LONG BEACH PUBLIC SCHOOLS
Long Beach, NY

September 26, 2023

Ladies and Gentlemen:

The Long Beach Board of Education is the authorized State agency
responsible for setting educational policy in the district. It consists of five trustees,
each serving a three-year term. Board members pay school taxes at the regular rate
and receive no salary or other financial compensation.

All meetings, except executive sessions, are held before the public. Members of
the public may address the Board of Education on any specific agenda item during
special time reserved for that purpose prior to Board discussion and action. The public
may also address the Board of Education on any matter of concern at a second
public session after the Board of Education completes agenda action items. Visitors
should not address the Board in public relative to questions or comments regarding
specific staff members or specific students. Such concerns should be brought to the
attention of appropriate staff or to Board members by telephone, in writing, or by
scheduling a personal meeting, as appropriate to the circumstances.

Visitors’ comments will be limited to three (3) minutes for each agenda item
upon which comment is made. Visitors are precluded from speaking on any agenda
item more than once during each meeting.

Sincerely,

Your Board of Education



BOARD OF EDUCATION
LONG BEACH PUBLIC SCHOOLS
Lido Elementary School Multipurpose Room
Tuesday, September 26, 2023

AGENDA

REGULAR MEETING 7:00 PM

VI.

VII.

VIII.

X.

Pledge of Allegiance/Call to Order/Opening Remarks — Board President

Report of the Superintendent of Schools

e Presentation: Achievement Data
e Student Showcase: Pre-Kindergarten

Board of Education Comments

Student Organization Announcements

Questions and Comments from the Public on Tonight’s Agenda Only

Presentations of the Superintendent:

Walk-on Resolution

ousrwNE

~

8.
9.

Personnel Matters: Certificated

Personnel Matters: Non-Certificated

Approval of Extension Agreement — Coach Bus Services

Approval of Agreement — Cold Spring Harbor Laboratory

First Reading of Revised Policy #6121Sexual Harassment in the Workplace

First Reading of Revised Policy #3420 Non-Discrimination and Anti-Harassment in the
District

Acceptance of Recommendations of CPSE/CSE

Payment of Legal Bills: Legal Services

Approval of Use of Schools Applications

Board of Education — Additional New/Old Business if any

Questions and Comments from the Public

Announcements:

1. Long Beach Classroom Teachers’ Association

2. Administrative, Supervisory and PPS Group

3. LBSEA -Long Beach Schools Employees’ Association - Group C
4. Parent/Teacher Association

Adjournment



Board of Education
Long Beach, NY 11561

September 26, 2023
Page 1

RESOLUTIONS

BE IT RESOLVED THAT, upon the recommendation of the Superintendent of Schoaols,
the Board of Education approves the following personnel actions.

.
(a)

(b)

(c)

CERTIFICATED PERSONNEL

Recission

Appointment: Permanent Substitute Teacher

Name:
Assign./Loc:

Leaves of Absence

Name:
Assign./Loc.
Effective Dates:
Reason:

Name:
Assign./Loc.
Effective Dates:
Reason:

Devin Thelemann
Permanent Substitute Teacher/LBMS

Stacey Mason

Reading Teacher/LBMS

October 10, 2023-January 29, 2024 (on or about)
FMLA/Maternity

Victoria Stanishia-Ferrara

Elementary Teacher/Lido School

October 26, 2023-December 22, 2023 (on or about)
FMLA/Maternity

Appointment: Permanent Substitute Teachers

Name:
Assign./Loc.:
Certification:
Effective Dates:

Rate of Pay:
Reason:

Name:
Assign./Loc.:
Certification:

Effective Dates:

Rate of Pay:
Reason:

Christine Smith

Permanent Substitute Teacher/Lido School

Initial Childhood Education 1-6

September 20, 2023-June 24, 2024 (or earlier at the district’s
discretion)

$241.02 per day

Annual appointment

Dwayne Thacker

Permanent Substitute Teacher/LBMS

Initial Social Studies 7-12

Initial Social Studies 5-6 extension

September 18, 2023-June 13, 2024 (or earlier at the district’s
discretion)

$241.02 per day

Annual appointment
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I
(d)

(e)

®

(9)

(h)

0]

CERTIFICATED PERSONNEL

Appointment Part Time Teacher Assistants 17.5 hours per week Start date-through June
26, 2024 (or earlier at the district’s discretion). Rate according to contract-subject to
negotiations

Name Step Rate Location | Reason | Start date
Morgan Sapolsky 1 18.26 Lindell CSE 9/21/23
Jean McKeon 1 18.26 Lido CSE 9/18/23
Brigid Whelan 1 18.26 Lindell CSE 9/13/23

Appointment: Advisors for LBMS Co-Curricular Activities 2023-2024 School Year

MS Club Activity Name Stipend

Intramural Grade 6-8 Sean Miller/Dina Callahan 2,473 split

Appointment: Advisors for LBHS Co-Curricular Activities 2023-2024 School Year

HS Club Activity Name Stipend $

United Students M. LaBarbera/E. Siegel 1,649 split

Appointment: Alumni Coordinator for the Long Beach School District for the 2023/2024
school year, with a stipend of $5,000.

Jaime McQuillan

The following Substitute Teachers are recommended for approval for the
2023-2024 school year-rate of pay $150 per day.

NAME CERTIFICATION AREA

Laured Clarke-Dadah Initial Childhood Education 1-6
Bruce Kaplan Permanent Music

Susan Fishel Permanent Reading

Courtney Genirs Initial Biology 7-12

Brian Murphy Permanent Social Studies

RESOLVED, the Board of Education hereby authorizes the Superintendent or her designee
to appoint individuals to staff vacancies that the Superintendent determines must be
filled prior to the next regularly scheduled Board of Education meeting on October 10,
2023, which appointments shall be subject to review and approval of the Board of
Education on October 10, 2023.
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NON CERTIFICATED PERSONNEL

Resignations
Name:
Assign./Loc.

Effective Date:

Name:
Assign./Loc.

Effective Date:

Name:
Assign./Loc.

Effective Date:

Comment:

Name:
Assign./Loc.

Effective Date:

Recission
Name:
Assign./Loc:

Shaqueena Compton Sanders
Part Time Teacher Aide/Lido School
September 29, 2023 close of day

Philip Cesario
Bus Driver/Transportation Department
August 18, 2023

Karissa Nash

Secretary I/PPS Office-LBHS

September 15, 2023

Returns to Sr. Data Specialist position (Grade IlI/Step 7)

Michael Melendez
Cleaner/LBMS
October 6, 2023 close of day

Steven Salerno
Part Time Teacher Aide/LBMS

Amended Appointments: Part Time Lunch Aides (15 hours per week)

Name:
Assign./Loc.:

Effective Date:

Grade/Step:
Comment:

Name:
Assign./Loc.:

Effective Date:

Grade/Step:
Comment:

Fran Terrill

Part Time Lunch Aide/West School

September 11, 2023-June 30, 2024 (or earlier at the district’s
discretion)

Grade I/Step 5

amended step

Ayanna Henry

Part Time Lunch Aide/West School

September 11, 2023-June 30, 2024 (or earlier at the district’s
discretion)

Grade I/Step 5

amended step
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NON CERTIFICATED PERSONNEL

Appointment Part Time Teacher Aides 17.5 hours per week Start date-through June 26,
2024 (or earlier at the district’s discretion). Rate according to contract-subject to

negotiations

Name Step Rate Location | Reason | Start date
Connor Murphy 1 17.35 Lido CSE 9/18/23
Nicollette Spinella 1 17.35 Lido CSE 10/02/23
Dulce Amaya Reyes 1 17.35 Lido CSE 9/18/23
Lilo Pearlman 1 17.35 Lindell 504 9/26/23

Appointment: Part Time Building Aides (19 hours per week)

Name:

Assign./Loc.:
Effective Date:
Salary Classification:
Grade/Step:
Reason:

Name:

Assign./Loc.:
Effective Date:
Salary Classification:
Grade/Step:
Reason:

Brandon Hughes

Part Time Building Aide/LBHS
September 5, 2023

$17.35 per hour-subject to negotiations
Grade IA/Step 1

To fill a vacancy

Thomas Talenti

Part Time Building Aide/LBHS
September 5, 2023

$17.35 per hour-subject to negotiations
Grade IA/Step 1

To fill a vacancy

Appointment: Part Time Lunch Aides (15 hours per week)

Name:
Assign./Loc.:
Effective Date:

Salary Classification:
Grade/Step:
Reason:

Name:
Assign./Loc.:
Effective Date:

Salary Classification:
Grade/Step:
Reason:

Maria Morales

Part Time Lunch Aide/Lido School

September 18, 2023-June 30, 2024 (or earlier at the district’s
discretion)

$16.03 per hour-subject to negotiations

Grade I/Step 2

To fill a vacancy

Jessica Brennan

Part Time Lunch Aide/Lindell School

September 20, 2023-June 30, 2024 (or earlier at the district’s
discretion)

$15.30 per hour-subject to negotiations

Grade I/Step 1

To fill a vacancy
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. NON CERTIFICATED PERSONNEL

(9) Appointment: Part Time Bus Aides (10 hours per week)

Name: Caren Riskin

Assign./Loc.: Part Time Bus Aide/Transportation Department

Effective Date: September 18, 2023-June 30, 2024 (or earlier at the district’s
discretion)

Salary Classification: $17.33 per hour-subject to negotiations

Grade/Step: Grade I/Step 1

Reason: To meet a district need

(h) Appointment: Translators for the 2023/2024 school year-$25.00 per hour as needed

Sohail Akbar Grace Buonocore Mitchell Raquel Lopez

Cindy Algarin Caroline Espinet Mohsin Mizra

Elisana Alvarenga Moreira  Gloria Ferrer Vania Oliveira

Paige Bade-Ankudovych Rosa Maria Goeller Ana Umanzor

Claudia Canner Beatriz Gruber Elizabeth Wisey

Crystal Castillo Aracely Guandique Sandra Yanowitch
0] The following Per Diem Substitutes are recommended for approval for the

2023-2024 school year.

Name Position
Dana Dudderar Nurse
Lori Field Nurse
Lorie Montgomery Nurse
Kathryn Noble Nurse
Pamela Kavanaugh Smith Nurse
Erin Brennan Sofield Nurse

()] MEMORANDUM OF AGREEMENT: LONG BEACH PUBLIC SCHOOLS AND THE LONG BEACH
SCHOOL EMPLOYEES’ ASSOCIATION

BE IT RESOLVED, the Board of Education approves the Memorandum of Agreement
between the negotiating representatives of the Long Beach Public Schools and the Long
Beach School Employees’ Association, dated August 31, 2023.
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CERTIFICATED PERSONNEL WALK-ON RESOLUTION:

WHEREAS, the Superintendent of Schools has been requested to bring the personnel records of
tenured and non-tenured administrative staff to a meeting of the Board of Education for review
in executive session pursuant to Part 84 of the regulations of the Commissioner of Education; and

WHEREAS, the Board of Education has determined that the information contained in said
personnel file(s) will aid in fulfilling its legal responsibilities in making decisions in employee
personnel matters; it is

RESOLVED, that the Board of Education shall meet at the next succeeding board

meeting executive session to review the personnel files of non-tenured administrative staff and
tenured administrators after which said files shall be returned to the custody of the
Superintendent of Schools.

3. APPROVAL OF EXTENSION AGREEMENT — COACH BUS SERVICES

BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, the Board of
Education wishes to exercise the option under the Bethpage UFSD Coach Bus Transportation
Cooperative RFP to extend with Hampton Jitney for coach bus services for the period of July 1,
2023 to June 30, 2024 at an annual cost not to exceed $47,000.

4. APPROVAL OF AGREEMENT WITH COLD SPRING HARBOR LABORATORY
WHEREAS, the Long Beach City School District (“District””) desires to enter into an agreement with
Cold Spring Harbor Laboratory for a parthner membership with the DNA Learning Center for the
2023-2024 school year and summer 2024;
BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, the Board of
Education approves the agreement with Cold Spring Harbor Laboratory in the amount of

$34,000 for a partner membership with the DNA Learning Center for the 2023-2024 school year
and summer 2024;

BE IT FURTHER RESOLVED, that the Board of Education hereby authorizes the District Assistant
Superintendent for Finance and Operations to execute said agreement with Cold Spring Harbor
Laboratory on its behalf.

5. FIRST READING OF REVISED POLICY #6121 SEXUAL HARASSMENT IN THE WORKPLACE

6. FIRST READING OF REVISED POLICY #3420 NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE
DISTRICT

7. ACCEPTANCE OF RECOMMENDATIONS FROM THE COMMITTEE ON PRE-SCHOOL SPECIAL
EDUCATION AND COMMITTEE ON SPECIAL EDUCATION

8. PAYMENT OF LEGAL BILLS: LEGAL SERVICES

Page 7
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A) VOLZ & VIGLIOTTA, PLLC

BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, the Board of
Education authorizes expenditures in the amount of $269.50 to Volz & Vigliotta, PLLC for general
counsel legal services on August 31, 2023; and $1,764.00 for labor counsel legal services for the
period of August 18, 2023 through August 29, 2023.

9. APPROVAL OF USE OF SCHOOLS APPLICATIONS

BE IT RESOLVED, that upon the recommendation of the Superintendent of Schools, the Board of

Education approves the use of schools as attached, not to conflict with District events.

However, please note that events may have to be modified and/or rescheduled based on
building schedule.

APPLICATIONS FOR USE OF SCHOOLS

Organization Purpose Facility Requested Date Requested
Saturdays
Youth Soccer Lido Elementary Dec. 9, 2023 - March 23,

Super Soccer Stars Classes Gymnasium 2024

9:00am - 1:30pm
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Community Relations

SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
Overview

The District is committed to creating and maintaining an environment which is free from
discrimination and harassment. This policy addresses complaints of discrimination and/or harassment
made under applicable federal and state laws and regulations, as well as any applicable District policy,
regulation, procedure, or other document such as the District's Code of Conduct. It is just one component
of the District's overall commitment to maintaining a discrimination and harassment-free educational
and work environment.

In accordance with applicable federal and state laws and regulations, the District does not
discriminate on the basis of any legally protected class or category in its education programs and
activities or when making employment decisions. Further, the District prohibits discrimination and
harassment on school property and at school functions on the basis of any legally protected class or
category including, but not limited to:

a) Age;

b) Race;

c) Creed;

d) Religion;
e) Color;

f)  National origin;

g) Citizenship or immigration status;
h)  Sexual orientation;

1)  Gender identity or expression;

) Military status;

K)  Sex;

[)  Disability;

m) Predisposing genetic characteristics;

(Continued)
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Community Relations

SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

n)  Familial status;

0) Marital status; and

p) Status as a victim of domestic violence.

The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of discrimination and/or harassment. The District will promptly respond to reports of
discrimination and/or harassment, ensure that all investigations are conducted within a reasonably
prompt time frame and under a predictable fair grievance process that provides due process protections,
and impose disciplinary measures and implement remedies when warranted.

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(9)).

Scope and Application

This policy outlines the District's general approach to addressing complaints of discrimination
and/or harassment. This policy applies to the dealings between or among the following parties on school
property and at school functions:

a)  Students;

b) Employees;

c) Applicants for employment;

d) Paid or unpaid interns;

e) Anyone who is (or is employed by) a contractor, subcontractor, vendor, consultant, or other
person providing services pursuant to a contract in the workplace;

f)  Volunteers; and

g)  Visitors or other third parties.

Further, discrimination and/or harassment that occurs off school property and somewhere other
than a school function can disrupt the District's educational and work environment. This conduct can
occur in-person or through phone calls, texts, emails, or social media. Accordingly, conduct or incidents
of discrimination and/or harassment that create or foreseeably create a disruption within the District may
be subject to this policy in certain circumstances.

(Continued)
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

Other District policies and documents such as regulations, procedures, collective bargaining
agreements, and the District's Code of Conduct may address misconduct related to discrimination and/or
harassment and may provide for additional, different, or more specific grievance procedures depending
on a number of factors including, but not limited to, who is involved, where the alleged discrimination
and/or harassment occurred, and the basis of the alleged discrimination and/or harassment. These
documents must be read in conjunction with this policy.

The dismissal of a complaint under one policy or document does not preclude action under another
related District policy or document.

Definitions
For purposes of this policy, the following definitions apply:

a) "School property” means in or within any building, structure, athletic playing field,
playground, parking lot, or land contained within the real property boundary line of any
District elementary or secondary school, or in or on a school bus or District vehicle.

b)  "School function” means a school-sponsored or school-authorized extracurricular event or
activity regardless of where the event or activity takes place, including any event or activity
that may take place virtually or in another state.

What Constitutes Discrimination and Harassment

Determinations as to whether conduct or an incident constitutes discrimination and/or harassment
will be made consistent with applicable federal and state laws and regulations, as well as any applicable
District policy, regulation, procedure, or other document such as the District's Code of Conduct. These
determinations may depend upon a number of factors, including, but not limited to: the particular
conduct or incident at issue; the ages of the parties involved; the context in which the conduct or incident
took place; the relationship of the parties to one another; the relationship of the parties to the District;
and the protected class or characteristic that is alleged to have been the basis for the conduct or incident.
The examples below are intended to serve as a general guide for individuals in determining what may
constitute discrimination and/or harassment. These examples should not be construed to add or limit the
rights that individuals and entities possess as a matter of law.

Generally stated, discrimination consists of the differential treatment of a person or group of
people on the basis of their membership in a legally protected class. Discriminatory actions may include,
but are not limited to: refusing to promote or hire an individual on the basis of their membership in a
protected class; denying an individual access to facilities or educational benefits on the basis of their
membership in a protected class; or impermissibly instituting policies or practices that
disproportionately and adversely impact members of a protected class.

(Continued)
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

Generally stated, harassment consists of subjecting an individual, on the basis of their membership
in a legally protected class, to unwelcome verbal, written, or physical conduct which may include, but
is not limited to: derogatory remarks, signs, jokes, or pranks; demeaning comments or behavior; slurs;
mimicking; name calling; graffiti; innuendo; gestures; physical contact; stalking; threatening; bullying;
extorting; or the display or circulation of written materials or pictures.

This conduct may, among other things, have the purpose or effect of: subjecting the individual to
inferior terms, conditions, or privileges of employment; creating an intimidating, hostile, or offensive
environment; substantially or unreasonably interfering with an individual's work or a student's
educational performance, opportunities, benefits, or well-being; or otherwise adversely affecting an
individual's employment or educational opportunities.

Under New York State Human Rights Law (NYSHRL), discrimination or harassment does not
need to be severe or pervasive to be illegal. It can be any discriminatory or harassing behavior that rises
above petty slights or trivial inconveniences. Every instance of discrimination or harassment is unique
to those experiencing it, and there is no single boundary between petty slights and harassing behavior.
However, NYSHRL specifies that whether discriminatory or harassing conduct is considered petty or
trivial is to be viewed from the standpoint of a reasonable victim of discrimination with the same
protected characteristics.

Civil Rights Compliance Officer

*The District has designated the following District employee(s) to serve as its CRCO(s):

Civil Rights Compliance Officers Title 1X Coordinators

Dr. Sabrina Brancaccio or Michael I. DeVito, Esq. or

Dr. Michele Natali Dr. Michel Natali

Long Beach City School District Long Beach City School District
235 Lido Blvd. 235 Lido Blvd.

Lido Beach, NY 11561 Lido Beach, NY 11561
sbrancaccio@Ibeachorg mdevito@Ibeach.org
mnatali@Ibeach.org mnatali@Ibeach.org
516-897-2200 or 516-897-2112 516-897-2090 or 516-897-2112

The CRCO(s) will coordinate the District's efforts to comply with its responsibilities under
applicable non-discrimination and anti-harassment laws and regulations including, but not limited to:
the Americans with Disabilities Act of 1990, Section 504 of the Rehabilitation Act of 1973, Title V1 of
the Civil Rights Act of 1964, and the Age Discrimination Act of 1975.

Where appropriate, the CRCO(s) may seek the assistance of other District employees, such as the
District's Title IX Coordinator(s) or Dignity Act Coordinator(s) (DAC(s)), or third parties in
investigating, responding to, and remedying complaints of discrimination and/or harassment.

(Continued)
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

Reporting Allegations of Discrimination and/or Harassment

Anyone who experiences, witnesses, or becomes aware of potential instances of discrimination or
harassment is encouraged to report the behavior to a supervisor, building principal, other administrator,
or the CRCO. Individuals should not feel discouraged from reporting discrimination or harassment
because they do not believe it is bad enough or conversely because they do not want to see someone
punished for less severe behavior.

Reports of discrimination and/or harassment may be made verbally or in writing. A written
complaint form is posted on the District's website if an individual would like to use it, but the complaint
form is not required. Individuals who are reporting discrimination and/or harassment on behalf of
another individual may use the complaint form and note that it is being submitted on another individual's
behalf. A verbal or otherwise written complaint (such as an email) on behalf of oneself or another
individual is also acceptable.

Reports may be made to a CRCO in person, by using the contact information for a CRCO, or by
any other means that results in a CRCO receiving the person's verbal or written report. This report may
be made at any time (including during non-business hours) by using the telephone number or email
address, or by mail to the office address, listed for a CRCO.

Reports of discrimination and/or harassment may also be made to any other District employee
including a supervisor or building principal. All reports of discrimination and/or harassment must be
immediately forwarded to the CRCO. Reports may also be forwarded to other District employees
depending on the allegations.

Failure to immediately inform the CRCO may subject the employee to discipline up to and
including termination.

If the CRCO is unavailable, including due to a conflict of interest or other disqualifying reason,
the report will be directed to another CRCO, if the District has designated another individual to serve in
that capacity. If the District has not designated another CRCO, the Superintendent will ensure that
another person with the appropriate training and qualifications is appointed to act as the CRCO.

In addition to complying with the reporting requirements in this policy, District employees must
comply with any other applicable reporting requirements contained in District policy, regulation,
procedure, collective bargaining agreement, or other document such as the District's Code of Conduct.
Applicable documents include, but are not limited to, the District's policies, regulations, and procedures
related to Title 1X, sexual harassment in the workplace, and the Dignity for All Students Act (DASA).

(Continued)
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

Supervisory Responsibilities

Supervisors, building principals, other administrators, and the CRCOs are responsible for helping
to maintain a discrimination and harassment-free educational and work environment.

All supervisors, building principals, and other administrators who receive a complaint or
information about suspected discrimination or harassment, observe what may be discriminatory or
harassing behavior, or for any reason suspect that discrimination or harassment is occurring, are required
to report the suspected discrimination or harassment to the CRCO. If the CRCO is unavailable, including
due to a conflict of interest or other disqualifying reason, the report will be directed to another CRCO,
if the District has designated another individual to serve in that capacity. If the District has not designated
another CRCO, the Superintendent will ensure that another person with the appropriate training and
qualifications is appointed to act as the CRCO.

Supervisors, building principals, and other administrators should not be passive and wait for an
individual to make a claim of discrimination or harassment. If they observe such behavior, they must
act.

Supervisors, building principals, and other administrators can be disciplined if they engage in
discriminatory or harassing behavior themselves. Supervisors, building principals, and other
administrators, can also be disciplined for failing to report suspected discrimination or harassment or
allowing discrimination or harassment to continue after they know about it.

While supervisors, building principals, and other administrators have a responsibility to report
discrimination and harassment, they must be mindful of the impact that discrimination and/or
harassment and a subsequent investigation has on victims. Being identified as a possible victim of
discrimination or harassment and questioned about discrimination or harassment can be intimidating,
uncomfortable and re-traumatizing for individuals. Supervisors, building principals, and other
administrators must accommodate the needs of individuals who have experienced discrimination or
harassment to ensure the workplace is safe, supportive, and free from retaliation for them during and
after any investigation.

Grievance Process for Complaints of Discrimination and/or Harassment

All complaints or information about discrimination or harassment will be investigated, whether
that information was reported in verbal or written form. An investigation of any complaint, information,
or knowledge of suspected discrimination or harassment will be prompt, thorough, equitable, and started
and completed as soon as possible. Investigations will be kept confidential to the extent possible.
Disclosure may, however, be necessary to complete a thorough investigation of the charges and/or notify
law enforcement officials. All individuals involved, including those making a discrimination or
harassment claim, witnesses, and alleged harassers deserve a fair and impartial investigation.

(Continued)
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

The CRCO will generally oversee the District's investigation of all complaints of discrimination
and/or harassment. In the event an anonymous complaint is filed, the District will respond to the extent
possible.

District employees may be required to cooperate as needed in an investigation of suspected
discrimination or harassment. The District recognizes that participating in a discrimination or
harassment investigation can be uncomfortable and has the potential to retraumatize an individual.
Individuals receiving claims and leading investigations will handle complaints and questions with
sensitivity toward participants.

Various District policies and documents address discrimination and harassment. All complaints
will be handled in accordance with the applicable District policies and/or documents.

The determination as to which District policies and/or documents are applicable is fact specific,
and the CRCO may work with other District staff such as the District's Dignity Act Coordinators (DACS)
or Title IX Coordinator(s) to determine which District policies and/or documents are applicable to the
specific facts of the complaint.

If an investigation reveals that discrimination and/or harassment based on a legally protected class
has occurred, the District will take immediate corrective action as warranted. This action will be taken
in accordance with applicable law and regulation, as well as any applicable District policy, regulation,
procedure, collective bargaining agreement, third-party contract, or other document such as the District's
Code of Conduct.

Knowingly Makes False Accusations

Any employee or student who knowingly makes false accusations against another individual as to
allegations of discrimination and/or harassment will face appropriate disciplinary action.

Prohibition of Retaliatory Behavior (Commonly Known as ""Whistle-Blower"" Protection)

The District prohibits all retaliation. Any individual that reports an incident of discrimination or
harassment, provides information, or otherwise assists in any investigation of a discrimination or
harassment complaint is protected from retaliation. No one should fear reporting discrimination or
harassment if they believe it has occurred. Even if the alleged discrimination or harassment does not
turn out to rise to the level of a violation of law, the individual is protected from retaliation if the person
had a good faith belief that the practices were unlawful. However, the retaliation provision is not
intended to protect persons making intentionally false charges of discrimination or harassment.

(Continued)
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SUBJECT: NON-DISCRIMINATION AND ANTI-HARASSMENT IN THE DISTRICT
(Cont'd.)

Any District employee who retaliates against anyone involved in a discrimination or harassment
investigation will face disciplinary action, up to and including termination.

Complaints of retaliation may be directed to the CRCO. If the CRCO is unavailable, including due
to a conflict of interest or other disqualifying reason, the report will be directed to another CRCO, if the
District has designated another individual to serve in that capacity. If the District has not designated
another CRCO, the Superintendent will ensure that another person with the appropriate training and
qualifications is appointed to act as the CRCO.

Where appropriate, follow-up inquiries will be made to ensure that the discrimination and/or
harassment has not resumed and that those involved in the investigation have not suffered retaliation.

Confidentiality

To the extent possible, all complaints will be treated as confidential. Disclosure may be necessary
in certain circumstances such as to complete a thorough investigation and/or notify law enforcement
officials. All disclosures will be in accordance with law and regulation.

Training

In order to promote familiarity with issues pertaining to discrimination and harassment in the
District, and to help reduce incidents of prohibited conduct, the District will provide appropriate
information and/or training to employees and students. As may be necessary, special training will be
provided for individuals involved in the handling of discrimination and/or harassment complaints.

Notification

Prior to the beginning of each school year, the District will issue an appropriate public
announcement or publication which advises students, parents or legal guardians, employees, and other
relevant individuals of the District's established grievance process for resolving complaints of
discrimination and/or harassment. This announcement or publication will include the name, office
address, telephone number, and email address of the CRCO(s). The District's website will reflect current
and complete contact information for the CRCO(s).

A copy of this policy and its corresponding regulations and/or procedures will be available upon
request and will be posted and/or published in appropriate locations and/or District publications.

(Continued)
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Additional Provisions

Regulations and/or procedures will be developed for reporting, investigating, and remedying
allegations of discrimination and/or harassment.

8 USC Section 1324b

29 USC Section 206

42 USC Section 1981

Age Discrimination Act of 1975, 42 USC Section 6101 et seq.

Age Discrimination in Employment Act of 1967 (ADEA), 29 USC Section 621 et seq.
Americans with Disabilities Act (ADA), 42 USC Section 12101 et seq.

Equal Educational Opportunities Act of 1974, 20 USC Section 1701 et seq.

Genetic Information Non-Discrimination Act (GINA), 42 USC Section 2000ff et seq.
Section 504 of the Rehabilitation Act of 1973, 29 USC Section 790 et seq.

Title 1V of the Civil Rights Act of 1964, 42 USC Section 2000c et seq.

Title V1 of the Civil Rights Act of 1964, 42 USC Section 2000d et seq.

Title VII of the Civil Rights Act of 1964, 42 USC Section 2000e et seq.

Title 1X of the Education Amendments Act of 1972, 20 USC Section 1681 et seq.
Uniformed Services Employment and Reemployment Rights Act (USERRA), 38 USC Section 4301 et seq.
28 CFR Part 35

29 CFR Chapter | — National Labor Relations Board

29 CFR Chapter X1V — Equal Employment Opportunity Commission

34 CFR Parts 100, 104, 106, 110, and 270

45 CFR Part 86

Civil Rights Law Sections 40, 40-a, 40-c, 47-a, 47-b, and 48-a

Civil Service Law Sections 75-b and 115

Correction Law Section 752

Education Law Sections 10-18, 313, 313-a, 2801, 3201, and 3201-a

Labor Law Sections 194-a, 201-d, 201-g, 203-¢, 206-c, 215, and 740

New York State Human Rights Law, Executive Law Section 290 et seq.

Military Law Sections 242, 243, and 318

8 NYCRR Section 100.2

9 NYCRR Section 466 et seq.
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NOTE: Refer also to Policies #3421 -- Title IX and Sex Discrimination
#6120 -- Equal Employment Opportunity
#6121 -- Sexual Harassment in the Workplace
#6122 -- Employee Grievances
#7550 -- Dignity for All Students
#7551 -- Sexual Harassment of Students
#8130 -- Equal Educational Opportunities
#8220 -- Career and Technical (Occupational) Education
District Code of Conduct

First Reading of Revised: September 26, 2023

Adoption Date
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SUBJECT: SEXUAL HARASSMENT IN THE WORKPLACE
Overview

The District is committed to creating and maintaining an environment which is free from
harassment and discrimination. This policy addresses sexual harassment and gender discrimination in
the workplace. It is intended to inform covered individuals of: their right to work in an environment that
is free from sexual harassment and discrimination; what sexual harassment and discrimination look like;
how they can prevent and report sexual harassment and discrimination; how they are protected from
retaliation after taking action; and the general process for investigating a claim of sexual harassment and
discrimination that falls under this policy. This policy is just one component of the District's overall
commitment to maintaining a harassment and discrimination-free educational and work environment.

Under New York State Human Rights Law (NYSHRL), it is illegal for an employer to discriminate
based on age, race, creed, color, national origin, citizenship or immigration status, sexual orientation,
gender identity or expression, military status, sex, disability, predisposing genetic characteristics,
familial status, marital status, status as a victim of domestic violence, or criminal history. These different
identities impact an individual's perception and understanding of the world. For example, an individual's
race, ability, or immigration status may impact their experience with gender discrimination in the
workplace. While this policy is focused on sexual harassment and gender discrimination, the process for
reporting and investigating discrimination based on other protected classes is generally the same.
However, the exact process may vary depending on a number of factors including, but not limited to,
who is involved. Other District policies and documents such as regulations, procedures, collective
bargaining agreements, and the District's Code of Conduct detail the specific process for reporting and
investigating discrimination based on other protected identities.

Sexual harassment is a form of workplace discrimination that subjects individuals to inferior
conditions of employment due to their gender, gender identity, gender expression (perceived or actual),
and/or sexual orientation. Sexual harassment is often viewed simply as a form of gender-based
discrimination, but the District recognizes that discrimination can be related to or affected by other
identities beyond gender.

Discrimination of any kind, including sexual harassment, is unlawful, a violation of District policy,
and may subject the District to liability for the harm experienced by targets of discrimination. All
individuals are required to work in a manner designed to prevent sexual harassment and discrimination
in the workplace.

Harassers may also be individually subject to liability and supervisors who fail to report or act on
harassment may be liable for aiding and abetting sexual harassment and discrimination. Employees at
every level who engage in harassment or discrimination, including supervisory personnel who engage
in harassment or discrimination or who allow such behavior to continue, will be subject to remedial
and/or disciplinary action by the District.

(Continued)
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The District adopts this policy as part of its effort to provide for the prompt and equitable resolution
of complaints of sexual harassment in the workplace. The District will promptly respond to reports of
sexual harassment in the workplace, ensure that all investigations are conducted within a reasonably
prompt time frame and under a predictable fair grievance process that provides due process protections,
and impose disciplinary measures and implement remedies when warranted.

Inquiries about this policy may be directed to the District's Civil Rights Compliance Officer(s)
(CRCO(s)) and/or Title IX Coordinator(s).

Civil Rights Compliance Officers Title 1X Coordinators

Dr. Sabrina Brancaccio or Michael I. DeVito, Esqg. or

Dr. Michele Natali Dr. Michel Natali

Long Beach City School District Long Beach City School District
235 Lido Blvd. 235 Lido Blvd.

Lido Beach, NY 11561 Lido Beach, NY 11561
sbrancaccio@Ibeachorg mdevito@Ibeach.org
mnatali@Ibeach.org mnatali@Ibeach.org
516-897-2200 or 516-897-2112 516-897-2090 or 516-897-2112

Scope and Application

This policy applies to all instances of sexual harassment and gender discrimination perpetrated
against a "covered individual™ by anyone in the workplace, including a co-worker, supervisor, or third-
party such as a non-employee, paid or unpaid intern, vendor, building security, visitor, volunteer, parent,
or student. For purposes of this policy, a "covered individual" includes:

a) Employees;
b)  Applicants for employment;
c) Paid or unpaid interns; and

d) Non-employees, which include anyone who is (or is employed by) a contractor,
subcontractor, vendor, consultant, or other person providing services pursuant to a contract
in the workplace. These non-employees include persons commonly referred to as
independent contractors, gig workers, and temporary workers. Also included are non-
employees providing equipment repair, cleaning services, or any other service through a
contract with the District.

Other District policies and documents such as regulations, procedures, collective bargaining
agreements, and the District's Code of Conduct may address misconduct related to sexual harassment
and may provide for additional, different, or more specific grievance procedures depending on a number
of factors including, but not limited to, who is involved and where the alleged sexual harassment
occurred. These documents must be read in conjunction with this policy.

The dismissal of a complaint under one policy or document does not preclude action under another
related District policy or document.

(Continued)
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What Constitutes Sexual Harassment

Sexual harassment is a form of gender-based discrimination that is unlawful under federal, state,
and (where applicable) local law. Sexual harassment includes harassment on the basis of sex, sexual
orientation, self-identified or perceived sex, gender expression, gender identity, and the status of being
transgender. Sexual harassment is not limited to sexual contact, touching, or expressions of a sexually
suggestive nature. Sexual harassment includes all forms of gender discrimination including gender role
stereotyping and treating individuals differently because of their gender.

Understanding gender diversity is essential to recognizing sexual harassment because
discrimination based on sex stereotypes, gender expression, and perceived identity are all forms of
sexual harassment. The gender spectrum is nuanced, but the three most common ways people identify
are cisgender, transgender, and non-binary. A cisgender person is someone whose gender aligns with
the sex they were assigned at birth. Generally, this gender will align with the binary of male or female.
A transgender person is someone whose gender is different than the sex they were assigned at birth. A
non-binary person does not identify exclusively as a man or a woman. They might identify as both,
somewhere in between, or completely outside the gender binary. Some may identify as transgender, but
not all do. Respecting an individual's gender identity is a necessary first step in establishing a safe
workplace.

Under NYSHRL, sexual harassment is unlawful when it subjects an individual to inferior terms,
conditions, or privileges of employment. Harassment does not need to be severe or pervasive to be
illegal. It can be any harassing behavior that rises above petty slights or trivial inconveniences. Every
instance of harassment is unique to those experiencing it, and there is no single boundary between petty
slights and harassing behavior. However, NYSHRL specifies that whether harassing conduct is
considered petty or trivial is to be viewed from the standpoint of a reasonable victim of discrimination
with the same protected characteristics. Generally, any behavior in which a covered individual is treated
worse because of their gender (perceived or actual), sexual orientation, or gender expression is
considered a violation of District policy. The intent of the behavior, for example, making a joke, does
not neutralize a harassment claim. Not intending to harass is not a defense. The impact of the behavior
on a person is what counts.

Sexual harassment includes any unwelcome conduct which is either directed at an individual
because of that individual's gender identity or expression (perceived or actual), or is of a sexual nature
when:

a)  The purpose or effect of this behavior unreasonably interferes with an individual's work

performance or creates an intimidating, hostile, or offensive work environment. The
impacted individual does not need to be the intended target of the sexual harassment;

b) Employment depends implicitly or explicitly on accepting such unwelcome behavior; or

(Continued)
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c) Decisions regarding an individual's employment are based on an individual's acceptance to
or rejection of the behavior. These decisions can include what shifts and how many hours an
employee might work, project assignments, as well as salary and promotion decisions.

There are two main types of sexual harassment:

a)  Hostile work environment which includes, but is not limited to, words, signs, jokes, pranks,
intimidation, or physical violence which are of a sexual nature, or which are directed at an
individual because of that individual's sex, gender identity, or gender expression. Sexual
harassment also consists of any unwanted verbal or physical advances, sexually explicit
derogatory, or discriminatory statements which an employee finds offensive or
objectionable, causes an employee discomfort or humiliation, or interferes with the
employee's job performance.

b)  Quid pro quo harassment which occurs when a person in authority tries to trade job benefits
for sexual favors. This can include hiring, promotion, continued employment or any other
terms, conditions, or privileges of employment.

Any covered individual who feels harassed is encouraged to report the behavior so that any
violation of this policy can be corrected promptly. Any harassing conduct, even a single incident, can
be discrimination and is covered by this policy.

Examples of Sexual Harassment

The following describes some actions that may constitute unlawful sexual harassment and that are
strictly prohibited. This list is just a sample of behaviors and should not be considered exhaustive. Any
covered individual who believes they have experienced sexual harassment, even if it does not appear on
this list, should feel encouraged to report it:

a)  Physical acts of a sexual nature, such as:

1.  Touching, pinching, patting, Kissing, hugging, grabbing, brushing against another
individual's body, or poking another individual's body; or

2.  Rape, sexual battery, molestation, or attempts to commit these assaults, which may be
considered criminal conduct outside the scope of this policy.

b)  Unwanted sexual comments, advances, or propositions, such as:
1.  Requests for sexual favors accompanied by implied or overt threats concerning the
target's job performance evaluation, a promotion, or other job benefits;

(Continued)
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d)

f)

2.  Subtle or obvious pressure for unwelcome sexual activities; or

3.  Repeated requests for dates or romantic gestures.

Sexually oriented gestures, noises, remarks or jokes, or questions and comments about a
person's sexuality, sexual experience, or romantic history which create a hostile work
environment. This is not limited to interactions in person. Remarks made over virtual
platforms and in messaging apps when employees are working remotely can create a
similarly hostile work environment.

Sex stereotyping, which occurs when someone's conduct or personality traits are judged
based on other people's ideas or perceptions about how individuals of a particular sex should
act or look:

1. Remarks regarding an employee's gender expression, such as wearing a garment
typically associated with a different gender identity; or

2. Asking employees to take on traditionally gendered roles, such as asking a woman to
serve meeting refreshments when it is not part of, or appropriate to, her job duties.

Sexual or discriminatory displays or publications anywhere in the workplace, such as:

1.  Displaying pictures, posters, calendars, graffiti, objects, promotional material, reading
materials, or other materials that are sexually demeaning or pornographic. This
includes such sexual displays on workplace computers or cell phones and sharing such
displays while in the workplace;

2.  This also extends to the virtual or remote workspace and can include having such
materials visible in the background of one's home during a virtual meeting.

Hostile actions taken against an individual because of that individual's sex, sexual
orientation, gender identity, or gender expression, such as:

1. Interfering with, destroying, or damaging a person's workstation, tools or equipment,
or otherwise interfering with the individual's ability to perform the job;

2.  Sabotaging an individual's work;
3. Bullying, yelling, or name-calling;

4.  Intentional misuse of an individual's preferred pronouns; or

(Continued)
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5. Creating different expectations for individuals based on their perceived identities:
(@) Dress codes that place more emphasis on women's attire;
(b) Leaving parents/caregivers out of meetings.
Who Can be a Target of Sexual Harassment?

Sexual harassment can occur between any individuals, regardless of their sex or gender.
Harassment does not have to be between members of the opposite sex or gender. This policy applies to
all instances of sexual harassment perpetrated against a "covered individual™ by anyone in the
workplace, including a co-worker, supervisor, or third-party such as a non-employee, paid or unpaid
intern, vendor, building security, visitor, volunteer, parent, or student.

Sexual harassment does not happen in a vacuum and discrimination experienced by an individual
can be impacted by biases and identities beyond an individual's gender. For example:

a) Placing different demands or expectations on black women employees than white women
employees can be both racial and gender discrimination;

b)  An individual's immigration status may lead to perceptions of vulnerability and increased
concerns around illegal retaliation for reporting sexual harassment; or

c) Pastexperiences as a survivor of domestic or sexual violence may lead an individual to feel
re-traumatized by someone's behaviors in the workplace.

Individuals bring personal history with them to the workplace that might impact how they interact
with certain behavior. It is especially important for all employees to be aware of how words or actions
might impact someone with a different experience than their own in the interest of creating a safe and
equitable workplace.

Where Can Sexual Harassment Occur?

Unlawful sexual harassment is not limited to the physical workplace itself. Sexual harassment can
occur on school property and at school functions which, for purposes of this policy, means a school-
sponsored or school-authorized extracurricular event or activity regardless of where the event or activity
takes place, including any event or activity that may take place virtually or in another state. It can occur
while covered individuals are traveling for District business or at District or industry-sponsored events
or parties. Calls, texts, emails, and social media usage by covered individuals can constitute unlawful
workplace harassment, even if they occur away from school property, on personal devices, or during
non-work hours. Accordingly, conduct or incidents of sexual harassment that create or foreseeably
create a disruption within the District may be subject to this policy in certain circumstances.

(Continued)
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Sexual harassment can occur when covered individuals are working remotely. Any behaviors
outlined above that leave a covered individual feeling uncomfortable, humiliated, or unable to meet their
job requirements constitute harassment even if the covered individual is working remotely when the
harassment occurs. Harassment can happen on virtual meeting platforms, in messaging apps, and after
working hours between personal cell phones.

Prohibition of Retaliatory Behavior (Commonly Known as ""Whistle-Blower'" Protection)

Retaliation is unlawful and is any action by an employer or supervisor that punishes an individual
upon learning of a harassment claim, that seeks to discourage a covered individual from making a formal
complaint or supporting a sexual harassment or discrimination claim, or that punishes those who have
come forward. Adverse actions need not be job-related or occur in the workplace to constitute unlawful
retaliation. For example, threats of physical violence outside of work hours or disparaging someone on
social media would be covered as retaliation under this policy.

Examples of retaliation may include, but are not limited to:

a)  Demotion, termination, denying accommodations, reduced hours, or the assignment of less
desirable shifts;

b)  Publicly releasing personnel files;

c) Refusing to provide a reference or providing an unwarranted negative reference;

d) Labeling an employee as "difficult" and excluding them from projects to avoid "drama™;
e) Undermining an individual's immigration status; or

f)  Reducing work responsibilities, passing over for a promotion, or moving an individual's desk
to a less desirable office location.

Retaliation is unlawful under federal, state, and (where applicable) local law. The NYSHRL
protects any individual who has engaged in "protected activity." Protected activity occurs when a person
has:

a) Made a complaint of sexual harassment or discrimination, either internally or with any
government agency;

b)  Testified or assisted in a proceeding involving sexual harassment or discrimination under the
NYSHRL or any other anti-discrimination law;

(Continued)
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c) Opposed sexual harassment or discrimination by making a verbal or informal complaint, or
by simply informing a supervisor, building principal, other administrator, or the CRCO of
suspected harassment;

d) Reported that a covered individual has been sexually harassed or discriminated against; or
e) Encouraged a covered individual to report harassment.

The District prohibits all retaliation. Any individual that reports an incident of sexual harassment
or discrimination, provides information, or otherwise assists in any investigation of a sexual harassment
or discrimination complaint is protected from retaliation. No one should fear reporting sexual
harassment or discrimination if they believe it has occurred. Even if the alleged harassment does not
turn out to rise to the level of a violation of law, the individual is protected from retaliation if the person
had a good faith belief that the practices were unlawful. However, the retaliation provision is not
intended to protect persons making intentionally false charges of sexual harassment or discrimination.

Any District employee who retaliates against anyone involved in a sexual harassment or
discrimination investigation will face disciplinary action, up to and including termination. All covered
individuals who believe they have been subject to retaliation should inform a supervisor, building
principal, other administrator, or the CRCO.

All employees and covered individuals who believe they have been a target of retaliation may also
seek relief from government agencies, as explained in this policy.

Reporting Allegations of Sexual Harassment

Anyone who experiences, witnesses, or becomes aware of potential instances of sexual harassment
is encouraged to report the behavior to a supervisor, building principal, other administrator, or the
CRCO. Covered individuals should not feel discouraged from reporting harassment because they do not
believe it is bad enough or conversely because they do not want to see someone fired over less severe
behavior. Just as harassment can happen in different degrees, potential discipline for engaging in sexual
harassment will depend on the degree of harassment and could include education counseling,
suspension, or termination.

Reports of sexual harassment may be made verbally or in writing. A written complaint form is
posted on the District's website if a covered individual would like to use it, but the complaint form is
not required. Individuals who are reporting sexual harassment on behalf of another individual may use
the complaint form and note that it is being submitted on another individual's behalf. A verbal or
otherwise written complaint (such as an email) on behalf of oneself or another individual is also
acceptable.

(Continued)
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Reports may be made to a CRCO in person, by using the contact information for a CRCO, or by
any other means that results in a CRCO receiving the person's verbal or written report. This report may
be made at any time (including during non-business hours) by using the telephone number or email
address, or by mail to the office address, listed for a CRCO.

Reports of sexual harassment may also be made to any other District employee including a
supervisor or building principal. All reports of discrimination and/or harassment must be immediately
forwarded to the CRCO. Reports may also be forwarded to other District employees depending on the
allegations.

District employees must comply with reporting requirements in any other applicable District
policy or document.

Covered individuals who believe they have been a target of sexual harassment may at any time
seek assistance in additional available forums, as explained in this policy.

Supervisory Responsibilities

Everyone must work toward preventing sexual harassment, but leadership matters. Supervisors,
building principals, other administrators, and the CRCOs have a special responsibility to make sure
employees feel safe at work and that workplaces are free from harassment and discrimination. All
supervisors, building principals, and other administrators who receive a complaint or information about
suspected sexual harassment, observe what may be sexually harassing or discriminatory behavior, or for
any reason suspect that sexual harassment or discrimination is occurring, are required to report the
suspected sexual harassment to the CRCO. If the CRCO is unavailable, including due to a conflict of
interest or other disqualifying reason, the report will be directed to another CRCO, if the District has
designated another individual to serve in that capacity. If the District has not designated another CRCO,
the Superintendent will ensure that another person with the appropriate training and qualifications is
appointed to act as the CRCO.

Supervisors, building principals, and other administrators should not be passive and wait for a
covered individual to make a claim of harassment. If they observe such behavior, they must act.

Supervisors, building principals, and other administrators can be disciplined if they engage in
sexually harassing or discriminatory behavior themselves. Supervisors, building principals, and other
administrators, can also be disciplined for failing to report suspected sexual harassment or allowing
sexual harassment to continue after they know about it.

While supervisors, building principals, and other administrators have a responsibility to report

harassment and discrimination, they must be mindful of the impact that harassment and a subsequent
investigation has on victims. Being identified as a possible victim of harassment and questioned about

(Continued)
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harassment and discrimination can be intimidating, uncomfortable and re-traumatizing for individuals.
Supervisors, building principals, and other administrators must accommodate the needs of individuals
who have experienced harassment to ensure the workplace is safe, supportive, and free from retaliation
for them during and after any investigation.

Bystander Intervention

Any individual witnessing harassment as a bystander is encouraged to report it. A supervisor,
building principal, or other administrator that is a bystander to harassment is required to report it. There
are five standard methods of bystander intervention that can be used when anyone witnesses harassment
or discrimination and wants to help.

a) A bystander can interrupt the harassment by engaging with the individual being harassed and
distracting them from the harassing behavior;

b)  Abystander who feels unsafe interrupting on their own can ask a third-party to help intervene
in the harassment;

c) A bystander can record or take notes on the harassment incident to benefit a future
investigation;

d) A bystander might check in with the person who has been harassed after the incident, see
how they are feeling and let them know the behavior was not ok; and

e) If a bystander feels safe, they can confront the harassers and name the behavior as
inappropriate. When confronting harassment, physically assaulting an individual is never an
appropriate response.

Though not exhaustive, and dependent on the circumstances, the guidelines above can serve as a
brief guide of how to react when witnessing harassment in the workplace.

Grievance Process for Complaints of Sexual Harassment in the Workplace

All complaints or information about sexual harassment will be investigated, whether that
information was reported in verbal or written form. An investigation of any complaint, information, or
knowledge of suspected sexual harassment will be prompt, thorough, equitable, and started and
completed as soon as possible. Investigations will be kept confidential to the extent possible. Disclosure
may, however, be necessary to complete a thorough investigation of the charges and/or notify law
enforcement officials. All individuals involved, including those making a harassment claim, witnesses,
and alleged harassers deserve a fair and impartial investigation.

(Continued)
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The CRCO will generally oversee the District's investigation of all complaints of discrimination
and/or harassment. In the event an anonymous complaint is filed, the District will respond to the extent

possible.

District employees may be required to cooperate as needed in an investigation of suspected sexual
harassment. The District recognizes that participating in a harassment investigation can be
uncomfortable and has the potential to retraumatize a covered individual. Individuals receiving claims
and leading investigations will handle complaints and questions with sensitivity toward participants.

While the process may vary from case to case, investigations will be done in accordance with the
following steps. Upon receipt of a complaint, the CRCO:

a)

b)

d)

Will conduct a prompt review of the allegations, assess the appropriate scope of the
investigation, and take any interim actions (for example, instructing the individual(s) about
whom the complaint was made to refrain from communications with the individual(s) who
reported the harassment), as appropriate.

If the CRCO is unavailable, including due to a conflict of interest or other disqualifying
reason, the report will be directed to another CRCO, if the District has designated another
individual to serve in that capacity. If the District has not designated another CRCO, the
Superintendent will ensure that another person with the appropriate training and
qualifications is appointed to act as the CRCO.

Will investigate all complaints of sexual harassment regardless of how those complaints are
reported and treat all complaints with equal priority. For verbal complaints, the individual
will be encouraged to complete, in writing, the complaint form. If the individual reporting
prefers not to fill out the complaint form, a complaint form or equivalent documentation
based on the verbal reporting will be prepared. The individual reporting the harassment will
be provided a copy of the completed complaint form.

Will take steps to obtain, review, and preserve documents sufficient to assess the allegations,
including documents, emails, or phone records that may be relevant to the investigation. The
CRCO will consider and implement appropriate document request, review, and preservation
measures, including for electronic communications.

Will seek to interview all parties involved, including any relevant witnesses. If a student is
involved, the District will follow all applicable District policies and procedures regarding
questioning students.

Will create written documentation of the investigation (such as a letter, memo, or email),
which contains the following:

(Continued)
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A list of all documents reviewed, along with a detailed summary of relevant documents;
A list of names of those interviewed, along with a detailed summary of their statements;

A timeline of events;

A wo P

A summary of any prior relevant incidents disclosed in the investigation, reported or
unreported; and

5. The basis for the decision and final resolution of the complaint, together with any
corrective action(s).

f)  Will keep the written documentation and associated documents in a secure and confidential
location.

g)  Will promptly notify the individual(s) who reported the harassment and the individual(s)
about whom the complaint was made that the investigation has been completed and
implement any corrective actions identified in the written document. Any corrective action
taken will be in accordance with applicable law and regulation, as well as any applicable
District policy, regulation, procedure, collective bargaining agreement, third-party contract,
or other document such as the District's Code of Conduct.

h)  Will inform the individual(s) who reported the harassment of the right to file a complaint or
charge externally as outlined in this policy.

Other District policies and documents address sexual harassment. All complaints will be handled
in accordance with the applicable District policies and/or documents.

The determination as to which District policies and/or documents are applicable is fact specific,
and the CRCO may work with other District staff such as the District's Title 1X Coordinator(s) to
determine which District policies and/or documents are applicable to the specific facts of the complaint.
Annual Training

The District will provide a sexual harassment prevention training program to all employees on an
annual basis. The training will be interactive and will include:

a)  An explanation of sexual harassment consistent with guidance issued by the Department of
Labor in consultation with the Division of Human Rights;

b)  Examples of conduct that would constitute unlawful sexual harassment;
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¢) Information concerning the federal and state statutory provisions concerning sexual
harassment and remedies available to victims of sexual harassment;

d) Information concerning employees' rights of redress and all available forums for adjudicating
complaints; and

e) Information addressing conduct by supervisors and any additional responsibilities for such
supervisors.

Notification

The District will provide this policy to all employees in-person or digitally through email upon
hiring and will be posted prominently in all work locations. In addition to sending the policy through
email, this policy will also be available on the District's website.

At the time of hiring and at every annual sexual harassment prevention training program, the
District will provide each employee a notice containing this policy and the information presented at the
District's sexual harassment prevention training program.

This notice will be provided in English and in the language identified by the employee as their
primary language, provided that the New York State Department of Labor Commissioner has published
a template of the model materials in that language.

The notice will be delivered in writing, either in print or digitally. The notice will either link to or
include, as an attachment or printed copy, the policy and training materials.

Legal Protections and External Remedies

Sexual harassment is not only prohibited by the District, but it is also prohibited by state, federal,
and, where applicable, local law.

The District's internal process outlined in the policy above is one way for covered individuals to
report sexual harassment. Covered individuals may also choose to pursue legal remedies with the
following governmental entities. While a private attorney is not required to file a complaint with a
governmental agency, covered individuals may also seek the legal advice of an attorney.

In addition to those outlined below, individuals may have other legal protections.

(Continued)
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New York State Division of Human Rights (NYSDHR)

The NYSHRL, NY Executive Law, Art. 15, Section 290 et seq., applies to all employers in New
York State and protects covered individuals, regardless of immigration status. A complaint alleging
violation of the NYSHRL may be filed either with the NYSDHR or in New York State Supreme Court.

Complaints of sexual harassment filed with NYSDHR may be submitted any time within three
years of the harassment. If an individual does not file a complaint with NYSDHR, they can bring a
lawsuit directly in state court under the NYSHRL, within three years of the alleged sexual harassment.
An individual may not file with NYSDHR if they have already filed a NYSHRL complaint in state court.

Complaining internally to the District does not extend the time to file with NYSDHR or in court.
The three years are counted from the date of the most recent incident of harassment.

Individuals do not need an attorney to file a complaint with NYSDHR, and there is no cost to file
with NYSDHR.

NYSDHR will investigate the complaint and determine whether there is probable cause to believe
that sexual harassment has occurred. Probable cause cases receive a public hearing before an
administrative law judge. If sexual harassment is found at the hearing, NYSDHR has the power to award
relief. Relief varies, but it may include requiring the employer to take action to stop the harassment, or
repair the damage caused by the harassment, including paying of monetary damages, punitive damages,
attorney's fees, and civil fines.

NYSDHR's main office contact information is: NYS Division of Human Rights, One Fordham
Plaza, Fourth Floor, Bronx, New York 10458. Individuals may call (718) 741-8400 or visit:
www.dhr.ny.gov.

Go to dhr.ny.gov/complaint for more information about filing a complaint with NYSDHR. The
website has a digital complaint process that can be completed on a computer or mobile device from start
to finish. The website has a complaint form that can be downloaded, filled out, and mailed to NYSDHR.
The website also contains contact information for NYSDHR's regional offices across New York State.

Call the NYSDHR sexual harassment hotline at 1-800-HARASS-3 (1-800-427-2773) for more
information about filing a sexual harassment complaint. This hotline can also provide a referral to a
volunteer attorney experienced in sexual harassment matters who can provide limited free assistance
and counsel over the phone.

(Continued)
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The United States Equal Employment Opportunity Commission

The United States Equal Employment Opportunity Commission (EEOC) enforces federal anti-
discrimination laws, including Title VI of the 1964 federal Civil Rights Act, 42 USC Section 2000e et
seg. An individual can file a complaint with the EEOC anytime within 300 calendar days from the most
recent incident of harassment. There is no cost to file a complaint with the EEOC. The EEOC wiill
investigate the complaint and determine whether there is reasonable cause to believe that discrimination
has occurred. If the EEOC determines that the law may have been violated, the EEOC will try to reach
a voluntary settlement with the employer. If the EEOC cannot reach a settlement, the EEOC (or the
Department of Justice in certain cases) will decide whether to file a lawsuit. The EEOC will issue a
Notice of Right to Sue permitting workers to file a lawsuit in federal court if the EEOC closes the charge,
is unable to determine if federal employment discrimination laws may have been violated, or believes
that unlawful discrimination occurred but does not file a lawsuit.

Individuals may obtain relief in mediation, settlement, or conciliation. In addition, federal courts
may award remedies if discrimination is found to have occurred. In general, private employers must
have at least 15 employees to come within the jurisdiction of the EEOC.

An individual alleging discrimination at work can file a "Charge of Discrimination.” The EEOC
has district, area, and field offices where complaints can be filed. Contact the EEOC by calling 1-800-
669-4000 (TTY: 1-800-669-6820), visiting their website at www.eeoc.gov, or via email at
info@eeoc.gov. To file a complaint with the United States Equal Employment Opportunity
Commission, please visit https://www.eeoc.gov/filing-charge-discrimination.

If an individual filed an administrative complaint with the NYSDHR, then NYSDHR will
automatically file the complaint with the EEOC to preserve the right to proceed in federal court.

Title IX

Title IX of the Education Amendments Act of 1972 prohibits discrimination on the basis of sex in
education programs and activities that receive federal financial assistance. The United States
Department of Education's Office for Civil Rights (OCR) enforces Title IX of the Education
Amendments Act of 1972.

For more information about how to file a complaint, contact OCR at 800-421-3481 (TDD 800-
877-8339) or visit: https://www?2.ed.gov/about/offices/list/ocr/docs/howto.html. The website contains
information about filing the complaint online, by mail, or by email.

Local Protections

Many localities enforce laws protecting individuals from sexual harassment and discrimination.
An individual should contact the county, city, or town in which they live to find out if a law exists.

(Continued)
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Contact the Local Police Department

If the harassment involves unwanted physical touching, coerced physical confinement, or coerced
sex acts, the conduct may constitute a crime. Those wishing to pursue criminal charges are encouraged
to contact their local police department.

Title VII of the Civil Rights Act of 1964, 42 USC Section 2000e et seq.

Title 1X of the Education Amendments Act of 1972, 20 USC Section 1681 et seq.
29 CFR Section 1604.11(a)

34 CFR Subtitle B, Chapter |

Civil Service Law Section 75-b

New York State Human Rights Law, Executive Law Section 290 et seq.

Labor Law Sections 201-g and 740

NOTE: Refer also to Policies #3420 -- Non-Discrimination and Anti-Harassment in the District
#3421 -- Title IX and Sex Discrimination
#6122 -- Employee Grievances
#7551 -- Sexual Harassment of Students

First Reading of Revised Policy: September 26, 2023

Adoption Date



SEXUAL HARASSMENT COMPLAINT FORM

Long Beach School District

New York State Labor Law requires all employers to adopt a sexual harassment prevention policy that
includes a complaint form for employees to report alleged incidents of sexual harassment.

If you believe that you have been subjected to sexual harassment, you are encouraged to complete this form
and submit it to Title IX officers, Dr. Michele Natali or Mr. Michael DeVito via email, interoffice mail or in
person. Once you submit this form, your employer must follow its sexual harassment prevention policy and

investigate any claims.

If you are more comfortable reporting verbally or in another manner, your employer is still required to follow its
sexual harassment prevention policy by investigating the claims as outlined at the end of this form.

For additional resources, visit: ny.gov/combatting-sexual-harassment

COMPLAINANT INFORMATION

Name:

Home Address:

Home Phone:

Job Title:

Select Preferred Communication Method:

SUPERVISORY INFORMATION
Immediate Supervisor's Name:
Title:

Work Phone:
COMPLAINT INFORMATION

Work Address:
Work Phone:
Email:

(please select one)

Work Address:

1. Your complaint of Sexual Harassment is made against:

Name:

Work Address:

Title:

Work Phone:

Relationship to you:  Supervisor  Subordinate  Co-Worker  Other



2. Please describe the conduct or incident(s) that is the basis of this complaint and your reasons for
concluding that the conduct is sexual harassment. Please use additional sheets of paper if
necessary and attach any relevant documents or evidence.

3. Date(s) sexual harassment occurred:

Is the sexual harassment continuing? Yes No

4. Please list the name and contact information of any witnesses or individuals that may have
information related to your complaint:

The last two questions are optional, but may help facilitate the investigation.

5. Have you previously complained or provided information (verbal or written) about sexual
harassment at the Long Beach School District? If yes, when and to whom did you
complain or provide information?

Employees that file complaints with their employer might have the ability to get help or file claims
with other entities including federal, state or local government agencies or in certain courts.

6. Have you filed a claim regarding this complaint with a federal, state or local government agency?
Yes No

Have you instituted a legal suit or court action regarding this complaint?
Yes No

Have you hired an attorney with respect to this complaint?
Yes No

| request that Long Beach School District investigate this complaint of sexual harassment in a
timely and confidential manner as outlined below, and advise me of the results of the
investigation.

Signature:

Date:

Adoption of this form does not constitute a conclusive defense to charges of unlawful sexual harassment. Each claim of sexual harassment will be
determined in accordance with existing legal standards, with due consideration of the particular facts and circumstances of the claim, including but not
limited to the existence of an effective anti-harassment policy and procedure.



Instructions for Employers

If you receive a complaint about alleged sexual harassment, you must follow your sexual
harassment prevention policy by investigating the allegations through actions such as:

e Speaking with the employee

e Speaking with the alleged harasser

e Interviewing witnesses

e Collecting and reviewing any related documents

You should create a written document of the findings of the investigation, along with any corrective
actions taken and notify the employee and the individual(s) against whom the complaint was made.
This may be done via email.

Adoption of this form does not constitute a conclusive defense to charges of unlawful sexual harassment. Each claim of sexual harassment will be

determined in accordance with existing legal standards, with due consideration of the particular facts and circumstances of the claim, including but not
limited to the existence of an effective anti-harassment policy and procedure.
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