school or work day. This requirement does not apply if the
employee or volunteer is the subject of the conduct, unless any student witnessed or was
otherwise impacted by the conduct.

Upon receiving a report, the Human Rights Officer may determine that the incident has been
appropriately addressed or may recommend additional action.
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1. Reports of prohibited or illegal Discriminatory Conduct should be made to the District Human
Rights Officer or the Building Principal under this policy unless:

a. The report is about the Human Rights Officer, Title IX Coordinator, 504/ADA Coordinator, in
which case the report may be made directly to the Superintendent or Superintendent’s
designee, who shall then appoint an alternate to act in place of the disqualified officer.

b. The report concerns potential sex discrimination, sex-based harassment, or retaliation, in
which case the report should be made to the Title IX Coordinator under policy ACAC.

c. The report concerns potential discrimination, harassment, or retaliation related to a real or
perceived disability, in which case the report should be made to the District’s 504/ADA
Coordinator under this policy.

d. The report concerns harassment that does not involve a protected class (included in AC), in
which case the report shall be made to the Building Principal under policy JICK.

2. Any person who believes they have been subjected to prohibited or illegal Discriminatory
Conduct may report the alleged acts to the District Human Rights Officer in accordance with this
policy.

If a student is more comfortable reporting to a person other than the Human Rights Officer (e.g.,
guidance counselor, teacher, Principal), the student may tell any school district employee or
volunteer. The employee or volunteer shall then make a report as discussed above and below in
this Section C.

3. Any person who witnesses or receives a report of behavior they believe to be Discriminatory
Conduct should report the alleged acts immediately to the Human Rights Officer.

If a student is more comfortable reporting to a person other than the Human Rights Officer (e.g.,
guidance counselor, teacher, Principal), the student may tell any school district employee or
volunteer. The employee or volunteer shall then make a report per the following paragraph.

D. Definitions
For the purposes of this policy and only this policy, terms are defined as follows.

“Complaint” means a document filed by a complainant, alleging discrimination or harassment
against a respondent or the District, and requesting that the District investigate the allegation of
harassment or discrimination. ("Complaint" is to be distinguished from a "Report" as defined
below.)

e Complaints involving sex discrimination, sexual harassment (whether under Title IX or other), or
retaliation must be referred to the Title IX Coordinator. See policy ACAC for the Title IX Grievance
Procedure.

e Complaints involving discrimination, harassment, or retaliation relative to a real or perceived
disability must be referred to the 504/ADA Coordinator. Such complaints will be addressed in
accordance with this policy and “Human Rights Officer” below shall refer to the 504/ADA
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Coordinator.

e Complaints of harassment that do not involve protected classes as identified in policy AC should
be processed under policy JICK, the District’s anti-bullying policy and procedures.

All other Complaints will be managed by the Human Rights Officer.

“Complainant” is the person making a complaint. The Complainant may or may not be the Victim.
If the Complainant is under 18 years of age, the Complainant’s parent(s) or legal guardian(s) shall
also receive any communication regarding the Complaint or Grievance Process to which the
Complainant is entitled.

“Discriminatory Conduct” refers to discrimination, harassment, or retaliation.

“Grievance Process” is the formal investigation and determination of whether prohibited or illegal
discrimination, harassment, or retaliation occurred, and may include appeals.

Human Rights Officer is the person assigned to that role in the District; contact information for
this person can be found in policy AC-R(2). If the Human Rights Officer designates another person
to act as the Human Rights Officer, “Human Rights Officer” shall refer to that designee. Similarly, if
the Human Rights Officer directs a Complaint to the 504/ADA Coordinator, “Human Rights Officer”
as used in this policy refers to the 504/ADA Coordinator. If the report or Complaint of alleged
discrimination, harassment, or retaliation involves the Human Rights Officer, “Human Rights
Officer” shall refer to a person assigned by the Superintendent or the Superintendent’s designee
to handle the report or Complaint.

“Report” is information provided to the District regarding conduct or statements that might
constitute discrimination, harassment, or retaliation. A report does NOT prompt the Grievance
Process; only a Complaint initiates the formal Grievance Process.

“Respondent” is the person who allegedly engaged in the prohibited or illegal discrimination,
harassment, or retaliation. If a District policy, procedure, rule, custom, or practice is the subject of
a report or Complaint and not a specific person, the District is considered the Respondent. If a
Respondent is under 18 years of age, the Respondent’s parent(s) or legal guardian(s) shall also
receive any communication regarding the Complaint or Grievance Process to which the
Respondent is entitled.

“Victim” is the person who was allegedly subjected to the prohibited or illegal discrimination,
harassment, or retaliation. The Victim may or may not be the Complainant. If a Victim is under 18
years of age, the Victim’s parent(s) or legal guardian(s) shall also receive any communication
regarding the Complaint or Grievance Process to which the Victim is entitled.

“Witness” is a person who may have information regarding the alleged discrimination,
harassment, or retaliation.
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E. Complaints and Initiation of the Formal Grievance Process.

A person begins the formal grievance process by making a Complaint with the Human Rights
Officer. If the Complaint is against the Human Rights Officer, the Title IX Coordinator, or the
504/ADA Coordinator, or if some other conflict of interest exists, the Complaint may be made to
the Superintendent or Superintendent’s designee, who shall then appoint an alternate to act in
place of the disqualified officer. For Complaints against the Human Rights Officer, the appointed
alternate shall be deemed the “Human Rights Officer” for purposes of all the duties and powers
of the Human Rights Officer as described below.

Written Complaints are strongly encouraged, as a written record provides certainty regarding the
nature of the Complaint. If an oral Complaint is made, the Human Rights Officer will offer to
assist in the preparation of a written Complaint or, if assistance is refused, to create a recording
of the oral Complaint. If both assistance and recording are refused by the Complainant, the
District will investigate the expressed oral Complaint but, again, notes that an undocumented or
unrecorded Complaint may result in uncertainty regarding the nature of the Complaint.

The submission of a Complaint initiates Level 1 of the Grievance Process as described below.
Upon receiving the Complaint, the Human Rights Officer will review the Complaint to determine
whether it concerns allegations more appropriately addressed under a different procedure in
accordance with policy AC.

Complaints should be made as soon as possible. Complainants are advised that complaints to the
Office for Civil Rights of the United States Department of Education (“OCR”) must be made within
180 days of the last act of alleged discrimination, harassment, or retaliation giving rise to the
complaint or from the date the Complainant could reasonably have become aware of such
occurrence.

If the person making the Complaint (the “Complainant”) or the person alleged to have
committed the discriminatory conduct (the “Respondent”) is under 18 years of age, the Human
Rights Officer shall notify their parent(s)/guardian(s) of the Complaint.

In determining whether the alleged actions constitute prohibited or illegal Discriminatory
Conduct, the District will consider the surrounding circumstances, the nature of the behavior, the
relationships between the parties involved, past incidents, the context in which the alleged
incidents occurred, and all other relevant information. If, after investigation, school officials
determine that it is more likely than not (the preponderance of the evidence standard) that
Discriminatory Conduct or other prohibited behavior has occurred, the District will take prompt
and effective corrective action in accordance with law and Board policy.

Level | - Investigation and Initial Determination:

The Human Rights Officer will initiate an impartial investigation within five days of receiving the
Complaint. The Human Rights Officer may appoint another qualified person (e.g. Building
Principal, etc.) to undertake the investigation. The Human Rights Officer or the appointed
designee shall be known as the Investigator. The Investigator shall coordinate with the
Superintendent with respect to assignment of persons or resources to fulfill the District’s
obligations, both general and case specific, relative to this policy (e.g., supplemental
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investigators, specialists); this may involve the retention of third-party personnel or additional
expenditure of resources.

The Investigator shall conduct a prompt, impartial, adequate, reliable, and thorough
investigation, including the opportunity for the Complainant and other parties involved to
identify witnesses and provide information and other evidence. The Investigator will evaluate all
relevant information and documentation relating to the Complaint.

Within 30 working days of receiving the Complaint, the Investigator will complete a written
report that summarizes the investigation and makes determinations as to whether the facts
indicate a violation of this policy based on the appropriate legal standard. If someone other than
the Human Rights Officer served as Investigator, the Human Rights Officer will receive the report
and either adopt the report as submitted or modify and complete the report upon further
investigation and/or review of applicable policy and law. If the determination is that prohibited
or illegal Discriminatory Conduct occurred, the Human Rights Officer will recommend corrective
action to the Superintendent to address the discrimination, harassment, or retaliation; prevent
recurrence; and remedy its effects.

The Complainant(s), the victim(s) (if someone other than the victim(s) filed the Complaint), and
the Respondent(s) will be notified of the determination in writing, within five working days of the
completion of the investigatory report.

An extension of the investigation and any other deadlines/periods identified in this Section may
be warranted if extenuating circumstances exist as determined by the Investigator. The
Complainant(s), the victim(s) (if someone other than the victim(s) filed the Complaint), and the
Respondent(s) will be notified when deadlines are extended.

Level Il — Appeal:

Within five working days after receiving the Level | decision, the Complainant(s), the victim(s) (if
someone other than the victim(s) filed the Complaint), or any Respondent may

appeal the Investigator's decision to the Superintendent by notifying the Superintendent in
writing. The Superintendent shall impartially review the matter or may designate another
qualified person to conduct a prompt and impartial review.

Within ten working days, the Superintendent or designee will complete a written decision on the
appeal, stating whether a violation of District policy is found and, if so, stating what corrective
actions will be implemented, or, the Superintendent/designee may determine to remand the
matter to the Investigator for further investigation or consideration. If someone other than the
Superintendent conducts the appeal, the Superintendent will review and sign the report before it
is given to the person appealing. A copy of the appeal and decision will be given to the Level |
Investigator. The Complainant(s), the victim(s) (if someone other than the victim(s) filed the
Complaint), and any Respondent will be notified in writing, within five working days of the
Superintendent's decision, regarding whether the Superintendent or designee upheld,
overturned, or modified the Level | decision.
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Level Il — Appeal:

Within five working days after receiving the Level Il decision, the Complainant(s), the victim(s) (if
someone other than the victim(s) filed the Complaint), or any Respondent may appeal the
Superintendent's decision by notifying the Superintendent and School Board Chair in writing.

Level Ill appeals may only be based upon one or more of the following grounds, which must be
stated specifically in the party’s written appeal:

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

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

3. The Investigator, or Superintendent/designee had a conflict of interest or bias for or
against complainants or respondents generally or the individual complainant or respondent
that affected the outcome of the matter.

Appeals for any other reason not included in the written appeal will not be heard.

Appeals that pertain only to disciplinary sanctions may be made pursuant to the District’s
ordinary review process for discipline, or, to the extent applicable, any statutory or other
processes provided under collective bargaining agreements or individual contracts.

Upon receiving a written appeal, the School Board Chair will promptly confer with the School
Board's attorney for guidance as to whether assigning the appeal to an outside hearing officer is
in the best interests of the District. This conference may occur with the Board in the context of a
consultation with counsel under 91-A:2, Il (b)

Within 21 days, the School Board will determine whether to hear the appeal or submit it to an
outside hearing officer.

The Complainant(s), the victim(s) (if someone other than the victim(s) filed the Complaint), and
each Respondent will be allowed to address or otherwise submit information to the
Board/hearing officer, and the Board/hearing officer may call for the presence of other persons
the Board/hearing officer deems necessary. The Board/hearing officer will issue a decision within
30 working days after the hearing or submission of information for implementation by the
administration. The Complainant(s), the victim(s) (if someone other than the victim(s) filed the
Compilaint), and each Respondent will be notified in writing, within five working days of the
Board/hearing officer's decision, subject to such confidentiality as is consistent with applicable
policy and law. The Level Il decision is final.

F. Confidentiality

Information contained in reports or Complaints, or the records relating to a formal grievance
process, including, e.g., the identities of the Complainant(s), victim(s), Respondent(s), or
witness(es), will only be disclosed as reasonably necessary in connection with the investigation or
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as required by law or policy. The District will make reports to appropriate authorities as
necessary or as required by law.

G. District Actions in Absence of Formal Complaint

Even if the person who is the subject of the alleged discriminatory conduct does not file a
Complaint under this policy, if the District otherwise learns about possible discrimination,
harassment, or retaliation, including violence, the Human Rights Officer will conduct a prompt,
impartial, adequate, reliable, and thorough investigation to determine whether conduct in
violation of law, District policy, or District expectations and Code of Conduct occurred, and will
consult with the Building Principal and/or Superintendent regarding recommended supportive
measures, remedies, and/or disciplinary consequences as deemed necessary or appropriate.

H. Interim and/or Supportive Measures

When a report or Complaint is made or the District otherwise learns of potential discrimination,
harassment, or retaliation, the District will take immediate action to protect the alleged victim(s),
including implementing interim and/or supportive measures. Such measures may be provided on
a temporary, long-term, or permanent basis and include, but are not limited to, altering a class
seating arrangement, providing additional supervision, or suspending an employee pending an
investigation. The District will also take immediate steps to prevent retaliation against the alleged
victim(s) and/or Complainant(s), any person associated with the alleged victim(s) and/or
Complainant(s), or any witness(es) or participant(s) in the investigation. These steps may include,
but are not limited to, notifying students, employees and others that they are protected from
retaliation, ensuring that they know how to make reports or Complaints, and initiating follow-up
contact with the alleged victim(s) and/or Complainant(s) to determine if any additional acts of
discrimination, harassment, or retaliation have occurred.

I. Consequences and Remedies

If the District determines that prohibited or illegal Discriminatory Conduct has occurred, the
District will take prompt, effective and appropriate action to address the behavior, prevent its
recurrence, and remedy its effects.

Employees who violate this policy will be disciplined, up to and including employment
termination. Students who violate this policy will be disciplined in accordance with applicable
policies, Codes of Conduct, or school/classroom rules and regulations. Patrons, contractors,
visitors, or others who violate this policy may be prohibited from District property or otherwise
restricted while on District property. The Superintendent, Human Rights Officer, Building
Principal, or designees will contact law enforcement or seek a court order to enforce this policy
when necessary or when actions may constitute criminal behavior.
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J. Training

The District will provide training to employees on identifying and reporting acts that may
constitute discrimination, harassment, or retaliation. The District will instruct employees to make
all reports to proper personnel, specifically the Building Principal. The Building Principal will refer
reports of illegal discrimination, harassment, or retaliation to the proper personnel, as found in
policies AC and AC-R(2). The District will inform employees of the consequences of violating this
policy and the remedies the District may use to rectify policy violations. All employees will have
access to the District's current policies, required notices, and complaint forms. The District will
provide training to any person responsible for investigating potential discrimination, harassment,
or retaliation.

The District will provide information to parents/guardians and students regarding this policy and
will provide age-appropriate instruction to students.

District Policy History:
First reading: October 2, 2025
Second reading/adopted:

District revision history:

Legal References Disclaimer: These references are not intended to be considered part of this policy,
nor should they be taken as a comprehensive statement of the legal basis for the Board to enact this
policy, nor as a complete recitation of related legal authority. Instead, they are provided as
additional resources for those interested in the subject matter of the policy.

NH Statutes Description
Exclusion During Outbreak of
RSA 141-C:20-d Disease
Freedom of Assembly, Freedom of
RSA 189:1-b Religion
Pupil Safety and Violence
RSA 193-F Prevention
RSA 193:38 Discrimination in Public Schools
RSA 200:39 Exclusion from School

Policies Relating to Nursing Mothers
RSA 275:78-83 (Scroll down to sections 275:78-83)

(Human Rights) Title and Purposes
RSA 354-A:1 of Chapter



https://www.gencourt.state.nh.us/rsa/html/X/141-C/141-C-20-d.htm
https://www.gencourt.state.nh.us/rsa/html/X/141-C/141-C-20-d.htm
https://www.gencourt.state.nh.us/rsa/html/XV/189/189-1-b.htm
https://www.gencourt.state.nh.us/rsa/html/XV/189/189-1-b.htm
https://www.gencourt.state.nh.us/rsa/html/XV/193-F/193-F-mrg.htm
https://www.gencourt.state.nh.us/rsa/html/XV/193-F/193-F-mrg.htm
https://www.gencourt.state.nh.us/rsa/html/XV/193/193-38.htm
https://www.gencourt.state.nh.us/rsa/html/XV/200/200-39.htm
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm
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NH Statutes

RSA 354-A:27

RSA 354-A.6
NH Dept of Ed Regulation

N.H. Code Admin. Rules Ed 1100

N.H. Code Admin. Rules Ed 1107.02(b)

N.H. Code Admin. Rules Ed 303.01 (j)

N.H. Code Admin. Rules Ed 306.04(b)(23)
N.H. Code Admin. Rules Ed 306.04(b)(7)

Federal Regulations

28 CFR Part 35

34 C.F.R. §§110.25

34 CFR 104
34 CFR 104.7(b)
34 CFR 106.30

34 CFR 106.44

34 CFR 106.45
34 CFR 106.71

34 CFR 108

Description

Opportunity for Public Education
without Discrimination a Civil Right

Opportunity for Employment
without Discrimination a Civil Right

Description

Standards for the Education of
Students With Disabilities

Evaluation Requirements for
Children With Specific Learning
Disabilities

Substantive Duties of School
Boards; Sexual Harassment Policy

Meeting the Special Physical Health
Needs of Students

Student Harassment

Description

Nondiscrimination on the Basis of
Disability in State and Local
Government Services

Designation of responsible
employee, notice, and grievance

procedures

Nondiscrimination on the Basis of
Handicap

Adoption of Grievance Procedures

Definitions

Recipient’s response to sexual
harassment

Grievance process for formal
complaints of sexual harassment

Retaliation

Equal Access to Public School
Facilities for the Boy Scouts of
America and Other Designated

Youth Groups



https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm
https://www.gencourt.state.nh.us/rules/state_agencies/ed1100.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed1100.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed1100.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed1100.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed1100.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.ecfr.gov/current/title-28/chapter-I/part-35
https://www.ecfr.gov/current/title-28/chapter-I/part-35
https://www.ecfr.gov/current/title-28/chapter-I/part-35
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-110/subpart-C/section-110.25
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-110/subpart-C/section-110.25
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-110/subpart-C/section-110.25
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-104
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-104
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-104/subpart-A/section-104.7
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.30
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.44
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.44
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.45
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.45
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-F/section-106.71
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-108
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Federal Regulations

34 CFR 300.307-.309
7 CFR Part 15, Subpart A

89 FR 29182

89 FR 31320 (28 CFR 35)

20 U.S.C 1681, et seq

20 U.S.C. § 1400-1417

20 U.S.C. § 7905

20 U.S.C. §§1400 et seq.

20U.S.C. §1232¢g

20 U.S.C. 1401(3)(B)

20 U.S.C. 1701-1758

29 U.S.C. 621, et seq.

29 U.S.C. 705

29 U.S.C. 794
36 U.S.C. Subtitle Il Part B

42 U.S.C. 12101, et seq.
42 U.S.C. 1751 et seq.

Description

Additional Procedures for
Identifying Children With Specific
Learning Disabilities

Nondiscrimination

Pregnant Workers Fairness Act

(“PWEFA”)

Nondiscrimination on the Basis of
Disability; Accessibility of Web
Information and Services of State
and Local Government Entities

Title IX of the Education
Amendments of 1972

Individuals with Disabilities
Education Act (IDEA)

Equal access to public school
facilities (“Boy Scouts of America
Equal Access Act”)

Individuals with Disabilities
Education Law

Family Educational Rights and
Privacy Act (FERPA)

Child with a Disability, Child Aged 3
through 9

Equal Educational Opportunities Act
of 1974 — “EEQA”

The Age Discrimination in
Employment Act of 1967

The Rehabilitation Act of 1973 -
Definitions

Rehabilitation Act of 1973 (Section
504)

Organizations

Title Il of The Americans with
Disabilities Act of 1990

National School Lunch Act
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https://www.ecfr.gov/current/title-34/subtitle-B/chapter-III/part-300/subpart-D/subject-group-ECFR0f22fac7ad954f5
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-III/part-300/subpart-D/subject-group-ECFR0f22fac7ad954f5
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-III/part-300/subpart-D/subject-group-ECFR0f22fac7ad954f5
https://www.ecfr.gov/current/title-7/part-15/subpart-A
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1636
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1636
https://www.govinfo.gov/content/pkg/FR-2024-04-24/pdf/2024-07758.pdf
https://www.govinfo.gov/content/pkg/FR-2024-04-24/pdf/2024-07758.pdf
https://www.govinfo.gov/content/pkg/FR-2024-04-24/pdf/2024-07758.pdf
https://www.govinfo.gov/content/pkg/FR-2024-04-24/pdf/2024-07758.pdf
https://www.law.cornell.edu/uscode/text/20/chapter-38
https://www.law.cornell.edu/uscode/text/20/chapter-38
https://www.law.cornell.edu/uscode/text/20/chapter-33
https://www.law.cornell.edu/uscode/text/20/chapter-33
https://www.law.cornell.edu/uscode/text/20/7905
https://www.law.cornell.edu/uscode/text/20/7905
https://www.law.cornell.edu/uscode/text/20/7905
https://www.law.cornell.edu/uscode/text/20/chapter-33
https://www.law.cornell.edu/uscode/text/20/chapter-33
https://www.law.cornell.edu/uscode/text/20/1232g
https://www.law.cornell.edu/uscode/text/20/1232g
https://www.law.cornell.edu/uscode/text/20/1401
https://www.law.cornell.edu/uscode/text/20/1401
https://www.law.cornell.edu/uscode/text/20/chapter-39
https://www.law.cornell.edu/uscode/text/20/chapter-39
https://www.law.cornell.edu/uscode/text/29/621#:%7E:text=621%20et%20seq.)%2C%20which,justified%20by%20significant%20cost%20considerations.%E2%80%9D
https://www.law.cornell.edu/uscode/text/29/621#:%7E:text=621%20et%20seq.)%2C%20which,justified%20by%20significant%20cost%20considerations.%E2%80%9D
https://www.law.cornell.edu/uscode/text/29/705
https://www.law.cornell.edu/uscode/text/29/705
https://www.law.cornell.edu/uscode/text/29/794
https://www.law.cornell.edu/uscode/text/29/794
https://www.law.cornell.edu/uscode/text/36/subtitle-II/part-B
https://www.law.cornell.edu/uscode/text/42/12101
https://www.law.cornell.edu/uscode/text/42/12101
https://www.law.cornell.edu/uscode/text/42/1751
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Federal Regulations

42 U.S.C. 2000c

42 U.S.C. 2000d et seq.

42 U.S.C. 2000e et seq.

42 U.S.C. 2000gg

42 U.S.C. 218d
42 USC 1751 -66

P.L.110-233

Description

Title IV of the Civil Rights Act of
1964

Title VI of the Civil Rights Act of
1964

Title VII of the Civil Rights Act of
1964

Pregnant Worker Fairness Act

("PWFA")

Pump for Nursing Mothers Act
("PUMP Act")

National School Lunch Act

Genetic Information
Nondiscrimination Act of 2008
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https://www.law.cornell.edu/uscode/text/42/2000c
https://www.law.cornell.edu/uscode/text/42/2000d
https://www.law.cornell.edu/uscode/text/42/2000d
https://www.law.cornell.edu/uscode/text/42/2000e
https://www.law.cornell.edu/uscode/text/42/2000e
https://www.law.cornell.edu/uscode/text/42/chapter-21G
https://www.law.cornell.edu/uscode/text/42/chapter-21G
https://www.law.cornell.edu/uscode/text/29/218d
https://www.law.cornell.edu/uscode/text/29/218d
https://www.law.cornell.edu/uscode/text/42/chapter-13
https://www.govinfo.gov/content/pkg/PLAW-110publ233/pdf/PLAW-110publ233.pdf
https://www.govinfo.gov/content/pkg/PLAW-110publ233/pdf/PLAW-110publ233.pdf
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Prohibition of Sexual Harassment: Policy and Grievance Procedures
Non-Discrimination, Equal Opportunity Employment, Anti-Discrimination Plan

INTRODUCTION AND GENERAL POLICY AGAINST DISCRIMINATION AND HARASSMENT

This policy and grievance procedure applies to all reports or complaints of sexual harassment,
whether prohibited by Title IX (“Title IX sexual harassment”) or sexual harassment
prohibited/governed by other policies or state or federal laws ("Non-Title IX sexual

harassment”). Definitions for both Title IX and Non-Title IX sexual harassment are found in Section
I1.C of this policy.

Instructions for making a report of either form of sexual harassment are found in Section

II.LK, and instructions for making a “Formal Complaint” initiating the Title IX investigation and
determination process are found in Section Ill.A. The “Title IX Grievance Process” (or sometimes
simply the “Grievance Procedure”) is Section Ill.

|. RESTATEMENT OF POLICY PROHIBITING DISCRIMINATION ON THE BASIS OF SEX.

Per Board policy AC, Title IX of the Education Amendments Act of 1972 (“Title 1X”), as well as RSA
193:38, among others, the District does not discriminate on the basis of sex in its educational
programs and activities, including employment and admissions. All forms of sex-based
discrimination, including sexual harassment, are prohibited in the District.

Il. DEFINITIONS AND OTHER PROVISIONS APPLICABLE TO PROHIBITED SEXUAL HARASSMENT.

A. Prohibited Sexual Harassment. Sexual harassment is a form of sex discrimination and is strictly
prohibited by the District. Behaviors that will often constitute prohibited sexual harassment
include:

1. Sexually suggestive remarks or jokes;
2. Verbal harassment or abuse;

3. Displaying or distributing sexually suggestive pictures, in whatever form (e.g., drawings,
photographs, videos, irrespective of format);

4. Sexually suggestive gesturing, including touching oneself in a sexually suggestive manner in
front of others;

5. Harassing or sexually suggestive or offensive messages that are written or transmitted
electronically;

6. Subtle or direct propositions for sexual favors or activities; or

7. Touching of a sexual nature or groping will always constitute a violation of school policies,
and such touching or groping that occurs without consent (i.e. sexual assault) will constitute
sexual harassment prohibited under Title IX.
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Such behaviors are prohibited and, depending on the context, the repetition, and/or the
severity, may also violate one or more state or federal laws. The most severe, pervasive, and
offensive of these behaviors are governed by Title IX. Less severe sexual harassment may still
constitute a violation of this policy, Board policy AC and/or JICK, as well as one or more A:6 and -
A:27. More detailed definitions of “Title IX sexual harassment” and other prohibited sexual
harassment (“non-Title IX sexual harassment”) are set out in the definitions section

in 11.C, below.

While all reports of sexual harassment are to be processed in the first instance under Sect.
II.LK.1 of this Policy, only formal complaints regarding alleged conduct that could constitute Title
IX sexual harassment are subject to the Complaint and Grievance Procedure found in Sect. lll,
below. If the alleged conduct does not appear to meet - or has been determined under the Title
IX Grievance Procedure of Sect. Il not to meet - the definition of sexual harassment under Title
IX, then the report will be investigated and processed in accordance with Board policy ACA.

B. Application of Policy.

This Policy shall apply to all students, employees, and any third party who contracts with the
District to provide services to District students or employees, upon District property or during
any school program or activity.

Nothing in this policy will be construed to confer on any third party a right to due process or
other proceedings to which student and employee respondents are entitled under this policy
unless such right exists under law. Volunteers and visitors who engage in sexual harassment will
be directed to leave school property and/or will be reported to law enforcement, the NH
Division of Children, Youth and Families (DCYF), as appropriate. A third party under the
supervision and control of the school system will be subject to termination of
contracts/agreements, restricted from access to school property, and/or subject to other
consequences, as appropriate.

The Superintendent shall have overall responsibility for implementing this Policy, and shall
annually appoint a District Title IX Coordinator as that position is described in Sect. 1I.C, below.
The name and contact information for the Title IX Coordinator is set forth in Board Policy AC-
R(2), which policy shall be updated and disseminated annually with the Title IX Coordinator’s
name as set forth in Board policy AC.

C. Definitions.

As used in this Policy and the Title IX Grievance Process, the terms below shall have the meaning
ascribed.

“Actual knowledge” occurs when the District’s Title IX Coordinator or ANY employee of one of
the District’s schools (other than a “respondent” or alleged harasser) receives a notice, report or
information or becomes aware of sexual harassment or allegations of sexual harassment.
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“Complainant” is an individual who is alleged to be the victim of conduct that could constitute
sexual harassment, whether or not that person files a report or formal complaint.

“Days” shall mean calendar days, but shall exclude non-weekend days on which the SAU office is
closed (e.g., holidays, office-wide vacations), or any weekday during the school year on which
school is closed (e.g., snow days).

“Decision Maker” means persons tasked with: the responsibility of making initial
determinations of responsibility (at times referred to as “initial decision maker”); or the
responsibility to decide any appeal (at times “appeals decision maker”) with respect to formal
complaints of sexual harassment in accordance with the Title IX Grievance Process.

“Determination of Responsibility” is the formal finding by the decision-maker on each
allegation of Sexual Harassment contained in a Formal Complaint that the Respondent did or did
not engage in conduct constituting Sexual Harassment Under Title IX.

“Formal Complaint” means a document filed by a complainant, the complainant’s
parent/guardian, or the Title IX Coordinator, alleging sexual harassment against a respondent,
and requesting that the district investigate the allegation of sexual harassment.

“Respondent” is an individual who is reported to be the individual accused of conduct that
could constitute sexual harassment.

“Sexual harassment” prohibited under this policy includes sexual harassment specifically
prohibited and defined under regulations implementing Title IX (“Title IX sexual harassment”)
and other sexual harassment defined or governed by other policies, or state or federal laws
(“non-Title IX Sexual Harassment”).

The context and severity of behavior can make a difference between conduct
prohibited under Title IX, and conduct of a sexual nature that violates Board policy
and/or other statutes. The nature of the allegations will determine whether the
allegations are to be processed under provisions relating to Title IX or under Board
policy ACA. The Title IX Grievance Process found in Sect. lll, below, will only be used
upon the filing of a formal complaint (discussed in Sections II.K.3 and IIl.A, below.

Sexual harassment under either definition may be directed against a particular person
or persons, or a group, whether of the opposite sex or the same sex.

“Title IX sexual harassment” is conduct on the basis of sex occurring in a school
system, education program or activity that constitutes one or more of the following:

1. A school district employee conditioning an aid, benefit, or service of an
education program or activity on an individual’s participation or refusal to
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participate in sexual conduct, irrespective of whether the conduct is
welcomed by the student or other employee;

2. Sexual assault, dating violence, domestic violence, or stalking as defined in
state or federal law; OR

3. Unwelcome sex-based/related conduct determined by a reasonable person
to be so severe, pervasive, AND objectively offensive that it effectively
denies a person equal access to the education program or activity (this
standard requires consideration of all the facts and circumstances,
including, but not limited to, the ages and disability statuses of the harasser
and victim and the number of individuals involved and their
authority. (Note: conduct that meets some but not all the elements of this
type of sexual harassment would not be Title IX sexual harassment, but,
may, nonetheless, constitute Non-Title IX sexual harassment.)
Conduct that meets one or more of the above will not constitute Title IX
sexual harassment if the conduct occurred (1) outside the United States or
(2) under circumstances in which the school system did not have substantial
control over both the harasser/respondent and the context in which the
harassment occurred. The same conduct, may, however, be addressed
under policy ACA.

NOTE Regarding Concurrent Enrollment and Dual Enrollment, Extended
Learning Opportunities, 3rd Party Distance Learning and Other Alternative
Instructional Programs: Under federal regulations, in order for the District
to have jurisdiction over conduct that would otherwise meet the definition
above of Title IX sexual harassment, the District must have substantial
control over both the respondent and the context in which the harassment
occurred. In general, this will mean that unless such learning program is
occurring upon district property, conduct otherwise meeting the definition of
Title IX sexual harassment within that program, may not be subject to this
policy.

“Non-Title IX sexual harassment” prohibited under this policy, Board policies AC
and ACA and one or more of Title VIl of the Civil Rights Act of 1964, RSA 193:38, RSA
354-A:1, -A:6 or -A:27 is defined as unwelcome sexual advances, requests for sexual
favors, and other verbal, non-verbal, or physical conduct of a sexual nature in the
following situation

i.  Submission to such conduct is made either explicitly or implicitly a term or
condition of a student’s educational benefits, a term of an employee or
prospective employee’s employment, or any other person’s access to
District programs or activities;
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ii. Submission to or rejection of such conduct is used as the basis for decisions
on educational benefits, district employment, or access to programs or
facilities; or

iii.  Such conduct has the purpose and effect of substantially interfering with a
student’s academic performance, an employee’s work performance, any
person’s access to district programs or facilities, OR creates an
intimidating, hostile or offensive learning or work environment.

“Supportive Measures” are free, non-disciplinary, non-punitive, individualized
services and shall be offered to the complainant, and may be offered to the
respondent, as appropriate. These measures may include, but are not limited to, the

following:
1. Counseling;
2. Course modifications;
3. Schedule changes; and
4, Increased monitoring or supervision

Supportive measures shall be designed to restore or preserve equal access to the
District’s education programs and activities without unreasonably burdening the
other party, including measures designed to protect the safety of all parties or the
District’s educational environment and/or deter sexual harassment. Supportive
measures shall remain confidential with exclusive exceptions stated and required
in Sect. II.F, below.

D. Title IX Coordinator.

The Title IX Coordinator shall respond promptly to all general reports as well as formal
complaints of sexual harassment, whether the report concerns Title IX sexual harassment or
Non-Title IX sexual harassment. The Title IX Coordinator shall receive general and specific
reports of sexual harassment and coordinate the District’s responses to both reports and formal
complaints of sexual harassment so that the same are prompt and equitable. In addition to any
other specific responsibilities assigned under this Policy, or as assigned by the Superintendent,
the Title IX Coordinator will be responsible for:

1. meeting with a complainant, and informing the parent/guardian once the Title IX
Coordinator becomes aware of allegations of conduct that could constitute sexual
harassment as defined in this Policy;

2. identification and implementation of supportive measures;

3. signing or receiving formal complaints of sexual harassment;

4. engaging with the parents/guardians of parties to any formal complaint of sexual
harassment;
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5. coordinating with District and school-level personnel to facilitate and assure
implementation of investigations, and remedies, and helping to assure that the
District otherwise meets its obligations associated with reports and complaints of
sexual harassment;

6. coordinating with the Superintendent with respect to assignment of persons to fulfill
the District’s obligations, both general and case specific, relative to this Policy (e.g.,
investigator, decision makers, etc.; this may involve the retention of third party
personnel.);

7. coordinating with District and school-level personnel to assure appropriate training
and professional development of employees and others in accordance with
Sect. IL.E of this Policy; and

8. helping to assure that appropriate systems are identified and maintained to centralize

sexual harassment records and data.

In cases where the Title IX Coordinator is unavailable, including unavailability due to a
conflict of interest or other disqualifying reason (see Sect. II.H, below), the
Superintendent shall assure that another person with the appropriate training and
qualifications is appointed as acting Title IX Coordinator for that case, in such
instances “Title IX Coordinator” shall include the acting Title IX Coordinators.

E. Training.

All District employees shall receive regular training relative to mandatory reporting obligations
under this policy, and any other responsibilities they may have relative to this Policy.

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

Decision-makers must also receive training on issues of relevance of questions and evidence,
including when questions about the complainant’s sexual predisposition or prior sexual behavior
are not relevant.

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

Materials used to train Title IX Coordinators, investigators, decision-makers, and any person
who facilitates an informal resolution process, must not rely on sex stereotypes, must promote
impartial investigations and adjudications of formal complaints of sexual harassment, and must
be made available to the public as provided in Sect. Il.I of this Policy.
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F. Confidentiality.

The District will respect the confidentiality of the complainant and the respondent as much as
possible; however, some information may need to be disclosed to appropriate individuals or
authorities. All disclosures shall be consistent with the District’s legal obligations and the
necessity to investigate allegations of harassment and take disciplinary action. Examples of
required disclosure include:

1. information to either party to the extent necessary to provide the parties due process
during the Title IX Grievance Process (if allegations concern Title IX sexual harassment,
or a formal complaint has been filed instituting the Title IX Grievance Process under
Sect. lIL.A);

2. information to individuals who are responsible for handling the District’s investigation
and determination of responsibility to the extent necessary to complete the District’s
grievance process;

3. mandatory reports of child abuse or neglect to DCYF or local law enforcement (per
Board policy JLF);

4. information to the complainant’s and the respondent’s parent/guardian as required
under this Policy and or the Family Educational Rights and Privacy Act (“FERPA”); and

5. reports to the New Hampshire Department of Education as required under N.H. Code of
Administrative Rules Ed 510 regarding violations of the NH Code of Conduct for
Education Professionals.

Additionally, any supportive measures offered to the complainant or the respondent shall

remain confidential to the extent that maintaining such confidentiality would not impair the
ability of the school district to provide the supportive measures.

Except as specified above in this Section, the District shall keep confidential the identity of:
i.  Anyindividual who has made a report or complaint of sex discrimination;

ii. Any individual who has made a report or filed a formal complaint of sexual harassment;

iii.  Any complainant;

iv. Any individual who has been reported to be the perpetrator of sex discrimination;

v.  Anyrespondent; and

vi. Any witness.
Any supportive measures provided to the complainant or respondent shall be kept
confidential to the extent that maintaining such confidentiality does not impair the
ability of the District to provide the supportive measures.

G. Retaliation Prohibited.

Retaliation against any person who makes a report or complaint, or against any person who
assists, participates, or refuses to participate in any investigation of an act alleged in this Policy
is prohibited. Actions taken in response to materially false statements made in bad faith, or to
submitting materially false information in bad faith, as part of a report or during the Title IX
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Grievance Process do not constitute retaliation. A finding of responsibility alone is insufficient
to conclude that a person made a materially false statement in bad faith. Complaints of
retaliation with respect to reports or formal complaints of sexual harassment shall be filed
under the District’s general grievance process.

H. Conflict of Interest.

No person designated as a Title IX Coordinator, investigator, decision-maker, nor any person
designated by the District to facilitate an informal resolution process, may have a conflict of
interest or bias for or against complainants or respondents generally or an individual
complainant or respondent.

I. Dissemination and Notice.

The District shall include in all student and employee handbooks, and shall make publicly
available on the district’s website the following information:

1. the District’s policy of non-discrimination on the basis of sex (included in Board

policy AC).
2. the title, name, office address, email address, and telephone number of the Title IX
Coordinator (to be provided pursuant to Board policy AC and its addendum, updated
annually, AC-R(2);
the complaint process;
how to file a complaint of sex discrimination or sexual harassment;
how the District will respond to such a complaint; and
a statement that Title IX inquiries may be referred to the Title IX Coordinator or to the
Assistant Secretary for Civil Rights.

o v s Ww

The same information shall be provided to all persons seeking employment with the
District, or seeking to enroll or participate in the District’s educational programs or
activities.

Additionally, the District will make this Policy, as well as any materials used to train
personnel as required under Sec. II.E publicly available on the district’s website.

J.  Records and Record Keeping.

1. For each report or formal complaint of sexual harassment, the District, through the Title IX
Coordinator, must create, and maintain for seven (7) years, record of:

a. Any actions, including any supportive measures,
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b. The basis for the District’s conclusion that its response was not deliberately indifferent;
and
c. Documentation which:
= |f supportive measures were provided to the complainant, a description of the
supportive measures taken designed to restore or preserve equal access to the
District’s education program or activity; or
= If no supportive measures were provided to a complainant, explains the reasons
why such a response was not clearly unreasonable in light of the known
circumstances.
2. In addition, the District shall maintain the following records for a minimum of seven (7)
years:

a. Records for each formal complaint of sexual harassment, including:
= Any determination regarding responsibility, including dismissals;
»= Any disciplinary sanctions imposed on the respondent;
= Any remedies provided to the complainant designed to restore or preserve equal
access to the District’s education program or activity;
= Any appeal and the result therefrom;
= Any informal resolution process and the result therefrom;
b. All materials used to train Title IX Coordinators, investigators, and decision-makers.

K. Reports of Sexual Harassment, Formal Complaints and District Responses.

1. Report of Sexual Harassment.

NOTE: A report does not initiate the formal Title IX Grievance Process. That process is
begun only upon the filing of a formal complaint under the procedures set out in I1.K.3,
and lILLA, below.

Any person may report sexual harassment whether relating to her/himself or another
person. However, if any District employee — other than the employee harasser, or the Title
IX Coordinator — receives information of conduct which may constitute sexual harassment
under this Policy, s/he shall, without delay, inform the Title IX Coordinator of the alleged
sexual harassment. Failure to report will subject the employee to discipline up to and
including dismissal.

A report of sexual harassment may be made at any time, in person, by mail, by telephone,
electronic mail, or by any other means that results in the Title IX Coordinator receiving the
person’s verbal or written report. Additionally, while the District strongly encourages
reports of sexual harassment to be made directly to the Title IX Coordinator, the report
may be made to any District staff member, including, for instance, a counselor, teacher or
principal.
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If the Title IX Coordinator is the alleged respondent, the report or formal complaint may be
made directly to the Superintendent, who shall thereafter fulfill the functions of the Title IX
Coordinator regarding that report/complaint, or delegate the function to another person.

NOTE: For any allegation of sexual assault on a student under the age of 18, such
conduction shall be reported immediately to the DCYF per Board policy JLF. If the alleged
respondent (perpetrator) is a person holding a license or credential from the New
Hampshire Department of Education (i.e., “credential holder”), then a report shall also be
made pursuant to Board policy.

2. District Response to Report of Sexual Harassment.

The district will promptly respond when there is actual knowledge of sexual harassment,
even if a formal complaint has not been filed. The district shall treat complainants and
respondents equitably by providing supportive measures to the complainant and by
following the Title IX Grievance Process prior to imposing any disciplinary sanctions or
other actions that are not supportive measures against a respondent. The Title IX
Coordinator is responsible for coordinating the effective implementation of supportive
measures.

As soon as reasonably possible after receiving a report of alleged sexual harassment from
another District employee or after receiving a report directly through any means, the Title
IX Coordinator shall contact the complainant to:

a. discuss the availability of and offer supportive measures;

b. consider the complainant’s wishes with respect to supportive measures;

c. inform the complainant of the availability of supportive measures with or

without the filing of a formal complaint; and
d. explain to the complainant the process for filing a formal complaint.

3. Formal Complaints.

Pursuant to federal regulations, and this Policy, a formal complaint that contains
allegations of conduct that may constitute Title IX sexual harassment and a request that
the District investigate the allegations is required before the District may conduct a formal
investigation of Title IX sexual harassment or take any action (other than supportive
measures) against a person accused of Title IX sexual harassment. Once a formal complaint
of Title IX sexual harassment is received by the Title IX Coordinator, s/he shall commence
the Title IX Grievance Process set out in Sect. Ill below. The process for filing a formal
complaint is set forth in Sect. lll.A. If the alleged conduct does not appear to meet the
definition of Title IX sexual harassment, AND no formal complaint is filed under Sect. Ill.A,
then the matter may be processed under Board policy ACA.

10
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Limitation on Disciplinary Action.

In no case shall the District impose disciplinary consequences or sanctions against a
respondent who has been accused of conduct which may constitute Title IX sexual
harassment, until the Title IX Grievance Process has been completed.

Emergency Removal and Administrative Leave.

At any point after receiving a report or formal complaint of sexual harassment, the Title IX
Coordinator (or other District official charged with a specific function under this Policy or
the Title IX Process: e.g., investigator, decision maker, etc.) may request the
Superintendent to direct that an individualized safety and risk analysis be performed to
determine whether a respondent student is an immediate threat to the physical health or
safety of any person. In the event that the safety and risk analysis determines that the
respondent student does present an immediate threat to the physical health and safety of
any person, the District may remove that student, provided that such removal is in full
compliance with the IDEA, a student’s IEP and or 504 plan if applicable. Such emergency
removal shall not be disciplinary. However, the District must provide the respondent with
notice and an opportunity to challenge the decision immediately following the removal,
and shall continue to offer educational programming until a final determination is made
pursuant to the Title IX Grievance Process.

The Title IX Coordinator shall keep the Superintendent of Schools informed of any
employee respondents so that he/she can make any necessary reports to New Hampshire
Department of Education in compliance with applicable administrative rules and the New
Hampshire Code of Conduct for Educational Professionals. In appropriate cases, the
Superintendent may place an employee respondent on non-disciplinary administrative
leave pursuant to RSA 189:31.

TITLE IX GRIEVANCE PROCESS.

The Title IX Grievance Process is used only upon the filing of a formal complaint of sexual
harassment as described in Sect. lll.LA, below. The provisions of Sections | and Il of this Policy
are incorporated as part of the Title IX Grievance Process. However, as used in this Section
[, “sexual harassment” shall only refer to “Title IX sexual harassment” unless otherwise
specifically indicated. Upon receipt of a formal complaint of sexual harassment, the Title IX
Coordinator will coordinate the District’s efforts to comply with its responsibilities related to
the Title IX Grievance Process.

A. Process for Filing a Formal Complaint of Sexual Harassment.

The Title IX Grievance Process is initiated by way of a formal complaint (“complaint” or
11
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“formal complaint”) filed by the complainant, the complainant’s parent/guardian, or the
Title IX Coordinator. The complainant may file a complaint or choose not to file a
complaint and simply receive the supportive measures. If the Complainant does not file
a complaint, the Title IX Coordinator may sign a formal complaint, but only if initiating
the grievance process against the respondent is not clearly unreasonable in light of the
known circumstances, and in other cases where, in the exercise of good judgment and
in consultation with the District’s attorney as appropriate, the Title IX Coordinator
determines that a grievance process is necessary to comply with the obligation not to be
deliberately indifferent to known allegations of sexual harassment (e.g., reports of
sexual assault, employee on student harassment, repeat reports, or the conduct in the
complainant’s report has not been adequately resolved through the provision of
supportive measures). If the complaint is filed by the Title IX Coordinator, he/she is not
a party to the action, and the District must comply with all of the provisions of the Title
IX Grievance Process relative to respondents and complainants.

If no formal complaint is filed by the complainant or the Title IX Coordinator no
disciplinary action may be taken against the respondent based upon conduct that would
constitute sexual harassment under this policy.

Although there is no time limit per se to filing a formal complaint, for complaints
initiated by the complainant or his/her parent/guardian, the complainant must be
employed by the District or participating in or attempting to participate in the education
program or activities of the District at the time of filing. Additionally, although the
District will initiate the Title IX Grievance Process regardless of when the formal
complaint is submitted, delays in reporting may significantly impair the ability of school
officials to investigate and respond to the allegations.

At a minimum, a formal complaint must:

1. contain the name and address of the complainant and the student’s parent or
guardian if the complainant is a minor student;

2. describe the alleged sexual harassment,

3. request an investigation of the matter, and

4. be signed by the complainant or otherwise indicate that the complainant is the

person filing the complaint.
The complaint may be filed with the Title IX coordinator in person, by mail, or by
email. Complaint forms may be obtained from the Title IX Coordinator.

B. Initial Steps and Notice of Formal Complaint.

1. The Title IX Coordinator will provide notice to the complainant and the complainant’s
parent/guardian (if the complainant is a non-eligible student under FERPA), and to the

12
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respondent (if known) and the respondent’s parent/guardian (if the respondent is a non-

eligible student under FERPA), as well as to any other known parties, of the following:

a. this Title IX Grievance Process, including any informal resolution process;

b. the allegations of sexual harassment potentially constituting sexual harassment,
including sufficient details known at the time and with sufficient time to prepare a
response before any initial interview; “sufficient details” shall include to the extent
known identities of persons involved, the conduct allegedly constituting sexual
harassment, and the date and location of the incident;

c. astatement that the respondent is presumed not responsible for the alleged conduct
and that a determination regarding responsibility will be made at the conclusion of the
grievance process;

d. that each party may have an advisor of their choice, who may be, but is not required to
be, an attorney;

e. that each party is entitled to inspect and review evidence; and

f. areference to any provision in the District’s code of conduct that prohibits knowingly
making false statements or knowingly submitting false information during the grievance
process.

2. The Title IX Coordinator will contact the complainant to discuss and offer supportive
measures.

3. The Title IX Coordinator may contact the respondent to discuss, and or impose, non-
disciplinary supportive measures.

4. The Title IX Coordinator will examine the allegations in the formal complaint, to determine
whether even if assumed true, the allegations are sufficient to sustain a finding of sexual
harassment under this Policy. If the Title IX Coordinator was not involved with preparing the
formal complaint, the Title IX Coordinator will contact the complainant to discuss the
complaint and whether amendment is appropriate, in which case the process of Sect.

[11.C.4 will apply.

5. If the formal complaint fails to satisfy the definition of sexual harassment in this Policy, the
complaint shall be dismissed as provided in Sect. I1I.G, below.

6. If the complaint is not dismissed, then Title IX Coordinator will consult with the
Superintendent as to whether the Title IX Coordinator should act as the investigator or
whether a different District or other employee shall act in that capacity. At the same time,
the Title IX Coordinator and the Superintendent shall appoint the person who shall make the
initial determination of responsibility (initial decision maker). In all cases, the investigator and
the initial decision maker must be properly trained and otherwise qualified (see Sect.

II.LE “Training”, and Sect. II.H “Conflict of Interest”).

7. If the report alleges sexual harassment by the Superintendent, the Title IX Coordinator will
inform the School Board Chair and the Finance Manager/Human Rights Coordinator, the
latter of whom shall have authority to seek guidance from the District’s general counsel, but
shall not delay the District’s response to the report as outlined in this Policy.
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C. General Provisions and Additional Definitions Relative to Title IX Grievance Process.

1. Copies and Notices. Except as specifically stated elsewhere in this Policy, for any document,
information or material required to be delivered to a party or to a person assigned with
responsibility under the Title IX Grievance Process, the manner of transmittal may be by
electronic mail, regular mail or such other manner reasonably calculated to assure prompt
delivery with evidence thereof (such as a commercial carrier or other receipted
delivery). Hand delivery will only be permitted if made to the District official charged with
the specific function under this Policy (e.g., Title IX Coordinator, Superintendent,
investigator, decision maker(s), etc.). Any document required to be delivered to a minor or
other non-eligible student, must also be delivered to the minor’s parent/guardian. Copies
should also be sent to a party’s advisor if the information for the advisor has been
previously communicated to the sending party. (Under federal regulations, copies of the
investigative evidence, as well as the investigative report, must be forwarded to a party’s
advisor. See Sections Ill.E.3, and III.E.4).

2. Risk Analysis and Emergency Removal. At any point during the Title IX Grievance Process,
the Title IX Coordinator may arrange for an individualized safety and risk analysis as
described in Sec. I.K.5, following which a student may be removed.

3. Administrative Leave. At any point during the Title IX Grievance Process, the
Superintendent, and at his/her own discretion, and with or without consulting the Title IX
Coordinator, may place an employee on administrative leave pursuant to RSA 189:31.

4. Additional Allegations. If, in the course of an investigation, the District decides to
investigate allegations about the complainant or respondent that were not included in the
previous notice, the District shall simultaneously provide notice of the additional allegations
to the parties whose identities are known.

5. No Interference with Legal Privileges. At no point in process will the Title IX Coordinator,
the investigator, any decision maker, or any other person participating on behalf of the
District, require, allow, rely upon, or otherwise use questions or evidence that constitutes,
or seeks disclosure of, information protected under a legally recognized privilege (e.g.,
doctor/patient, attorney/client, clergy, etc.), unless the person holding such privilege
(parent/guardian for minor student) has waived the privilege in writing to use the
information with respect to the Title IX Grievance Process.

6. Consolidation of Complaints. The District may consolidate formal complaints of allegations
of sexual harassment where the allegations of sexual harassment arise out of the same facts
or circumstances and the formal complaints are against more than one respondent; or by
more than one complainant against one or more respondents; or by one party against the
other party. When the District has consolidated formal complaints so that the grievance
process involves more than one complainant or more than one respondent, references to
the singular “party”, “complainant”, or “respondent” include the plural, as applicable.

7. Remedies: Range of Disciplinary Sanctions and Remedial Actions Upon Final Determination
of Responsibility.

14
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“Disciplinary sanctions” are consequences imposed on a respondent when s/he is found
responsible for sexual harassment under this Policy. Remedial actions are actions
intended to restore or preserve a complainant’s equal access to the educational
programs and activities of the District.

“Disciplinary sanctions” against an employee respondent may include any available
sanction available for the discipline of employees, up to and including dismissal or non-
renewal for any other violation of Board policy, NH Code of Conduct for Educational
Professionals, applicable individual or collective bargaining contract, or state or federal
laws or regulations.

“Disciplinary sanctions” against a student may include any available discipline or
sanction, up to and including expulsion, under the policies, rules and procedures that
establish the district’'s comprehensive student code of conduct.

“Remedial actions” as to a respondent after a final finding of responsibility, whether
employee or student, may include the imposition upon a responsible respondent of any
additional non-disciplinary measures appropriate to effecting a remedy for sexual
harassment, and may include such measures as no-contact requirements, scheduling
adjustments, removal or exclusion from extracurricular activities, class reassignments,
limits on future class registrations, restrictions on access to various spaces in the school
buildings, reassignment of attendance, and similar measures fine-tuned to respond
appropriately to the circumstances surrounding a successful complainant’s right to
access the district’s program and activity.

Additional remedial actions may include recommendations that a school-wide or
system-wide response is needed in order to respond to the sexual harassment in a way
that is not clearly unreasonable under the circumstances. In such cases, the
Superintendent shall provide additional staff training, harassment prevention programs,
or such other measures as determined appropriate to protect the safety of the
educational environment and/or to deter sexual harassment.

D. Timeframe of Grievance Process.

The District shall make a good faith effort to conduct a fair, impartial grievance process in a
timely manner designed to provide all parties with a prompt and equitable resolution. It is

expected that in most cases, the grievance process will be concluded through at least the
determination of responsibility decision within 80 days after filing the formal complaint, In more
complex cases, the time necessary to complete a fair and thorough investigation or other
circumstances mean that a determination of responsibility cannot reasonably be made within
that timeframe.

1. Summary of Grievance Process Timeline.
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Investigation (as described in Sect. l1I.E.1) 20 +/- days as the complexity of the case
demands

10 days for reviewing information prior to conclusion of investigation

10 days after receiving report to respond to report

10 days for decision maker to allow initial questions

10 days for responses to questions

10 days for questions and responses to follow-up questions.

10 days for determination of responsibility decision

10 days for appeal (6 additional days for administrative steps)

10 days for argument/statement challenging or supporting determination
10 days for decision on appeal

2. Delays and Extensions of Time. At any stage of the grievance process, the District (through

the Superintendent, or if the Superintendent is the respondent, the Title IX Coordinator or
designee) may for good cause allow for temporary delays or extensions of time upon
request of either party, or on his/her own initiative. Examples of good cause may include
such things as availability of parties or witnesses, school or school administrative office
holidays or vacations, referral back to an earlier stage of the grievance process, concurrent
law enforcement or other agency activity, or need to obtain interpreters or accommodation
of disabilities. For any such delay or extension of time, the Superintendent or the Title IX
Coordinator will provide written notice to the parties of the delay/extension and the
reason(s).

E. Investigation.

The Title IX Coordinator will coordinate the investigation. The investigator shall be as appointed
pursuant to Sect. I1I.B.6.

1. The Title IX Coordinator may conduct the investigation, or, in consultation with the
Superintendent, designate another qualified person to investigate. The investigation and
investigator must:

Include objective evaluation of all relevant evidence, including inculpatory and
exculpatory evidence. (Evidence about the complainant’s sexual predisposition or prior
sexual behavior are not relevant, unless such evidence about the complainant’s prior
sexual behavior is offered to prove that someone other than the respondent
committed the conduct alleged by the complainant, or if the evidence concerns specific
incidents of the complainant’s prior sexual behavior with respect to the respondent
and is offered to prove consent.)

Ensure that the burden of proof and the burden of gathering evidence sufficient to
reach a determination regarding responsibility rests on the District and not on either of
the parties;
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b. Provide an equal opportunity for the parties to present witnesses, and other
inculpatory and exculpatory evidence;

c. Notrestrict the ability of either party to discuss the allegations under investigation or
to gather and present relevant evidence;

d. Provide the parties with the same opportunities to have others present during any
interview or other part of the investigation, including the opportunity to be
accompanied to any related meeting or proceeding by the advisor of their choice. The
investigator may restrict any others from participating, as long as the restrictions apply
equally to both parties;

e. Provide, to a party (e.g., respondent or complainant — and parent/guardian as
appropriate) whose participation is invited or expected, written notice of the date,
time, location, participants, and purpose of all hearings, investigative interviews, or
other meetings, with sufficient time for the party to prepare to participate within the
timeframes established in Sect. III.D, below.

f. Provide both parties an equal opportunity to inspect and review any evidence obtained
as part of the investigation that is directly related to the allegations raised in a formal
complaint;

2. Prior to completion of the investigative report, the District, through the Title IX Coordinator,
must send to each party and party’s advisor, if any, the evidence subject to inspection and
review in an electronic format or a hard copy, and the parties must have at least 10 days to
submit a written response, which the investigator will consider prior to completion of the
investigative report;

3. The investigator must prepare a written investigative report that fairly summarizes relevant
evidence, including, without limitation, witness credibility, discrepancies, inculpatory and
exculpatory information, and relevant District policies, rules and regulations, and the manner
in which the same were made known to the pertinent school populations or specific parties.
The investigative report shall include a description of the procedural steps taken, starting with
the receipt of the formal complaint, and continuing through the preparation of the
investigative report, including any notifications to the parties, interview with parties and
witnesses, site visit, and methods used to gather evidence.

4. The investigator shall provide the investigative report in hard copy or electronic format to the
Title IX Coordinator, to each party and each party’s advisor, if any. Each party will have 10
days from receipt to provide the Title IX Coordinator a written response to the investigative
report.

5. It serves all parties when investigations proceed diligently and conclude within a reasonable
time, which may vary case by case. In most cases, it is expected that the investigator will
conclude the initial investigation, and provide the parties the evidence and other information
required under Sect. lll.E.2. Not more frequently than every other week, any party may
request the Title IX Coordinator to obtain and provide the parties with a basic status report on
the investigator’s progress toward completion. In most cases, the investigator should
conclude the investigation within 10-20 days after receiving a Formal Complaint.
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Determination of Responsibility and Initial Decision Maker.

The determination of responsibility of the respondent shall be made by the initial decision
maker as appointed pursuant to Sect. 11.B.6.

Required

Prior to making a determination of responsibility, the initial decision maker will afford each
party 10 days to submit written, relevant questions to the initial decision maker that the
party wants asked of any party or witness.

The initial decision-maker must explain to the party proposing the questions any decision to
exclude a question as not relevant. Questions and evidence about the complainant’s sexual
predisposition or prior sexual behavior are not relevant, unless such questions and evidence
about the complainant’s prior sexual behavior are offered to prove that someone other than
the respondent committed the conduct alleged by the complainant, or if the question and
evidence concern specific incidents of the complainants prior sexual behavior with respect
to the respondent and are offered to prove consent.

The initial decision maker will provide the questions to the party/witness, with copies to
each party, and provide no less than 10 days for written responses, likewise to be provided
to each party.

The initial decision maker will provide 5 days each for supplementary, limited follow-up
guestions and 5 days answers, and may provide for additional rounds of follow-up
questions, as long as the provision is extended to both parties equally.

The initial decision maker may not make any creditability determinations based on the
person’s status as a complainant, respondent or witness.

The respondent must be deemed to be not responsible for the alleged conduct until a
determination regarding responsibility is made at the conclusion of the grievance process.
The initial decision maker may impose disciplinary sanctions and remedies as described in
Sect. IIl.C.7, above.

The standard to be used for formal complaints in determining whether a violation has
occurred and/or that the respondent is responsible is the preponderance of the evidence
standard, which is only met when the party with the burden convinces the fact finder (the
initial decision maker) that there is a greater than 50% chance that the claim is true (i.e.,
more likely than not).

The initial decision-maker must issue a written determination/decision within 10 days after
the close of the period for responses to the last round of follow-up questions. The written
“Initial Determination of Responsibility” must include:

Identification of the allegations potentially constituting sexual harassment;

a. Adescription of the procedural steps taken from the receipt of the formal complaint
through the Initial Determination of Responsibility, including any notifications to the
parties, interviews with parties and witnesses, site visits, methods used to gather
evidence, and hearings held;

b. Findings of fact supporting the determination;

18



Policy ACAC: Prohibition of Sexual Harassment: Policy and Grievance
Procedures Required

c. Conclusions regarding the application of the District’s applicable codes of conduct,
policies, administrative regulations or rules to the facts;

d. A statement of, and rationale for, the result as to each allegation, including a
determination regarding responsibility (i.e., whether or not the respondent is
responsible for sexual harassment), and any disciplinary sanctions or remedies; and

e. The District’s procedures and permissible bases for the complainant and respondent to
appeal (as set forth in Sect. lll.H, below).

10. The decision maker shall provide the Initial Determination of Responsibility to the Title IX
Coordinator, the Superintendent and the parties simultaneously.

G. Dismissal of a Formal Complaint.

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

Would not constitute Title IX sexual harassment, even if proved;
a. Did not occur in the District’s education program or activity; or
b. Did not occur against a person in the United States.

2. The District may dismiss a formal complaint with regard to Title IX sexual harassment if at any
time during the investigation or determination of responsibility stage(s):

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

a. The respondent is no longer enrolled or employed by the District; or
Specific circumstances prevent the recipient from gathering evidence sufficient to reach a
determination as to the formal complaint or allegations therein.

3. Prior to dismissal of a complaint, the person responsible at that stage shall consult with
the Superintendent.

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

The dismissal of a formal complaint under Title IX does not preclude the District from
continuing any investigation or taking action relative to Non-Title IX sexual harassment or
otherwise under Board policy ACA, other applicable District policies, code of conduct or
administrative rules/regulations. In some cases, the District may have an obligation to
continue an investigation and proceed under a different policy or mandated process. (See
discussions in Sect. Il.A and the definitions under "sexual harassment" in Sect. II.C).
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H. Appeals Process.

1. Either party may appeal the Initial Determination of Responsibility or the dismissal of a
formal complaint or any allegation in a formal complaint by notifying the Superintendent in
writing (“written appeal”), with a copy to the Title IX Coordinator. If there are multiple
determinations of responsibility, the written appeal shall specify which ones are included in
the appeal. The written appeal must be received by the Superintendent within 10 days of
the Initial Determination of Responsibility or written notice of dismissal being
communicated to the parties.

2. An appeal under this Policy may only be based upon one or more of the following bases,
which must be stated specifically in the party’s written appeal:

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

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

c. Additional bases may be added by a district if made available equally to both parties;
The Title IX Coordinator, investigator(s), or decision-maker(s) had a conflict of interest
or bias for or against complainants or respondents generally or the individual

complainant or respondent that affected the outcome of the matter.
Appeals for any other reason or upon any determination of responsibility not included
in the written appeal will not be heard.

Appeals pertain only to the determination of responsibility and non-disciplinary
remedies. Once a determination of responsibility is final per Sect. lll.I, below, appeals
of disciplinary sanctions may be made pursuant to the District’s ordinary review
process for discipline, or, to the extent applicable, any statutory or other processes
provided under collective bargaining agreements or individual contracts.

3. Within 3 days of receipt of the written appeal, the Superintendent shall appoint a decision
maker for appeal (“appeals decision maker”), who must have adequate training as provided
in Sect. Il.E, be free from conflict of interest as provided in Sect. Il.H, and may not be the
same person as the initial decision maker, the person who ordered dismissal, the
investigator(s), or the Title IX Coordinator. Upon the appointment of the appeals decision
maker, the Superintendent shall provide a Notice of Appeal to each party and to the Title IX
Coordinator, with a copy of the written appeal. The Notice of Appeal must include
information about all deadlines and timeframes in the appeal stage.

4. Each party shall have 10 days from the date the Notice of Appeal is delivered to the parties
to submit to the appeals decision maker a written statement, with copies to the
Superintendent, Title IX Coordinator, and other party a statement (“appeal statement”) in
support of, or challenging, the determination of responsibility or dismissal.

5. Each party shall provide copies of the appeal statement to the other party, the
Superintendent, and the Title IX Coordinator at the same time the appeal statement is given
to the appeals decision maker. If the basis of the appeal is newly available evidence affecting
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the outcome, the party shall submit such evidence or a summary of such evidence along
with the party’s appeal statement.

6.  The appeals decision maker may refer an appealed issue back to a prior point in the
grievance process, with written notice to the parties, the Superintendent and the Title IX
Coordinator.

7. The appeals decision maker shall provide a written appeals decision after considering the
record and the parties’ appeal statements. The appeals decision maker will only overturn
the Initial Determination of Responsibility upon a conclusion that it was clearly erroneous
(i.e., either made on unreasonable grounds, or without any proper consideration of the
circumstances). If the basis or one of the bases for the appeal was new evidence, the
appeals decision maker may either make a determination of responsibility regarding that
evidence, or refer it back to the appropriate stage of the Title IX Grievance Process. The
written appeals decision will describe the result(s) of the appeal and the rationale, with
copies provided to the parties, Superintendent and Title IX Coordinator, no more than 10
days after receiving the last of the parties’ written statements per Sect. I1l.H.5.

Finality of Determination of Responsibility. The determination regarding responsibility
becomes final either on the date that the recipient, through the Superintendent, provides the
parties with the written determination of the result of the appeal, if an appeal is filed, or if an
appeal is not filed, the date on which an appeal of the Initial Determination of Responsibility
would no longer be considered timely. The final determination shall be identified as the Title IX

Decision.

Once the Title IX Decision is final, the District may implement remedies and disciplinary
sanctions. The Title IX Coordinator is responsible for effective implementation of any non-
disciplinary remedies, with the assistance of building and District administrative personnel,
while disciplinary sanctions will be imposed by persons charged with such responsibilities under
other Board policies, regulations or administrative procedures. The District may also proceed
against the respondent or complainant pursuant to the District’s applicable code of conduct or
other Board policies, collective bargaining agreement, individual contract or administrative
rules/regulations/procedures. The issue of responsibility for the conduct at issue shall not be
subject to further review or appeal within the District.

J.  Informal Resolution.

At any time prior to reaching a determination regarding responsibility (but only after the filing of
a formal complaint), the District may offer an optional informal resolution process (e.g.,
mediation, arbitration), provided that the District:

1. Provides written notice to the parties disclosing:
a. The allegations of the formal complaint;
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b. The requirements of the information resolution process including the circumstances
under which it precludes the parties from resuming a formal complaint arising from the
same allegations, provided, however, that at any time prior to agreeing to an informal
final resolution, any party has the right to withdraw from the informal resolution process
and resume the grievance process with respect to the formal complaint; and

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

2. Obtains the parties’ voluntary written consent to the informal resolution process; and
3. Inno event may the District offer or facilitate an informal resolution process to resolve
allegations that an employee sexually harassed a student.
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First reading: October 2, 2025
Second reading/adopted:

District revision history:

Legal References Disclaimer: These references are not intended to be considered part of this policy,
nor should they be taken as a comprehensive statement of the legal basis for the Board to enact this
policy, nor as a complete recitation of related legal authority. Instead, they are provided as
additional resources for those interested in the subject matter of the policy.

NH Statutes Description
RSA 193:38 Discrimination in Public Schools
(Human Rights) Title and Purposes of
RSA 354-A:1 Chapter
Opportunity for Public Education
RSA 354-A:27 without Discrimination a Civil Right
Opportunity for Employment
RSA 354-A:6 without Discrimination a Civil Right
NH Dept of Ed Regulation Description
N.H. Code Admin. Rules Ed 303.01
(i) School Board Substantive Duties
N.H. Code Admin. Rules Ed 303.01 Substantive Duties of School Boards;
(i) Sexual Harassment Policy
Federal Regulations Description
34 CFR 106.30 Definitions
34 CFR 106.44 Recipient’s response to sexual harassment
Grievance process for formal complaints of
34 CFR 106.45 sexual harassment
34 CFR 106.71 Retaliation
Designation of responsible employee and
34 CFR 106.8 adoption of grievance procedures.
Family Educational Rights and Privacy Act
34 CFR. Part 99 Regulations
Federal Statutes Description
20 U.S.C 1681, et seq Title IX of the Education Amendments of 1972
42 U.S.C. 2000e et seq. Title VIl of the Civil Rights Act of 1964

23


https://www.gencourt.state.nh.us/rsa/html/XV/193/193-38.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.gencourt.state.nh.us/rules/state_agencies/ed300.html
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.30
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.44
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.45
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-D/section-106.45
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-F/section-106.71
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-A/section-106.8
https://www.ecfr.gov/current/title-34/subtitle-B/chapter-I/part-106/subpart-A/section-106.8
https://www.ecfr.gov/current/title-34/subtitle-A/part-99
https://www.ecfr.gov/current/title-34/subtitle-A/part-99
https://www.law.cornell.edu/uscode/text/20/chapter-38
https://www.law.cornell.edu/uscode/text/42/2000e

ACE
Pittsfield School District

PROCEDURAL SAFEGUARDS: NONDISCRIMINATION ON THE BASIS OF
HANDICAP / DISABILITY

The district will ensure that all students with a handicap or disability are provided all
necessary procedural safeguards as are required by law. Such procedural safeguards are
found in pertinent federal state laws and regulations. In addition, all staff, students,
parents, and other interested persons are directed to the New Hampshire Department of
Education Procedural Safeguards Handbook.

Adopted: June 1, 1995 (incorporated in Policy AC)
Reviewed: June 17, 1996
January 8, 2009
Amended: January 22, 2009
October 19, 2017
Reviewed: March 7, 2024



Policy ACE: Procedural Safeguards: Nondiscrimination on the Basis of Disability Required

PROCEDURAL SAFEGUARDS: NONDISCRIMINATION ON THE BASIS OF HANDICAR/
DISABILITY

The Pittsfield School distriet-District will ensure that all students with a handicap-or
disability are provided all necessary procedural safeguards as are required by law. Such
procedural safeguards are found in pertinent federal state laws and regulations. In
addition, all staff, students, parents, and other interested persons are directed to the
New Hampshire Department of Education Procedural Safeguards Handbook. (relative to
the Individuals with Disabilities Education Act), or to the Model Process for 504 Plan
Development (Section 504 of the Rehabilitation Act of 1973). For reporting or making a
complaint of discrimination or harassment relative to a disability or perceived disability, see
Board policy ACA.

District Policy History:

First reading: June 1, 1995
Second reading/adopted: June 17, 1996

District revision history:

I L 1995 ¥ liey AC)
Reviewed: ——January 8, 2009

Amended: —January 22, 2009, October 19, 2017
_Reviewed: ——March 7, 2024

Legal References Disclaimer: These references are not intended to be considered part of
this policy, nor should they be taken as a comprehensive statement of the legal basis for
the Board to enact this policy, nor as a complete recitation of related legal authority.
Instead, they are provided as additional resources for those interested in the subject
matter of the policy.

NH Statutes Description

Opportunity for Public Education
RSA 354-A:27 without Discrimination a Civil Right
NH Dept of Ed Regulation Description
N.H. Code Admin. Rules Ed 1120 Procedural Safeguards
Federal Regulations Description

Nondiscrimination on the Basis of
34 CFR 104 Handicap
Federal Statutes Description

Individuals with Disabilities Education Act

20 U.S.C. § 1400-1417 (IDEA)

29 U.S.C. 794 Rehabilitation Act of 1973 (Section 504)



Policy ACE: Procedural Safeguards: Nondiscrimination on the Basis of Disability Required

Federal Regulations Description

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




Policy ACE: Procedural Safeguards: Nondiscrimination on the Basis of Disability Required

PROCEDURAL SAFEGUARDS: NONDISCRIMINATION ON THE BASIS OF DISABILITY

The Pittsfield School District will ensure that all students with a disability are provided all
necessary procedural safeguards as are required by law. Such procedural safeguards are
found in pertinent federal state laws and regulations. In addition, all staff, students,
parents, and other interested persons are directed to the New Hampshire Department
of Education Procedural Safeguards Handbook. (relative to the Individuals with Disabilities
Education Act), or to the Model Process for 504 Plan Development (Section 504 of the
Rehabilitation Act of 1973). For reporting or making a complaint of discrimination or
harassment relative to a disability or perceived disability, see Board policy ACA.

District Policy History:

First reading: June 1, 1995
Second reading/adopted: June 17, 1996

District revision history:

Reviewed: January 8, 2009
Amended: January 22, 2009, October 19, 2017
Reviewed: March 7, 2024

Legal References Disclaimer: These references are not intended to be considered part of
this policy, nor should they be taken as a comprehensive statement of the legal basis for
the Board to enact this policy, nor as a complete recitation of related legal authority.
Instead, they are provided as additional resources for those interested in the subject
matter of the policy.

NH Statutes Description
Opportunity for Public Education
RSA 354-A:27 without Discrimination a Civil Right
NH Dept of Ed Regulation Description
N.H. Code Admin. Rules Ed 1120 Procedural Safeguards
Federal Regulations Description
Nondiscrimination on the Basis of
34 CFR 104 Handicap
Federal Statutes Description
Individuals with Disabilities Education Act
20 U.S.C. § 1400-1417 (IDEA)
29 U.S.C. 794 Rehabilitation Act of 1973 (Section 504)

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




Policy ACF: Food and Nutrition Services: Anti-Discrimination and Civil Rights Complaints Required

USDA Nondiscrimination Statement

In accordance with federal civil rights law and U.S. Department of Agriculture (USDA) civil rights regulations
and policies, this institution is prohibited from discriminating based on race, color, national origin, religion,
sex, disability, age, marital status, family/parental status, income derived from a public assistance program,
political beliefs, or reprisal or retaliation for prior civil rights activity, in any program or activity conducted
or funded by USDA (not all bases apply to all programs). Remedies and complaint filing deadlines vary by
program or incident.

Persons with disabilities who require alternative means of communication for program information (e.g.,
Braille, large print, audiotape, American Sign Language, etc.) should contact the responsible Agency or
USDA's TARGET Center at (202) 720-2600 (voice and TTY) or contact USDA through the Federal Relay
Service at (800) 877-8339. Additionally, program information may be made available in languages other
than English.

To file a program discrimination complaint, a Complainant should complete a Form AD-3027, USDA
Program Discrimination Complaint Form which can be obtained online at: USDA Form AD-3027 (linked
tested 2024/5/9), from any USDA office, by calling (866) 632-9992, or by writing a letter addressed to
USDA. The letter must contain the complainant’s name, address, telephone number, and a written
description of the alleged discriminatory action in sufficient detail to inform the Assistant Secretary for Civil
Rights (ASCR) about the nature and date of an alleged civil rights violation. The completed AD-3027 form or
letter must be submitted to USDA by:

1. Mail:
U.S. Department of Agriculture
Office of the Assistant Secretary for Civil Rights
1400 Independence Avenue, SW
Washington, D.C. 20250-9410;

2. Fax: (833) 256-1665 or (202) 690-7442; or
3. Email: Program.Intake@usda.gov

*NOTE: the above listed classes are those for which protections are extended under USDA
regulations. Although the USDA only receives complaints relative to claims of
discrimination based upon those classes, additional state and federal laws, as well as Board
policy AC extend protections against discrimination to additional classes of persons. See
policy AC for further information regarding those additional classes and related grievance
procedures.

B. Additional Discrimination Complaint Information.
1. Any person or representative alleging discrimination based on a prohibited basis relative to
any of the District's food service programs has the right to file a complaint within 180 days

of the alleged discriminatory action.

2. District staff who receive a complaint alleging illegal discrimination in the district's nutrition
program will forward the complaint to the District's Human Rights


https://www.usda.gov/sites/default/files/documents/ad-3027.pdf

Coordinator immediately, who shall note whether the allegation was made verbally or in
person and will transcribe the complaint if it is not provided in writing. As required by the
USDA, the Human Rights Coordinator will forward the complaint to the USDA Office of the
Assistant Secretary for Civil Rights immediately and will not first attempt to resolve the
complaint prior to contacting the USDA.

A. Notice of Non-Discrimination Statement and Program Rights.

The Superintendent shall ensure that all materials and resources that are used to inform the public
about any USDA supported Food and Nutrition Service (FNS) program include the complete, most
current USDA nondiscrimination statement in its exact wording. The statement may be accessed
at: USDA Non-discrimination Statement (Other Programs) (link tested 2024/5/9).

At a minimum, the full USDA non-discrimination statement must be included on the following
materials related to USDA programs:

FNS Application Form(s)

Notification of Eligibility or Ineligibility
Expiration of Certification Notification
Discontinuance Notification

Program (Home) Web Page

Other Public Information

B. Display of "And Justice for All" Poster.

The USDA requires that its "And Justice for All" nondiscrimination poster is prominently displayed
in each location where FNS meals are most frequently provided (e.g., school

cafeteria). Each poster must be no smaller than 11" x 17" and placed in a location that enables
program participants to read the text regarding civil rights complaints without obstruction.

District Policy History:

First reading: October 2, 2025
Second reading/adopted:

District revision history:

Legal References Disclaimer: These references are not intended to be considered part of this policy, nor
should they be taken as a comprehensive statement of the legal basis for the Board to enact this policy, nor
as a complete recitation of related legal authority. Instead, they are provided as additional resources for
those interested in the subject matter of the policy.

NH Statutes Description

RSA 354-A:1  (Human Rights) Title and Purposes of Chapter
RSA 354-A:27 Opportunity for Public Education without Discrimination a Civil Right
RSA 354-A:6  Opportunity for Employment without Discrimination a Civil Right


https://www.fns.usda.gov/civil-rights/usda-nondiscrimination-statement-other-fns-programs

Policy ACN: Nursing Mothers Required

Nursing Mothers

A. Statement of Purpose

The District provides a supportive environment as to time and place for employees “nursing
mothers" to express milk and address other lactation related needs. Subject to the terms and
exceptions set forth in this policy, the District will accommodate the needs of nursing mothers by
providing reasonable times and suitable spaces for nursing mothers to express milk during school
and work hours for one year after pregnancy. Lactation for purposes of this policy will include
expression of milk by manual or mechanical means, medical conditions related to lactation, and
other lactation related needs.

No person will be discriminated against for milk expression or related activities as provided in this
policy, and reasonable efforts will be made to assist people with lactation needs in meeting their
lactation needs while at work or school.

Accommodation Notice and Plans.

A nursing mother should contact the building Principal, school nurse, or employee’s supervisor at
least two weeks before the need for lactation accommodations arises. The District will endeavor to
meet the break and space needs of each person with such needs. However, when ordinary
accommodations (as discussed below) create undue hardship for the operations of the
school/workplace, the District will work with the nursing mother to determine whether other
reasonable accommodations may be made. Such other accommodations could include items like a
change in work/class assignments, or schedules, additional break periods, permitted absences for
medical appointments, or access to extra food and water throughout the day. When reasonable
accommodations are unattainable, the school nurse, building Principal or other administrator
working with the nursing mother should consult with the District’s Title IX Coordinator.

A lactation accommodation plan should be revisited upon request of the individual who requested
the accommodations, or at least every three months, with adjustments made to the
accommodations for lactation breaks as lactation needs change.

B. Reasonable Time to Express Milk during the School Day.

Absent other accommodations as established under Section B, above, a nursing mother will have a
minimum of three opportunities (“lactation period”) during a work or school day, at agreed upon
intervals (which should include flexibility as appropriate and practicable) for the purpose of
lactation or to address other needs relating to lactation. An employee can choose to use usual
break and meal periods.

A nursing mother who is an hourly employee will not be paid during lactation periods unless either
the lactation period falls during a regular paid break (e.g., a paid lunch), or the individual is not
completely relieved of duties during the lactation break. Nursing mothers shall not be required to
“make up” time relating to the use of unpaid lactation periods.

C. Suitable Private Areas for Lactation.

Nursing mothers will be provided with a private place, other than a bathroom, in each school



district building in which an individual with such needs spends the working or school day. The
lactation area:

1. May be temporary or permanent;

2. Shall be shielded from view and free from intrusion by other persons, including without
limitation other staff or students;

3. Shall be within a reasonable walk of the workstation or classroom of the
individual requesting lactation accommodations, unless otherwise agreed by that
individual;

4. Have at a minimum:

i. An electrical outlet;
ii. Appropriate seating;
iii.  Asurface sufficient to place a breast pump;
iv.  Asink with running water or be in reasonable proximity to one;
v.  Arefrigerator for milk storage or be in reasonable proximity to one;
vi.  Shall be cleaned regularly by District staff assigned to that duty.

D. Responsibilities of the Person with Lactation Needs.
A nursing mother will:

1. Provide at least two weeks' advance notice of the need for lactation accommodations,
preferably prior to their return to school. This will allow school administrators the
opportunity to establish a location and work out scheduling issues. Note that, not
withstanding the requested two weeks' notice, an unnecessary delay in making a reasonable
accommodation for a person with lactation needs could constitute a violation of the PWFA.

2. Maintain the lactation area by wiping down surfaces with antibacterial wipes so the area is
clean for the next user.

3. Provide their own supplies as is necessary.

E. Prohibited conduct.

Any intentional act which violates a nursing mother's privacy, aims to frustrate a nursing mother’s
intentions to use the lactation space, or constitutes harassment on account of a nursing mother’s
needs or lactating status is prohibited, and shall be treated as violation of the applicable code of
conduct with possible disciplinary consequences, and may constitute sex discrimination and shall
be reported to the Title IX Coordinator in accordance with policy ACAC.

F. Dissemination of Policy.

This policy shall be printed or summarized in applicable employee and student handbooks. For
employees, if the handbook is not provided at the time of hire, then the District will provide a copy
of this policy at the time of hire.

District Policy History:
First reading: October 2, 2025
Second reading/adopted:

District revision history:



Legal References Disclaimer: These references are not intended to be considered part of this policy, nor
should they be taken as a comprehensive statement of the legal basis for the Board to enact this policy, nor
as a complete recitation of related legal authority. Instead, they are provided as additional resources for
those interested in the subject matter of the policy.

NH Statutes
RSA 275:78-83

RSA 354-A:1

RSA 354-A:27

RSA 354-A:6

Federal Regulations
89 FR 29182

Federal Statutes
20 U.S.C 1681, et seq

42 U.S.C. 2000gg

42 U.S.C. 218d

Description
Policies Relating to Nursing Mothers (Scroll down to sections

275:78-83)

(Human Rights) Title and Purposes of Chapter

Opportunity for Public Education without Discrimination a Civil
Right

Opportunity for Employment without Discrimination a Civil Right

Description
Pregnant Workers Fairness Act (“PWFA”)

Description
Title IX of the Education Amendments of 1972

Pregnant Worker Fairness Act ("PWFA")

Pump for Nursing Mothers Act ("PUMP Act")



https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm#
https://www.gencourt.state.nh.us/rsa/html/NHTOC/NHTOC-XXIII-275.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-1.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-27.htm#
https://gc.nh.gov/rsa/html/XXXI/354-A/354-A-6.htm#
https://www.ecfr.gov/current/title-29/subtitle-B/chapter-XIV/part-1636#
https://www.law.cornell.edu/uscode/text/20/chapter-38#
https://www.law.cornell.edu/uscode/text/42/chapter-21G#
https://www.law.cornell.edu/uscode/text/29/218d#

Policy DIA: Fund Balance Required

FUND BALANCES

RSA 198:4-b, Il allows a school district to retain any unused portion of the year-end unassigned general
funds, from the preceding fiscal year in subsequent fiscal years, provided that the total amount of year-
end unassigned general funds does not exceed, in any fiscal year, 5 percent of the current fiscal year’s
net assessment under RSA 198:5.

The Pittsfield School District voted in 2022 to accept RSA 198:4-b, Il as follows:

Article 4: To see if the Pittsfield School District will vote to adopt the provisions of RSA 198:4-b, ||
enacted in 2020, which allows the District to authorized, indefinitely until rescinded to retain up to 5%
of the District’s net assessment in any year and allows the expenditure of any amount retained after the
School Board first holds a public hearing, and requires the School Board to include an annual reporting
of the retained fund balance in its annual report to the District.

Therefore, the Board has the authority to retain from the year-end unassigned fund balance up to
5 percent of the District net assessment from the preceding fiscal year.

Prior to expending retained general funds, the Board shall hold a prior public hearing on the action to be
taken with such funds. Notice of the time, place, and subject of such hearing shall be published in a
newspaper of general circulation in the relevant municipality at least 7 days before the meeting is held.
An annual accounting and report of the activities of the retained general funds shall be presented to the
Board of the district and published in the annual report.

Any year-end unassigned fund balance shall only be used or returned to the Town to reduce the school
portion of the tax rate in accordance with applicable New Hampshire law and/or Governmental
Standards Board Statement 54 (GASB 54).

District History:

New policy — Distributed September 11, 2025: created in response audit discovery of absence of this
required policy).

First reading: September 18, 2025

Second reading/adopted:



Policy DIA: Fund Balance Required

Legal References Disclaimer: These references are not intended to be considered part of this policy, nor
should they be taken as a comprehensive statement of the legal basis for the Board to enact this policy,
nor as a complete recitation of related legal authority. Instead, they are provided as additional
resources for those interested in the subject matter of the policy.

Legal References:

NH Statutes Description

RSA 32 Municipal Budget Law
RSA 33 Municipal Finance Act
RSA 35 Capital Reserve Funds
RSA 198:4-b Contingency Fund

Governmental Standards Board Statement 54 (GASB 54)2023



Policy 1JOC: School Volunteers Required

SCHOOL VOLUNTEERS

The Pittsfield School District recognizes the valuable contribution made by volunteer assistance
of parents and other citizens. The Superintendent is responsible for developing and
implementing procedures for the selection and utilization of volunteers. School district
employees who desire the assistance of a volunteer should request a volunteer through proper
administrative channels.

Designated Volunteers. Designated volunteers are required to undergo a background
investigation and a criminal records check. “Designated volunteer” means any volunteer who:
e Comes in direct contact with students on a daily basis;
e Meets regularly with students;
e Meets with students on a one-to-one basis;
e Has regular direct contact with students, may be alone with students, or
chaperone/supervise students at school events;
e May be in the school during student hours or at student events where they interact with
or supervise students;
e Any other volunteer so designated by the Board or Superintendent.

Designated volunteers are subject to the provisions of Policy GBCD, Background Investigation
and Criminal Records Check.

Volunteer Application and Selection. Persons wishing to volunteer in the district are to contact
the School Principal directly, describing their skills, interests, and availability. Volunteer selection
will be based on the qualifications and availability of the volunteer. Volunteers shall be assigned
only to those teachers who have requested volunteer assistance. Staff members may request
volunteers through administrative channels for selected activities and as resource persons.
Assignment shall be made by the School Principal or designee.

Volunteers are provided with appropriate training consistent with their tasks and existing
district standards. This training is developed under the leadership of the School Principal. A
volunteer may be asked to terminate his/her services when circumstances in the judgment of
the School Principal necessitate termination.

Volunteer Duties. Selected volunteers will serve in the capacity of assistants and will not be
assigned to roles that require specific professional training. Instructional services are rendered
only under the supervision of certified staff.

All volunteers are required to sign a confidentiality agreement and must refrain from discussing
the performance or actions of students, except with the student’s teacher, counselor, Principal,
or other district employee who has a legitimate educational purpose for discussing such
information.

Volunteer assignments are limited to assisting staff members with duties, such as routine
supervisory, tutorial, clerical, housekeeping, and material preparation tasks. Assignment are
limited to situations that may be supervised by a certificated staff person. In some instances,
volunteers may perform clerical and material preparation tasks away from the school site.

1



Policy 1JOC: School Volunteers Required

Volunteers with special talents, hobbies, or experiences may share those with students on a
scheduled basis in a suitable setting.

Volunteers are required to refer to their immediate supervisor or other regular staff member for
final solution of any student problems which arise, whether of an instructional, medical, or
operational nature.

Volunteers will receive an orientation to their assignment to include (1) general role
responsibilities; (2) information about school facilities, routines, and procedures, including
safety protocols; (3) work schedule and location of assignment; and (4) expected relationship to
regular staff. The orientation will be developed by the School Principal.

Coaches.

All coaches, including assistant coaches, whether receiving a stipend or not, are Designated
Volunteers in this policy. Additionally, head coaches of team or individual sports must be in
compliance with all regulations and certification requirements for that sport as set by NHIAA or the
applicable organization within which the athletes/members compete or participate. Assistant
coaches must meet the same requirements as head coaches or be under the direct supervision of
the head coach.

District Policy History:
First Reading: ~ January 5, 2006

Adopted: January 19, 2006
Amended: November 6, 2014
Amended: October 4, 2018
Reviewed September 11, 2025
Adopted:

Legal References Disclaimer: These references are not intended to be considered part of this policy,
nor should they be taken as a comprehensive statement of the legal basis for the Board to enact this
policy, nor as a complete recitation of related legal authority. Instead, they are provided as
additional resources for those interested in the subject matter of the policy.

NH Statutes Description

RSA 189:13-a  School Employee and Designated School Volunteer Criminal History Records Check
RSA 193:40 Prohibition on Teaching Discrimination

RSA 354-A:32  Prohibition on the Content of Government Programs and Speech

RSA 508:17 Volunteers; Nonprofit Organizations; Liability Limited.

RSA 632-A:10 Prohibition from Child Care Service of Persons Convicted of Certain Offenses

Federal Regulations Description
29 CFR 553.101 “Volunteer” defined (state and local governments).
29 U.S.C. 201-219  Fair Labor Standards Act  Fair Labor Standards Act



Policy JOC: School Volunteers Required

Pittcfiald S | Distei
SCHOOL VOLUNTEERS

The distriet-Pittsfield School District recognizes the valuable contribution made by volunteer
assistance of parents and other citizens. The superintendent-Superintendent is responsible for
developing and implementing procedures for the selection and utilization of volunteers. School
district employees who desire the assistance of a volunteer should request a volunteer through
proper administrative channels.

Designated Volunteers. Designated volunteers are required to undergo a background
investigation and a criminal records check. “Designated volunteer” means any volunteer who:
e Comes in direct contact with students on a daily basis;
e Meets regularly with students;
® Meets with students on a one-to-one basis;

e Has regular direct contact with students, may be alone with students, or
chaperone/supervise students at school events;

e May be in the school during student hours or at student events where they interact with
or supervise students;

e Any other volunteer so designated by the Board or superintendentSuperintendent.

Designated volunteers are subject to the provisions of Policy GBCD, Background Investigation
and Criminal Records Check.

Volunteer Application and Selection. Persons wishing to volunteer in the district are to contact
the Dean-efOperationsSchool Principal directly, describing their skills, interests, and availability.
Volunteer selection will be based on the qualifications and availability of the volunteer.
Volunteers shall be assigned only to those teachers who have requested volunteer assistance.
Staff members may request volunteers through administrative channels for selected activities

and as resource persons. Assignment shall be made by the dean-efeperationsSchool Principal
or designee.

Volunteers are provided with appropriate training consistent with their tasks and existing
district standards. This training is developed under the leadership of the dean-of
eperationsSchool Principal. A volunteer may be asked to terminate his/her services when

circumstances in the judgment of the dean-efeperationsSchool Principal necessitate
termination.

Volunteer Duties. Selected volunteers will serve in the capacity of assistants and will not be
assigned to roles that require specific professional training. Instructional services are rendered
only under the supervision of certified staff.

All volunteers are required to sign a confidentiality agreement {see-belew} and must refrain
from discussing the performance or actions of students, except with the student’s teacher,
counselor, deanPrincipal, or other district employee who has a legitimate educational purpose

1



Policy JOC: School Volunteers Required

for discussing such information.

Volunteer assignments are limited to assisting staff members with duties, such as routine
supervisory, tutorial, clerical, housekeeping, and material preparation tasks. Assignment are
limited to situations that may be supervised by a certificated staff person. In some instances,
volunteers may perform clerical and material preparation tasks away from the school site.

Volunteers with special talents, hobbies, or experiences may share those with students on a
scheduled basis in a suitable setting.

Volunteers are required to refer to their immediate supervisor or other regular staff member for
final solution of any student problems which arise, whether of an instructional, medical, or
operational nature.

Volunteers will receive an orientation to their assignment to include (1) general role
responsibilities; (2) information about school facilities, routines, and procedures, including
safety protocols; (3) work schedule and location of assignment; and (4) expected relationship to
regular staff The orlentatlon will be developed Hnder—the—leadersMp y the e#hede%e#

velrunfeeer—asﬁgnmeﬂt—School Prmcmal

Coaches.

All coaches, including assistant coaches, whether receiving a stipend or not, are Designated
Volunteers as defined in this policy. Additionally, head coaches of team or individual sports must be
in compliance with all regulations and certification requirements for that sport as set by NHIAA or
the applicable organization within which the athletes/members compete or participate. Assistant
coaches must meet the same requwements as head coaches or be under the d|rect supervision of
the head coach.b

District Policy History:
First Reading: ~ January 5, 2006

Adopted: January 19, 2006
Amended: November 6, 2014
Amended: October 4, 2018
Reviewed September 11, 2025
Adopted:

Legal References Disclaimer: These references are not intended to be considered part of this policy,
nor should they be taken as a comprehensive statement of the leqal basis for the Board to enact this
policy, nor as a complete recitation of related legal authority. Instead, they are provided as
additional resources for those interested in the subject matter of the policy.

NH Statutes Description
RSA 189:13-a School Employee and Designated




Policy JOC: School Volunteers Required

NH Statutes Description

School Volunteer Criminal History
Records Check

Prohibition on Teaching
RSA 193:40 Discrimination

Prohibition on the Content of
RSA 354-A:32 Government Programs and Speech

Volunteers; Nonprofit
RSA 508:17 Organizations; Liability Limited.

Prohibition from Child Care Service
of Persons Convicted of Certain

RSA 632-A:10 Offenses
Federal Regulations Description
“Volunteer” defined (state and local
29 CFR 553.101 governments).
Federal Statutes Description
29 U.S.C. 201-219 Fair Labor Standards Act




Form 11OC - R: School Volunteer Confidentiality Agreement

SCHOOL VOLUNTEERS CONFIDENTIALITY AGREEMENT

While performing volunteer services for the School District, | understand that | am
bound by laws and policies which protect the privacy of student information | am given access to. |
agree to keep this information in the strictest confidence and recognize that the failure to do so may
result in my being denied the opportunity to volunteer.

Signature of Volunteer Date
Signature of District designee Date
(Principal)

District Policy History:
First Reading: ~ January 5, 2006

Adopted: January 19, 2006
Amended: November 6, 2014
Amended: October 4, 2018

Moved to Separate Form: :September 11, 2025

Legal References Disclaimer: These references are not intended to be considered part of this policy,
nor should they be taken as a comprehensive statement of the legal basis for the Board to enact this
policy, nor as a complete recitation of related legal authority. Instead, they are provided as
additional resources for those interested in the subject matter of the policy.

NH Statutes Description

RSA 189:13-a  School Employee and Designated School Volunteer Criminal History Records Check
RSA 193:40 Prohibition on Teaching Discrimination

RSA 354-A:32  Prohibition on the Content of Government Programs and Speech

RSA 508:17 Volunteers; Nonprofit Organizations; Liability Limited.

RSA 632-A:10 Prohibition from Child Care Service of Persons Convicted of Certain Offenses

Federal Regulations Description
29 CFR 553.101 “Volunteer” defined (state and local governments).
29 U.S.C. 201-219  Fair Labor Standards Act  Fair Labor Standards Act
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Pittsfield School District
TRANSGENDER AND GENDER NON-CONFORMING STUDENTS

I. Purpose

The Pittsfield School District (District) is committed to providing a safe and
supportive learning environment for all students that is free from
discrimination, harassment, bullying and intimidation. The District is further
committed to ensuring that every student shall have equal access to the
District’s educational programs and activities. Additionally, District policy
requires that all schools and all personnel promote acceptance and respect
among students and staff.

This policy is intended to be interpreted in light of applicable federal and state
laws and regulations, as well as the Department of Education and the District
School Board policies, procedures, and school rules. This policy is not
intended to anticipate every possible situation that may occur, since the needs
of particular students and families differ depending on the student’s age and
other factors. In addition, the programs, facilities, and resources of each
school differ. Administrators and school staff are expected to consider the
needs of students, and to utilize this policy and other available resources as
appropriate.

The term “transgender” is an umbrella term for an individual whose gender
identity or expression is different from that traditionally associated with their
assigned sex at birth. A student will be considered transgender if, at school,
they consistently assert a gender identity or expression different from that
traditionally associated with assigned sex at birth. This includes students who
identify as transgender, or who are gender nonconforming.

Parents and/or students are encouraged to discuss with building administrators
any issues that may arise in relation to student’s transgender and non-
conforming status including but not limited to: privacy; official records;
names/pronouns; restrooms; locker rooms; other gender-segregated facilities
or activities; dress code; and safety and support for transgender and
transitioning students.

II. DEFINITIONS
The definitions provided here are not intended to label students but rather are

intended to assist in understanding this policy and the students that it applies
to. Students might or might not use these terms to describe themselves.
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"Gender identity" is a person's deeply held sense or psychological knowledge
of their own gender, regardless of the biological sex listed on a person’s birth
certificate.

"Transgender" describes people whose gender identity is different from their
biological sex listed on a person’s birth certificate.

"Gender expression" refers to the way a person expresses gender, such as
clothing, hairstyles, activities, or mannerisms.

"Gender nonconforming" describes people whose gender expression differs
from stereotypical expectations, such as "feminine" boys, "masculine" girls,
and those who are perceived as androgynous.

II. Guidance

A. Privacy. The Board recognizes a student’s right to keep private one’s transgender
status or gender non-conforming presentation at school. Information about a
student’s transgender status, legal name, or gender assigned at birth also may
constitute confidential information.

School personnel are discouraged from disclosing information that may reveal a
student’s transgender status or gender non-conforming presentation to others,
including parents and other school personnel, unless legally required to do so or
unless the student has authorized such disclosure. Transgender and gender
nonconforming students have the right to discuss and express their gender identity
and expression openly and to decide when, with whom, and how much to share
private information. If this information is disclosed to a school district staff
person, that person will encourage the student to discuss this with their
parent(s)/guardian(s).

When contacting the parent or guardian of a transgender or gender
nonconforming student, school personnel should use the student’s legal name and
the pronoun corresponding to the student’s gender assigned at birth unless the
student, parent, or guardian has specified otherwise.

B. Official Records. The district is required to maintain a mandatory permanent pupil
record (“official record”) that includes a student’s legal name and legal gender.
However, the district is not required to use a student’s legal name and gender on
other school records or documents.

The district will change a student’s official record to reflect a change in legal
name or legal gender upon receipt of documentation that such change has been

2
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PITTSFIELD SCHOOL DISTRICT
HARASSMENT OF STUDENTS
The school district prohibits harassment of students on the basis of:
e Race;
e Sex, sexual orientation, gender identity, sex stereotypes, sex characteristics,

pregnancy or related conditions;
e Parental, family, or marital status;

e Color;

e Religion;

e Ancestry or national origin; and
e Disability.

Such conduct is a violation of Board policy and may constitute illegal discrimination under state
and/or federal laws.

School employees, fellow students, volunteers, visitors to the schools, and other individuals
with whom students may interact in order to pursue or engage in education programs and
activities, are required to refrain from such conduct.

A. Harassment

Harassment includes but is not limited to, verbal abuse and other unwelcome, offensive
conduct based on the protected categories listed above. Harassment that rises to the level of
physical assault, battery, and/or abuse, and/or bullying behavior are also addressed in Board
Policies JICIA — Weapons, Violence and School Safety and JICK — Bullying.

B. Sexual/Sex-Based Harassment
Sexual Harassment and other forms of Sex-Based Harassment are addressed under federal and
state laws/regulations. The scope and definitions of sexual/sex-based harassment under these
laws differ, as described below.
1. Sex-Based Harassment Under Title IX
Under the federal Title IX law and its accompanying regulations, sex-based harassment
includes harassment on the basis of sex, including sexual orientation, gender identity,

sex stereotypes, sex characteristics, pregnancy, or related conditions, that is:

a. “Quid pro quo” harassment by a school employee, agent, or other person
authorized by the school district to provide aid, benefit, or service under an
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education program or activity, explicitly or impliedly conditioning the
provision of such aid, benefit, or service (such as a better grade or college
recommendation) on the individual’s participation in unwelcome sexual
conduct.

b. “Hostile environment” harassment: Unwelcome sex-based conduct that,
based on the totality of the circumstances, is subjectively and objectively
offense, and is so severe or pervasive that it limits or denies an individual’s
ability to participate in or benefit from the school district’s education
program or activity (i.e., creates a hostile environment). Whether a hostile
environment has been created is a fact-based inquiry that includes
consideration of a number of factors (identified in ACAA-R2 — Student Sex
Discrimination/Harassment Complaint Procedure).

c. Sexual assault, dating violence, domestic violence, and stalking, as these
terms are defined in applicable federal laws/regulations.

2. Sexual Harassment Under New Hampshire Law

Under New Hampshire law, sexual harassment is defined as unwelcome sexual
advances, requests for sexual favors, and other verbal, non-verbal, or physical conduct
of a sexual nature in the following situations:

a. Submission to such conduct is made either explicitly or implicitly a term or
condition of a student’s educational benefits;

b. Submission to or rejection of such conduct by a student is used as the basis
for decisions on educational benefits; or

¢. Such conduct has the purpose and effect of substantially interfering with a
student’s academic performance, or creates an intimidating, hostile, or
offensive environment.

C. Reports and Complaints of Harassment

All employees (except employees designated by the school district as “confidential employees”
in regard to sexual/sex-based harassment complaints) are required to report possible incidents
of harassment involving students to the Human Rights Officer/Title IX Coordinator. Failure to
report such incidents may result in disciplinary action.

Students, parents/guardians, and other individuals are strongly encouraged to report possible
incidents of harassment involving students to the Human Rights Officer/Title IX Coordinator so
that they can be appropriately addressed.

The Human Rights Officer/Title IX Coordinator is also available to answer questions and provide
assistance to any individual who is unsure whether harassment has occurred.
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Reports of discrimination and harassment of students shall be addressed through ACAA-R1 —
Discrimination and Harassment of Students Complaint Procedure. Reports of sex discrimination,
including sexual/sex-based harassment, are addressed in ACAA-R2 — Student Sex
Discrimination/Harassment Complaint Procedure.

Legal References:

Cross Reference:

Americans with Disabilities Act, 42 U.S.C. §§ 12101-12213, as amended
by 28 C.F.R. § 35.107.

Section 504 of the Rehabilitation Act of 1973 (Section 504), 29 U.S.C. §
794, as amended by 34 C.F.R. § 104.7.

Title IX of the Education Amendments of 1972 (Title IX), 20 U.S.C. §§
1681-1688, as amended by 34 C.F.R. § 106.

Title IV of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000c to 2000c-9.
New Hampshire Human Rights Act, RSA 354-A:7, RSA 354-A:27-28.

ACAA-R1 - Student Discrimination and Harassment Complaint Procedure
ACAA-R2 - Student Sex Discrimination/Harassment Complaint Procedure
AC — Nondiscrimination/Equal Opportunity and Human Rights

ACAB — Harassment of Employees

ACAB-R1 — Employee Discrimination and Harassment Complaint
Procedure

ACAB-R2 — Employee Sex Discrimination/Harassment Complaint
Procedure

ACAD - Hazing

GBEB — Staff Conduct with Students

JFCK — Student Use of Cellular Telephones and Other Electronic Devices
JICIA — Weapons, Violence and School Safety

JICK — Bullying

JIE — Pregnant Students

ADOPTED August 15, 2024
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PITTSFIELD SCHOOL DISTRICT
STUDENT DISCRIMINATION AND HARASSMENT COMPLAINT PROCEDURE

The Board has adopted this student procedure in order to provide prompt and equitable
resolution of complaints of unlawful discrimination and harassment based on race, color,
religion, ancestry or national origin, and disability. Complaints of sex discrimination, including
sexual/sex-based harassment, are addressed in ACAA-R2 — Student Sex
Discrimination/Harassment Complaint Procedure. In cases where allegations include sex
discrimination or sexual/sex-based harassment and one or more other protected categories,
ACAA-R2 will be used.

Complaints alleging unlawful discrimination and harassment of an employee are addressed
under ACAB-R1 - Employee Discrimination and Harassment Complaint Procedure or ACAB-R2 —
Employee Sex Discrimination/Harassment Complaint Procedure.

Any individual who is unsure about whether unlawful discrimination or harassment has
occurred, and/or which complaint procedure applies, is encouraged to contact the Human
Rights Officer/Title IX Coordinator.

KRYSTAL SANTOS
Human Rights Officer/Title IX Coordinator
23 Oneida Street, Pittsfield, NH 03263
603-435-5526

Section 1. Definitions
For purposes of this complaint procedure, the following definitions will be used.

A. “Discrimination”: Treating individuals differently or interfering with or preventing them
from enjoying the advantages or privileges afforded to others because of their
membership in a protected category.

B. “Harassment”: Oral, written, graphic, electronic, or physical conduct relating to an
individual’s actual or perceived membership in a protected category that is sufficiently
severe or pervasive so as to interfere with or limit that individual’s ability to participate
in the school district’s education program or activities by creating a hostile, intimidating,
or offensive environment.

C. “Complaint” is defined as an allegation that a student has been discriminated against or
harassed on the basis of race, color, religion, ancestry, national origin, or disability.
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Section 2. Complaint Procedure

This procedure should be used to address any report or complaint of unlawful discrimination or
harassment based on membership in a protected category which does not involve sex
discrimination or sexual/sex-based harassment.

A. How to Make a Complaint

1. School employees are required to promptly make a report to the Human Rights
Officer/Title IX Coordinator if they have reason to believe that a student has been
discriminated against or harassed.

2. Students (and others) who believe that they or another student has been harassed
or discriminated against should report their concern promptly to the Human Rights
Officer/Title IX Coordinator.

3. The individual making the report must provide basic information concerning the
allegation of discrimination or harassment (i.e., date, time, location, individuals
involved, nature of the allegation(s)) to the Human Rights Officer/Title IX
Coordinator. If the report is made orally, the Human Rights Officer/Title IX
Coordinator will document it.

4. If the individual is unsure as to whether unlawful discrimination or harassment has
occurred, or needs assistance in preparing a complaint, they are encouraged to
discuss the matter with the Human Rights Officer/Title IX Coordinator.

5. Individuals will not be retaliated against for reporting suspected discrimination or
harassment or for participating in an investigation. Retaliation is illegal under
federal and state nondiscrimination laws, and any retaliation will result in
disciplinary action, up to and including termination for employees and expulsion for
students.

6. Individuals are encouraged to utilize the school district’s complaint procedure.
However, individuals are hereby notified that they also have the right to report
incidents of discrimination or harassment to:

e New Hampshire Commission for Human Rights, 2 Industrial Park Drive,
Concord, NH 03301; telephone 603-271-2767; and/or

e Office for Civil Rights, U.S. Department of Education, 5 Post Office Square, 8"
Floor, Boston, MA 02109-3921 (telephone: 617-289-0111).
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B. Complaint Handling and Investigation

1. The HRO/Title IX Coordinator will promptly inform the Superintendent and the
person who is the subject of the complaint (respondent) that a complaint has been
received.

a. If the allegations include sex discrimination or sexual/sex-based harassment,
ACAA-R2 will be followed instead of this procedure.

2. The HRO/Title IX Coordinator may pursue an informal resolution of the complaint
with the agreement of the parties involved. Any party to the complaint may decide
to end the informal resolution process and pursue the formal process at any point.
Any informal resolution is subject to the approval of the parties and the
Superintendent, who shall consider whether the resolution is in the best interest of
the school district and the parties in light of the particular circumstances and
applicable policies and laws.

3. The HRO/Title IX Coordinator may implement supportive measures for a student to
reduce the risk of further discrimination or harassment of the student while an
investigation is pending. Examples of supportive measures include, but are not
limited to, ordering no contact between the individuals involved, changing class
schedules, or other steps.

4. The complaint will be investigated by a trained internal or external individual
designated by the Superintendent and the HRO/Title IX Coordinator. Any complaint
about an employee who holds a supervisory position shall be investigated by a
person who is not subject to that supervisor’s authority. Any complaint about the
Superintendent should be submitted to the Board Chair, who should consult with
legal counsel concerning the handling and investigation of the complaint.

5. The investigator shall consult with the HRO/Title IX Coordinator as appropriate
during the investigation process.

6. The respondent will be provided with an opportunity to be heard as part of the
investigation.

7. The complainant and the respondent may suggest witnesses to be interviewed
and/or submit materials they believe are relevant to the complaint.

8. If the complaint is against an employee of the school district, any rights conferred
under an applicable collective bargaining agreement will be applied.
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Privacy rights of all parties to the complaint shall be maintained in accordance with
applicable state and federal laws.

10. The investigation will be completed within forty (40) school days of receiving the

complaint, if practicable.

11. The investigator will provide a written report and findings to the HRO/Title IX

Coordinator.

C. Findings and Subsequent Actions

1.

The HRO/Title IX Coordinator shall consult with the Superintendent concerning the
investigation and findings.

If there is a finding that discrimination or harassment occurred, the HRO/Title IX
Coordinator, in consultation with the Superintendent, shall:

a. Determine what remedial action(s), if any, are required to end the
discrimination or harassment, remedy its effect, and prevent recurrence; and

b. Determine what disciplinary action(s) should be taken against the
individual(s) who engaged in discrimination or harassment, if any.

Inform the complainant and the respondent in writing of the results of the
investigation and its resolution (in accordance with applicable state and federal
privacy laws).

D. Appeals

1.

4.

After the conclusion of the investigation, the complainant or respondent may seek
an appeal of the findings solely on the basis of either:

a. Prejudicial procedural error; or
b. The discovery of previously unavailable relevant evidence that could
significantly impact the outcome.

Appeals must be submitted in writing to the Superintendent within five (5) school
days after receiving notice of the resolution.

Upon receipt of a valid appeal, the Superintendent shall provide notice to the other
party, along with an opportunity to provide a written statement within five (5)
school days.

The Superintendent shall review the available documentation and may conduct
further investigation if deemed appropriate.

4
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NOTE TO LOCAL BOARDS: THE BOARD MAY CONSIDER WHETHER TO ALLOW APPEALS OF THE
SUPERINTENDENT’S DECISIONS TO THE BOARD. WE RECOMMEND DISCUSSING THIS OPTION
WITH LEGAL COUNSEL BEFORE DRAFTING SUCH LANGUAGE.

5. The Superintendent’s decision on the appeal will be provided to the parties within
ten (10) school days, if practicable. The Superintendent’s decision is final.

E. Records

The HRO/Title IX Coordinator will keep a written record of the complaint process and actions
taken.

Cross References: AC — Nondiscrimination/Equal Opportunity district and Human Rights
ACAA — Harassment of Students
ACAA-R2 - Student Sex Discrimination/Harassment Complaint Procedure
JIE - Pregnant Students

ADOPTED August 15, 2024
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PITTSFIELD SCHOOL DISTRICT
STUDENT SEX DISCRIMINATION/HARASSMENT COMPLAINT PROCEDURE

The Board has adopted this employee procedure in order to provide prompt and equitable
resolution of reports and complaints of unlawful sex discrimination, including allegations of
sexual harassment and other forms of sex-based harassment, as described in Policies AC—
Nondiscrimination/Equal Opportunity and Human Rights and ACAB — Harassment of Employees.

Although the specific provisions under Title IXand New Hampshire law differ somewhatin
regard to sex discriminationand sexual/sex-based harassment, the Board has chosen to address
all such complaints underthis procedure, which meets all Title IX and New Hampshire law
requirements.

Complaintsalleging unlawful discrimination or harassment of an employee on the basis of other
protected categories (race, color, religion, ancestry or national origin, age, disability, and
geneticinformation)are addressed under ACAB-R1— Employee Discrimination and Harassment
Complaint Procedure.

Complaintsalleging unlawful discriminationand harassment of an employee are addressed
under ACAB-R1 - Employee Discrimination and Harassment Complaint Procedure or ACAB-R2 —
Employee Sex Discrimination and Sexual/Sex-Based Harassment Complaint Procedure.

Any individual who is unsure about whether unlawful discrimination or harassment has
occurred, and/or which complaint procedure appliesis encouraged to contact the Human
Rights Officer/Title IX Coordinator.

KRYSTAL SANTOS
Human Rights Office/Title IX Coordinator
23 Oneida Street
Pittsfield NH, 03263
ksantos@sau51.org

CONFIDENTIAL EMPLOYEES

BryanK. Lane Derek Hamilton Kristen White
Superintendent of Schools Principal PMHS Principal PES

23 Oneida Street 23 Oneida Street 43 Bow Street
Pittsfield, NH 03263 Pittsfield, NH 03263 Pittsfield, NH 03263
603-435-5526 603-435-6701 603-435-8432
blane@sau51.org dhamilton@sau51.org kwhite@sau51.org
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Melissa Brown Kyle Hodsdon Charlene Vary

Asst. Principal PMHS Asst. Principal PES Director of Student Services
23 Oneida Street 43 Bow Street 23 Oneida Street

Pittsfield, NH 03263 Pittsfield, NH 03263 Pittsfield, NH 03263
603-435-6701 603-435-8432 603-435-6701

Section 1. Definitions

For purposes of this complaint procedure, the following definitions will be used.

A.

“Complainant” means: (1) the employee victim of alleged sex discrimination (including
sexual/sex-based harassment); or (2) other victim of alleged sex discrimination
(including sexual/sex-based harassment) who was participating or attemptingto
participatein the school district’s education programs or activities at the time of the
alleged sex discrimination.

“Complaint” under theTitle IX regulations: An oral or written request to the [school
district] to investigate and make a determinationabout alleged discrimination under
Title IX.” An oral request for investigationshould be documented by the Human Rights
Officer/Title IX Coordinator.

“Confidentialemployee” means: (1) an employee of the school district whose
communications are privileged or confidentialunder federal or state law. The
employee’s confidential status, for purposes of Title IX, is only with respect to
information received while the employee is functioning within the scope of their duties
to which privilege or confidentiality applies; or (2) an employee of the school district
designated as confidential for the purpose of providing services to persons related to
sex discrimination (in which case the employee’s confidential status applies only to
information received about sex discriminationin connection with providingthose
services).

“Discrimination”: Treatingindividuals differently, orinterfering with or preventingthem
from enjoyingthe advantages or privileges afforded to others because of their
membership in a protected category.

“Genderidentity”: The gender-related identity, appearance, mannerisms or other
gender-related characteristics of an individual, regardless of the individual’s assigned
sex at birth.”

“Parental status”: The status of a person who, with respect to another person who is
underthe age of 18 or who is 18 or older butis incapable of self-care because of a
physical or mental disability, is: (1) a biological parent; (2) an adoptive parent; (3)a
foster parent; (4) a stepparent; (5) a legal custodian or guardian; (6) in loco parentis with

2
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respect to such a person;or (7) actively seeking legal custody, guardianship, visitation,
or adoptionofsuch a person.”

. “Party”: A complainant orrespondent.

“Pregnancy and related conditions” includes “(1) Pregnancy, childbirth, termination of
pregnancy, or lactation; (2) Medical conditionsrelated to pregnancy, childbirth,
termination of pregnancy, or lactation; or (3) Recovery from pregnancy, childbirth,
termination of pregnancy, lactation, or related medical conditions.”

“Respondent”: A person whois alleged to have violated the school district’s prohibition
on sex discrimination.

“Retaliation” under Title IX: Intimidation, threats, coercion, or discriminationagainst any
person by the school district, an employee or other person authorized by the recipient
to provide aid, benefit, or services under the [school district’s] education program or
activity, for the purpose of interfering with any right or privilege secured by Title
IX/regulations, or because the person has reported information, made a complaint,
testified, assisted, or participating or refused to participateinany mannerinan
investigation, proceeding, or other action taken by a school districtin regard to
allegations of sex discrimination.”

“Sex-based harassment” under Title IX: Harassment on the basis of sex, including sexual
orientation, genderidentity, sex stereotypes, sex characteristics, pregnancy, or related
conditions, that meets one of the following:

a. “Quid proquo” harassment by a school employee, agent, or other person authorized
by the school district to provide aid, benefit, or service underan education program
or activity, explicitly orimpliedly conditioning the provision of such aid, benefit, or
service on the individual’s participation in unwelcome sexual conduct.

b. “Hostile environment” harassment: Unwelcome sex-based conduct that, based on
the totality of the circumstances, is subjectively and objectively offensive and is so
severe or pervasive thatit limits or denies an individual’s ability to participatein or
benefit from the school district’s education program or activity (i.e., creates a hostile
environment). Aschool district is obligated to address a sex-based hostile
environment underits education program or activity, even when some conduct alleged
to be contributing tothe hostileenvironment occurred outside the recipient's education
program or activity. Whether a hostile environment has been created is a fact-based
inquiry thatincludes consideration of a number of factors.

i. Factorsto considerinregard to the creation of a “hostile environment”: “(i) the
degree to which the conduct affected the complainant’s ability to access the
[school district’s] education program or activity; (ii) the type, frequency, and

3
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duration of the conduct; (iii) the parties’ ages, roles within the [school district’s]
education program or activity, previous interactions, and other factors about
each partythat may be relevant to evaluatingthe effects of the conduct; (iv) the
location of the conduct and the context in which the conduct occurred; and (v)
other sex-based harassmentin the [school district’s education program or
activity.”

c. Sexual assault, datingviolence, domesticviolence, and stalking, as these terms are
defined below.

i. “Sexualassault”is an offense classified as a forcible or nonforcible sex offense
underthe uniform reporting system of the Federal Bureau of Investigation. Such
offensesinclude but are not limited to rape, sodomy, sexual assault with an
object, and fondling.

ii. “Datingviolence”is violence committed by a person:(a) who is or hasbeenina
social relationship of a romanticor intimate nature with the victim; (b) where
the existence of such a relationship shallbe determined based on a
considerationof the followingfactors: (1) the length of the relationship, (2) the
type of relationship; and (3) the frequency of interaction between the persons
involved in the relationship.”

iii. “Domesticviolence” is defined in the Title IX regulations as “Felony or
misdemeanor crimes committed by a person who: (a) is a current or former
spouse or intimate partner of the victim under the family or domesticviolence
laws of the jurisdiction of the recipient, ora person similarly situationto a
spouse of the victim; (b) is cohabitating, or has cohabitated with the victim as a
spouse or intimate partner; (c) shares a child in common with the victim; or (d)
commits acts against a youth or adult who is protected from those acts under
the family or domesticviolence laws of the jurisdiction.”

iv. “Stalking”: Engagingin a course of conduct directed at a specific person that
would cause a reasonable person to: (a) fear for the person’s safety or the safety
of others; or (b) suffer substantial emotional distress.”

L. “Sexual harassment” under New Hampshire law: Unwelcome sexual advances, requests
for sexual favors, and other verbal, non-verbal or physical conduct of a sexual naturein
the followingsituations:

a. Submission to such conductis made either explicitly orimplicitly aterm or
condition of an employee’s educational benefits;

b. Submission to orrejection of such conduct by an employeeis used as the
basis for decisions on educational benefits; or

c. Such conduct has the purpose and effect of substantially interfering with an
employee’s academic performance or creates an intimidating, hostile, or
offensive environment.
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M. “Sexual orientation” under New Hampshire law means “having or being perceived as
havingan orientation for heterosexuality, bisexuality, or homosexuality.” Sexual
orientationis also covered by Title IX.

N. “Genderidentity” under New Hampshire law means “a person’s gender-related identity,
appearance, or behavior, whether or not that gender-related identity, appearance, or
behavioris different from that traditionally associated with the person’s physiology or
assigned sex at birth.” Genderidentityis also covered by Title IX.

Section 2. Complaint Procedure

This procedure should be used to address any report or complaint of sex discrimination or
sexual/sex-based harassment of an employee.

A. Reports of Alleged Sex Discrimination or Sexual/Sex-Based Harassment

1. Anyschool district employee (except for designated confidential employees) who
receives a report or has reason to believe that an employee may have been
discriminated againstor harassed on the basis of sex is required to make a reportto
the Human Rights Officer/Title IX Coordinator.

2. Confidential employees who receive a report that an employee may have
experienced sex discrimination or sexual/sex-based harassment mustinform the
person makingthe report thatthe employeeis designated “confidential” and inform
them of the circumstances in which the employeeis not required to make a report
to the Human Rights Officer/Title IX Coordinator. The confidential employee will
provide the reporter with the Human Rights Officer/Title IX Coordinator’s contact
information and explain that the Human Rights Officer/Title IX Coordinator may be
able to offer and coordinate supportive measures, initiate an informal resolution
process, or initiate an investigation under this complaint procedure.

3. Employeeswho believe that they have been discriminated against or harassed on
the basis of sex should report their concern promptly to the Human Rights
Officer/Title IX Coordinator. The report will be documented by the Human Rights
Officer/Title IX Coordinator.

4. Theindividual makingthereportshould provide basic, available information orally
or in writing concerning the allegation (i.e., individuals involved, date, time, location,
and type of allegation). If the information is conveyed orally, the Human Rights
Officer/Title IX Coordinator will document it.
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5. If anindividualis unsure as to whether unlawful discrimination or harassment has
occurred, they are encouraged to discuss the matter with the Human Rights
Officer/Title IX Coordinator.

6. Individuals will not be retaliated againstfor reporting suspected discrimination or
harassment or for participatingin aninvestigation. Retaliationisillegal under
federal/state nondiscrimination laws and Board policies, and any retaliation will
resultin disciplinary action, up to and includingtermination.

7. The Superintendent will be promptly notified of all reports of alleged discrimination
or harassment of an employee.

8. An employee who believes they have been discriminated againstor harassed on the
basis of sex is encouraged to utilize this complaint procedure. However, employees
are hereby notified that they also have theright to reportincidents of discrimination
or harassmentto:

e New Hampshire Commission for Human Rights, 2 Industrial Park Drive,
Concord, NH 03301 (telephone: 603-271-2767); and/or

e Office for Civil Rights, U.S. Department of Education, 5 Post Office Square, 8"
Floor, Boston, MA 02109-3921 (telephone:617-289-0111.

B. Processing of Complaints

1. The Human Rights Officer/Title IX Coordinator will treat complainants and
respondents equitably through the complaint procedure.

2. Iftheindividualmakingthereportis the alleged victim, or if the alleged victim is
identified by the individual makingthe report, the Human Rights Officer/Title IX
Coordinator will meet with the alleged victim to discuss the allegationsand
supportive measures that may be appropriate in the particular circumstancesand to
explain the complaint procedure.

If the alleged victim is unknown to the Human Rights Officer/Title IX Coordinator,
the person who made the report will be notified of the availability of the complaint
procedure.

3. Supportive Measures

a. Supportive measures areindividualized measures designed to ensure the
employee can continue to access and perform their work (includingbut not
limited to: requiring no contact between individuals, temporarily moving
work locations, and changing schedules).
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b. Supportive measures must not unreasonably burdeneither partyand must
be designed to protect the safety of the parties or the school district’s
educationalenvironmentorto provide support duringthe complaint
procedure or an informal resolution process. The school district may not
impose such measures for punitive or disciplinary reasons.

c. Supportive measures may be continued even if a complaint orinformal
resolution processis notinitiated, or after the conclusion of such processes,
if appropriate under the circumstances.

d. Complainantsandrespondents must be provided with a timely opportunity
to seek, from an appropriate and impartial employee, modification or
reversal of a decision to provide, deny, modify, or terminate supportive
measures applicable tothem. Thisemployee must not be the Human Rights
Officer/Title IX Coordinator and must have the authority to modify or reverse
the decision.

e. Complainantsandrespondentsalso have the opportunityto seek additional
modification or termination of a supportive measure applicable to them if
circumstances change.

f. The school district will not disclose information about supportive measures
to persons otherthan the personto whomthey apply unlessitis necessary
to provide a supportive measure or to restore or preserve a party’saccess to
education programs and activities.

If the Human Rights Officer/Title IX Coordinatorreasonably determinesthat the
conduct alleged does notinvolveillegal discrimination or harassment, the school
districtis not obligated to initiate the complaint process and may dismiss the
complaint (See Subsection C.1. below). If the alleged conduct potentially violates
otherlaws, Board policies/procedures, or professional expectations (in the case of
employees), the matter may be referred to the Superintendentand/or other
appropriate administrator(s) to address as deemed appropriate.

In response to a complaint alleging prohibited sex discrimination or sexual/sex-
based harassment, the Human Rights Officer/Title IX Coordinator will initiate the
complaint process, or the informal resolution process (if available and appropriate),
according to this procedure. When feasible, the decision to initiate an investigation
or informal resolution process, or dismiss the complaint, will be made within ten
(10) school days of receipt of the complaint.

In certain circumstances, the Human Rights Officer/Title IX Coordinator may initiate
the investigation process, even when the alleged victim chooses not to, after any or
all allegations are withdrawn by the alleged victim, or when an informal resolution
process is notinitiated oris terminated. To make this fact-specific determination,
the Human Rights Officer/Title IX Coordinator will consider, ata minimum:

a. The complainant’srequest not to proceed with initiatinga complaint;

7
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b. The complainant’'sreasonable safety concerns regardinginitiatinga
complaint;

c. Therisk thatadditionalacts of discrimination or harassment would occurif a
complaintis notinitiated;

d. The severity of the alleged discrimination or harassment, includingwhether
the discrimination, if established, would require the removal of a respondent
from school or imposition of another disciplinary sanctionto end the
discrimination or harassment and preventitsrecurrence;

e. Theage andrelationshipofthe parties, includingwhether therespondentis
an employee of the school district;

f. The scope of thealleged discriminationor harassment, includinginformation
suggesting a pattern, ongoingdiscrimination/harassment, or
discrimination/harassment alleged to have impacted multiple individuals;

g. The availability of evidence to assist a decisionmaker in determining whether
discrimination or harassment occurred; and

h. Whetherthe school district could end the alleged discrimination or
harassment and preventits recurrence without initiatingthe complaint
procedure.

If, after consideringthese and any other factors that may be relevant, the Human
Rights Officer/Title IX Coordinator determines that the alleged conduct presents an
imminent and serious threatto the health or safety of the complainant or other
individuals, or that the alleged conduct prevents the school district from ensuring
equal access to its education programs and activities, the Human Rights Officer/Title
IX Coordinator may initiate a complaint.

If the Human Rights Officer/Title IX Coordinatorinitiates a complaint, the
complainant will receive prior notice and any reasonable safety concerns will be
addressed.

The Human Rights Officer/Title IX Coordinator will confirm the initiationofan
investigationorinformal resolution process in writingto both parties. The
communication will include: a) a copy of the complaint procedure; b) sufficient
information available at the time to allow the parties to respond to the allegations
(includingtheidentities of the partiesinvolved, the conduct alleged to constitute sex
discrimination or sexual/sex-based harassment, and the date(s) and location(s) of
the alleged incident(s); c) notice that retaliation is prohibited; and d) notice that the
parties are entitled to an equal opportunity to access the relevant and not otherwise
impermissible evidence.

Regardless of whether an investigation isinitiated, the Human Rights Officer/Title IX
Coordinator will take appropriate, prompt, and effective steps to ensure that
discrimination or harassment does not continue or recur. The Human Rights
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Officer/Title IX Coordinator will also coordinate supportive measures, as
appropriate.

10. If the Human Rights Officer/Title IX Coordinatordecides to investigate additional
allegations of discrimination or harassment made by the complainant againstthe
respondent after the parties receive notice of the complaint, the Human Rights
Officer/Title IX Coordinator will notify the parties of the additional allegationsin
writing.

11. The Human Rights Officer/Title IX Coordinator may consolidate complaints of
discrimination or harassment against more than one respondent, or by more than
one complainant against one or more respondents, or by one party against another
party, when the allegations arise out of the same facts or circumstances.

12. The school district will presume that the respondentis not responsible for alleged
discrimination or harassment untila determination is made at the conclusion of the
investigation.

13. The school district will take reasonable steps to protect the privacy of the parties
and witnesses duringthe complaint procedure and will comply with applicable state
and federal privacy laws. These steps will not restrict the ability of the partiesto
obtain and present evidence, including by speaking to witnesses, confidential
employees/resources, or otherwise prepare for and participate in the complaint
procedure.

C. Dismissal of Complaints

1. The Human Rights Officer/Title IX Coordinator may dismiss a complaintin the
following circumstances:

a. Theschooldistrictis unabletoidentify a respondent aftertakingreasonable
stepsto do so;

b. The respondentis not participatingin the school district’s education
programs and activities, or is not employed by the school district;

c. The complainantvoluntarily withdraws anyor all allegationsin the
complaint, the Human Rights Officer/Title IX Coordinator declines to initiate
a complaintand determines that, withoutthe complainant’s withdrawn
allegations, the alleged conduct remaining, ifany, would not constitute
discrimination or harassment even if proven; or

d. The Human Rights Officer/Title IX Coordinator determines that the conduct
alleged in the complaint, even if proven, would not constitute discrimination
or harassment under state/federal laws and regulations.
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Upon dismissal, the Human Rights Officer/Title IX Coordinatorwill promptly notify
the complainant (and the respondent, if they had received notice of the complaint
allegations) of the basis for the dismissal, and provide the opportunity to appeal the
dismissal.

Dismissals may be appealed on the following bases:

a. Proceduralirregularity that would change the outcome;

b. New evidencethat would change the outcome and that was not reasonably
available when the dismissal [or determination in the case] was made; and

c. The Human Rights Officer/Title IX Coordinator, investigator, or
decisionmaker had a conflict or bias for or against complainants or
respondents generally, or the individual complainant or respondent that
would change the outcome.

An appeal of a complaint dismissal must be made in writing to the Human Rights
Officer/Title IX Coordinator within five (5) school days and state the basis for the
appeal.

If the dismissal is appealed, the Human Rights Officer/Title IX Coordinator shall:

a. Notifythe respondent of the appeal if they had received notice of the
complaint allegations;

b. Implementtheappeal procedure equallyforthe parties;

c. Ensurethatthe trained decisionmakerforthe appeal did not take partin an
investigation of the allegations or dismissal of the complaint;

d. Providethe partiesa reasonable and equal opportunity to make a statement
in support of, or challenging, the outcome; and

e. Notifythe partiesin writing of the result of the appeal and the rationale forit
within five (5) school days, if feasible.

When a complaint is dismissed, the Human Rights Officer/Title IX Coordinator will, at
a minimum:

a. Offer supportive measures tothe complainantand respondent if
appropriate; and

b. Take other prompt and effective steps, as appropriate to ensure that
discrimination or harassment does not continue or recur within the school
district’s program or activity.

The Human Rights Officer/Title IX Coordinator will document actions taken during
the appeal process.

. Administrative Leave

10
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1. The Superintendent may place an employeerespondenton administrative leave
duringthe complaint procedure in accordance with any applicable state laws, school
policies, and collective bargaining agreement provisions.

2. Anydecisionto place an employee respondent on administrative leave shall be
made in compliance with any applicable disability laws, including Section 504 of the
Rehabilitation Act and the Americans with Disabilities Act.

3. The Human Rights Officer/Title IX Coordinator will document actions taken during
the administrative leave process.

[Note: TheSuperintendent may remove a student from education programs and
activities on an emergency basis duringthe complaint procedure in accordance with the
procedures set forth in ACAA-R2, Section 2.D]

E. Informal Resolution Process

1. Informalresolutionis not permitted in cases where a studentisthe complainantand
an employeeis the respondent to alleged sex discrimination or harassment [such
cases should be addressed under Procedure ACAA-R2].

2. The Human Rights Officer/Title IX Coordinator may, if appropriate, offer the parties
the opportunity to resolve the complaint through an informal resolution process at
any point priorto aninvestigation or determination of responsibility. Engaginginan
informal resolution processisvoluntary on the part of each party. The Human
Rights Officer/Title IX Coordinator also may decline to pursue an informal resolution
despite a party’s request (for example, if the alleged conduct presents a future risk
of harm to the complainant or others).

3. Both (or all) parties must voluntarily agree in writingto participate in an informal
resolution process, and a party may withdraw from the process atany time. The
parties will not be required to attend meetings together unless they voluntarily
agree to do so.

4. Beforeinitiatinganinformal resolution process, the Human Rights Officer/Title IX
Coordinator will ensure that the parties receive notice of: i.) the allegations;ii.) the
requirements of the informal resolution process;ii.) the right of any party to
withdraw from the process and initiate or resume the investigation process;iv.) that
the parties’ agreement to an informal resolution would preclude them from
initiating or resuming the investigation; v.) potential terms that may be requested or
offered in an informal resolution agreement, including notice that an agreement s
bindingon the parties; and vi.) what information the school district will maintain
regardingthe informal resolution process.

11
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[Note: Informal resolutions can take many forms, depending on the particular case,
including but not limited to: restrictions on contact between the parties; facilitated
discussions between the parties; restorative justice; acknowledgement of
responsibility by arespondent; apologies; disciplinary actions against a respondent
or requirements to engage in specific services; or supportive measures.]

The facilitator forthe informal resolution process: must be trained; cannot be the
same person as theinvestigator or decisionmakerin the matter; and must not have
a conflict of interest or bias regarding parties to such matters generally or to an
individual complainant orrespondent.

The Superintendent must agree to the terms of anyinformal resolutionreached
between the parties, consideringwhethertheresolutionisin the best interest of the
parties and the school district in light of the particular circumstances, applicable
laws/regulations, and Board policies.

If aninformal resolution agreementis reached, it will be agreed to in writing by both
parties and the Human Rights Office/Title IX Coordinator. Any such agreement is
finaland bindingon the parties.

Investigation Process

The complaint will be investigated by a trained internal or external individual
designated by the Superintendent and the Human Rights Officer/Title IX
Coordinator. Theinvestigator shall not have a conflict of interest or bias against
complainantsorrespondents generally, oran individual complainant or respondent,
and will consult with the Human Rights Officer/Title IX Coordinator duringthe
investigation process.

Any complaintaboutan employee who holds a supervisory position will be
investigated by a person not subject to that supervisor’s authority. Anycomplaint
about the Superintendent will be submitted to the Board Chair, who will consult
with legal counsel concerning the handlingand investigation of the complaint.

If the complaintisagainstan employee of the school district, any rights conferred
underan applicable bargainingagreement will be applied, to the extent they do not
conflict with the requirements of Title IX and accompanying regulations.

The burdenison the school district, and not the parties, to gather sufficient

evidence (through the investigation) in order to determine whetherillegal
discrimination or harassment occurred.

12
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5. Theinvestigatorshall provide an opportunity for the complainantand respondent to
be heard as part of the investigation. The parties will not be required to attend
meetings together.

6. The parties maysuggest witnessesto be interviewed and/or submit materialsthat
they believe are relevant to the allegations and complaint.

7. Theinvestigator will evaluate evidence thatis relevant and not otherwise
impermissible, including both inculpatory and exculpatory evidence. Credibility
determinations will not be based on a person’s status as a complainant, respondent,
or witness.

a.

The Title IX regulations define “relevant” as “related to the allegations of sex
discrimination underinvestigation. Questions are relevant when they seek
evidence that may aid in showing whether the alleged sex discrimination
occurred, and evidence is relevant when it may aid a decisionmakerin
determining whether the alleged sex discriminationoccurred.”

8. The followingtypes of evidence, and questions seekingthat evidence, are
impermissible:

d.

Evidencethatis protected under a privilege recognized by federal or
state law, or evidence provided to a confidential employee, unless the
person to whom the privilege or confidentiality is owed has voluntarily
waived the privilege or confidentiality in writing.
A party’s or witness’s records that are made or maintained by a physician,
psychologist, or other recognized professional or paraprofessional in
connection with the treatment to the party or witness, unless the school
district obtains that party’s or witness’s voluntary, written consent for use in
the complaint procedure; and

Evidence that relates to the complainant’s sexual interests or prior sexual
conduct, unless evidence about the complainant’s prior sexual conduct is
offered to prove that someone otherthan the respondent committed alleged
sexual/sex-based harassment oris evidence about specificincidents of the
complainant’s prior sexual conduct with the respondent that is offered to
prove consent to the alleged sexual/sex-based harassment. The fact of prior
sexual conduct between the complainantand respondent does not by itself
demonstrate orimply the complainant’s consent to the alleged sex-based
harassment or preclude a determination that sex-based harassment
occurred.

9. Theinvestigator will provide each party with the opportunity to review the evidence
thatis relevantto the allegations of discrimination or harassment (and not
otherwiseimpermissible), and to respond toit.

13
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10. The Human Rights Officer/Title IX Coordinator and investigator will take reasonable

11.

12.

stepsto prevent and address the parties’ unauthorized disclosure of informationand
evidence obtained solely through the complaint procedure. Disclosure of such
information and evidence forthe purposes of administeringadministrative
proceedings or litigation related to the complaint are authorized.

The investigator will conclude the investigationand issue a written report to the
Human Rights Officer/Title IX Coordinator within forty (40) school days, if feasible.

a. Iftheinvestigator has been charged with makinga determination of
responsibility/non-responsibility with respect to each allegation, such
determination(s) and the reasons, therefore, shall beincluded in the report.

Extensions of time may be granted to complete the investigation if approved by the
Human Rights Officer/Title IX Coordinator for reasonable cause. Notice of any
extension and the reasons, therefore, will be provided to the parties.

. Determinations of Responsibility

1. The standard used to determine whetherillegal discrimination or harassment

occurred is the preponderance of the evidence standard (“more likely than not”).

The decisionmaker will review the investigation report, the evidence gathered (as
appropriate), and will have the discretion to conduct additional interviews of parties
and/or witnesses if needed to assess credibility.

The decisionmaker will make a written determination of responsibility/non-
responsibility in regard to each allegation and the reasons therefore, which shall be
shared with the Human Rights Officer/Title IX Coordinator and the parties.

In general, the Human Rights Officer/Title IX Coordinator will notify the parties of
the determination decision(s) within five (5) school days of the determination being
reached. Reasonable extensionsoftime may be approved by the Human Rights
Officer/Title IX Coordinator for good reason. The notification will include the
permissible basesforappeal and the deadline for receipt of appeals.

If thereis a determinationthat the respondentis responsible forviolations, the
appropriate administrator will make decisions asto appropriate disciplinaryaction

and remedies.

The Human Rights Officer/Title IX Coordinator shall, as appropriate:
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a. Coordinatethe provision and implementation of remediesto a complainant
and any other personsif necessaryto provide equal access to the school
district’s educational programs and activities that had been limited or denied
by discrimination or harassment;

b. Coordinatetheimpositionofanydisciplinary sanctions on arespondent,
including notification to the complainant of any such disciplinary sanctions;
and

c. Take otherappropriate promptand effective stepsif necessaryto ensure
discrimination and harassment does not continue or recur.

7. Adeterminationof responsibility becomes final on the date that the Human Rights
Officer/Title IX Coordinator provides the parties with the written determination of the
results of the appeal, ifan appealisfiled. If an appealis notfiled, the determination of
responsibility becomes final on the date on which the appeal would no longer be
considered timely.

8. The schooldistrict will notdiscipline a party, witness, or others participatingin the
complaint procedure for making a false statement or for engaging in consensual sexual
conduct based solely on the determinationthat sex discrimination or sexual/sex-based
harassment occurred.

H. Remedies, Discipline, and Other Actions
1. Remedies

Remedies are measures used to ensure that the complainant has equal access to the school
district’s education programs and activities following the decisionmaker’s determination(s).
Such remedies may include supportive measures and mayinclude other appropriate measures,
dependingon the determination(s) and the needs of the complainant. The Human Rights
Officer/Title IX Coordinator is responsible forimplementingremedies and providing any needed
assistance to the complainant.

2. Disciplineand OtherActions

Examples of disciplinary and other actions that may be imposed on a student when thereis a
determinationthat they are responsible for one or more violations of sexual/sex-based
harassmentinclude suspension, expulsion, restorative justice, required educationor
counseling, and other measures.

Examples of disciplinary actions that may be imposed on an employee when thereis a
determinationthat they areresponsible for one or more violations of sexual/sex-based
harassmentinclude: written warning, probation, counseling, demotion, suspension without
pay, termination.
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. Appeals

1. After the conclusion of theinvestigation and decisionmaker determination(s), the
complainant orrespondent may seek an appeal of the findings based on the
followingfactors:

a. Proceduralirregularity that would change the outcome;

b. New evidencethat would change the outcome and that was not reasonably
available when the determination was made; and

c. The Human Rights Officer/Title IX Coordinator, investigator, or
decisionmaker had a conflict or bias for or against complainants or
respondents generally ortheindividual complainant or respondent that
would change the outcome.

2. The appeal must be made in writingto the Human Rights Officer/Title IX Coordinator
within five (5) school days and state the basis for the appeal.

3. The Superintendentis responsible for makinga determinationon the appeal. The
Superintendent will conduct an impartial review of the appeal, including
consideration of the written record in the case, and may consult with legal counsel
or other school district officials in makingtheir decision.

4. The Superintendent will issue the appeal determination in writing within ten (10)
school days of receipt of the appeal, iffeasible.

5. The Superintendent’s decision is final.
Section 3. Recordkeeping

The Human Rights Officer/Title IX Coordinator shall maintain a record of documents and action
in each case, and records of trainings provided, for a period of seven (7) years.

Cross References: AC — Nondiscrimination/Equal Opportunity and Human Rights
ACAB — Harassment of Employees
ACAB-R1 - Employee Discriminationand Harassment Complaint
Procedure
ACAB-R2— Employee Sex Discrimination/Harassment Complaint
Procedure
JIE - Pregnant Students

ADOPTED: August 15, 2024
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PITTSFIELD SCHOOL DISTRICT
HARASSMENT OF EMPLOYEES
The school district prohibits harassment of employees on the basis of:
e Race;
e Sex, sexual orientation, gender identity, sex stereotypes, sex characteristics,

pregnancy or related conditions;
e Parental, family, or marital status;

e Color;

e Religion;

e Ancestry or national origin;
o Age;

e Disability; and
e Genetic information.

Such conduct is a violation of Board policy and may constitute illegal discrimination under state
and/or federal laws.

A. Harassment

Harassment includes but is not limited to, verbal abuse, threats, physical assault/battery, and
other unwelcome, offensive conduct based on the protected categories listed above.
Harassment that rises to the level of physical assault, battery, and/or abuse is also addressed in
Board Policy JICIA — Weapons, Violence and School Safety.

B. Sexual/Sex-Based Harassment

Sexual Harassment and other forms of Sex-Based Harassment are addressed under federal and
state laws/regulations. The scope and definitions of sexual/sex-based harassment under these
laws differ, as described below.

1. Sex-Based Harassment Under Title IX

Under the federal Title IX law and its accompanying regulations, sexual/sex-based
harassment includes harassment on the basis of sex, including sexual orientation,
gender identity, sex stereotypes, sex characteristics, pregnancy, or related conditions,
that is:

a. “Quid pro quo” harassment by a school employee, agent, or other person
authorized by the school district to provide aid, benefit, or service under an
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education program or activity, explicitly or impliedly conditioning the
provision of such aid, benefit, or service (such as a promotion or favorable
evaluation) on the individual’s participation in unwelcome sexual conduct.
“Hostile environment” harassment: Unwelcome sex-based conduct that,
based on the totality of the circumstances, is subjectively and objectively
offense, and is so severe or pervasive that it limits or denies an individual’s
ability to participate in or benefit from the school district’s education
program or activity (i.e., creates a hostile environment). Whether a hostile
environment has been created is a fact-based inquiry that includes
consideration of a number of factors (identified in ACAB-R2 — Employee Sex
Discrimination/Harassment Complaint Procedure).

Sexual assault, dating violence, domestic violence, and stalking, as these
terms are defined in applicable federal laws/regulations.

2. Sexual Harassment Under New Hampshire Law

Under New Hampshire law, sexual harassment is defined as unwelcome sexual
advances, requests for sexual favors, and other verbal, non-verbal or physical conduct of
a sexual nature in the following situations:

a.

Legal References:

Submission to such conduct is made either explicitly or implicitly a term or
condition of an individual’s employment;

Submission to or rejection of such conduct by an employee is used as the
basis for employment decisions affecting the employee; or

Such conduct has the purpose and effect of substantially interfering with an
employee’s work performance or creates an intimidating, hostile, or
offensive environment.

C. Reports and Complaints of Harassment

Any employee who believes they have been harassed or sexually harassed is strongly encouraged
to make a report to the Human Rights Officer/Title IX Coordinator.

The Human Rights Officer/Title IX Coordinator is also available to answer questions and provide
assistance to any individual who is unsure whether harassment has occurred.

All reports and complaints of discrimination/harassment of employees shall be addressed
through ACAB-R1 — Discrimination and Harassment of Employees Complaint Procedure or ACAB-
R2 — Employee Sex Discrimination/Harassment Complaint Procedure.

Americans with Disabilities Act, 42 U.S.C. §§ 12101-12213, as amended
by 28 C.F.R. § 35.107.



Cross Reference:
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Section 504 of the Rehabilitation Act of 1973 (Section 504), 29 U.S.C. §
794, as amended by 34 C.F.R. § 104.7.

Title IX of the Education Amendments of 1972 (Title IX), 20 U.S.C. §§
1681-1688, as amended by 34 C.F.R. § 106.

Title VI of the Civil Rights Act of 1964, 42 U.S.C. §§ 2000d to 2000d-7.
Title VII of the Civil Rights Act of 1965, 42 U.S.C. §§ 2000e to 2000e-17, as
amended by 29 C.F.R. § 1604.11.

Age Discrimination in Employment Act, 29 U.S.C. §§ 623-634.

Genetic Information Nondiscrimination Act of 2008, 29 U.S.C. §§ 2000ff
to 2000ff-11.

Pregnant Workers Fairness Act, 42 U.S.C. §§ 2000gg to 2000gg-6.

New Hampshire Human Rights Act, RSA 354-A:7.

ACAB-R1 — Employee Discrimination and Harassment Complaint
Procedure

ACAB-R2 — Employee Sex Discrimination/Harassment Complaint
Procedure

AC — Nondiscrimination/Equal Opportunity and Affirmative Action

ACAA — Harassment of Students

ACAA-R1 - Student Discrimination and Harassment Complaint Procedure
ACAA-R2 - Student Sex Discrimination/Harassment Complaint Procedure
GBGB — Workplace Bullying

ACAD - Hazing

JICIA — Weapons, Violence and School Safety

JIE — Pregnant Students

ADOPTED August 15, 2024
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PITTSFIELD SCHOOL DISTRICT
EMPLOYEE SEX DISCRIMINATION/HARASSMENT COMPLAINT PROCEDURE

The Board has adopted this employee procedure in orderto provide prompt and equitable
resolution of reports and complaints of unlawful sex discrimination, including allegations of
sexual harassment and other forms of sex-based harassment, as described in Policies AC—
Nondiscrimination/Equal Opportunity and Human Rights and ACAB — Harassment of Employees.

Although the specific provisions under Title IXand New Hampshire law differ somewhatin
regard to sex discriminationand sexual/sex-based harassment, the Board has chosen to address
all such complaints under this procedure, which meets all Title IX and New Hampshire law
requirements.

Complaintsalleging unlawful discrimination or harassment of an employee on the basis of other
protected categories (race, color, religion, ancestry or national origin, age, disability, and
geneticinformation) are addressed under ACAB-R1— Employee Discrimination and Harassment
Complaint Procedure.

Complaintsalleging unlawful discriminationand harassment of an employee are addressed
under ACAB-R1 - Employee Discrimination and Harassment Complaint Procedure or ACAB-R2 —
Employee Sex Discrimination and Sexual/Sex-Based Harassment Complaint Procedure.

Any individual whois unsure about whether unlawful discrimination or harassment has
occurred, and/or which complaint procedure appliesis encouraged to contact the Human
Rights Officer/Title IX Coordinator.

KRYSTAL SANTOS
Human Resource Office/Title IX Coordinator
23 Oneida Street
Pittsfield NH, 03263
ksantos@sau51.org

CONFIDENTIAL EMPLOYEES

BryanK. Lane Derek Hamilton Kristen White
Superintendent of Schools Principal PMHS Principal PES

23 Oneida Street 23 Oneida Street 43 Bow Street
Pittsfield, NH 03263 Pittsfield, NH 03263 Pittsfield, NH 03263
603-435-5526 603-435-6701 603-435-8432
blane@sau51.org dhamilton@sau51.org kwhite@sau51.org
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Melissa Brown Kyle Hodsdon Charlene Vary

Asst. Principal PMHS Asst. Principal PES Director of Student Services
23 Oneida Street 43 Bow Street 23 Oneida Street

Pittsfield, NH 03263 Pittsfield, NH 03263 Pittsfield, NH 03263
603-435-6701 603-435-8432 603-435-6701

Section 1. Definitions

For purposes of this complaint procedure, the following definitions will be used.

A.

“Complainant” means: (1) the employee victim of alleged sex discrimination (including
sexual/sex-based harassment); or (2) other victim of alleged sex discrimination
(including sexual/sex-based harassment) who was participating or attemptingto
participatein the school district’s education programs or activities at the time of the
alleged sex discrimination.

“Complaint” under theTitle IX regulations: An oral or written request to the [school
district] to investigate and make a determinationabout alleged discrimination under
Title IX.” An oral request for investigationshould be documented by the Human Rights
Officer/Title IX Coordinator.

“Confidentialemployee” means: (1) an employee of the school district whose
communications are privileged or confidentialunder federal or state law. The
employee’s confidential status, for purposes of Title IX, is only with respect to
information received while the employee is functioning within the scope of their duties
to which privilege or confidentiality applies; or (2) an employee of the school district
designated as confidential for the purpose of providing services to persons related to
sex discrimination (in which case the employee’s confidential status applies only to
information received about sex discriminationin connection with providingthose
services).

“Discrimination”: Treatingindividuals differently, orinterfering with or preventingthem
from enjoyingthe advantages or privileges afforded to others because of their
membership in a protected category.

“Genderidentity”: The gender-related identity, appearance, mannerisms or other
gender-related characteristics of an individual, regardless of the individual’s assigned
sex at birth.”

“Parental status”: The status of a person who, with respect to another person who is
underthe age of 18 or who is 18 or older butis incapable of self-care because of a
physical or mental disability, is: (1) a biological parent; (2) an adoptive parent; (3)a
foster parent; (4) a stepparent; (5) a legal custodian or guardian; (6) in loco parentis with
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respect to such a person;or (7) actively seeking legal custody, guardianship, visitation,
or adoptionofsuch a person.”

. “Party”: A complainant orrespondent.

“Pregnancy and related conditions” includes “(1) Pregnancy, childbirth, termination of
pregnancy, or lactation; (2) Medical conditionsrelated to pregnancy, childbirth,
termination of pregnancy, or lactation; or (3) Recovery from pregnancy, childbirth,
termination of pregnancy, lactation, or related medical conditions.”

“Respondent”: A person whois alleged to have violated the school district’s prohibition
on sex discrimination.

“Retaliation” under Title IX: Intimidation, threats, coercion, or discriminationagainst any
person by the school district, an employee or other person authorized by the recipient
to provide aid, benefit, or services under the [school district’s] education program or
activity, for the purpose of interfering with any right or privilege secured by Title
IX/regulations, or because the person has reported information, made a complaint,
testified, assisted, or participating or refused to participateinany mannerinan
investigation, proceeding, or other action taken by a school districtin regard to
allegations of sex discrimination.”

“Sex-based harassment” under Title IX: Harassment on the basis of sex, including sexual
orientation, genderidentity, sex stereotypes, sex characteristics, pregnancy, or related
conditions, that meets one of the following:

a. “Quid proquo” harassment by a school employee, agent, or other person authorized
by the school district to provide aid, benefit, or service underan education program
or activity, explicitly orimpliedly conditioning the provision of such aid, benefit, or
service on the individual’s participation in unwelcome sexual conduct.

b. “Hostile environment” harassment: Unwelcome sex-based conduct that, based on
the totality of the circumstances, is subjectively and objectively offensive and is so
severe or pervasive thatit limits or denies an individual’s ability to participatein or
benefit from the school district’s education program or activity (i.e., creates a hostile
environment). Aschool district is obligated to address a sex-based hostile
environment underits education program or activity, even when some conduct alleged
to be contributing tothe hostileenvironment occurred outside the recipient's education
program or activity. Whether a hostile environment has been created is a fact-based
inquiry thatincludes consideration of a number of factors.

i. Factorsto considerinregard to the creation of a “hostile environment”: “(i) the
degree to which the conduct affected the complainant’s ability to access the
[school district’s] education program or activity; (ii) the type, frequency, and
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duration of the conduct; (iii) the parties’ ages, roles within the [school district’s]
education program or activity, previous interactions, and other factors about
each partythat may be relevant to evaluatingthe effects of the conduct; (iv) the
location of the conduct and the context in which the conduct occurred; and (v)
other sex-based harassmentin the [school district’s education program or
activity.”

c. Sexual assault, datingviolence, domesticviolence, and stalking, as these terms are
defined below.

i. “Sexualassault”is an offense classified as a forcible or nonforcible sex offense
underthe uniform reporting system of the Federal Bureau of Investigation. Such
offensesinclude but are not limited to rape, sodomy, sexual assault with an
object, and fondling.

ii. “Datingviolence”is violence committed by a person:(a) who is or hasbeenina
social relationship of a romanticor intimate nature with the victim; (b) where
the existence of such a relationship shallbe determined based on a
considerationof the followingfactors: (1) the length of the relationship, (2) the
type of relationship; and (3) the frequency of interaction between the persons
involved in the relationship.”

iii. “Domesticviolence” is defined in the Title IX regulations as “Felony or
misdemeanor crimes committed by a person who: (a) is a current or former
spouse or intimate partner of the victim under the family or domesticviolence
laws of the jurisdiction of the recipient, ora person similarly situationto a
spouse of the victim; (b) is cohabitating, or has cohabitated with the victim as a
spouse or intimate partner; (c) shares a child in common with the victim; or (d)
commits acts against a youth or adult who is protected from those acts under
the family or domesticviolence laws of the jurisdiction.”

iv. “Stalking”: Engagingin a course of conduct directed at a specific person that
would cause a reasonable person to: (a) fear for the person’s safety or the safety
of others; or (b) suffer substantial emotional distress.”

L. “Sexual harassment” under New Hampshire law: Unwelcome sexual advances, requests
for sexual favors, and other verbal, non-verbal or physical conduct of a sexual naturein
the followingsituations:

a. Submission to such conductis made either explicitly orimplicitly aterm or
condition of an employee’s educational benefits;

b. Submission to orrejection of such conduct by an employeeis used as the
basis for decisions on educational benefits; or

c. Such conduct has the purpose and effect of substantially interfering with an
employee’s academic performance or creates an intimidating, hostile, or
offensive environment.
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M. “Sexual orientation” under New Hampshire law means “having or being perceived as
havingan orientation for heterosexuality, bisexuality, or homosexuality.” Sexual
orientationis also covered by Title IX.

N. “Genderidentity” under New Hampshire law means “a person’s gender-related identity,
appearance, or behavior, whether or not that gender-related identity, appearance, or
behavioris different from that traditionally associated with the person’s physiology or
assigned sex at birth.” Genderidentityis also covered by Title IX.

Section 2. Complaint Procedure

This procedure should be used to address any report or complaint of sex discrimination or
sexual/sex-based harassment of an employee.

A. Reports of Alleged Sex Discrimination or Sexual/Sex-Based Harassment

1. Anyschool district employee (except for designated confidential employees) who
receives a report or has reason to believe that an employee may have been
discriminated againstor harassed on the basis of sex is required to make a reportto
the Human Rights Officer/Title IX Coordinator.

2. Confidential employees who receive a report that an employee may have
experienced sex discrimination or sexual/sex-based harassment mustinform the
person makingthe report thatthe employeeis designated “confidential” and inform
them of the circumstances in which the employeeis not required to make a report
to the Human Rights Officer/Title IX Coordinator. The confidential employee will
provide the reporter with the Human Rights Officer/Title IX Coordinator’s contact
information and explain that the Human Rights Officer/Title IX Coordinator may be
able to offer and coordinate supportive measures, initiate an informal resolution
process, or initiate an investigation under this complaint procedure.

3. Employeeswho believe that they have been discriminated against or harassed on
the basis of sex should report their concern promptly to the Human Rights
Officer/Title IX Coordinator. The report will be documented by the Human Rights
Officer/Title IX Coordinator.

4. Theindividual makingthereportshould provide basic, available information orally
or in writing concerning the allegation (i.e., individuals involved, date, time, location,
and type of allegation). If the information is conveyed orally, the Human Rights
Officer/Title IX Coordinator will document it.
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5. If anindividualis unsure as to whether unlawful discrimination or harassment has
occurred, they are encouraged to discuss the matter with the Human Rights
Officer/Title IX Coordinator.

6. Individuals will not be retaliated againstfor reporting suspected discrimination or
harassment or for participatingin aninvestigation. Retaliationisillegal under
federal/state nondiscrimination laws and Board policies, and any retaliation will
resultin disciplinary action, up to and includingtermination.

7. The Superintendent will be promptly notified of all reports of alleged discrimination
or harassment of an employee.

8. An employee who believes they have been discriminated againstor harassed on the
basis of sex is encouraged to utilize this complaint procedure. However, employees
are hereby notified that they also have theright to reportincidents of discrimination
or harassmentto:

e New Hampshire Commission for Human Rights, 2 Industrial Park Drive,
Concord, NH 03301 (telephone: 603-271-2767); and/or

e Office for Civil Rights, U.S. Department of Education, 5 Post Office Square, 8"
Floor, Boston, MA 02109-3921 (telephone:617-289-0111.

B. Processing of Complaints

1. The Human Rights Officer/Title IX Coordinator will treat complainants and
respondents equitably through the complaint procedure.

2. Iftheindividualmakingthereportis the alleged victim, or if the alleged victim is
identified by the individual makingthe report, the Human Rights Officer/Title IX
Coordinator will meet with the alleged victim to discuss the allegationsand
supportive measures that may be appropriate in the particular circumstancesand to
explain the complaint procedure.

If the alleged victim is unknown to the Human Rights Officer/Title IX Coordinator,
the person who made the report will be notified of the availability of the complaint
procedure.

3. Supportive Measures

a. Supportive measures areindividualized measures designed to ensure the
employee can continue to access and perform their work (includingbut not
limited to: requiring no contact between individuals, temporarily moving
work locations, and changing schedules).



4,

ACAB-R2

b. Supportive measures must not unreasonably burdeneither partyand must
be designed to protect the safety of the parties or the school district’s
educationalenvironmentorto provide support duringthe complaint
procedure or an informal resolution process. The school district may not
impose such measures for punitive or disciplinary reasons.

c. Supportive measures may be continued even if a complaint orinformal
resolution processis notinitiated, or after the conclusion of such processes,
if appropriate under the circumstances.

d. Complainantsandrespondents must be provided with a timely opportunity
to seek, from an appropriate and impartial employee, modification or
reversal of a decision to provide, deny, modify, or terminate supportive
measures applicable tothem. Thisemployee must not be the Human Rights
Officer/Title IX Coordinator and must have the authority to modify or reverse
the decision.

e. Complainantsandrespondentsalso have the opportunityto seek additional
modification or termination of a supportive measure applicable to them if
circumstances change.

f. The school district will not disclose information about supportive measures
to persons otherthan the personto whomthey apply unlessitis necessary
to provide a supportive measure or to restore or preserve a party’saccess to
education programs and activities.

If the Human Rights Officer/Title IX Coordinatorreasonably determinesthat the
conduct alleged does notinvolveillegal discrimination or harassment, the school
districtis not obligated to initiate the complaint process and may dismiss the
complaint (See Subsection C.1. below). If the alleged conduct potentially violates
otherlaws, Board policies/procedures, or professional expectations (in the case of
employees), the matter may be referred to the Superintendentand/or other
appropriate administrator(s) to address as deemed appropriate.

In response to a complaint alleging prohibited sex discrimination or sexual/sex-
based harassment, the Human Rights Officer/Title IX Coordinator will initiate the
complaint process, or the informal resolution process (if available and appropriate),
according to this procedure. When feasible, the decision to initiate an investigation
or informal resolution process, or dismiss the complaint, will be made within ten
(10) school days of receipt of the complaint.

In certain circumstances, the Human Rights Officer/Title IX Coordinator may initiate
the investigation process, even when the alleged victim chooses not to, after any or
all allegations are withdrawn by the alleged victim, or when an informal resolution
process is notinitiated oris terminated. To make this fact-specific determination,
the Human Rights Officer/Title IX Coordinator will consider, ata minimum:

a. The complainant’srequest not to proceed with initiatinga complaint;

7
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b. The complainant’'sreasonable safety concerns regardinginitiatinga
complaint;

c. Therisk thatadditionalacts of discrimination or harassment would occurif a
complaintis notinitiated;

d. The severity of the alleged discrimination or harassment, includingwhether
the discrimination, if established, would require the removal of a respondent
from school or imposition of another disciplinary sanctionto end the
discrimination or harassment and preventitsrecurrence;

e. Theage andrelationshipofthe parties, includingwhether therespondentis
an employee of the school district;

f. The scope of thealleged discriminationor harassment, includinginformation
suggesting a pattern, ongoingdiscrimination/harassment, or
discrimination/harassment alleged to have impacted multiple individuals;

g. The availability of evidence to assist a decisionmaker in determining whether
discrimination or harassment occurred; and

h. Whetherthe school district could end the alleged discrimination or
harassment and preventits recurrence without initiatingthe complaint
procedure.

If, after consideringthese and any other factors that may be relevant, the Human
Rights Officer/Title IX Coordinator determines that the alleged conduct presents an
imminent and serious threatto the health or safety of the complainant or other
individuals, or that the alleged conduct prevents the school district from ensuring
equal access to its education programs and activities, the Human Rights Officer/Title
IX Coordinator may initiate a complaint.

If the Human Rights Officer/Title IX Coordinatorinitiates a complaint, the
complainant will receive prior notice and any reasonable safety concerns will be
addressed.

The Human Rights Officer/Title IX Coordinator will confirm the initiationofan
investigationorinformal resolution process in writingto both parties. The
communication will include: a) a copy of the complaint procedure; b) sufficient
information available at the time to allow the parties to respond to the allegations
(includingtheidentities of the partiesinvolved, the conduct alleged to constitute sex
discrimination or sexual/sex-based harassment, and the date(s) and location(s) of
the alleged incident(s); c) notice that retaliation is prohibited; and d) notice that the
parties are entitled to an equal opportunity to access the relevant and not otherwise
impermissible evidence.

Regardless of whether an investigation isinitiated, the Human Rights Officer/Title IX
Coordinator will take appropriate, prompt, and effective steps to ensure that
discrimination or harassment does not continue or recur. The Human Rights
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Officer/Title IX Coordinator will also coordinate supportive measures, as
appropriate.

10. If the Human Rights Officer/Title IX Coordinatordecides to investigate additional
allegations of discrimination or harassment made by the complainant againstthe
respondent after the parties receive notice of the complaint, the Human Rights
Officer/Title IX Coordinator will notify the parties of the additional allegationsin
writing.

11. The Human Rights Officer/Title IX Coordinator may consolidate complaints of
discrimination or harassment against more than one respondent, or by more than
one complainant against one or more respondents, or by one party against another
party, when the allegations arise out of the same facts or circumstances.

12. The school district will presume that the respondentis not responsible for alleged
discrimination or harassment untila determination is made at the conclusion of the
investigation.

13. The school district will take reasonable steps to protect the privacy of the parties
and witnesses duringthe complaint procedure and will comply with applicable state
and federal privacy laws. These steps will not restrict the ability of the partiesto
obtain and present evidence, including by speaking to witnesses, confidential
employees/resources, or otherwise prepare for and participate in the complaint
procedure.

C. Dismissal of Complaints

1. The Human Rights Officer/Title IX Coordinator may dismiss a complaintin the
following circumstances:

a. Theschooldistrictis unabletoidentify a respondent aftertakingreasonable
stepsto do so;

b. The respondentis not participatingin the school district’s education
programs and activities, or is not employed by the school district;

c. The complainantvoluntarily withdraws anyor all allegationsin the
complaint, the Human Rights Officer/Title IX Coordinator declines to initiate
a complaintand determines that, withoutthe complainant’s withdrawn
allegations, the alleged conduct remaining, ifany, would not constitute
discrimination or harassment even if proven; or

d. The Human Rights Officer/Title IX Coordinator determines that the conduct
alleged in the complaint, even if proven, would not constitute discrimination
or harassment under state/federal laws and regulations.
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Upon dismissal, the Human Rights Officer/Title IX Coordinatorwill promptly notify
the complainant (and the respondent, if they had received notice of the complaint
allegations) of the basis for the dismissal, and provide the opportunity to appeal the
dismissal.

Dismissals may be appealed on the following bases:

a. Proceduralirregularity that would change the outcome;

b. New evidencethat would change the outcome and that was not reasonably
available when the dismissal [or determination in the case] was made; and

c. The Human Rights Officer/Title IX Coordinator, investigator, or
decisionmaker had a conflict or bias for or against complainants or
respondents generally, or the individual complainant or respondent that
would change the outcome.

An appeal of a complaint dismissal must be made in writing to the Human Rights
Officer/Title IX Coordinator within five (5) school days and state the basis for the
appeal.

If the dismissal is appealed, the Human Rights Officer/Title IX Coordinator shall:

a. Notifythe respondent of the appeal if they had received notice of the
complaint allegations;

b. Implementtheappeal procedure equallyforthe parties;

c. Ensurethatthe trained decisionmakerforthe appeal did not take partin an
investigation of the allegations or dismissal of the complaint;

d. Providethe partiesa reasonable and equal opportunity to make a statement
in support of, or challenging, the outcome; and

e. Notifythe partiesin writing of the result of the appeal and the rationale forit
within five (5) school days, if feasible.

When a complaint is dismissed, the Human Rights Officer/Title IX Coordinator will, at
a minimum:

a. Offer supportive measures tothe complainantand respondent if
appropriate; and

b. Take other prompt and effective steps, as appropriate to ensure that
discrimination or harassment does not continue or recur within the school
district’s program or activity.

The Human Rights Officer/Title IX Coordinator will document actions taken during
the appeal process.

. Administrative Leave

10
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1. The Superintendent may place an employeerespondenton administrative leave
duringthe complaint procedure in accordance with any applicable state laws, school
policies, and collective bargaining agreement provisions.

2. Anydecisionto place an employee respondent on administrative leave shall be
made in compliance with any applicable disability laws, including Section 504 of the
Rehabilitation Act and the Americans with Disabilities Act.

3. The Human Rights Officer/Title IX Coordinator will document actions taken during
the administrative leave process.

[Note: TheSuperintendent may remove a student from education programs and
activities on an emergency basis duringthe complaint procedure in accordance with the
procedures set forth in ACAA-R2, Section 2.D]

E. Informal Resolution Process

1. Informalresolutionis not permitted in cases where a studentisthe complainantand
an employeeis the respondent to alleged sex discrimination or harassment [such
cases should be addressed under Procedure ACAA-R2].

2. The Human Rights Officer/Title IX Coordinator may, if appropriate, offer the parties
the opportunity to resolve the complaint through an informal resolution process at
any point priorto aninvestigation or determination of responsibility. Engaginginan
informal resolution processisvoluntary on the part of each party. The Human
Rights Officer/Title IX Coordinator also may decline to pursue an informal resolution
despite a party’s request (for example, if the alleged conduct presents a future risk
of harm to the complainant or others).

3. Both (or all) parties must voluntarily agree in writingto participate in an informal
resolution process, and a party may withdraw from the process atany time. The
parties will not be required to attend meetings together unless they voluntarily
agree to do so.

4. Beforeinitiatinganinformal resolution process, the Human Rights Officer/Title IX
Coordinator will ensure that the parties receive notice of: i.) the allegations;ii.) the
requirements of the informal resolution process;ii.) the right of any party to
withdraw from the process and initiate or resume the investigation process;iv.) that
the parties’ agreement to an informal resolution would preclude them from
initiating or resuming the investigation; v.) potential terms that may be requested or
offered in an informal resolution agreement, including notice that an agreement s
bindingon the parties; and vi.) what information the school district will maintain
regardingthe informal resolution process.

11
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[Note: Informal resolutions can take many forms, depending on the particular case,
including but not limited to: restrictions on contact between the parties; facilitated
discussions between the parties; restorative justice; acknowledgement of
responsibility by arespondent; apologies; disciplinary actions against a respondent
or requirements to engage in specific services; or supportive measures.]

The facilitator forthe informal resolution process: must be trained; cannot be the
same person as theinvestigator or decisionmakerin the matter; and must not have
a conflict of interest or bias regarding parties to such matters generally or to an
individual complainant orrespondent.

The Superintendent must agree to the terms of anyinformal resolutionreached
between the parties, consideringwhethertheresolutionisin the best interest of the
parties and the school district in light of the particular circumstances, applicable
laws/regulations, and Board policies.

If aninformal resolution agreementis reached, it will be agreed to in writing by both
parties and the Human Rights Office/Title IX Coordinator. Any such agreement is
finaland bindingon the parties.

Investigation Process

The complaint will be investigated by a trained internal or external individual
designated by the Superintendent and the Human Rights Officer/Title IX
Coordinator. Theinvestigator shall not have a conflict of interest or bias against
complainantsorrespondents generally, oran individual complainant or respondent,
and will consult with the Human Rights Officer/Title IX Coordinator duringthe
investigation process.

Any complaintaboutan employee who holds a supervisory position will be
investigated by a person not subject to that supervisor’s authority. Anycomplaint
about the Superintendent will be submitted to the Board Chair, who will consult
with legal counsel concerning the handlingand investigation of the complaint.

If the complaintisagainstan employee of the school district, any rights conferred
underan applicable bargainingagreement will be applied, to the extent they do not
conflict with the requirements of Title IX and accompanying regulations.

The burdenison the school district, and not the parties, to gather sufficient

evidence (through the investigation) in order to determine whetherillegal
discrimination or harassment occurred.

12
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5. Theinvestigatorshall provide an opportunity for the complainantand respondent to
be heard as part of the investigation. The parties will not be required to attend
meetings together.

6. The parties maysuggest witnessesto be interviewed and/or submit materialsthat
they believe are relevant to the allegations and complaint.

7. Theinvestigator will evaluate evidence thatis relevant and not otherwise
impermissible, including both inculpatory and exculpatory evidence. Credibility
determinations will not be based on a person’s status as a complainant, respondent,
or witness.

a.

The Title IX regulations define “relevant” as “related to the allegations of sex
discrimination underinvestigation. Questions are relevant when they seek
evidence that may aid in showing whether the alleged sex discrimination
occurred, and evidence is relevant when it may aid a decisionmakerin
determining whether the alleged sex discriminationoccurred.”

8. The followingtypes of evidence, and questions seekingthat evidence, are
impermissible:

d.

Evidencethatis protected under a privilege recognized by federal or
state law, or evidence provided to a confidential employee, unless the
person to whom the privilege or confidentiality is owed has voluntarily
waived the privilege or confidentiality in writing.
A party’s or witness’s records that are made or maintained by a physician,
psychologist, or other recognized professional or paraprofessional in
connection with the treatment to the party or witness, unless the school
district obtains that party’s or witness’s voluntary, written consent for use in
the complaint procedure; and

Evidence that relates to the complainant’s sexual interests or prior sexual
conduct, unless evidence about the complainant’s prior sexual conduct is
offered to prove that someone otherthan the respondent committed alleged
sexual/sex-based harassment oris evidence about specificincidents of the
complainant’s prior sexual conduct with the respondent that is offered to
prove consent to the alleged sexual/sex-based harassment. The fact of prior
sexual conduct between the complainantand respondent does not by itself
demonstrate orimply the complainant’s consent to the alleged sex-based
harassment or preclude a determination that sex-based harassment
occurred.

9. Theinvestigator will provide each party with the opportunity to review the evidence
thatis relevantto the allegations of discrimination or harassment (and not
otherwiseimpermissible), and to respond toit.

13
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10. The Human Rights Officer/Title IX Coordinator and investigator will take reasonable

11.

12.

stepsto prevent and address the parties’ unauthorized disclosure of informationand
evidence obtained solely through the complaint procedure. Disclosure of such
information and evidence forthe purposes of administeringadministrative
proceedings or litigation related to the complaint are authorized.

The investigator will conclude the investigationand issue a written report to the
Human Rights Officer/Title IX Coordinator within forty (40) school days, if feasible.

a. Iftheinvestigator has been charged with makinga determination of
responsibility/non-responsibility with respect to each allegation, such
determination(s) and the reasons, therefore, shall beincluded in the report.

Extensions of time may be granted to complete the investigation if approved by the
Human Rights Officer/Title IX Coordinator for reasonable cause. Notice of any
extension and the reasons, therefore, will be provided to the parties.

. Determinations of Responsibility

1. The standard used to determine whetherillegal discrimination or harassment

occurred is the preponderance of the evidence standard (“more likely than not”).

The decisionmaker will review the investigation report, the evidence gathered (as
appropriate), and will have the discretion to conduct additional interviews of parties
and/or witnesses if needed to assess credibility.

The decisionmaker will make a written determination of responsibility/non-
responsibility in regard to each allegation and the reasons therefore, which shall be
shared with the Human Rights Officer/Title IX Coordinator and the parties.

In general, the Human Rights Officer/Title IX Coordinator will notify the parties of
the determination decision(s) within five (5) school days of the determination being
reached. Reasonable extensionsoftime may be approved by the Human Rights
Officer/Title IX Coordinator for good reason. The notification will include the
permissible basesforappeal and the deadline for receipt of appeals.

If thereis a determinationthat the respondentis responsible forviolations, the
appropriate administrator will make decisions asto appropriate disciplinaryaction

and remedies.

The Human Rights Officer/Title IX Coordinator shall, as appropriate:

14
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a. Coordinatethe provision and implementation of remediesto a complainant
and any other personsif necessaryto provide equal access to the school
district’s educational programs and activities that had been limited or denied
by discrimination or harassment;

b. Coordinatetheimpositionofanydisciplinary sanctions on arespondent,
including notification to the complainant of any such disciplinary sanctions;
and

c. Take otherappropriate promptand effective stepsif necessaryto ensure
discrimination and harassment does not continue or recur.

7. Adeterminationof responsibility becomes final on the date that the Human Rights
Officer/Title IX Coordinator provides the parties with the written determination of the
results of the appeal, ifan appealisfiled. If an appealis notfiled, the determination of
responsibility becomes final on the date on which the appeal would no longer be
considered timely.

8. The schooldistrict will notdiscipline a party, witness, or others participatingin the
complaint procedure for making a false statement or for engaging in consensual sexual
conduct based solely on the determinationthat sex discrimination or sexual/sex-based
harassment occurred.

H. Remedies, Discipline, and Other Actions
1. Remedies

Remedies are measures used to ensure that the complainant has equal access to the school
district’s education programs and activities following the decisionmaker’s determination(s).
Such remedies may include supportive measures and mayinclude other appropriate measures,
dependingon the determination(s) and the needs of the complainant. The Human Rights
Officer/Title IX Coordinator is responsible forimplementingremedies and providing any needed
assistance to the complainant.

2. Disciplineand OtherActions

Examples of disciplinary and other actions that may be imposed on a student when thereis a
determinationthat they are responsible for one or more violations of sexual/sex-based
harassmentinclude suspension, expulsion, restorative justice, required educationor
counseling, and other measures.

Examples of disciplinary actions that may be imposed on an employee when thereis a
determinationthat they areresponsible for one or more violations of sexual/sex-based
harassmentinclude: written warning, probation, counseling, demotion, suspension without
pay, termination.
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. Appeals

1. After the conclusion of theinvestigation and decisionmaker determination(s), the
complainant orrespondent may seek an appeal of the findings based on the
followingfactors:

a. Proceduralirregularity that would change the outcome;

b. New evidencethat would change the outcome and that was not reasonably
available when the determination was made; and

c. The Human Rights Officer/Title IX Coordinator, investigator, or
decisionmaker had a conflict or bias for or against complainants or
respondents generally ortheindividual complainant or respondent that
would change the outcome.

2. The appeal must be made in writingto the Human Rights Officer/Title IX Coordinator
within five (5) school days and state the basis for the appeal.

3. The Superintendentis responsible for makinga determinationon the appeal. The
Superintendent will conduct an impartial review of the appeal, including
consideration of the written record in the case, and may consult with legal counsel
or other school district officials in makingtheir decision.

4. The Superintendent will issue the appeal determination in writing within ten (10)
school days of receipt of the appeal, iffeasible.

5. The Superintendent’s decision is final.
Section 3. Recordkeeping

The Human Rights Officer/Title IX Coordinator shall maintain a record of documents and action
in each case, and records of trainings provided, for a period of seven (7) years.

Cross References: AC — Nondiscrimination/Equal Opportunity and Human Rights
ACAB — Harassment of Employees
ACAB-R1 - Employee Discriminationand Harassment Complaint
Procedure
ACAB-R2— Employee Sex Discrimination/Harassment Complaint
Procedure
JIE - Pregnant Students

ADOPTED: August 15, 2024
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Pittsfield School District

CONTACT INFORMATION FOR HUMAN RIGHTS OFFICER, TITLE IX
COORDINATOR, SECTION 504 COORDINATOR, AND CIVIL RIGHTS
AGENCIES

Human Rights Officer: Melissa Brown, Assistant Principal
Pittsfield Elementary School

23 Oneida St.
Pittsfield, NH 03263
603-435-6701
mbrown@sau51.org

Melissa Brown, Assistant Principal
Pittsfield Elementary School
230neida St.

Pittsfield, NH 03263

603-435-6701

mbrown@sau51.org

Title IX Coordinator:

Charlene Vary, Director of Student Services Pittsfield Middle
Section 504 Coordinator: High School

23 Oneida St.

Pittsfield, NH 03263

435-6701

cvary(@pittsfieldnhschools.org
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U.S. Department of Education, Office of Civil Rights
5 Post Office Square, 8" Floor

Boston, MA 02109-3921

617-289-0111

OCR.Boston@ed.gov

U.S. Department of Agriculture, Office of Civil Rights FAS Civil Rights Staff
1400 Independence Avenue, SW, Room 4069-

S Washington, DC 20250-1008

Phone: (202) 720-7233

New Hampshire Human Rights Commission
2 Industrial Park Dr.

Concord, NH 03301

271-2767

humanrights@nh.gov

New Hampshire Department of Justice, Civil Rights Unit Department of
Justice

33 Capitol St.

Concord, NH 03301

271-1181

attorneygeneral@doj.nh.gov

New Hampshire Department of Education, Commissioner of Education Office of the

Commissioner

101 Pleasant St.

Concord, NH 03301
271-3144
Frank.Edelblut@edu.nh.gov

Adopted: February 20, 2020
Revised: October 20, 2022
Revised: March 7, 2024
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