
NONDISCRIMINATION  

Public schools have the responsibility to overcome, insofar as possible, any barriers that prevent children 
from achieving their potential. This commitment to the community is affirmed by the following 
statements that the North Middlesex Regional School Committee intends to: 

1.  Promote the rights and responsibilities of all individuals as set forth in the State and Federal 
Constitutions, pertinent legislation, and applicable judicial interpretations. 

2.  Encourage positive experiences in human values for children, youth and adults, all of who 
have differing personal and family characteristics and who come from various socioeconomic, 
racial and ethnic groups. 

3.  Strive towards a more integrated society and to enlist the support of individuals, as well as 
groups and agencies, both private and governmental, in such an effort. 

4.  Use all appropriate communication and action techniques to air and reduce the grievances of 
individuals and groups. 

5.  Carefully consider, in all the decisions made in the school system, the potential benefits or 
adverse consequences that those decisions might have on the human relations aspects of all 
segments of society. 

6.  Conduct an ongoing review of policies and practices of the school system in order to achieve 
to the greatest extent possible the objectives of this statement. 

The Committee's policy of nondiscrimination will extend to students, staff, the general public, and 
individuals with whom it does business; No person shall be excluded from or discriminated against in 
admission to a public school of any town or in obtaining the advantages, privileges, and courses of study 
of such public school on account of race, color, sex, gender identity, religion, national origin, sexual 
orientation or disability. If someone has a complaint or feels that they have been discriminated against 
because of their race, color, sex, gender identity, religion, national origin, sexual orientation or 
disability, their complaint should be registered with the District Civil Rights Coordinator or building 
principal. The name of the District’s Civil Rights Coordinator is listed on the district’s website as well as 
in student handbooks. 
  
NONDISCRIMINATION POLICY 

It is the policy of the North Middlesex Regional School District not to discriminate against students, 
parents, employees, or the general public on the basis of race, color, national origin, sex, religion, gender 
identity, sexual orientation, disability, homelessness, military service, pregnancy and pregnancy related 
medical conditions, or age in accordance with Title VI of the Civil Rights Act of 1964 (race, color, 
national origin, sex, religion); Title IX of the Education Amendments of 1972 (sex); Section 504 of the 
Rehabilitation Act of 1973 and Title II of the Americans with Disabilities Act of 1990 (disability); 
M.G.L. c. 76, § 5 (race, color, sex, gender identity, religion, national origin, or sexual orientation); the 



McKinney-Vento Homeless Assistance Act (homelessness); and the Age Discrimination in Employment 
Act (age) and other state and Federal laws. 

The Committee's policy of nondiscrimination extends to students, staff, the general public, and 
individuals with whom it does business. No person shall be excluded from or discriminated against in 
admission to a public school of any town or in obtaining the advantages, privileges, and courses of study 
of such public school on account of race, color, national origin, sex, religion, gender identity, sexual 
orientation, disability, homelessness, military service, pregnancy and pregnancy related medical 
conditions, or age. If someone has a complaint or feels that they have been discriminated against 
because of their race, color, national origin, sex, religion, gender identity, sexual orientation, disability, 
homelessness, military service, pregnancy and pregnancy related medical conditions, or age, their 
complaint should be registered with the District's Civil Rights/Title IX Coordinator, a building principal, 
an immediate supervisor or Human Resources. 

Inquiries regarding compliance with these laws may be directed to the Superintendent of Schools, North 
Middlesex Regional School District (978) 597-8713 or any of the agencies below. Any student, parent, 
or employee who chooses not to use the district's internal complaint procedures or who is not satisfied 
with the district's internal complaint procedures may file a complaint of discrimination or harassment 
with an appropriate state or federal agency. Some of these agencies (MCAD and EEOC) have a short 
window in which a claim can be filed (300 days). 

1. For complaints related to discrimination/harassment of students: 

U.S. Department of Education Office for Civil Rights 
8th Floor 
5 Post Office Square, Suite 900 Boston, MA 02109-3921 
Telephone: 617-289-0111 
FAX: 617-289-0150 
TDD: 877-521-2172 
  
OR 

The Massachusetts Commission Against Discrimination 
One Ashburton Place 
Sixth Floor, Room 601 
Boston, MA 02108 
Phone: 617-994-6000 
TTY: 617-994-6196 
  
OR 

Program Quality Assurance Services 
Massachusetts Department of Elementary and Secondary Education 



75 Pleasant Street, Malden, MA 02148-4906 
Telephone: 781-338-3700 
TTY: N.E.T. Relay: 1-800-439-2370 
FAX: 781-338-3710 
  

2. For complaints related to discrimination/harassment of parents: 

U.S. Department of Education Office for Civil Rights 
8th Floor 
5 Post Office Square, Suite 900 
Boston, MA 02109-3921 
Telephone: 617-289-0111 
FAX: 617-289-0150 
TDD: 877-521-2172 
 
OR 

Program Quality Assurance Services 
Massachusetts Department of Elementary and Secondary Education 
75 Pleasant Street, Malden, MA 02148-4906 
Telephone: 781-338-3700 
TTY: N.E.T. Relay: 1-800-439-2370 
FAX: 781-338-3710 
  
3. For complaints related to discrimination/harassment of employees: 

U.S. Department of Education Office for Civil Rights 
8th Floor, 5 Post Office Square, Suite 900 
Boston, MA 02109-3921 
Telephone: 617-289-0111 
FAX: 617-289-0150 
TDD: 877-521-2172 
  
OR 
  
The Massachusetts Commission Against Discrimination 
One Ashburton Place 
Sixth Floor, Room 601 
Boston, MA 02108 
Phone: 617-994-6000 
TTY: 617-994-6196 



  
OR 
  
The Equal Employment Opportunities Commission 
John F. Kennedy Federal Building 
475 Government Center 
Boston, MA 02203 
Phone: 1-800-669-4000 
  

DISCRIMINATION AND GRIEVANCE REPORTING 

The North Middlesex Regional School District requires all employees and students to conduct 
themselves in an appropriate manner with respect to their fellow employees, students and all members of 
the school community. 

The School Committee believes that everyone should have a fair and equal opportunity to report any 
perceived discrimination or grievance and that every case shall have the opportunity to proceed through 
a defined and equal process. 

NORTH MIDDLESEX REGIONAL SCHOOL DISTRICT DISCRIMINATION AND 
HARASSMENT GRIEVANCE PROCEDURES 

The North Middlesex Regional School District is committed to maintaining a school environment free of 
harassment in accordance with the district's non-discrimination policy. Harassment by administrators, 
teachers, certified and support personnel, students, vendors and other individuals at school or at 
school-sponsored events is unlawful and is strictly prohibited. The North Middlesex Regional School 
District requires all employees and students to conduct themselves in an appropriate manner with respect 
to their fellow employees, students and all members of the school community. 

Individuals seeking to make a complaint about sexual harassment should refer to the procedures outlined 
in Policy ACAB – Sexual Harassment. 

Definitions 

For the purposes of this procedure: 

A.   A "complaint" is defined as an allegation that a student, third party, or employee has been 
discriminated against or harassed in accordance with the district's non-discrimination policy. 
B. "Discrimination" means discrimination or harassment in accordance with the district's 
non-discrimination policy by which an individual is excluded from participation in, denied the 
benefits of, or otherwise subjected to discrimination under any program or activity of the 
school. 



C. "Harassment" means unwelcome conduct in accordance with the district's 
non-discrimination policy that is sufficiently severe, persistent or pervasive to create a hostile 
environment for the individual at school. Harassment may include insults, name-calling, off 
color jokes, threats, comments, innuendoes, notes, display of pictures or symbols, gestures, or 
other conduct, which rises to the level of a hostile environment. 

  

Harassment and Retaliation Prohibited 

Harassment in any form or for any reason is absolutely forbidden. This includes harassment by 
administrators, personnel, students, vendors and other individuals in school or at school related events. 
Retaliation against any individual who has brought harassment or other inappropriate behavior to the 
attention of school officials or who has cooperated in an investigation of a complaint under this policy is 
unlawful and will not be tolerated by the North Middlesex Regional School District. 

Persons who engage in harassment or retaliation may be subject to disciplinary action, including, but not 
limited to reprimand, suspension, termination/expulsion or other sanctions as determined by the school 
administration and/or School Committee, subject to applicable procedural requirements. 

How to Make a Complaint 

A. Any student, employee or third party who believes that they have been discriminated 
against or harassed should report their concern promptly to the school principal, immediate 
supervisor or Human Resources. If the school principal receives the report, the principal will 
notify the Civil Rights Coordinator of the complaint. Students or employees who are unsure 
whether discrimination or harassment has occurred are encouraged to discuss the situation with 
the school principal. 
B. District staff must report possible incidents of discrimination or harassment of students 
and fellow employees. Parents and other adults are also encouraged to report any concerns 
about possible discrimination or harassment of students or employees, which have allegedly 
occurred on school grounds, at school related events, or actions, which occurred outside of 
school but possibly create a hostile environment for a student or employee while he/she is at 
school. 
C. Students and employees will not be retaliated against for making a complaint. Any 
retaliation by students or school staff will result in disciplinary measures, up to and including 
expulsion or dismissal. 
D. Students and employees are encouraged to utilize the District's Complaint Procedure. 
However, students and employees are hereby notified that they also have the right to report 
complaints to: 

  

The United States Department of Education 
Office for Civil Rights 
5 Post Office Square, 8" Floor 



Boston, Massachusetts 02110-1491 
Telephone: (617) 289-0111 
Fax: 617-289-0150 
TDD: 877-521-2172 
  

OR 

Program Quality Assurance Services 
Massachusetts Department of Elementary and Secondary Education 
75 Pleasant Street, Malden, MA 02148-4906 
Telephone: 781-338-3700 
TTY: N.E.T. Relay: 1-800-439-2370 
FAX: 781-338-3710 
  
Complaint Handling and Investigation 

A.   The school principal shall promptly inform the relevant Civil Rights Coordinator and the 
person(s) who is the subject of the complaint that a complaint has been received. 
B. After notifying the appropriate Civil Rights Coordinator, the school principal or designee 
may pursue an informal resolution of the complaint with the agreement of the parties involved. 
Informal resolution is optional, and the Complainant may elect to proceed according to the 
formal resolution procedure at any time prior to the completion of the informal resolution. 
C. Under the formal resolution procedure, the complaint will be investigated by the school 
principal or other individual designated by the school principal or Civil Rights Coordinator. 
D.   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 School Committee Chair, who will consult with legal 
counsel concerning handling the investigation of the complaint. 

1. The Complainant shall have the opportunity to present witnesses and other 
relevant evidence to the investigator. 
2. The person who is the subject of the complaint will be provided with an 
opportunity to be heard as part of the investigation including the opportunity to provide 
relevant information and identify witnesses for the investigator's consideration. 
3. The privacy rights of all parties to the complaint shall be maintained in 
accordance with applicable state and federal laws. 
4. The investigator will keep a written record of the investigation process. 
5. The investigator may take interim remedial measures to reduce the risk of further 
discrimination or harassment while the investigation is pending. 
6. The investigation and the notification of the outcome to the Complainant and the 
subject of the complaint shall be completed within fifteen (15) school days of the date of 
the receipt of the complaint. 



7. The investigator may extend the investigation period beyond fifteen (15) school 
days because of extenuating circumstances, including but not limited to availability and 
cooperation of witnesses, complexity of the investigation, school vacation periods, and 
the involvement of law enforcement and other outside agency investigations. If the 
investigator extends the investigation, he or she will notify the Complainant of the 
extension. 
8. If a complaint or report of discrimination or harassment is received after June 1 of 
a given school year, the investigator will attempt to complete the investigation by the 
end of the school year. In the event that the investigation extends beyond the last day of 
school, the District will make reasonable efforts to complete the investigation within the 
above-referenced time frame, but may extend the investigation period to account for the 
availability of witnesses during the summer vacation period. If the investigator extends 
the investigation, he or she will notify the Complainant of the extension and make 
reasonable efforts to interview the witnesses during the summer vacation period. 
9. Nothing in this procedure will preclude the investigator, in his or her discretion, 
from completing the investigation sooner than the fifteen (15) school days described 
above. 

E. If the investigator determines that discrimination or harassment has occurred, he/she shall 
take steps to eliminate the discriminatory or harassing environment, which may include but is 
not limited to: determining what disciplinary action should be taken against the person(s) who 
engaged in discrimination or harassment, if any; determining what steps are necessary to 
prevent recurrence of any discriminatory behavior, including but not limited to harassment, and 
to correct its discriminatory effects if appropriate; and informing the Complainant and the 
person(s) who was the subject of the complaint of the results of the investigation (in accordance 
with applicable state and federal privacy laws) within fifteen (15) school days of receipt of the 
complaint of the notice of the outcome of the complaint, unless the investigation is extended 
under the provision described above. 
F. This notice of the outcome of the investigation will inform the complainant as to whether 
or not the investigation determined that the conduct occurred, any individual remedies offered 
or provided to the complainant or any sanctions imposed on the perpetrator that directly relate 
to the complainant (e.g., stay away order or no contact order), and other steps the school has 
taken to eliminate the hostile environment, if one has been found to exist, and prevent 
recurrence. The perpetrator should not be notified of the individual remedies offered or 
provided to the complainant (e.g., counseling; alternative classes, etc.) 
G.   If the Complainant or alleged perpetrator and their parents/legal guardians are dissatisfied 
with the results of the investigation, an appeal may be made to the appropriate Civil Rights 
Coordinator within ten (10) school days after receiving notice of the outcome of the 
investigation. In the appeal, the appellant should identify any specific alleged factual or legal 
errors and explain why the errors should result in a different conclusion. The Civil Rights 
Coordinator shall review the investigation and may conduct further investigation if deemed 
appropriate. Within five (5) school days of receipt of any such appeal, the Civil Rights 
Coordinator shall decide whether or not to reopen the investigation, uphold the principal or 
designee's determination, or reverse the principal or designee's determination. The Civil Rights 



Coordinator shall provide written notification of that determination to both the Complainant and 
the accused. The Civil Rights Coordinator's decision shall be final, subject to further appeal to 
the Superintendent. 
H.   If the employee or the student's parents or legal guardians are dissatisfied with the decision 
of the Civil Rights Coordinator, an appeal may be submitted to the Superintendent within seven 
(7) calendar days after receiving notice of the Civil Rights Coordinator's decision. The 
Superintendent will consider the appeal. The Superintendent's decision shall be final. 

  
SEXUAL HARASSMENT 

Sexual harassment in the education programs, activities and workplace of the North Middlesex Regional 
School District is unlawful.  All persons associated with the North Middlesex Regional School District 
including, but not necessarily limited to, School Committee members, District employees, volunteers 
and students are expected to conduct themselves at all times to maintain a workplace, education program 
and activity free from sexual harassment. 

Any person who engages in sexual harassment while participating in the education program or activity 
or acting as a member of the school community will be in violation of this policy.  Further, any 
retaliation against an individual who has complained about sexual harassment or retaliation against 
individuals for cooperating in an investigation of a sexual harassment complaint is similarly unlawful 
and will not be tolerated. 

Because the North Middlesex Regional School Committee takes allegations of sexual harassment 
seriously, complaints of sexual harassment will be addressed promptly. If inappropriate conduct has 
occurred, the conduct will cease immediately, and corrective action, as necessary, including disciplinary 
action, will be imposed. 

While this policy sets forth the goal of promoting a workplace and school environment that is free of 
sexual harassment; the policy is not designed nor intended to limit authority to discipline or take 
remedial action for workplace or school conduct which is deemed unacceptable, regardless of whether 
that conduct satisfies the definition of sexual harassment. 

Definitions: 

Complainant – An individual who is alleged to be the victim of conduct that could constitute sexual 
harassment. 
  
Respondent – An individual who has been reported to be the perpetrator of conduct that could constitute 
sexual harassment or a violation of this policy. 
  
Sexual Harassment – Conduct on the basis of sex that satisfies one or more of the following: 

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



(2) Unwelcome conduct by a Committee member, employee, district volunteer or student determined 
by a reasonable person to be so severe, pervasive, and objectively offensive that it effectively denies 
a person equal access to the District’s education program or activity; or 

(3) Sexual assault, dating violence, domestic violence and/or stalking by a Committee member, 
District employee, volunteer or student. 

While it is not possible to list all those additional circumstances that may constitute sexual harassment, 
the following are some examples of conduct which if unwelcome, may constitute sexual harassment 
depending upon the totality of the circumstances including the severity of the conduct and its 
pervasiveness: 
  

(1)  Unwelcome sexual advances – whether they involve physical touching or not; 
 
(2)  Sexual epithets, jokes, written or oral references to sexual conduct, gossip regarding one's sex 
life; comment on an individual's body, comment about an individual's sexual activity, 
deficiencies, or prowess; 
  
(3)  Displaying sexually suggestive objects, pictures, cartoons; 

  
(4)  Unwelcome leering, whistling, brushing against the body, sexual gestures, suggestive or 
insulting comments; 
 
(5)  Inquiries into one's sexual experiences; and 
 
(6)  Discussion of one's sexual activities. 

  
Supportive Measures – Non-disciplinary, non-punitive individualized services offered as appropriate, as 
reasonably available, and without fee or charge to the complainant or the respondent before or after the 
filing of a formal complaint or where no formal complaint has been filed.  Such measures are designed 
to restore or preserve equal access to education programs or activities without unreasonably burdening 
the other party, including measures designed to protect the safety of all parties or the District’s 
educational environment, or to deter sexual harassment.  Supportive measures may include counseling, 
extensions of deadlines or other course-related adjustments, modifications of work or class schedules, 
school building/campus escort services, mutual restrictions on contact between the parties, changes in 
work locations, leaves of absence, increased security and monitoring of certain areas of the 
building/campus, and other similar measures. 
  
Formal Complaint – A document filed by a complainant or signed by the Title IX Coordinator alleging 
sexual harassment against a respondent and requesting that the District investigate the allegation of 
sexual harassment. 



The Title IX Coordinators: 

Anne Marie Tucciarone-Mahan (Faculty & Staff) Nancy Milligan (Students) 

Director of Human Resources Assistant Superintendent 

Central Office, 66 Brookline Street, Townsend, MA 01469 

(978) 597-8713 extension 1601 Extension 1301 

hr@nmrsd.org nmilligan@nmrsd.org 

The Superintendent will annually appoint one or more Title IX Coordinators who will be vested with the 
authority and responsibility of managing all sexual harassment complaints.  The District will annually 
notify applicants for employment, students, parents/guardians, and unions of the Title IX Coordinator’s 
name(s), and the title, address, email address and phone number for each Title IX Coordinator. 

Any person may report sex discrimination, including sexual harassment (whether or not the person 
reporting is the person alleged to be the victim of conduct that could constitute sex discrimination or 
sexual harassment).  Reports may be made at any time including during non-business hours. Reports 
may be made in person, by mail, by telephone, or by electronic mail, using the contact information listed 
for the Title IX Coordinator, or by any other means that results in the Title IX Coordinator receiving the 
person’s verbal or written report. 

 Complaint Procedure: 

Receipt of Formal Complaint 

Upon actual knowledge of allegations of sexual harassment, the Title IX Coordinator will promptly and 
confidentially contact the complainant to discuss the availability of supportive measures, consider the 
complainant’s wishes with respect to supportive measures, inform the complainant of the availability of 
supportive measures with or without the filing of a formal complaint, and explain to the complainant the 
process for filing a formal complaint.  

The Title IX Coordinator shall respect a complainant’s wishes that the allegations not be investigated 
unless the Title IX Coordinator determines that it would be unreasonable in light of the known 
circumstances not to initiate a formal complaint.  The Title IX Coordinator must investigate the 
complaint and take appropriate action where required by state law. 

The District may remove a respondent on an emergency basis after undertaking an individualized safety 
and risk analysis and determining that an immediate threat to the physical health or safety of any student 
or other individual arising from the allegations justifies removal. The District will provide the 
respondent with written notice and an opportunity to challenge the decision immediately following the 
removal in accordance with any applicable laws, collective bargaining agreements and student 
handbooks. 

mailto:hr@nmrsd.org
mailto:nmilligan@nmrsd.org


After a formal complaint has been filed, the Title IX Coordinator will provide written notice to all 
parties of the investigation process and sufficient details of the allegations known at the time.  If the 
allegations are against more than one respondent or by more than one complainant, the District may 
consolidate multiple formal complaints where the allegations of sexual harassment arise out of the same 
facts or circumstances. 

The Title IX Coordinator shall assign an individual to investigate the matter.  The investigator shall have 
no conflicts with or biases against either the complainant or the respondent.  If the District has appointed 
more than one Title IX Coordinator, the individual not assigned to be the Title IX Coordinator in the 
matter may serve as the investigator.  The investigator will collect and review evidence, interview 
parties and witnesses, and complete an investigative report. 

Informal Resolution 

After a formal complaint is filed, the District may offer and facilitate an informal resolution process 
(such as but not limited to mediation or restorative justice) before a determination is made.  This process 
is not available when the complaint alleges sexual harassment by a Committee member, District 
employee or volunteer towards a student. 

The parties must give voluntary, written consent to participate in this informal process.  When both 
parties consent to an informal process, the District shall facilitate a resolution-based meeting within ten 
(10) school days, subject to the availability of the involved parties and any mediator or facilitator.  

If informal resolution is unsuccessful, the complainant may choose to continue the investigation process 
by providing written notice to the Title IX Coordinator within five (5) school days of the unsuccessful 
informal resolution meeting.  In this event, the investigator will commence or resume the investigation 
generally within five (5) school days from receipt of notice. 

Investigation 

All evidence will be weighed objectively using the preponderance of the evidence standard.  The 
investigator will presume that the respondent is not responsible for the alleged conduct until a 
determination regarding responsibility is made at the conclusion of the investigation process.  However, 
nothing in this paragraph will limit the right of the District to remove a respondent on an emergency 
basis as provided in the Complaint Procedure of this policy. 

The investigator shall strive to complete investigations within twenty-five (25) school days of the filing 
of the formal complaint or resumption of the investigation after an unsuccessful informal resolution 
meeting.  

During the investigation, the investigator shall take the following steps: 



1) The investigator will interview the complainant to obtain a clear understanding of that 
complainant’s allegations within five (5) school days of the filing of the formal complaint 
provided that the complainant is available to be interviewed by the investigator. 

 

2) The investigator will interview the respondent to obtain a response to the complainant’s 
allegations from the respondent within five (5) school days of the interview with the complainant 
provided that the respondent is available to be interviewed with the investigator. 

 

3) The investigator will interview witnesses identified by the complainant or respondent 
within five (5) school days of being identified as a potential witness by the complainant or 
respondent provided the witness is available.  The investigator will interview witnesses as the 
investigator deems necessary. 

 

4) The investigator will hold as many meetings or interviews with the parties and any 
witnesses as is necessary to make factual findings. 

The timelines above are subject to the District’s goal to complete investigations generally within 
twenty-five (25) school days but may be extended for good cause upon written notice to the complainant 
and respondent.  The timeline for investigation may be suspended during any informal resolution 
procedure or meeting.  Each party is entitled to be accompanied in interviews by an advisor, who may be 
a parent/guardian or an attorney, but who may only have limited participation in interviews.  Translators 
will be provided upon request. 

After all interviews are conducted and evidence is obtained, the parties and if applicable, their advisors, 
will have an equal opportunity to inspect, review and respond to any evidence obtained.  Prior to 
completion of the investigative report, the investigator will send each party all evidence subject to 
inspection and review and provide each party at least ten (10) business days to provide a response to the 
investigator.  Evidence to be shared may be redacted to protect confidential information under the 
Family and Educational Rights and Privacy Act (“FERPA”) or other federal or state laws and 
regulations. 

The investigator will draft an investigation report that fairly summarizes the relevant evidence including, 
but not limited to, interviews with parties and witnesses, written evidence, audio/video recordings, and 
site visits.  The investigator will then send the completed investigation report to each party and: (1) 
afford each party the opportunity to submit written, relevant questions that the party wants asked of any 
party or witness; (2) provide each party with the answers; and (3) allow for limited follow-up questions. 
The investigator may limit the number of questions and, if certain questions are submitted that are not 
relevant to the investigation, may choose not to provide those questions to the other party.  If the 
investigator chooses not to provide certain questions, the investigator will inform the party who 
submitted such questions that they will not be asked as they are not relevant. 



Determinations 

The investigator will provide the decision maker, with a report including all evidence obtained during 
the course of the investigation.  The decision maker assigned will have no conflicts with or biases 
against either the complainant of the respondent and the decision maker will not be the Title IX 
Coordinator assigned in the matter or the investigator for the complaint.  The decision maker shall 
review all of the evidence and issue a written determination within fifteen (15) school days of receipt of 
the matter from the investigator, absent extenuating circumstances.  If the decision maker substantiates 
the allegations of sexual harassment, the decision maker may recommend or impose discipline against 
the respondent.  If the decision maker does not substantiate the allegations of sexual harassment, the 
complaint will be dismissed. 

The written determination shall include: (1) identification of the allegations potentially constituting 
sexual harassment; (2) a description of the procedural steps taken from the receipt of the formal 
complaint through the determination, including any notifications to the parties, interviews with parties 
and witnesses, site visits, and methods used to gather evidence; (3) findings of fact supporting the 
determination; (4) conclusions as to whether District policies were violated; (5) a statement of the result 
of each allegation, including a determination regarding responsibility, disciplinary action to be imposed 
on the respondent, and whether remedies designed to preserve equal access to the District’s education 
program or activity will be provided to the complainant; and (6) the District’s procedures and 
permissible bases for appeal.  Confidential student record information and personnel information may be 
redacted consistent with and as required by state and federal law. 

An employee found responsible for engaging in sexual harassment is subject to discipline up to and 
including termination.  A student found responsible for engaging in sexual harassment is subject to 
discipline consistent with state law and applicable student handbook. 

Dismissals under Title IX 

If the conduct alleged in the formal complaint would not constitute sexual harassment even if proved, 
did not occur in the District’s education program or activity or workplace, or did not occur in the United 
States, then the District will dismiss the formal Title IX complaint with regard to that conduct for 
purposes of sexual harassment under Title IX.  However, such a dismissal does not preclude the 
investigation or imposition of disciplinary action pursuant to state law, other District policies and/or the 
student handbook. 

The District may dismiss the formal Title IX complaint or any of the allegations in the complaint, if at 
any time during the investigation or hearing: a complainant notifies the Title IX Coordinator in writing 
that the complainant would like to withdraw the formal complaint or any allegations in the complaint; 
the respondent is no longer enrolled or employed by the District; or specific circumstances prevent the 
District from gathering evidence sufficient to reach a determination as to the formal complaint or 
allegations. 



Upon a dismissal of this section, the District will promptly send written notice of the dismissal and 
reason(s) to the parties. 

Withdrawal 

While Title IX allegations may be withdrawn, the District may investigate under other state and federal 
laws and District policies. 

Appeals 

Either party may appeal the outcome of the investigation for one of the following reasons: 

 (1) Procedural irregularity affected the outcome; 

(2)  New evidence that was not reasonably available at the time that the determination was made 
which could affect the outcome; 
 
(3) The Title IX Coordinator, investigator, and/or decision-maker had a conflict of interest or 
bias. 

Appeals must be submitted to the Title IX Coordinator within five (5) business days of receipt of the 
written determination and contain a written statement in support or challenge of the outcome. 

When an appeal is filed, the District shall notify the other party and ensure that the individual deciding 
the appeal is not the same person as the decision maker who reached the determination regarding 
responsibility and that the individual has no conflicts of interests and is free of bias.  The non-appealing 
party shall have five (5) school days from the date of receipt of the notice of the appeal to submit a 
written statement to support or oppose the outcome.  

The individual deciding the appeal shall issue a written decision describing the result of the appeal and 
rationale for the decision and provide the decision to both parties generally within ten (10) school days 
of receipt of the non-appealing party’s written statement, or in the event no statement is submitted, the 
date the statement would have been due. 

In addition to the above, if you believe you have been subjected to sexual harassment, you may file a 
complaint with any of the governing agencies set forth below.  

1) United States Department of Education Office for Civil Rights – Region 1 

J.W. McCormack Post Office and Court House 

Post Office Square 

Boston, MA 02108 

(617) 289 – 0111 



2) Equal Employment Opportunity Commission 

JFK Federal Building 

15 New Sudbury Street, Room 475 

Boston, MA 02203 

(800) 669 – 4000 

3) The Massachusetts Commission Against Discrimination (“MCAD”) 

 One Ashburton Place – Room 601 

 Boston, MA 02108 

 (617) 994 – 6000 

LEGAL REFS.: Title VII, Section 703, Civil Rights Act of 1964 as amended 
Education Amendments of 1972, 20 U.S.C. 1681 et seq. (Title IX) 
34 CFR 106.00, et seq. 

Board of Education 603 CMR 26:00 
  

Amended: August 2020 

NONDISCRIMINATION ON THE BASIS OF DISABILITY 
  
Title II of the Americans With Disabilities Act of 1992 requires that no qualified individual with a 
disability shall be excluded from participation in, or be denied the benefits of the services, programs, 
and activities of the District or be subject to discrimination. Nor shall the District exclude or otherwise 
deny services, programs, or activities to an individual because of the known disability of a person with 
whom the individual is known to have a relationship or association. 
  
Definition: A "qualified individual with a disability" is an individual with a disability who, with or 
without reasonable modification to rules, policies, or practices, the removal of architectural, 
communication, or transportation barriers, or the provision of auxiliary aids and services, meets the 
essential eligibility requirements for the receipt of services or the participation in programs or activities 
provided by the District. 
  
Reasonable Modification: The District shall make reasonable modification in policies, practices, or 
procedures when the modifications are necessary to avoid discrimination on the basis of disability, 
unless the District can demonstrate that making the modifications would fundamentally alter the nature 
of the service, program, or activity. 
  



Should an applicant or employee feel that a health or medical condition is impacting, or is likely to 
impact, performance or the ability to meet job requirements and/or perform the essential functions of the 
employee’s position, the District encourages the employee to notify the principal or his/her designee in 
advance of impact on performance or conduct to explore what reasonable accommodations may be 
available.  Even if the condition does not qualify as a disability/handicap, the District welcomes 
dialogue with employees to address how/if it may meet the employee’s needs and requests. 

  
A reasonable accommodation may be any adjustment or modification to a job or the way a job is done, 
employment practice, or work environment that makes it possible for a disabled/handicapped individual 
to perform the essential functions of the position involved and to enjoy equal terms, conditions and 
benefits of employment.  

  
If any of our employees feels that she or he has been unfairly denied reasonable accommodation, she or 
he is encouraged to contact the principal or his/her designee, or utilize the District’s grievance 
procedure, as they choose. 
  
Communications: The District shall take the appropriate steps to ensure that communications with 
applicants, participants, and members of the public with disabilities are as effective as communications 
with others. To this end, the District shall furnish appropriate auxiliary aids and services where 
necessary to afford an individual with a disability an equal opportunity to participate in, and enjoy 
benefits of, a service, program, or activity conducted by the District. In determining what type of 
auxiliary aid or service is necessary, the District shall give primary consideration to the requests of the 
individuals with disabilities. 
  
Auxiliary Aids and Services: "Auxiliary aids and services" includes (1) qualified interpreters, note 
takers, transcription services, written materials, assisted listening systems, and other effective methods 
for making aurally delivered materials available to individuals with hearing impairments; (2) qualified 
readers, taped texts, audio recordings, Braille materials, large print materials, or other effective methods 
for making visually delivered materials available to individuals with visual impairments; (3) acquisition 
or modification of equipment or devices and (4) other similar services and actions. 
  
Limits of Required Modification: The District is not required to take any action that it can demonstrate 
would result in a fundamental alteration in the nature of a service, program, or activity or in undue 
financial and administrative burdens. Any decision that, in compliance with its responsibility to provide 
effective communication for individuals with disabilities, would fundamentally alter the service, 
program, or activity or unduly burden the District shall be made by the Superintendent after considering 
all resources available for use in funding and operating the program, service, or activity. A written 
statement of the reasons for reaching that conclusion shall accompany the decision. 
  



Notice: The District shall make available to applicants, participants, beneficiaries, and other interested 
persons information regarding the provisions of Title II of the American with Disabilities Act (ADA) 
and its applicability to the services, programs, or activities of the District. The information shall be made 
available in such a manner as the School Committee and Superintendent find necessary to apprise such 
persons of the protections against discrimination assured them by the ADA. 
  
Compliance Coordinator: The District shall designate at least one employee to coordinate its efforts to 
comply with and carry out its responsibilities under Title II of ADA, including any investigation of any 
complaint communicated to it alleging its noncompliance or alleging any actions that would be 
prohibited under ADA. The District shall make available to all interested individuals the name, office 
address, and telephone number of the employee(s) so designated and shall adopt and publish procedures 
for the prompt and equitable resolution of complaints alleging any action that would be prohibited under 
the ADA. The school system receives federal financial assistance and must comply with the above 
requirements. Additionally, the School Committee is of the general view that: 
  
1. Discrimination against a qualified handicapped person solely on the basis of handicap is unfair; and 
  

1. To the extent possible, qualified handicapped persons should be in the mainstream of life 
in the school community. Accordingly, employees of the school system will comply with the 
above requirements of the law and policy statements of this Committee to ensure 
nondiscrimination on the basis of handicap. 

  
RELIGIOUS ACCOMMODATION 

  
In accordance with federal and state law, the District will provide reasonable accommodations to an 
employee's religious beliefs or practices, unless doing so would cause an undue hardship as that term is 
defined under federal and/or state law.  Depending on the circumstance, such accommodations may 
include reasonable adjustments to the work environment that will allow an employee to practice his or 
her religion.  This policy not only gives consideration to requests for schedule changes or leave for 
religious observances, but may also give consideration to such things as dress or grooming practices that 
an employee has for religious reasons. When an employee or applicant needs an accommodation for 
religious reasons, he/she should notify the principal or his/her designee or his/her supervisor that he/she 
needs such an accommodation for religious reasons. 
 
 

  
Non-Discrimination and Reasonable Accommodation for Pregnant Workers 

  
The District complies with the Pregnant Workers Fairness Act and other applicable state, local, and 
federal laws providing for nondiscrimination in employment practices to applicants and employees 



based on pregnancy and pregnancy-related conditions, including, but not limited to, lactation and the 
need to express breast milk for a nursing child.  In addition, the District will provide reasonable 
accommodations to pregnant employees consistent with the law.  
  
It is the District’s policy to: 

· Ensure that employees are treated in a nondiscriminatory manner based on pregnancy, 
childbirth, or a related medical condition in the pre-employment process and that employees 
are treated in a nondiscriminatory manner in all terms, conditions, and privileges of 
employment. 
· Engage in a timely, good faith and interactive process with an employee requesting a 
reasonable accommodation related to pregnancy to determine effective reasonable 
accommodations to enable the employee to perform the essential functions of the job. 
· Provide employment opportunity and not take adverse action against an employee 
because of the employee’s request for or use of a reasonable accommodation for a pregnancy 
or pregnancy-related condition. 
  

 Reasonable Accommodation 
  
If a pregnant employee seeks a reasonable accommodation, such request should be made to the principal 
or his/her designee.  A reasonable accommodation is a modification or adjustment that allows the 
employee or job applicant to perform the essential functions of the job while pregnant or experiencing a 
pregnancy-related condition, without undue hardship to the District.  The District will communicate with 
the employee about such requested accommodation and will provide an accommodation unless it poses 
an “undue hardship,” which means that it would cause the District significant difficulty or expense. 
  
Upon receipt of an accommodation request, the principal or his/her designee will meet with the 
requesting individual to engage in the interactive process to determine effective reasonable 
accommodations to enable the individual to perform the essential functions of the job.  After 
consultation with others in the District as appropriate and necessary, the principal or his/her designee 
will determine the feasibility of the requested accommodation and whether it is required by law, and 
then will respond to the employee about the requested accommodation.  
  
Documentation 
The District may require documentation about the need for a reasonable accommodation, and extension 
of time for accommodation beyond the originally-agreed to accommodation, from an appropriate health 
care or rehabilitation professional.  The District will not require documentation for the following 
accommodations: (i) more frequent restroom, food or water breaks during pregnancy; (ii) seating during 
pregnancy; (iii) limits on lifting over 20 pounds during pregnancy; and (iv) private non-bathroom space 
for expressing breast milk. 
  



Questions/Concerns 
Any employee with questions or concerns about discrimination in the workplace is encouraged to bring 
these issues to the attention of the principal or his/her designee.  Employees can raise concerns and make 
reports without fear of reprisal or retaliation. Anyone found to be engaging in any type of unlawful 
discrimination will be subject to disciplinary action, up to and including termination of employment.  

  
In addition to the above, if you believe you have been subjected discriminatory treatment, you may file a 
formal complaint with either or both of the government agencies set forth below. Using our complaint 
process does not prohibit you from filing a complaint with these agencies. 

  
The United States Equal Employment Opportunity Commission 
John F. Kennedy Federal Building 
475 Government Center 
Boston, MA 02203 
800-669-4000 
  
The Massachusetts Commission Against Discrimination 
Boston Headquarters 
One Ashburton Place – Suite 601 
Boston, MA 02108 
617-994-6000 
  
  
 


