
To view this meeting, the livestream link is: https://vimeo.com/event/729428

To make a public comment, the call in number is 

(US) 1-409-420-8330    PIN 288 358 133#

Regular BOE Agenda
April 1, 2025

Council Chambers
3 Primrose St.
Newtown, CT 06470
7:00 PM

As citizens of our community, we will conduct ourselves in accordance with Newtown’s Core Character Attributes as displayed in 
our character tree. We will be responsible for our actions and show respect for each other. We will interact peacefully, 
productively, and politely. We will be trustworthy and honest and show compassion toward others. Newtown’s continued 
success is contingent upon our ability to persevere, to follow through with our commitments, and to stay focused on the greater 
good.

AGENDA

1. PLEDGE OF ALLEGIANCE

2. CELEBRATION OF EXCELLENCE

A. Newtown High School Winter Sports

3. CONSENT AGENDA

A. Donation to Newtown High School

B. Donation to Sandy Hook School

C. Correspondence Report

4. **PUBLIC PARTICIPATION

5. REPORTS

A. Chair Report

B. Superintendent's Report

C. Committee and Liaison reports

D. Student Representatives Report

6. OLD BUSINESS

A. Action on Minutes of March 18, 2025

B. Action on Minutes of March 19, 2025

C. Policies for Second Read and Approval

1. 4113 & 4213 Employment and Student Teacher Checks

2. 4117 & 4217 Emergency Action Plan for Intramural and Interscholastic Athletic Events

3. 4118 & 4218 Exertional Heat Illness Awareness for Intramural and Interscholastic 
Athletics



4. 4119 Prohibition on Recommendations for Psychotropic Drugs

5. 4120 & 4220 Sudden Cardiac Arrest Awareness for Intramural and Interscholastic 
Athletics

6. 4136 & 4236 Reports of Suspected Abuse or Neglect of Adults with an Intellectual 
Disability or Autism Spectrum Disorder

7. 6144 Enrollment in an Advanced Course or Program and Challenging Curriculum

8. 4152.6 & 4252.6 Family and Medical Leave (FMLA)

9. 5131.81 Use of Private Technology Devices by Students

10. 5145.5 Policy and Administrative Regulations Regarding Prohibition of Sex 
Discrimination, Including Sex-Based Harassment

11. 4118.112 & 4218.112 Policy and Administrative Regulations Regarding Prohibition of 
Sex Discrimination, Including Sex-Based Harassment in the Workplace

12. 1050 Policy Regarding Non-Discrimination (Community Members)

D. Items of Information - Administrative Regulations

1. Policy 1070R Administrative Regulations Regarding Pool Safety Plan

2. Policy 6144R Enrollment in an Advanced Course or Program and Challenging 
Curriculum

3. Policy 5145.5R Administrative Regulations Regarding Prohibition of Sex Discrimination, 
Including Sex-Based Harassment 

4. Policy 4118.112R & 4218.112R Administrative Regulations Regarding Prohibition of Sex 
Discrimination, Including Sex-Based Harassment in the Workplace

5. Policy 1050R Administrative Regulations Regarding Non-Discrimination (Community 
Members)

E. Action on Policies to Rescind upon Adoption of Items in Section C

1. 4118.234 Psychotropic Drug Use

2. 5141.231 Psychotropic Drug Use

3. 6141.51 & 6141.52 Enrollment in an Advanced Course Program and Challenging 
Curriculum

4. 5124.1 Reporting to Parents - District/School Report Cards

7. PUBLIC PARTICIPATION

8. EXECUTIVE SESSION

A. Discussion of attorney-client privileged memorandum regarding legal advice pertaining to 
the Board's school resource officer agreement

9. PUBLIC SESSION FOR POSSIBLE ACTION REGARDING THE BOARD'S SCHOOL 
RESOURCE OFFICER AGREEMENT

10. ADJOURNMENT

**During the first Public Participation, the Board welcomes commentary regarding items on the agenda. After being recognized, 
please state your name and address for the record. We request that speakers be respectful and limit comments to not more 



than three minutes. The Board of Education does not discuss personnel items or student matters in public. During the second 
Public Participation, commentary may address the agenda or may introduce issues for the Board to consider in the future. The 
Board does not engage in dialogue during either public comment period. If you desire more information or answers to specific 
questions, please email the BOE: NewtownBOE@newtown.k12.ct.us











Please note: These minutes are pending Board approval.
Board of Education

Newtown, Connecticut

Minutes of the Board of Education meeting held on March 18, 2025 at 7:00 p.m. in the Council 
Chambers, 3 Primrose Street, Newtown, CT.       

A. Plante, Chair A. Uberti 
J. Vouros, Vice Chair T. Gouveia 
D. Zukowski, Secretary (virtual)   10 Staff
S. Tomai 35 Public
C. Gilson       1  Press  
D. Linnetz                           
B. Leonardi 

Mrs. Plante called the meeting to order at 7:00 p.m.
Item 1 – Pledge of Allegiance 
Item 2 – Celebration of Excellence
MOTION: Mr. Leonardi moved that the Board of Education amend the agenda to move the NCP 
Presentation to immediately follow public participation.  Mrs. Linnetz seconded.  Motion passes 
unanimously.

Kelly Maclaren, Sandy Hook School lead teacher, reported that during the 2023-2024 school 
year Sandy Hook School partnered with Scripps National Spelling Bee which is the one that is 
shown on TV.  We followed their guidelines for running the Bee decided to partner with them 
again this year with students in grades 2-4.  Students ended up going up to 8th grade words and 
completed all of their studying on their own time outside of school.  The finalists include for 
grade 2, Harrison Lantowski, Aisha Inamova and Chloe Yang.  For grade 3 the finalists were 
Bennett Harriman, Alexander Romanino, Olivia Romanino and Aaron Yang, and for grade 4 
they were Cecilia Carlson, Maren Rio, Cara Buell, and Munazzah Khan.  Munazzah also 
representated Sandy Hook School at the Regional Spelling Bee in Hartford on March 9 and 
came in 13th place in our state.  
 
Item 3 – Consent Agenda
MOTION: Mr. Leonardi moved that the Board of Education approve the consent agenda which 
includes the correspondence report.  Mrs. Linnetz seconded.  Motion passes unanimously.

Item 4 – Public Participation
Item 6 – Presentations 
Deborah Petersen, Director of Pupil Services, spoke about the formation of the Newtown 
Community Partnership Transition Program.  The State now mandates that transition programs 
can only be in a high school or a community location so this worked out well for us.    

Dr. Paula Grayson, Special Education Supervisor at the high school, spoke about the program 
and introduced some of the staff members.  This program serves students ages 18-22 with 
various developmental disabilities and have completed their high school academic 
requirements.  It focuses on transition needs and life skills development with instruction based 
on individual needs that allows for growth and success in the real world.  They also provide 
employment skill building and arrange for community partnerships at various sites.
Four students in the program who work at the Better Day Café spoke about their experiences in 
the program.
Mrs. Petersen noted that they have 19 students and sometimes students from other districts join 
the program.  The whole program is excellent and she thanked the staff who make it happen.
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Mrs. Plante felt it was a tremendous program and appreciated having the students here tonight.
Mrs. Uberti noted that many were her students at Reed and she is very proud of them and 
enjoys when they come by our office during the week.  She thanked everyone for their work in 
this program.

Item 5 – Reports 
Chair Report: Mrs. Plante reported on the $900,000 recommended reduction from the Board of 
Finance and is now at the Legislative Council for their review.  We won’t address the budget 
until we have a final budget amount after the referendum.

Superintendent’s Report: Mrs. Uberti attended the high school performance of Hello Dolly and 
was very impressed.  She was grateful that we have staff that make these things possible.  Our 
administrative team is looking at where we are in the attainment of our goals for continuous 
improvement.  We are looking at consulting services that specialize in all aspects of school 
planning including demographic studies, school facilities master planning and school 
redistricting.  We want to begin with a demographic study to see the trends over the next ten 
years in terms of our enrollment.  If we get that completed by the end of the school year she 
would talk about having a comprehensive committee with various stakeholders that would guide 
the decision making from that point forward to keep the process going forward.

Committee and Liaison Reports.
Mrs. Tomai reported on the CFF Subcommittee meeting tonight.  We are showing a projected 
balance of $273,000 because the excess cost grant came in at 70% which is close to the 
budgeted amount.  
Mrs. Gouveia noted a change in that amount.  The actual projected balance is $270,701.  The 
excess cost grant came in above what we anticipated by $273,000. 

Ms. Tomai thanked Ms. Gouveia and her team to make sure All-Star was applying credit for 
parked buses.  Regarding the facilities update, we need to replace the roof at the high school.  
We have a pending final approval amount of $3.7M to do that replacement which is on par with 
what the proposal is.  This project will be able to move forward pending the final proposal, final 
approval and referendum approval, but it looks like it’s a go.

Mr. Gilson spoke about the Curriculum and Instruction Subcommittee meeting held tonight 
where they spoke about the dual enrollment college courses.  They also were provided with an 
overview of the Portrait of a Graduate and the work being done this year to incorporate it into 
the curriculum next year.   

Mrs. Linnetz asked if this is separate from the curriculum and if it will extend beyond the high 
school.
Mr. Purcaro said it will be imbedded in the curriculum and not taught in isolation.  We are 
starting at the high school but we will roll it down to all levels.

Mrs. Plante reported that the Middle Gate PTA is sponsoring a gardening day to clear the 
courtyards on March 22 from 10 a.m. to 2 p.m. 

Financial Report for the Month Ending February 28, 2025:
MOTION: Mr. Leonardi moved that the Board of Education approve the financial report for the 
month ending February 28, 2025.  Mrs. Linnetz seconded.  Motion passes unanimously.
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Item 7 – Old Business
Action on Minutes of March 4, 2025:
MOTION: Mr. Leonardi moved that the Board of Education approve the minutes of March 4, 
2025.  Mrs. Linnetz seconded.  Motion passes unanimously.

Item 8 – New Business
Policies for First Read and Policy to be Rescinded:
Mrs. Linnetz noted she would take questions regarding the policies from the last meeting and 
this meeting.  Some may be familiar but due to changes at the federal level we had to make 
additional changes to some.  

Action on Newtown Middle School Moving Up Ceremony and Newtown High School graduation 
dates:
MOTION: Mr. Leonardi moved that the Board of Education set the Newtown Middle School 
Moving Up Ceremony to June 11, 2025 and the Newtown High School Graduation for June 12, 
2025 with a rain date of June 13, 2025.  Mr. Vouros seconded.  Motion passes unanimously.

Item 9 – Public Participation
MOTION: Mr. Vouros moved to adjourn.  Mrs. Linnetz seconded.  Motion passes unanimously. 

Item 10 – Adjournment
The meeting adjourned at 8:07 p.m.

Respectfully submitted:

__________________________________
    Deborra J. Zukowski

Secretary



Please Note: These minutes are pending Board approval.

Board of Education
Newtown, Connecticut

Minutes of the Board of Education special meeting on March 19, 2025, at 6:00 p.m. in 
the Board of Education Conference Room at 3 Primrose Street.

Present: A. Plante, Chair A. Uberti
J. Vouros, Vice Chair
C. Gilson
D. Linnetz

   
Item 1 – Call to Order
Mrs. Plante called the meeting to order at 6:02 p.m.

MOTION: Mrs. Linnetz moved that the Board of Education go into executive session for 
the purpose of discussing confidential student records and invite Superintendent Uberti.  
Mr. Gilson seconded.  Motion passes unanimously.

Item 2 – Student Expulsion Hearing
The Board was provided with information regarding the student and deliberated on the 
matter.

The Board came out of executive session at 6:26 p.m.

MOTION: Mrs. Linnetz moved that, based on the evidence in the record, that the Board 
of Education approve the stipulated agreement entered into the record, and move 
further, that the Board of Education expel the student in question, effective immediately 
and continuing through February 27, 2026, subject to and in accordance with the terms 
set forth in the stipulated agreement.

MOTION: Mrs. Linnetz moved to adjourn.  Mr. Gilson seconded.  Motion passes 
unanimously.

Item 3 – Adjournment
The meeting adjourned at 6:27 p.m.

Respectfully submitted:

____________________________
   Alison Plante
         Chair



Note: State law requires boards of education to conduct employment history reviews before

offering employment to an applicant for a position, including any position that is contracted

for, if such applicant would have direct student contact. In conducting this review, boards of

education are required to send an Educational Employer Verification form to an applicant’s

previous employers. Among other information, the form requests an employer to disclose

whether the applicant (1) has been the subject of an allegation of abuse or neglect or sexual

misconduct for which there is an investigation pending with any employer, state agency, or

municipal police department or which has been substantiated; (2) was disciplined or asked to

resign from employment or resigned from or otherwise separated from any employment

while an allegation of abuse or neglect or sexual misconduct was pending or under

investigation, or due to a substantiation of abuse or neglect or sexual misconduct; or (3) has

ever had a professional or occupational license, certificate, authorization or permit

suspended or revoked or has ever surrendered such a license, certificate, authorization or

permit while an allegation of abuse or neglect or sexual misconduct was pending or under

investigation, or due to a substantiation of abuse or neglect or sexual misconduct. Public Act

24-41 amends this requirement and specifies that an applicants’ previous employers are not

required to disclose information about a substantiated allegation of abuse or neglect or

sexual misconduct if the substantiation was reversed as a result of an appeal to the

Department of Children and Families (“DCF”). We have revised this policy in light of that

change.

S & G also revised the policy to clarify a board of education’s responsibilities under the Fair

Credit Reporting Act when deciding whether to take adverse actions against prospective

employees.

The current policy is from S & G, therefore, this is a revised policy. It has been reviewed by

the Director of Human Resources.

Series 4000 4113

Personnel 4213

EMPLOYMENT AND STUDENT TEACHER CHECKS

As set forth below, each applicant for a position with the Newtown Public Schools (the

“District”), and each student who is enrolled in a teacher preparation program with the District,

as defined in section 10-10a of the Connecticut General Statutes, and completing a student

teaching experience in the District (collectively referred to as “applicants”), shall be asked to

provide in writing: (1) whether the applicant has ever been convicted of a crime; (2) whether

there are any criminal charges pending against the applicant at the time of the application and, if

charges are pending, to state the charges and the court in which such charges are pending; and (3)

whether the applicant is included on the Abuse and Neglect Registry of the Connecticut

Department of Children and Families (“DCF”) (the “Registry”).

Applicants shall not be required to disclose any arrest, criminal charge or conviction that has been

erased. An employment application form that contains any question concerning the criminal

history of the applicant shall contain the following notice, in clear and conspicuous language:

Pursuant to section 31-51i(d) of the Connecticut General Statutes, the

applicant is hereby notified that (1) the applicant is not required to

disclose the existence of any erased criminal history record information,



(2) erased criminal history record information are records pertaining to a

finding of delinquency or that a child was a member of a family with

service needs, an adjudication as a youthful offender, a criminal charge

that has been dismissed or nolled, a criminal charge for which the person

has been found not guilty or a conviction for which the person received

an absolute pardon or criminal records that are erased pursuant to

statute or by other operation of law, and (3) any person with erased

criminal history record information shall be deemed to have never been

arrested within the meaning of the general statutes with respect to the

proceedings so erased and may so swear under oath.

In addition, the District shall conduct an employment history check for each applicant for a

position, as set forth below.

For the purposes of this policy:

“Sexual misconduct” means any verbal, nonverbal, written, or electronic communication, or any

other act directed toward or with a student that is designed to establish a sexual relationship with

the student, including a sexual invitation, dating or soliciting a date, engaging in sexual dialog,

making sexually suggestive comments, self-disclosure or physical exposure of a sexual or erotic

nature, and any other sexual, indecent, or erotic contact with a student.

“Abuse or neglect” means abuse or neglect as described in Conn. Gen. Stat. § 46b-120, and

includes any violation of Conn. Gen. Stat. §§ 53a-70 (sexual assault in the first degree), 53a-70a

(aggravated sexual assault in the first degree), 53a-71 (sexual assault in the second degree),

53a-72a (sexual assault in the third degree), 53a-72b (sexual assault in the third degree with a

firearm), or 53a-73a (sexual assault in the fourth degree).

“Former employer” means any person, firm, business, educational institution, nonprofit agency,

corporation, limited liability company, the state, any political subdivision of the state, any

governmental agency, or any other entity that such applicant was employed by during any of the

previous twenty years prior to applying for a position with a local or regional board of education.

I. Employment History Check Procedures

A. The District shall not offer employment to an applicant for a position, including

any position that is contracted for, if such applicant would have direct student

contact, prior to the District:

1. Requiring the applicant:

a. to list the name, address, and telephone number of each current

employer or former employer (please note the definition of “former

employer” above, including the applicable twenty year reporting

period) during any of the previous twenty years, if:

(i) such current or former employer is/was a local or regional

board of education, council of a state or local charter

school, interdistrict magnet school operator, or a

supervisory agent of a nonpublic school, and/or



(ii) the applicant’s employment with such current or former

employer caused the applicant to have contact with children.

b. to submit a written authorization that

(i) consents to and authorizes disclosure by the employers listed

under paragraph I.A.1.a of this policy of the information

requested under paragraph I.A.2 of this policy and the

release of related records by such employers,

(ii) consents to and authorizes disclosure by the Connecticut

State Department of Education (the “Department’) of the

information requested under paragraph I.A.3 of this policy

and the release of related records by the Department, and

(iii) releases those employers and the Department from liability

that may arise from such disclosure or release of records

pursuant to paragraphs I.A.2 or I.A.3 of this policy; and

c. to submit a written statement of whether the applicant

(i) has been the subject of an abuse or neglect or sexual

misconduct investigation by any employer, state agency or

municipal police department, unless the investigation resulted

in a finding that all allegations were unsubstantiated,

(ii) has ever been disciplined or asked to resign from

employment or resigned from or otherwise separated from

any employment while an allegation of abuse or neglect was

pending or under investigation by DCF, or an allegation of

sexual misconduct was pending or under investigation or due

to an allegation substantiated pursuant to Conn. Gen. Stat. §

17a-101g of abuse or neglect, or of sexual misconduct or a

conviction for abuse or neglect or sexual misconduct, or

(iii) has ever had a professional or occupational license or

certificate suspended or revoked or has ever surrendered

such a license or certificate while an allegation of abuse or

neglect was pending or under investigation by DCF or an

investigation of sexual misconduct was pending or under

investigation, or due to an allegation substantiated by DCF of

abuse or neglect or of sexual misconduct or a conviction for

abuse or neglect or sexual misconduct;

2. Conducting a review of the employment history of the applicant by

contacting those employers listed by the applicant under paragraph I.A.1.a

of this policy. Such review shall be conducted using a form developed by

the Department, which shall request the following:

a. the dates employment of the applicant, and



b. a statement as to whether the employer has knowledge that the

applicant:

(i) was the subject of an allegation of abuse or neglect or sexual

misconduct for which there is an investigation pending with

any employer, state agency, or municipal police department

or which has been substantiated, unless such substantiation

was reversed as a result of an appeal to DCF;

(ii) was disciplined or asked to resign from employment or

resigned from or otherwise separated from any employment

while an allegation of abuse or neglect or sexual misconduct

was pending or under investigation, or due to a substantiation

of abuse or neglect or sexual misconduct, unless such

substantiation was reversed as a result of an appeal to DCF;

or

(iii) has ever had a professional or occupational license,

certificate, authorization or permit suspended or revoked or

has ever surrendered such a license, certificate, authorization

or permit while an allegation of abuse or neglect or sexual

misconduct was pending or under investigation, or due to a

substantiation of abuse or neglect or sexual misconduct,

unless such substantiation was reversed as a result of an

appeal to DCF. Such review may be conducted

telephonically or through written communication.

Notwithstanding the provisions of subsection (g) of Conn.

Gen. Stat. § 31-51i, not later than five (5) business days after

the District receives a request for such information about an

employee or former employee, the District shall respond

with such information. The District may request more

information concerning any response made by a current or

former employer for information about an applicant, and,

notwithstanding subsection (g), such employer shall respond

not later than five (5) business days after receiving such

request.

3. Requesting information from the Department concerning:

a. the eligibility status for employment of any applicant for a position

requiring a certificate, authorization or permit,

b. whether the Department has knowledge that a finding has been

substantiated by DCF pursuant to Conn. Gen. Stat. § 17a-101g of

abuse or neglect or of sexual misconduct against the applicant and

any information concerning such a finding, and

c. whether the Department has received notification that the applicant

has been convicted of a crime or of criminal charges pending against

the applicant and any information concerning such charges.



B. Notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-51i, if

the District receives information that an applicant for a position with or an

employee of the District has been disciplined for a finding of abuse or neglect or

sexual misconduct, it shall notify the Department of such information.

C. The District shall not employ an applicant for a position involving direct student

contact who does not comply with the provisions of paragraph I.A.1 of this policy.

D. The District may employ or contract with an applicant on a temporary basis for a

period not to exceed ninety (90) calendar days, pending the District’s review of

information received under this section, provided:

1. The applicant complied with paragraph I.A.1 of this policy;

2. The District has no knowledge of information pertaining to the applicant

that would disqualify the applicant from employment with the District; and

3. The applicant affirms that the applicant is not disqualified from employment

with the District.

E. The District shall not enter into a collective bargaining agreement, an employment

contract, an agreement for resignation or termination, a severance agreement, or

any other contract or agreement or take any action that:

1. Has the effect of suppressing information relating to an investigation of a

report of suspected abuse or neglect or sexual misconduct by a current or

former employee;

2. Affects the ability of the District to report suspected abuse or neglect or

sexual misconduct to appropriate authorities; or

3. Requires the District to expunge information about an allegation or a

finding of suspected abuse or neglect or sexual misconduct from any

documents maintained by the District, unless, after investigation, such

allegation is dismissed or found to be false.

F. The District shall not offer employment to a person as a substitute teacher, unless

such person and the District comply with the provisions of paragraph I.A.1 of this

policy. The District shall determine which such persons are employable as

substitute teachers and maintain a list of such persons. The District shall not hire

any person as a substitute teacher who is not on such list. Such person shall

remain on such list as long as such person is continuously employed by the District

as a substitute teacher, as described in paragraph III.B.2 of this policy, provided

the District does not have any knowledge of a reason that such person should be

removed from such list.

G. In the case of an applicant who is a contractor, the contractor shall require any

employee with such contractor who would be in a position involving direct student

contact to supply to such contractor all the information required of an applicant

under paragraphs I.A.1.a and I.A.1.c of this policy and a written authorization

under paragraph I.A.1.b of this policy. Such contractor shall contact any current



or former employer (please note the definition of “former employer” above,

including the applicable twenty year reporting period) of such employee that was a

local or regional board of education, council of a state or local charter school,

interdistrict magnet school operator, or a supervisory agent of a nonpublic school,

or if the employee’s employment with such current or former employer caused the

employee to have contact with children, and request, either telephonically or

through written communication, any information concerning whether there was a

finding of abuse or neglect or sexual misconduct against such employee.

Notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-51i,

such employer shall report to the contractor any such finding, either telephonically

or through written communication. If the contractor receives any information

indicating such a finding or otherwise receives any information indicating such a

finding or otherwise has knowledge of such a finding, the contractor shall,

notwithstanding the provisions of subsection (g) of Conn. Gen. Stat. § 31-51i,

immediately forward such information to the District, either telephonically or

through written communication. If the District receives such information, it shall

determine whether such employee of the contractor may work in a position

involving direct student contact at any school in the District. No determination by

the District that any such employee of the contractor shall not work under any such

contract in any such position shall constitute a breach of such contract.

H. Any applicant/employee who knowingly provides false information or knowingly

fails to disclose information required in subdivision (1) of subsection (A) of this

section shall be subject to discipline by the District that may include:

1. denial of employment, or

2. termination of the contract of a certified employee, in accordance with the

provisions of Conn. Gen. Stat. § 10-151, or

3. termination of a non-certified employee in accordance with applicable law

and/or any applicable collective bargaining agreement, contract or District

policy.

I. If the District provides information in accordance with paragraph I.A.2 or I.G of

this policy, the District shall be immune from criminal and civil liability, provided

the District did not knowingly supply false information.

J. Notwithstanding the provisions of Conn. Gen. Stat. § 10-151c and subsection (g)

of Conn. Gen. Stat. § 31-51i, the District shall provide, upon request by another

local or regional board of education, governing council of a state or local charter

school, interdistrict magnet school operator, or supervisory agent of a nonpublic

school for the purposes of an inquiry pursuant to paragraphs I.A.2 or I.G of this

policy or to the Commissioner of Education pursuant to paragraph I.B of this

policy any information that the District has concerning a finding of abuse or

neglect or sexual misconduct by a subject of any such inquiry.

K. Prior to offering employment to an applicant, the District shall make a documented

good faith effort to contact each current and any former employer (please note the

definition of “former employer” employer above, including the applicable twenty

year reporting period) of the applicant that was a local or regional board of



education, governing council of a state or local charter school, interdistrict magnet

school operator, or supervisory agent of a nonpublic school, or if the applicant’s

employment with such current or former employer caused the applicant to have

contact with children in order to obtain information and recommendations that may

be relevant to the applicant’s fitness for employment. Such effort, however, shall

not be construed to require more than three telephonic requests made on three

separate days.

L. The District shall not offer employment to any applicant who had any previous

employment contract terminated by a local or regional board of education, council

of a state or local charter school, interdistrict magnet school operator, or a

supervisory agent of a nonpublic school, or who resigned from such employment,

if the person has been convicted of a violation of Conn. Gen. Stat. § 17a-101a,

when an allegation of abuse or neglect or sexual assault has been substantiated.

II. DCF Registry Checks

Prior to hiring any person for a position with the District, and before a student who is enrolled in

a teacher preparation program in the District, as defined in section 10-10a of the Connecticut

General Statutes, and completing a student teaching experience with the District, begins such

student teaching experience, the District shall require such applicant or student to submit to a

records check of information maintained on the Registry concerning the applicant.

The District shall request information from the Registry promptly, and in any case no later than

thirty (30) calendar days from the date of employment. Registry checks will be processed

according to the following procedure:

A. No later than ten (10) calendar days after the Superintendent or the

Superintendent’s designee has notified a job applicant of a decision to offer

employment to the applicant, or as soon thereafter as practicable, the

Superintendent or the Superintendent’s designee will either obtain the information

from the Registry or, if the applicant’s consent is required to access the

information, will supply the applicant with the release form utilized by DCF for

obtaining information from the Registry.

B. If consent is required to access the Registry, no later than ten (10) calendar days

after the Superintendent or the Superintendent’s designee has provided the

successful job applicant with the form, the applicant must submit the signed form

to DCF, with a copy to the Superintendent or the Superintendent’s designee.

Failure of the applicant to submit the signed form to DCF within such ten-day

period, without good cause, will be grounds for the withdrawal of the offer of

employment.

C. Upon receipt of Registry information indicating previously undisclosed information

concerning abuse or neglect investigations concerning the successful job

applicant/employee, the Superintendent or the Superintendent’s designee will notify

the affected applicant/employee in writing of the results of the Registry check and

will provide an opportunity for the affected applicant/employee to respond to the

results of the Registry check.



D. If notification is received by the Superintendent or the Superintendent’s designee

that that the applicant is listed as a perpetrator of abuse or neglect on the Registry,

the Superintendent or the Superintendent’s designee shall provide the applicant

with an opportunity to be heard regarding the results of the Registry check. If

warranted by the results of the Registry check and any additional information

provided by the applicant, the Superintendent or the Superintendent’s designee

shall revoke the offer of employment and/or terminate the applicant’s employment

if the applicant has already commenced working for the District.

III. Criminal Records Check Procedure

A. Each person hired by the District shall be required to submit to state and national

criminal records checks within thirty (30) calendar days from the date of

employment. Each student who is enrolled in a teacher preparation program, as

defined in section 10-10a of the Connecticut General Statutes, and completing a

student teaching experience with the District, shall be required to submit to state

and national criminal records checks within sixty (60) calendar days from the date

such student begins to perform such student teaching experience. Record checks

will be processed according to the following procedure:*

1. No later than five (5) calendar days after the Superintendent or the

Superintendent’s designee has notified a job applicant of a decision to hire

the applicant, or as soon thereafter as practicable, the Superintendent or the

Superintendent’s designee will provide the applicant with a packet

containing all documents and materials necessary for the applicant to be

fingerprinted. This packet shall also contain all documents and materials

necessary for the police department to submit the completed fingerprints to

the State Police Bureau of Identification for the processing of state and

national criminal records checks. The Superintendent or the

Superintendent’s designee will also provide each applicant with the

following notifications before the applicant obtains the applicant’s

fingerprints: (1) Agency Privacy Requirements for Noncriminal Justice

Applicants; (2) Noncriminal Justice Applicant’s Privacy Rights; (3) and the

Federal Bureau of Investigation, United States Department of Justice

Privacy Act Statement.

2. No later than ten (10) calendar days after the Superintendent or the

Superintendent’s designee has provided the successful job applicant with the

fingerprinting packet, the applicant must arrange to be fingerprinted.

Failure of the applicant to have the applicant’s fingerprints taken within

such ten-day period, without good cause, will be grounds for the

withdrawal of the offer of employment.

3. Any person for whom criminal records checks are required to be performed

pursuant to this policy must pay all fees and costs associated with the

fingerprinting process and/or the submission or processing of the requests

for criminal records checks. Fees and costs associated with the

fingerprinting process and the submission and process of requests are

waived for student teachers, in accordance with state law.



4. Upon receipt of a criminal records check indicating a previously

undisclosed conviction, the Superintendent or the Superintendent’s designee

will notify the affected applicant/employee in writing of the results of the

record check and will provide an opportunity for the affected

applicant/employee to respond to the results of the criminal records check.

The affected applicant/employee may notify the Superintendent or the

Superintendent’s designee in writing within five (5) calendar days that the

affected applicant/employee will challenge such individual’s criminal

history records check. Upon written notification to the Superintendent or

the Superintendent’s designee of such a challenge, the affected

applicant/employee shall have ten (10) calendar days to provide the

Superintendent or the Superintendent’s designee with necessary

documentation regarding the affected applicant/employee’s record

challenge. The Superintendent or the Superintendent’s designee may grant

an extension to the preceding ten-day period during which the affected

applicant/employee may provide such documentation for good cause shown.

5. Decisions regarding the effect of a conviction upon an applicant/employee,

whether disclosed or undisclosed by the applicant/employee, will be made

on a case-by-case basis. Notwithstanding the foregoing, the falsification or

omission of any information on a job application or in a job interview,

including but not limited to information concerning criminal convictions or

pending criminal charges, shall be grounds for disqualification from

consideration for employment or discharge from employment.

6. Notwithstanding anything in paragraph III.A.5 of this policy, above, no

decision to deny employment or withdraw an offer of employment on the

basis of an applicant/employee’s criminal history record shall be made

without affording the applicant/employee the opportunities set forth in

paragraph III.A.4 of this policy, above.

B. Criminal Records Check for Substitute Teachers:

A substitute teacher who is hired by the District must submit to state and national

criminal history records checks according to the procedures outlined above, subject

to the following:

1. If the state and national criminal history records checks for a substitute

teacher have been completed within one year prior to the date the District

hired the substitute teacher, and if the substitute teacher arranged for such

prior criminal history records checks to be forwarded to the Superintendent

or the Superintendent’s designee, then the substitute teacher will not be

required to submit to another criminal history records check at the time of

such hire.

2. If a substitute teacher submitted to state and national criminal history

records checks upon being hired by the District, then the substitute teacher

will not be required to submit to another criminal history records check so

long as the substitute teacher is continuously employed by the District, that

is, employed for at least one day of each school year, by the District,



provided a substitute teacher is subjected to such checks at least once every

five years.

IV. Sex Offender Registry Checks

District personnel shall cross-reference the Connecticut Department of Public Safety’s sexual

offender registry prior to hiring any new employee and before a student who is enrolled in a

teacher preparation program, as defined in section 10-10a of the Connecticut General Statutes,

and completing a student teaching experience with the District, begins such student teaching

experience. Registration as a sexual offender constitutes grounds for denial of employment

opportunities and opportunities to perform student teaching experiences in the District.

V. Notice of Conviction

If, at any time, the District receives notice of a conviction of a crime by a person holding a

certificate, authorization or permit issued by the State Board of Education, the District

shall send such notice to the State Board of Education. In complying with this

requirement, the District shall not disseminate the results of any national criminal history

records check.

VI. School Nurses

School nurses or nurse practitioners appointed by, or under contract with, the District shall also

be required to submit to a criminal history records check in accordance with the procedures

outlined above.

VII. Personal Online Accounts

For purposes of this policy, “personal online account” means any online account that is

used by an employee or applicant exclusively for personal purposes and unrelated to any

business purpose of the District, including, but not limited to, electronic mail, social

media and retail-based Internet web sites. “Personal online account” does not include any

account created, maintained, used or accessed by an employee or applicant for a business

purpose of the District.

A. During the course of an employment check, the District may not:

1. request or require that an applicant provide the District with a user name

and password, password or any other authentication means for accessing a

personal online account;

2. request or require that an applicant authenticate or access a personal online

account in the presence of District personnel; or

3. require that an applicant invite a supervisor employed by the District or

accept an invitation from a supervisor employed by the District to join a

group affiliated with any personal online account of the applicant.

B. The District may request or require that an applicant provide the District with a

user name and password, password or any other authentication means for

accessing:



1. any account or service provided by District or by virtue of the applicant’s

employment relationship with the District or that the applicant uses for the

District’s business purposes, or

2. any electronic communications device supplied or paid for, in whole or in

part, by the District.

C. In accordance with applicable law, the District maintains the right to require an

applicant to allow the District to access the applicant’s personal online account,

without disclosing the user name and password, password or other authentication

means for accessing such personal online account, for the purpose of:

1. conducting an investigation for the purpose of ensuring compliance with

applicable state or federal laws, regulatory requirements or prohibitions

against work-related employee misconduct based on the receipt of specific

information about activity on an applicant’s personal online account; or

2. conducting an investigation based on the receipt of specific information

about an applicant’s unauthorized transfer of the District’s proprietary

information, confidential information or financial data to or from a personal

online account operated by an applicant or other source.

VIII. Policy Inapplicable to Certain Individuals

This policy shall not apply to:

A. A student employed by the District who attends a District school.

B. A person employed by the District as a teacher for a noncredit adult class

or adult education activity, as defined in Conn. Gen. Stat. § 10-67, who is

not required to hold a teaching certificate pursuant to Conn. Gen. Stat.

§ 10-145b for such position.

IX. Falsification of Records

Notwithstanding any other provisions of this policy, the falsification or omission of any

information on a job application or in a job interview, including but not limited to information

concerning abuse or neglect investigations or pending criminal applications, shall be grounds for

disqualification from consideration for employment or discharge from employment.

Legal References: Conn. Gen. Stat. § 10-212

Conn. Gen. Stat. § 10-221d

Conn. Gen. Stat. § 10-222c

Conn. Gen. Stat. § 31-40x

Conn. Gen. Stat. § 31-51i



Conn. Gen. Stat. § 31-51tt

Public Act 24-41, “An Act Concerning Educator Certification,

Teachers, Paraeducators and Mandated Reporter Requirements.”

Elementary and Secondary Education Act, reauthorized as the Every

Student Succeeds Act, Pub. L. 114-95, codified at 20 U.S.C.§ 1001 et

seq.

Fair Credit Reporting Act, 15 U.S.C. § 1681 et seq.

Adopted: March 1, 2022 NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut



APPENDIX A

Agency Privacy Requirements for Noncriminal Justice Applicants
Authorized governmental and non-governmental agencies/officials that conduct a national fingerprint-based
criminal history record check on an applicant for a noncriminal justice purpose (such as employment or a
license, immigration or naturalization matter, security clearance, or adoption) are obligated to ensure the
applicant is provided certain notices and that the results of the check are handled in a manner that protects
the applicant’s privacy. All notices must be provided in writing.1 These obligations are pursuant to the
Privacy Act of 1974, Title 5, United States Code (U.S.C.), Section 552a, and Title 28, Code of Federal
Regulations (CFR), Section 50.12, among other authorities.

● Officials must ensure that each applicant receives an adequate written FBI Privacy Act Statement
(dated 2013 or later) when the applicant submits the applicant’s fingerprints and associated personal
information.2

● Officials must advise all applicants in writing that procedures for obtaining a change, correction, or
update of an FBI criminal history record are set forth at 28 CFR 16.34. Information regarding this
process may be found at https://www.fbi.gov/services/cjis/identity-history-summary-checks and
https://www.edo.cjis.gov.

● Officials must provide the applicant the opportunity to complete or challenge the accuracy of the
information in the FBI criminal history record.

● Officials should not deny the employment, license, or other benefit based on information in the FBI
criminal history record until the applicant has been afforded a reasonable time to correct or complete
the record or has declined to do so.

● Officials must use the criminal history record for authorized purposes only and cannot retain or
disseminate it in violation of federal statute, regulation or executive order, or rule, procedure or
standard established by the National Crime Prevention and Privacy Council.3

The FBI has no objection to officials providing a copy of the applicant’s FBI criminal history record to the
applicant for review and possible challenge when the record was obtained based on positive fingerprint
identification. If agency policy permits, this courtesy will save the applicant the time and additional FBI fee
to obtain the applicant’s record directly from the FBI by following the procedures found at 28 CFR 16.30
through 16.34. It will also allow the officials to make a more timely determination of the applicant’s
suitability.

Each agency should establish and document the process/procedures it utilizes for how/when it gives the
applicant the FBI Privacy Act Statement, the 28 CFR 50.12 notice, and the opportunity to correct the
applicant’s record. Such documentation will assist State and/or FBI auditors during periodic compliance
reviews on use of FBI criminal history records for noncriminal justice purposes.

If you need additional information or assistance, contact:

3 See 5 U.S.C. 552a(b); 28 U.S.C. 534(b); 34 U.S.C. § 40316 (formerly cited as 42 U.S.C. § 14616), Article IV(c); 28
CFR 20.21(c), 20.33(d), 50.12(b) and 906.2(d).

2 See https://www.fbi.gov/services/cjis/compact-council/privacy-act-statement
1 Written notification includes electronic notification, but excludes oral notification.

Connecticut Records:
Department of Emergency Services and Public

Protection
State Police Bureau of Identification (SPBI)

1111 Country Club Road
Middletown, CT 06457

860-685-8480

Out-of-State Records:
Agency of Record

OR
FBI CJIS Division-Summary Request

1000 Custer Hollow Road
Clarksburg, West Virginia 26306



APPENDIX B

Noncriminal Justice Applicant’s Privacy Rights
As an applicant who is the subject of a national fingerprint-based criminal history record check for a
noncriminal justice purpose (such as an application for a job or license, an immigration or naturalization
matter, security clearance, or adoption), you have certain rights which are discussed below. All notices must
be provided to you in writing.4 These obligations are pursuant to the Privacy Act of 1974, Title 5, United
States Code (U.S.C.) Section 552a, and Title 28 Code of Federal Regulations (CFR), 50.12, among other
authorities.

● You must be provided an adequate written FBI Privacy Act Statement (dated 2013 or later) when
you submit your fingerprints and associated person information. This Privacy Act Statement must
explain the authority for collecting your fingerprints and associated information and whether your
fingerprints and associated information will be searched, shared, or retained.5

● You must be advised in writing of the procedures for obtaining a change, correction, or updating of
your criminal history record as set forth at 28 CFR 16.34.

● You must be provided the opportunity to complete or challenge the accuracy of the information in
your FBI criminal history record (if you have such a record).

● If you have a criminal history record, you should be afforded a reasonable amount of time to correct
or complete the record (or decline to do so) before the officials deny you the employment, license, or
other benefit based on information in the FBI criminal history record.

● If agency policy permits, the officials may provide you with a copy of your FBI criminal history
record for review and possible challenge. If agency policy does not permit it to provide you a copy
of the record, you may obtain a copy of the record by submitting fingerprints and a fee to the FBI.
Information regarding this process may be obtained at
http://www.fbi.gov/services/cjis/identity-history-summary-checks and https://www.edo.cjis.gov.

● If you decide to challenge the accuracy or completeness of your FBI criminal history record, you
should send your challenge to the agency that contributed the questioned information to the FBI.
Alternatively, you may send your challenge directly to the FBI by submitting a request via
https://www.edo.cjis.gov. The FBI will then forward your challenge to the agency that contributed
the questioned information and request the agency to verify or correct the challenged entry. Upon
receipt of an official communication from that agency, the FBI will make any necessary
changes/corrections to your record in accordance with the information supplied by that agency. (See
28 CFR 16.30 through 16.34.)

● You have the right to expect that officials receiving the results of the criminal history record check
will use it only for authorized purposes and will not retain or disseminate it in violation of federal
statute, regulation or executive order, or rule, procedure or standard established by the National
Crime Prevention and Privacy Compact Council.6

● If you need additional information or assistance, please contact:

6 See 5 U.S.C. 552a(b); 28 U.S.C. 534(b); 34 U.S.C. § 40316 (formerly cited as 42 U.S.C. § 14616), Article IV(c); 28
CFR 20.21(c), 20.33(d) and 906.2(d).

5 https://www.fbi.gov/services/cjis/compact-council/privacy-act-statement
4 Written notification includes electronic notification, but excludes oral notification.

Connecticut Records:
Department of Emergency Services and Public
Protection
State Police Bureau of Identification (SPBI)
1111 Country Club Road
Middletown, CT 06457
860-685-8480

Out-of-State Records:
Agency of Record
OR
FBI CJIS Division-Summary Request
1000 Custer Hollow Road
Clarksburg, West Virginia 26306



APPENDIX C

Federal Bureau of Investigation
Privacy Act Statement

This privacy act statement is located on the back of the FD-258 fingerprint card.

Authority: The FBI's acquisition, preservation, and exchange of fingerprints and associated
information is generally authorized under 28 U.S.C. 534. Depending on the nature of your
application, supplemental authorities include Federal statutes, State statutes pursuant to Pub. L.
92-544, Presidential Executive Orders, and federal regulations. Providing your fingerprints and
associated information is voluntary; however, failure to do so may affect completion or approval of
your application.

Principal Purpose: Certain determinations, such as employment, licensing, and security clearances,
may be predicated on fingerprint-based background checks. Your fingerprints and associated
information/biometrics may be provided to the employing, investigating, or otherwise responsible
agency, and/or the FBI for the purpose of comparing your fingerprints to other fingerprints in the
FBI’s Next Generation Identification (NGI) system or its successor systems (including civil,
criminal, and latent fingerprint repositories) or other available records of the employing,
investigating, or otherwise responsible agency. The FBI may retain your fingerprints and associated
information/biometrics in NGI after the completion of this application and, while retained, your
fingerprints may continue to be compared against other fingerprints submitted to or retained by
NGI.

Routine Uses: During the processing of this application and for as long thereafter as your
fingerprints and associated information/biometrics are retained in NGI, your information may be
disclosed pursuant to your consent, and may be disclosed without your consent as permitted by the
Privacy Act of 1974 and all applicable Routine Uses as may be published at any time in the Federal
Register, including the Routine Uses for the NGI system and the FBI’s Blanket Routine Uses.
Routine uses include, but are not limited to, disclosures to: employing, governmental or authorized
non-governmental agencies responsible for employment, contracting licensing, security clearances,
and other suitability determinations; local, state, tribal, or federal law enforcement agencies;
criminal justice agencies; and agencies responsible for national security or public safety.

As of 3/30/2018



Note: During the 2021 Legislative Session, the General Assembly passed Public Act 21-92,
which has been codified at Connecticut General Statutes Section 10-212i.  The new law
requires local and regional boards of education, in consultation with local emergency
medical services providers and allied health professionals, to develop and implement
an emergency action plan for responding to serious and life-threatening sports-related
injuries that occur during interscholastic and intramural athletic events.  This policy
outlines the requirements of such plan, but the particular components of any such plan will
be district-specific and should be developed with medical professionals, as required by law.

This is a new policy for NPS and it was reviewed by the Athletic Director.

Series 4000 4117

Personnel 4217

EMERGENCY ACTION PLAN FOR INTRAMURAL

AND INTERSCHOLASTIC ATHLETIC EVENTS

The Newtown Board of Education (the “Board”), in consultation with local emergency medical

services providers and allied health professions, authorizes the Administration to develop an

emergency action plan to be followed in the event that a student sustains a serious injury or

illness while participating in an interscholastic or intramural athletic event. Such plan shall

include, but need not be limited to, the following components:

1) A list of the school employees, coaches or licensed athletic trainers in each school who

will be responsible for implementing the emergency action plan and a description of

each person's responsibilities under the plan;

2) Identification of the location(s) or venue(s) where the intramural or interscholastic

athletic event is taking place;

3) A description of the equipment and supplies that may be available at the site of the

interscholastic or intramural athletic event that will assist in responding to an

emergency, including the location of where such equipment and supplies may be found

at such site;

4) A description of the procedures to be followed when a student sustains a serious

sports-related injury, including, but not limited to, responding to the injured student,

summoning emergency medical care, assisting local first responders in getting to the

injured student and documenting the actions taken during the emergency;

5) A description of the protocols to be followed during cardiac or respiratory emergencies,

including the operation of an automatic external defibrillator, use of cardiopulmonary

resuscitation or the administration of medication, in accordance with applicable state

law and Board policy;

Page 1 of 2



6) A description of the protocols to be followed when a student is observed to exhibit

signs, symptoms or behaviors consistent with a concussion or is diagnosed with a

concussion, in accordance with applicable state law and Board policy;

7) A description of the protocols to be followed when a student suffers from a traumatic

brain injury or spinal cord injury, provided such protocols are designed to include

instructions that are based on the level of training of the person implementing

the emergency action plan and are in accordance with best practices and state law; and

8) A description of the protocols to be followed in the event of heat and cold-related

emergencies, provided such protocols are in accordance with current professional

standards.

In developing the emergency action plan, the Administration may also consult

recommendations from the governing authority for intramural and interscholastic athletics.

The Board shall annually review such emergency action plan and authorize the Administration

to update such plan, as necessary. Any school employee, coach or licensed athletic trainer

identified in the emergency action plan shall (1) annually rehearse such emergency action plan,

and (2) be certified in cardiopulmonary resuscitation and have completed a course in first aid

offered by the American Red Cross, the American Heart Association, the Department of

Public Health, any director of health, or an organization using guidelines for first aid published

by the American Heart Association and the American Red Cross.

The Board shall distribute the emergency action plan to all school employees, coaches and

licensed athletic trainers identified in the emergency action plan. The Board shall also post

such emergency action plan in all athletic facilities and at all sites where interscholastic and

intramural athletic events will take place, and make such emergency action plan available on

the Internet web site for the school district or school.

Legal References

Conn. Gen. Stat. § 10-212i. Emergency action plans for serious and life-threatening

sports-related injuries during interscholastic and intramural athletic events

Connecticut Association of Schools, Connecticut Interscholastic Athletic Conference,

Medical Handbook 2022-2023, available at

https://www.casciac.org/pdfs/CIAC_medical_handbook22-23.pdf.

Adopted: NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut
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Note: During the 2021 Legislative Session, the General Assembly passed Public Act 21-87,
which has been codified at Connecticut General Statutes Section 10-149h.  Beginning with
the 2022-2023 school year, the new law requires any person who holds a coaching permit
issued by the State Board of Education and who coaches intramural or interscholastic
athletics to (1) complete an exertional heat illness awareness education program before
beginning coaching for the season, and (2) review such program annually before the start
of each coaching season.   The new law also requires local and regional boards of education
to implement a model exertional heat illness awareness plan developed by the Connecticut
Interscholastic Athletics Conference (“CIAC”).  Beginning with the 2022-2023 school year,
the new law further requires boards to prohibit a student-athlete from participating in
intramural or interscholastic athletics unless the student and the student’s parent or
guardian read or view training materials or attend an in-person training.  The parent or
guardian must also sign an informed consent form, issued by the applicable board of
education, acknowledging compliance with this requirement.

This is a best practice policy. Training and implementation of an exertional heat illness

awareness education program are mandatory. This policy is new to NPS and it was

reviewed by the Athletic Director.

Series 4000 4118

Personnel 4218

EXERTIONAL HEAT ILLNESS AWARENESS FOR

INTRAMURAL AND INTERSCHOLASTIC ATHLETICS

Prior to commencing a coaching assignment for the season, each coach who holds or is issued

a coaching permit by the State Board of Education and is a coach of any Newtown Board of

Education (“Board”) intramural or interscholastic athletics shall complete an exertional heat

illness awareness education program developed or approved by the governing authority for

intramural and interscholastic athletics (the “Program”). Such program shall include, but need

not be limited to, (1) the recognition of the symptoms of an exertional heat illness, (2) the

means of obtaining proper medical treatment for a person suspected of having an exertional

heat illness, and (3) the nature and risk of exertional heat illness, including the danger of

continuing to engage in athletic activity after sustaining exertional heat illness and the proper

method of allowing a student athlete who has sustained exertional heat illness to return to

athletic activity.

Any person who holds or is issued a coaching permit by the State Board of Education and is a

coach of Board intramural or interscholastic athletics shall annually review the Program.

Upon development by the governing authority for intramural and interscholastic athletics of a

model exertional heat illness awareness plan, the Board shall implement such plan by utilizing

written materials, online training or videos or in-person training that shall address, at a

minimum: (1) the recognition of signs or symptoms of exertional heat illness, (2) the means of

obtaining proper medical treatment for a person suspected of an exertional heat illness, (3) the

nature and risks of exertional heat illness, including the danger of continuing to engage in

athletic activity after experiencing exertional heat illness, (4) the proper procedures for
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allowing a student athlete who has experienced exertional heat illness to return to athletic

activity, and (5) best practices in the prevention and treatment of exertional heat illness.

The Board shall provide each participating student and each participating student’s parent or

legal guardian with information regarding exertional heat illness awareness. The Board shall

prohibit a student athlete from participating in any intramural or interscholastic activity unless

the student athlete, and a parent or guardian of such student athlete, (1) reads written materials,

(2) views online training or videos, or (3) attends in-person training regarding exertional heat

illness awareness. Acknowledgment of adherence to this standard by the student athlete and

the parent or guardian shall be made by the parent's or guardian's signature on an athletic

participation informed consent form issued by the Board.

Legal References

Conn. Gen. Stat. § 10-149h. Exertional heat illness awareness education program

Adopted: NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut
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Note: This is a mandatory policy that S & G updated in December 2020 with new

statutory references. S & G places this policy in Series 4000--Personnel. When this

policy is adopted, Policies 5141.231 and 4118.234, which were adopted in June

2019, should be rescinded.

Series 4000 4119
Personnel

PROHIBITION ON RECOMMENDATIONS FOR PSYCHOTROPIC DRUGS

In accordance with Conn. Gen. Stat. § 10-212b, the Board of Education prohibits

school personnel from recommending the use of psychotropic drugs for any child.

Moreover, personnel may not require that a child obtain a prescription for a controlled

substance (as defined in the Controlled Substances Act, 21 U.S.C. § 801 et seq.) in

order for the child to: 1) attend school; 2) receive an initial evaluation or reevaluation

to determine a child's eligibility for special education; or 3) receive special education

and related services. Notwithstanding the foregoing, school health or mental health

personnel may recommend that a child be evaluated by an appropriate medical

practitioner and school personnel may consult with such practitioner with the consent of

the parent(s) or guardian(s) of such child, in accordance with the procedures outlined

below.

I. Definitions

For purposes of this policy, the following definitions apply:

A. Psychotropic drugs means prescription medications for behavioral or

social-emotional concerns, such as attentional deficits, impulsivity,

anxiety, depression and thought disorders, and includes, but is not

limited to, stimulant medication and antidepressants.

B. Recommend means to directly or indirectly suggest that a child should

use psychotropic drugs.

C. School health or mental health personnel means:

1. school nurses or nurse practitioners appointed pursuant to Conn.

Gen. Stat. § 10-212;

2. school medical advisors appointed pursuant to Conn. Gen. Stat. §

10-205;

3. school psychologists;

4. school social workers;

5. school counselors;
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6. school administrators;

7. other school personnel (such as a teacher designated as a child's

Case Manager) who have been identified by a Planning and

Placement Team, Section 504 team, Student Assistance Team or

similar group of district professionals as the person responsible

for communication with a parent or guardian about a child’s need

for medical evaluation;

8. a school professional staff member designated by the

Superintendent to communicate with a child's parent or guardian

about a child’s need for medical evaluation.

II. Procedures

A. A school health or mental health personnel, as defined above, may

communicate with other school personnel about a child who may require

a recommendation for a medical evaluation, provided that 1) there is a

legitimate educational interest in sharing such information; and 2) such

communication shall remain confidential, to the extent required by law.

B. A school health or mental health personnel, as defined above, may

communicate a recommendation to a parent or guardian that a child be

evaluated by a medical practitioner provided that 1) based on such

person’s professional experience, objective factors indicate that a medical

evaluation may be necessary to address concerns relating to the child’s

education and overall mental health; and 2) any communication includes

the basis for the recommendation.

C. If a parent or guardian determines that it is necessary to share medical

information, including results of any medical evaluation, with school

personnel, he or she may do so at any time. School personnel who

receive such information directly from a parent must maintain the

confidentiality of such information, to the extent required by law.

D. Any school personnel with a legitimate educational interest in obtaining

information from a child’s medical practitioner outside the school who is

not a school employee must obtain prior, written consent from the child’s

parent or guardian to communicate with such outside medical

practitioners. Any school health or mental health personnel, as defined

above, may request written consent from the parent or guardian. To be

valid, the written consent must: 1) be signed by the child’s parent or

guardian; 2) be dated; 3) provide the child’s name; 4) provide the name

of the medical practitioner and relevant contact information, to the extent

known; and 5) indicate the scope of the consent.

Nothing in this policy shall be construed to prevent school personnel from consulting

with a medical practitioner who has information concerning a child, as long as the
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school district has obtained consent from the parent(s) or guardian(s) of the child, in

accordance with Section II.D., above. Nothing in this policy shall prevent a Planning

and Placement Team from recommending a medical evaluation as part of an initial

evaluation or reevaluation, as needed to determine a child's (i) eligibility for special

education and related services, or (ii) educational needs for an individualized education

program.

Legal References:

Conn. Gen. Stat. § 10-76d Duties and powers of boards of education

to provide special education programs and

services.

Conn. Gen. Stat. § 10-212b Policies prohibiting the recommendation of

psychotropic drugs by school personnel.

34 C.F.R. § 300.174 Prohibition on mandatory medication.

Adopted: NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut
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Note: This is a best practice policy by S & G and it was reviewed by the Athletic

Director.

Series 4000 4120

Personnel 4220

SUDDEN CARDIAC ARREST AWARENESS FOR

INTRAMURAL AND INTERSCHOLASTIC ATHLETICS

Prior to each season of any Board of Education intramural or interscholastic athletics,

each coach who holds or is issued a coaching permit by the State Board of Education

and is a coach of any Board of Education intramural or interscholastic athletics, must

provide each participating student’s parent or legal guardian with a copy of the

informed consent form regarding sudden cardiac arrest developed by the State Board of

Education and obtain such parent’s or legal guardian’s signature, attesting to the fact

that that such parent or legal guardian has received a copy of such form and authorizes

the student to participate in the intramural or interscholastic athletics.

Any person who holds or is issued a coaching permit by the State Board of Education

and is a coach of Board of Education intramural or interscholastic athletics shall

annually review the sudden cardiac arrest awareness education program developed or

approved by the State Board of Education prior to commencing the coaching

assignment for the season of such intramural or interscholastic athletics.

Nothing in this policy shall be construed to relieve a coach of intramural or

interscholastic athletics of his or her duties or obligations under any provision of the

Connecticut General Statutes, the regulations of Connecticut state agencies or a

collective bargaining agreement.

Legal References

Conn. Gen. Stat. § 10-149f. Sudden cardiac arrest awareness education

program. Consent form.

Conn. Gen. Stat. §10-149g. Coaches to annually review cardiac arrest education

program. Revocation of coaching permit. Immunity from suit and liability.

Adopted: NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut
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Note: This is a best practice policy—certain members of the District are mandatory

reporters relative to suspected abuse/neglect of individuals 18-60 years of age with

intellectual disabilities or autism spectrum disorder. This model policy was revised
in accordance with Public Act 18-96. The Act adds licensed behavior analysts to the
list of mandatory reporters, shortens the reporting period to no more than
forty-eight (48) hours after there is reasonable suspicion of abuse or neglect, and
clarifies that unsuccessful attempts to make a report during the weekend or a
holiday shall not be a violation of the law under certain circumstances.

The list of mandated reporters is in (a) of Title 46a-11b.

This policy was shared with the Director of Pupil Services.

Series 4000 4136

Personnel 4236

REPORTS OF SUSPECTED ABUSE OR NEGLECT OF ADULTS WITH AN

INTELLECTUAL DISABILITY OR AUTISM SPECTRUM DISORDER

Section 46a-11b of the Connecticut General Statutes requires that certain school

personnel report any suspected abuse or neglect of persons between eighteen (18) and

sixty (60) years of age who: 1) have an intellectual disability or 2) receive funding or

services from the Department of Social Services’ (“DSS”) Division of Autism

Spectrum Disorder Services. In furtherance of this statute and its purpose, it is the

policy of the Newtown Board of Education (the “Board”) to require ALL

EMPLOYEES of the Board to comply with the following procedures in the event that,

in the ordinary course of their employment or profession, they have reasonable cause to

suspect that a person with an intellectual disability or an individual receiving funding or

services from DSS’ Division of Autism Spectrum Disorder Services between eighteen

(18) and sixty (60) years of age has been abused or neglected.

1. Scope of Policy

This policy applies not only to employees who are required by law to report

suspected abuse and/or neglect of adults with intellectual disabilities, but also to

ALL EMPLOYEES of the Board.

2. Definitions

For the purposes of this policy:

"Abuse" means the willful infliction of physical pain or injury or the willful

deprivation by a caretaker of services which are necessary to the person's health

or safety.

"Neglect" means a situation where a person with an intellectual disability either

is living alone and is not able to provide for himself or herself the services
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which are necessary to maintain his or her physical and mental health, or is not

receiving such necessary services from the caretaker.

"Statutorily Mandated Reporter" means an individual required by Conn. Gen.

Stat. Section 46a-11b to report suspected abuse and/or neglect of adults with

intellectual disabilities. In the public school context, the term "statutorily

mandated reporter" includes teachers, school administrators, school guidance

counselors, paraprofessionals, licensed behavior analysts, registered or licensed

practical nurses, psychologists, social workers, licensed or certified substance

abuse counselors, mental health professionals, physical therapists, occupational

therapists, dental hygienists, speech pathologists, and licensed professional

counselors.

3. Reporting Procedures for Statutorily Mandated Reporters

If a statutorily mandated reporter has reasonable cause to suspect or believe that

any person with an intellectual disability, or any individual who receives

funding or services from DSS’ Division of Autism Spectrum Disorder Services,

between eighteen (18) and sixty (60) years of age has been abused or neglected,

the mandated reporter shall, as soon as practicable, but not later than forty-eight

(48) hours after having reasonable cause to suspect abuse or neglect, make an

oral report to:

Abuse Investigation Division

Department of Developmental Services (“DDS”)

460 Capitol Avenue

Hartford, Connecticut 06106

Telephone: 1-844-878-8923

An unsuccessful attempt to make an initial report to DDS on the weekend,

holiday, or after business hours shall not be construed as a violation of this

policy or applicable law if the mandatory reporter makes reasonable attempts to

make such report as soon as practicable after the initial attempt. For purposes

of this policy, “reasonable attempts” means documented efforts to contact DDS

by phone, electronic mail or in person.

The statutorily mandated reporter shall also immediately notify the

Superintendent.

Such initial oral report shall be followed by a written report to the Abuse

Investigation Division of DDS not later than five calendar days after the initial

oral report was made, and a copy of any written report shall be given to the

Superintendent.

4. Reporting Procedures for Non-Statutorily Mandated Reporters

The following procedures apply only to employees who are not statutorily

mandated reporters, as set forth above.
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a) If an employee who is not a statutorily mandated reporter has reasonable

cause to suspect that any person with an intellectual disability, or any

individual who receives funding or services from the DSS’ Division of

Autism Spectrum Disorder Services, between eighteen (18) and sixty (60)

years of age has been abused or neglected, the following steps shall be

taken.

(1) The employee shall as soon as practicable, but not later than

forty-eight (48) hours after having reasonable cause to suspect

abuse or neglect, make an oral report by telephone or in person to

the Superintendent of Schools or his/her designee, to be followed

by an immediate written report to the Superintendent or his/her

designee.

(2) If the Superintendent or his/her designee determines that there is

reasonable cause to suspect or believe that any person with an

intellectual disability, or any individual who receives funding or

services from the DSS’ Division of Autism Spectrum Disorder

Services, between eighteen (18) and sixty (60) years has been

abused or neglected, the Superintendent or designee shall cause

reports to be made in accordance with the procedures set forth for

statutorily mandated reporters, set forth above.

b) Nothing in this policy shall be construed to preclude an employee from

reporting suspected abuse and/or neglect of adults with intellectual

disabilities, or any individual who receives funding or services from the

DSS’ Division of Autism Spectrum Disorder Services, directly to the

Abuse Investigation Division of DDS.

5. Contents of Report

Any oral or written report made pursuant to this policy shall contain the

following information, if known:

a) the name and address of the allegedly abused or neglected person;

b) a statement from the reporter indicating a belief that the person is

intellectually disabled or receives funding or services from the DSS’

Division of Autism Spectrum Disorder Services, together with

information indicating that the person is unable to protect himself or

herself from abuse or neglect;

c) information concerning the nature and extent of the abuse or neglect; and

d) any additional information that the reporter believes would be helpful in

investigating the report or in protecting the person with an intellectual
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disability or who receives funding or services from the DSS’ Division of

Autism Spectrum Disorder Services.

6. Investigation of the Report

If the suspected abuser is a school employee, the Superintendent shall

thoroughly investigate the report, and shall, to the extent feasible, endeavor to

coordinate any such investigation with the investigation conducted by the Abuse

Investigation Division of DDS.

The Superintendent's investigation shall include an opportunity for the suspected

abuser to be heard with respect to the allegations contained within the report.

During the course of an investigation of suspected abuse by a school employee,

the Superintendent may suspend the employee with pay or may place the

employee on administrative leave with pay, pending the outcome of the

investigation.

If the investigation by the Superintendent and/or the Abuse Investigation

Division of DDS produces evidence that a person with an intellectual disability,

or any individual who receives funding or services from the DSS’ Division of

Autism Spectrum Disorder Services, has been abused by a school employee, the

Superintendent and/or the Board, as appropriate, may take disciplinary action,

up to and including termination of employment.

7. Delegation of Authority by Superintendent

The Superintendent may appoint a designee for the purposes of receiving and

making reports, notifying and receiving notification, or investigating reports

pursuant to this policy.

8. Disciplinary Action for Failure to Follow Policy

Any employee who fails to comply with the requirements of this policy shall be

subject to discipline, up to and including termination of employment.

9. Non-discrimination Policy

The Board shall not discharge or in any manner discriminate or retaliate against

any employee who, in good faith, makes a report pursuant to this policy, or

testifies or is about to testify in any proceeding involving abuse or neglect.

Legal References:

Connecticut General Statutes:

Section 46a-11a

Section 46a-11b et seq.
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Adopted: NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut
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Note: The U.S. Department of Education Office for Civil Rights released a fact
sheet in June 2023 regarding meaningful participation in advanced coursework and
specialized programs for students who are English learners. In light of this fact
sheet, S & G have revised its model policy and administrative regulations in
December 2023 to specifically address students who are English
learners/multilingual learners and to include additional optional sections related to
reducing barriers to opportunities for advanced courses and programs for English
learners/multilingual learners.

This Policy is recommended as a revision because the current policies 6141.51 and
6141.52, are S & G policies. The policy has a new number without decimal points.
At the time the Board revises the Policy and reviews the Administrative Regulations
as an Item of Information, it should rescind Policies 6141.51 and 6141.52. Policy
6144 is one policy that addresses both topics.

Series 6000 6144

Instruction

POLICY AND ADMINISTRATIVE REGULATIONS

ADDRESSING ENROLLMENT IN AN ADVANCED COURSE OR

PROGRAM AND CHALLENGING CURRICULUM

The Newtown Board of Education (the “Board”) understands the importance of

providing opportunities for students to enroll in an advanced course or program and

offering students challenging curriculum in the Newtown Public Schools (the

“District”). In accordance with Connecticut law, this policy shall explain the manner

in which the District determines eligibility for enrollment in advanced courses or

programs and creates academic plans for students in the District.

I. Definitions

For purposes of this policy:

"Advanced course or program" means an honors class, advanced placement class,

International Baccalaureate program, Cambridge International program, dual

enrollment, dual credit, early college or any other advanced or accelerated course or

program offered by the Board in grades nine to twelve, inclusive.

“Advanced placement” program is a program authorized by the College Board that

offers college-level courses and exams that students take in high school.

“Cambridge International program” is an internationally recognized academic

program for students aged five (5) to nineteen (19). High school level courses,

available only through approved Cambridge International Schools, provide students

the opportunity to earn postsecondary credit that is accepted by colleges in the

United States and abroad.

“Dual credit/Dual enrollment” courses are college courses offered by high schools

in partnership with a college or university. Students taking these courses in high
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school are simultaneously enrolled with the partner higher education institution.

Students who successfully complete a dual credit/dual enrollment course earn credit

toward high school graduation as well as college course credit that appears on a

student transcript issued by a college or university.

“International Baccalaureate (“IB”) program” is a program that offers international

education through four programs for students aged three (3) to nineteen (19). The

four programs are: Primary Years, Middle Years, Diploma Program, and

Career-related Program. Schools must be authorized to teach IB programs. Every

authorized school is known as an IB World School.

"Prior academic performance" means the course or courses that a student has taken,

the grades received for such course or courses and a student's grade point average.

II. Eligibility Criteria

Consistent with state law, the District will identify students in grades eight and nine

who may be eligible to take or enroll in an advanced course or program. Students will

be eligible to enroll in advanced courses or programs throughout their high school

career, even if they are not identified as eligible in grades eight or nine.

Eligibility for enrollment in an advanced course or program shall not be based

exclusively on a student’s prior academic performance. There are multiple methods by

which a student may satisfy the eligibility criteria for enrollment in an advanced course

or program, including:

● Recommendations from teachers, administrators, school counselors or other

school personnel.

● A student’s prior academic performance, as determined by evidence-based

indicators of how a student will perform in an advanced course or program.

● Grade Point Average (GPA) improvement over time.

● Student interests and persistence.

● The District administration may, in its discretion, identify and publicize

additional criteria, including but not limited to student or parent request. Any

such criteria shall be established prior to the commencement of an academic

term.

III. Creation of an Academic Plan/Challenging Curriculum

The District will create an academic plan for each student who is identified in grade

eight or nine as eligible for enrollment in an advanced course or program. Such plan

will be designed to enroll the student in one or more advanced courses or programs and

allow the student to earn college credit or result in career readiness. Such academic

plan will also be aligned with:

● The courses or programs offered by the Board,

● The student’s student success plan, created pursuant to Conn. Gen. Stat. §

10-221a(j),

● High school graduation requirements, and
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● Any other policies or standards adopted by the Board relating to the eligibility

for student enrollment in advanced courses or programs.

The academic plan may be part of the student’s success plan, which plan is required for

each student by Conn. Gen. Stat. §10-221a. A student, or the student’s parent or

guardian, may decline to implement the provisions of an academic plan created for such

student.

IV. Guiding Principles and Implementation

The Board recognizes that course access and academic planning should be guided by

considerations beyond traditional course eligibility criteria. Specifically, the Board

recognizes that academic achievement and engagement in middle school are strong

precursors to high school success. In addition, the Board recognizes the importance of

engaging with a student’s parents and/or guardians throughout the student’s educational

experience, reducing barriers to opportunities for advanced courses and programs, and

providing a wide range of advanced courses that appeal to students with various

interests.

The District will utilize practices designed to ensure that eligibility for enrollment in an

advanced course or program, including appropriate evaluation and testing procedures,

do not screen out students who are English learners/multilingual learners because of

their limited English proficiency unless an advanced or specialized program is

demonstrated to require proficiency in English for meaningful participation.

The Superintendent or designee shall be responsible for implementing this policy and

developing procedures in furtherance of this policy and in accordance with guidance

provided by the Connecticut State Department of Education.

Legal Reference:

Connecticut General Statutes § 10-221a

Connecticut General Statutes § 10-221w

Connecticut General Statutes § 10-221x

Connecticut State Department of Education, District Guidance for Developing

an Advanced Course Participation Policy (April 2022)

United States Department of Education, Office for Civil Rights, Ensuring

Meaningful Participation in Advanced Coursework and Specialized Programs

for Students Who Are English Learners (June 2023)

Adopted: NEWTOWN PUBLIC SCHOOLS

Revised: Newtown, Connecticut
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Series 6000 6144 R

Instruction

ADMINISTRATIVE REGULATIONS ADDRESSING ENROLLMENT IN AN

ADVANCED COURSE OR PROGRAM AND CHALLENGING CURRICULUM

The Newtown Board of Education (the “Board”) understands the importance of

providing opportunities for students to enroll in an advanced course or program and

offering students challenging curriculum in the Newtown Public Schools (the

“District”). In accordance with the Board’s Policy Addressing Enrollment in an

Advanced Course or Program and Challenging Curriculum, the administration adopts

the following regulations:

1. The District will identify students in grades eight and nine who may be eligible

to take or enroll in an advanced course or program. Students will be eligible to

enroll in advanced courses or programs throughout their high school career,

even if they are not identified as eligible in grades eight or nine.

2. Eligibility for enrollment in an advanced course or program shall be based on

the following:

● Recommendations from teachers, administrators, school counselors or

other school personnel.

● A student’s prior academic performance, as determined by

evidence-based indicators of how a student will perform in an advanced

course or program.

● Grade Point Average (GPA) improvement over time.

● Student interests and persistence.

● The District administration may, in its discretion, identify and publicize

additional criteria, including but not limited to student or parent request.

Any such criteria shall be established prior to the commencement of an

academic term.

3. In addition to or as part of student success plans required by Conn. Gen. Stat. §

10-221a(j), the District will create an academic plan for each student who is

identified in grade eight or nine as eligible for enrollment in an advanced course

or program. A student, or the student’s parent or guardian, may decline to

implement the provisions of an academic plan created for such student.

4. Such academic plan will be designed to enroll the student in one or more

advanced courses or programs and allow the student to earn college credit or

result in career readiness.
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[OPTIONAL: The following sections are optional and reflect guidance and

recommendations provided by the Connecticut State Department of Education and the

United States Department of Education Office for Civil Rights. Districts may choose

to adopt any or all of the recommendations listed herein.]

5. Middle School Preparation: Academic achievement and engagement are strong

precursors to high school success. Therefore, the District strives to:

● Coordinate standards, instruction, and expectations across middle and

high school by fostering regular communication among faculty

districtwide, with a focus on vertical articulation of content across the

grades rather than offering courses for high school credit in middle

school.

● Offer career awareness, exploration, and immersion activities that directly

align with the high school program of studies.

● Encourage high school faculty to familiarize themselves with the Smarter

Balanced system of assessments and Next Generation Science Standards

assessments, including interim assessment blocks, which can be used to

measure student understanding and adjust instruction in Grades 9-12.

● Remind middle school faculty that their messaging to students regarding

high school expectations has an impact on students, and assure students

that if they are mastering middle school standards, they are prepared

academically.

● Share students’ middle school data with high school faculty to improve the

quantity and quality of information available for decision making, reduce

unnecessary pre-tests and the administration of screening tools, and

maximize instructional time.

6. Partnerships with Families: The District recognizes and values the importance

of engaging with a student’s family throughout the student’s educational

experience. Therefore, the District strives to:

● Engage families in the development of student success plans during

students’ middle school years.

● Continue and improve upon effective systems of family engagement used in

middle school at the high school level.

● Ensure families are fully aware of the benefits of taking college courses

and participating in work-based learning opportunities, if available, during

high school.

● Communicate in a manner that is ongoing and accessible to families (e.g.,

by providing materials in multiple languages, and having translators

available during information sessions, as necessary).

● Provide families with a variety of options for engaging on the topic of

course selection (e.g., large group information sessions, sessions offering

more personalized support, and small sessions designed for families that

have not experienced college).
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● Invite students and families to express interest in advanced coursework and

discuss those choices along with career options with their school

counselors, who can answer questions and serve as an advocate for the

students.

7. Reducing Barriers: The District recognizes the importance of reducing barriers

to opportunities for advanced courses and programs. Therefore, the District

strives to:

● Provide school counselors and teachers with lists of students identified by

the Connecticut State Department of Education as having potential for

success in rigorous courses.

● Share descriptive statistics with faculty showing advanced course

enrollment over time and disaggregated by student group. These data can

be used to track progress, discuss effective strategies, identify challenges,

and/or generate potential solutions.

● Urge staff to pay special attention to student interests and coursework fit

rather than relying solely on past performance when recommending

advanced coursework for students.

● Not exclude students from consideration based on disability status.

● Ensure that eligibility for advanced courses and programs, including

appropriate evaluation and testing procedures, do not screen out students

who are English learners/multilingual learners because of their limited

English proficiency unless an advanced or specialized program is

demonstrated to require proficiency in English for meaningful

participation.

● Ensure that students who are English learners/multilingual learners

receive appropriate language assistance services while participating in

advanced courses or programs.

● Communicate directly with students from low-income families that

registration fees and exam fees for advanced coursework will be waived.

● Encourage students to self-advocate based on their individual goals and

future plans.

● Monitor course registrations throughout the enrollment period and

encourage students to reconsider selections if they have potential to be

successful in more challenging courses.

● If possible, provide opportunities during the summer for students to

prepare for challenging coursework by offering sessions that focus on

reviewing study habits, organization, and time management.

● Provide periodic training for all staff members who identify, assist,

facilitate, select, counsel, or teach students in advanced courses or

programs to provide strategies to remove barriers for participation and

provide high-quality instruction to all students, including students who are

English learners.

● Schedule advanced courses and programs so that students do not face a

scheduling barrier for participation (e.g., scheduling the only AP calculus
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class for the same period as English learner/multilingual learner

instruction).

8. Increasing Supply: The District recognizes the importance of providing a wide

range of advanced courses that appeal to students with various interests.

Therefore, the District strives to:

● Re-evaluate prerequisites so that educators identify what is needed to

succeed in the course rather than before the course.

● Promote enrollment in advanced courses to students in all grades,

including for students who may not have taken an advanced course at the

beginning of high school.

● Review the current program of studies to identify courses with the potential

to be offered in partnership with a college or university.

● Consider adding sections of high-interest courses while encouraging

teachers of advanced courses to ensure consistency of content and

expectations for a diverse set of learners.

● Consider offering or expanding work-based learning opportunities for

students.

● Leverage remote options to expand the range of courses available to

students.]

Legal Reference:

Connecticut General Statutes § 10-221a

Connecticut General Statutes § 10-221w

Connecticut General Statutes § 10-221x

Connecticut State Department of Education, District Guidance for Developing

an Advanced Course Participation Policy (April 2022)

United States Department of Education, Office for Civil Rights, Ensuring

Meaningful Participation in Advanced Coursework and Specialized Programs

for Students Who Are English Learners (June 2023)

Administrative Regulations Adopted:
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P4152.6/4252.6(a)

Personnel -- Certified/Non-Certified

Family and Medical Leave (FMLA)

Purpose

The purpose of this policy is to apprise employees of their rights, and establish guidelines for leaves taken 
by employees of the Newtown Board of Education (the “Board”), under the federal Family and Medical 
Leave Act of 1993 (“FMLA”) and applicable Connecticut state law.  This policy is not intended to, and 
does not, recite every provision of applicable law and regulations.

Eligibility

Employees other than school paraprofessionals An employee who holds a certification under Chapter 166 
of the Connecticut General Statutes (i.e. a certified employee) who have  has been employed by the Board 
for at least twelve (12) months, and who have worked at least 1,250 actual work hours during the twelve 
(12) months immediately preceding the start of a leave, are is eligible for unpaid leave under the FMLA.

A school paraprofessional in an educational setting is eligible for the leave described in this policy if the 
paraprofessional has worked for the Board for at least twelve (12) months, and has worked at least 950 
service hours during the twelve (12) months immediately preceding the start of such leave.

A full-time instructional employee meets the 1,250 hours of service requirement unless the Board can 
demonstrate that the full-time instructional such employee did not meet the 1,250 hours of service 
requirement in the 12-month period prior to the start of leave.  

An employee who does not hold certification under Chapter 166 of the Connecticut General Statutes (i.e. 
a non-certified employee) is eligible for the leave described in this policy if such employee has worked 
for the Board for at least twelve (12) months, and has worked at least 950 service hours during the twelve 
(12) months immediately preceding the start of such leave.

Definitions

Genetic information: For purposes of this policy, “genetic information” includes an individual’s family 
medical history, the results of an individual’s or family member’s genetic tests, the fact that an individual 
or an individual’s family member sought or received genetic services, and genetic information of a fetus 
carried by an individual or an individual’s family member or an embryo lawfully held by an individual or 
family member receiving assistive reproductive services.

Instructional employee:  For purposes of this policy, an “instructional employee” is defined as a teacher or 
other employee of the Board who is employed principally in an instructional capacity and whose principal 
function is to teach and instruct students in a class, a small group, or an individual setting, and includes 
athletic coaches, driving instructors, and special education assistants such as signers for the hearing 
impaired.  The term does not include teacher assistants or aides who do not have as their principal 
function actual teaching or instructing, nor auxiliary personnel such as counselors, psychologists, 
curriculum specialists, cafeteria workers, maintenance workers, bus drivers, or other primarily non-
instructional employees.  

Paraprofessional:  For purposes of this policy, a “paraprofessional” means a school employee who 
performs duties that are instructional in nature or deliver either direct or indirect services to students 



and/or parents and serves in a position for which a teacher has ultimate responsibility for the design and 
implementation of educational programs and services. This definition is only used for the purpose of 
calculating eligibility for the leave described in this policy at the 950 hour threshold.

P4152.6/4252.6(b)

Reasons for Leave

Leaves under the FMLA and applicable state law may be taken for the following reasons:

incapacity due to pregnancy, prenatal medical care or child birth; or

to care for the employee's newborn child; or

the placement of a child with the employee by adoption or for foster care; or

to care for the employee's spouse, child or parent who has a serious health condition; or 

to care for the employee's own serious health condition that renders the employee unable to 
perform the functions of the employee’s position; or

to serve as an organ or bone marrow donor; or 

to care for an injured or ill servicemember (see below – Length of Leave – for further 
information); or

a qualifying exigency arising out of a family member’s military service, including one or 
more of the following reasons (note – more detailed information on the following 
categories is available from the Human Resources (HR) Department:

short-notice deployment;

military events and related activities;

childcare and school activities;

financial and legal arrangements;

counseling;

rest and recuperation;

post-deployment activities;

parental care leave for military member’s parent who is incapable of self-care and 
care is necessitated by the military member’s covered active duty;

additional activities that arise out of the active duty or call to active duty status of a 
covered military member, provided that the Board and the employee agree that 
such leave qualifies as an exigency, and agree to both the timing and the duration 
of such leave.

Length of Leave

(a) Basic FMLA Leave Entitlement
If a leave is requested for one of the above-listed reasons, each eligible employee may take up to a total of 
twelve (12) weeks unpaid family or medical leave in the 12-month entitlement period.



The 12-month entitlement period for family or medical leave is measured on the basis of a “rolling” 12-
month period measure backward from the date an employee uses any FMLA leave.  For example, as of 
today’s date if an employee has taken five (5) weeks of during the past twelve (12) months, the employee 
may take up to an additional seven (7) weeks of leave.

P4152.6/4252.6(c)

(b) Leave to Care for an Injured or Ill Servicemember

In addition to the reasons for leave listed above, an eligible employee may take up to twenty-six (26) 
workweeks of FMLA leave during a 12-month period to care for (i) a servicemember who is the 
employee’s spouse, parent, child or next of kin, and who incurred a serious injury or illness in the line of 
duty and while on active duty in the Armed Forces or had a preexisting injury or illness prior to beginning 
active duty that was aggravated by service in the line of duty on active duty in the Armed Forces; or (ii) a 
covered veteran with a serious injury or illness who is the employee’s spouse, parent, child or next of kin.   

For servicemembers, the injury or illness must render the servicemember medically unable to perform the 
duties of office, grade, rank or rating.  This provision applies to servicemembers who are undergoing 
medical treatment, recuperation, or therapy, are in outpatient status, or who are on the temporary 
disability retired list, for a serious injury or illness.

For covered veterans, the veteran must be undergoing medical treatment, recuperation or therapy for a 
serious injury or illness and must have been (1) a member of the Armed Forces (including the National 
Guard or Reserves); (2) discharged or released under conditions that were other than dishonorable; and 
(3) discharged within the five-year period before the eligible employee first takes FMLA military 
caregiver leave to care for the veteran.1 

For covered veterans, serious injury or illness means any of the following: 

(i) a continuation of a serious injury or illness that was incurred or aggravated when the 
covered veteran was a member of the Armed Forces and rendered the servicemember 
unable to perform the duties of the servicemember's office, grade, rank, or rating; or

(ii) a physical or mental condition for which the covered veteran has received a U.S. 
Department of Veterans Affairs Service-Related Disability Rating (VASRD) of 50 percent 
or greater, and such VASRD rating is based, in whole or in part, on the condition 
precipitating the need for military caregiver leave; or

(iii) a physical or mental condition that substantially impairs the covered veteran's ability to 
secure or follow a substantially gainful occupation by reason of a disability or disabilities 
related to military service, or would do so absent treatment; or

(iv) an injury, including a psychological injury, on the basis of 
which the covered veteran has been enrolled in the Department of 
Veterans Affairs Program of Comprehensive Assistance for Family 
Caregivers.

1 The employee’s first date of leave must be within the five-year period.  However, the employee may continue to 
take leave throughout the single 12-month period even if the leave extends past the five-year period.  Note - special 
rules may apply to calculating the five-year period for veterans discharged between October 28, 2009 and March 8, 
2013.  This period will effectively be excluded from the five-year calculation.



When combined with any other type of FMLA qualifying leave, total leave time may not exceed twenty-
six (26) weeks in a single twelve (12) month period.  Standard FMLA leave procedures described below 
apply to all requests for and designation of leave for this purpose.  However, in the case of leave to care 
for a servicemember with a serious injury or illness, the 12-month period begins on the day such leave 
actually commences.
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Types of Leave and Conditions

(a) Full-Time, Intermittent and Reduced Schedule Leave

Full-time leave excuses the employee from work for a continuous period of time.  Full-time unpaid leave 
may be taken for any of the reasons permitted by the FMLA.  

Intermittent leave means leave taken due to a single qualifying reason in separate periods of time rather 
than for one continuous period of time.  Examples of intermittent leave include: leave taken one day per 
week over a period of a few months; or leave taken on an occasional/as-needed basis for medical 
appointments.

Reduced schedule leave is leave that reduces the employee's usual number of work hours per day for 
some period of time.  For example, an employee may request half-time work for a number of weeks so the 
employee can assist in the care of a seriously ill parent.

Intermittent or reduced schedule leave may be taken (a) when medically necessary for an employee’s or 
covered family member’s serious health condition, or for a covered service member’s serious illness or 
injury, and (b) the need for leave can be best accommodated through an intermittent or reduced schedule 
leave.  In addition, FMLA leave may be taken intermittently or on a reduced schedule basis (1) due to a 
qualifying exigency; or (2) to effectuate the placement of a child for adoption or foster care before the 
placement of the child in the home.

If foreseeable intermittent or reduced schedule leave is medically required based upon planned medical 
treatment of the employee or a family member or a covered service member, including during a period of 
recovery from an employee’s or family member’s serious health condition or a serious injury or illness of 
a covered service member, the Board may, in its sole discretion, temporarily transfer the employee to 
another job with equivalent pay and benefits that better accommodates the type of leave requested.  Also, 
special arrangements may be required of an instructional employee who needs to take intermittent or 
reduced-schedule leave which will involve absence for more than twenty (20) percent of the work days in 
the period over which the leave will extend (for example, more than five days over a five-week period), if 
the leave is to care for a family member with a serious health condition, to care for a covered service 
member with a serious injury or illness, or for the employee’s own serious health condition, which is 
foreseeable based on planned medical treatment.  In such situations, the Board may require the 
instructional employee to transfer temporarily to another job or take leave for a particular duration, not to 
exceed the duration of the planned medical treatment. 

(b) Both Spouses Working for the Same Employer

If both spouses are eligible employees of the Board and request leave for the birth, placement of a child 
by adoption or for foster care, or to care for a parent with a serious health condition, they only will be 
entitled to a maximum combined total leave equal to twelve (12) weeks in the 12-month entitlement 
period.  If either spouse (or both) uses a portion of the total 12-week entitlement for one of the purposes in 



the preceding sentence, each is entitled to the difference between the amount the employee has taken 
individually and the 12 weeks for FMLA leave for their own or their spouse's serious health condition in 
the 12-month entitlement periods.
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(c) Leave Taken by Instructional Employees Near the End of an Academic 
Term

If a leave taken by an instructional employee for any reason begins more than five (5) weeks before the 
end of an academic term, the Board may require that instructional employee to continue the leave until the 
end of the term if the leave will last at least three (3) weeks and the instructional employee would return 
to work during the three-week period before the end of the term.

If the instructional employee begins a leave during the five-week period preceding the end of an academic 
term for a reason other than the instructional  employee's own serious health condition, the Board may 
require the instructional employee to continue taking leave until the end of the term if the leave will last 
more than two (2) weeks and the instructional employee would return to work during the two-week period 
before the end of the term.

If the instructional employee begins a leave during the three-week period preceding the end of an 
academic term for a reason other than the instructional employee's own serious health condition, the 
Board may require the instructional employee to continue taking leave until the end of the term if the 
leave will last more than five (5) working days.

Requests for Leave

(a) Foreseeable Leave

An employee must notify the HR Department of the need for a family or medical leave at least thirty (30) 
days before the leave is to begin if the need for the leave is foreseeable based on the expected birth of the 
employee’s child, placement of a child with the employee for adoption or foster care, planned medical 
treatment for the employee’s or family member’s serious health condition, or the planned medical 
treatment for a serious injury or illness of a covered service member.  If 30 days-notice is not practicable, 
then the employee must provide notice as soon as practicable under the circumstances, usually the same 
day or the next business day after the employee becomes aware of the need for FMLA leave. 

(b) Qualifying Exigency.

An employee must provide notice as soon as practicable if the foreseeable leave is for a qualifying 
exigency, regardless of how far in advance such leave is foreseeable.  

(c) Unforeseeable Leave.

When the employee’s need for leave is not foreseeable, an employee must provide notice as practicable 
under the circumstances.  

Scheduling Planned Medical Treatment



When planning medical treatment for foreseeable FMLA leave, an employee must consult with the HR 
Department and make a reasonable effort to schedule the treatment so as not to disrupt unduly the Board’s 
operations, subject to the approval of the health care provider.  Similarly, if an employee needs leave 
intermittently or on a reduced leave schedule for planned medical treatment, the employee must make a 
reasonable effort to schedule the treatment so as not to disrupt unduly the Board’s operations.  Ordinarily, 
the employee should consult with the HR Department prior to scheduling the treatment in order to work 
out a treatment schedule that best suits the needs of the Board and the employee.  The Board and the 
employee shall attempt to work out a schedule for leave that meets the employee’s needs without unduly 
disrupting the Board’s operations, subject to the approval of the health care provider as to any 
modification of the treatment schedule.
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Required Certifications/Documentation

For leaves taken for any FMLA-qualifying reason, an employee must submit a completed certification 
form supporting the need for leave.  The appropriate form will be provided to the employee.  The 
employee must submit a complete and sufficient certification form as required within fifteen (15) calendar 
days of receiving the request for the completed certification.  If it is not practicable for the employee to 
provide the completed form by the due date despite the employee’s diligent, good faith efforts, the 
employee must inform the HR Department of the reason(s) for delay and what efforts the employee 
undertook to obtain the required certification.  FMLA-protected leave may be delayed or denied if the 
employee does not provide a complete and sufficient certification as required.  Depending on the reason 
for leave, an employee may be required to submit medical certification from the employee’s health care 
provider, medical certification the employee’s family member’s health care provider, and/or other 
documentation (e.g., to establish a family relationship, military active duty orders, etc.).  In certain 
circumstances and under certain conditions, employees may also be required to obtain second or third 
medical opinions and/or recertifications, in accordance with applicable law. 

The Board may require medical recertification on a reasonable basis, including under the following 
circumstances:

(i) every six (6) months or annually in connection with an FMLA-related absence if the 
previous certification indicates that the employee will need intermittent or reduced 
schedule leave for a period in excess of six (6) or twelve (12) months; 

(ii) the circumstances described by the previous certification have changed significantly (e.g. 
the duration or frequency of the absence, the nature or severity of the illness, medical 
complications); or

(iii) whenever the school district receives information that casts doubt upon the employee’s 
stated reason for the absence or the continuing validity of the certification.

If an employee takes leave for the employee’s own serious health condition (except on an intermittent or 
reduced-schedule basis), prior to returning to work the employee must provide a medical fitness-for-duty 
certification that the employee is able to resume work and the health condition that created the need for 
the leave no longer renders the employee unable to perform the essential functions of the job.  This 
certification must be submitted to the HR Department.  If the employee is unable to perform one or more 
of the essential functions of the employee’s position, the Board will determine whether the employee is 
eligible for additional FMLA leave (if such leave has not been exhausted) or whether an accommodation 
is appropriate, in accordance with the Americans with Disabilities Act.



In connection with the Board’s request for medical information, employees must be aware that the 
Genetic Information Nondiscrimination Act of 2008 (“GINA”) prohibits employers and other entities 
covered by Title II of GINA from requesting or requiring genetic information of an individual or family 
member of the individual, except as specifically allowed by this law. To comply with this law, the Board 
requests that employees not provide any genetic information when responding to a request for medical 
information. 
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Use of Paid Leave

Accrued paid personal leave and accrued paid vacation will be substituted (in that order) for any unpaid 
portions of family or medical leave taken for any reason.  However, where the leave is for the employee's 
own serious health condition, accrued paid sick leave shall be substituted for unpaid portions of family or 
medical leave prior to the substitution of accrued paid personal and accrued paid vacation leave.  The 
amount of unpaid family or medical leave entitlement is reduced by the amount of paid leave that is 
substituted.

For leaves taken because of the employees own serious health condition and receiving Workers’ 
Compensation benefits, will have such leave charged against his or her FMLA entitlement. 

In addition, in cases involving absences due to a Workers’ Compensation injury that also qualifies as an 
FMLA serious health condition, and if the employee (and the employee’s collective bargaining agent, if 
applicable) and the Board agree to do so, the Board will apply the employee’s available accrued paid 
leave in increments as a supplement to the Workers’ Compensation weekly benefit in an appropriate 
amount so that the employee can maintain the employee’s regular weekly income level.

Medical Insurance and Other Benefits

During approved family or medical leaves of absence, the Board will continue to pay its portion of 
medical insurance premiums for the period of unpaid family or medical leave.  The employee must 
continue to pay the employee’s share of the premium, and failure to do so may result in loss of coverage.  
If paid leave is substituted for unpaid portions of FMLA leave, the employee will pay the employee’s 
share of premiums in the manner used prior to leave (e.g. payroll deduction.) If the employee does not 
return to work after expiration of the leave, the employee will be required to reimburse the Board for 
payment of medical insurance premiums during the family or medical leave, unless the employee does not 
return because of a serious health condition or circumstances beyond the employee's control.

During an FMLA leave, an employee shall not accrue benefits such as seniority, pension benefits or sick 
or vacation leave, unless otherwise required by any applicable collective bargaining agreement or Board 
policy.  However, unused employment benefits accrued by the employee up to the day on which the leave 
begins will not be lost upon return to work.  Leave taken under this policy does not constitute an absence 
under the Board's attendance policy, if any.

Reinstatement

Except for circumstances unrelated to the taking of a family or medical leave, and unless an exception 
applies, an employee who returns to work following the expiration of a family or medical leave is entitled 
to return to the job such employee held prior to the leave or to an equivalent position with equivalent pay 
and benefits.



Additional Information

Questions regarding family or medical leave may be directed to the Superintendent or designee.  An 
employee may file a complaint with the U.S. Department of Labor or may bring a private lawsuit against 
an employer.  FMLA does not affect any federal or state law prohibiting discrimination, or supersede any 
state or local law or collective bargaining agreement that provides greater family or medical leave rights.

Legal References:

Connecticut General Statutes:

Conn. Gen. Stat. § 31-51rr Family and medical leave benefits for employees 
of political subdivisions

Regs. Conn. State Agencies 31-51rr-1, et seq. 

United States Code:

Family and Medical Leave Act of 1993, 29 U.S.C. Section 2601 et seq., as 
amended

29 CFR Part 825.100 et seq.

Title II of the Genetic Information Nondiscrimination Act of 2008, 42 USC 2000ff et seq.

29 CFR 1635.1 et seq.



 

 
NOTE: On August 21, 2024, the Connecticut State Board of Education issued a 

Position Statement and Policy Guidance regarding Personal Technology Use in 

Connecticut Schools. In light of this guidance, school districts may decide to develop 

more specific policies or rules restricting the use of cell phones and other personal 

technology devices during the school day. In Newtown, those rules are set by the 

school and should be included in the school handbooks for easy reference.  Language 

has been added which reflects current practice and incorporates language regarding 

AI.  The language regarding sexting has been removed because it is covered in 

“Accessing or attempting to access material that is obscene, obscene as to minors or 

contains child sexual abuse material.” 
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USE OF PRIVATE TECHNOLOGY DEVICES BY STUDENTS 
 

Students may possess privately owned technological devices on school property and/or 

during school-sponsored activities, in accordance with the mandates of this policy and 

any applicable administrative regulations as may be developed by the Superintendent of 

Schools.   

 

Definitions 

 

Board Technology Resources 

 

For the purposes of this policy, “Board technology resources” refers to the Newtown 

Board of Education’s (the “Board’s”) computers and instructional technologies; 

communications and data management systems; informational technologies and the 

Internet; and any other technology resources owned and/or used by the Newtown 

Public Schools (the “District”) and accessible by students.  

 

Privately Owned Technological Devices 

  

For the purposes of this policy, “privately owned technological devices” refers to 

privately owned desktop computers, personal computing devices, cellular phones, 

Smartphones, Smartwatches, network access devices, tablets, laptops, personal gaming 

systems, Bluetooth speakers, e-readers, and other electronic signaling devices. 

 

Generative Artificial Intelligence 

 



For the purposes of this policy, “generative artificial intelligence” refers to a 

technology system, including but not limited to ChatGPT, capable of learning patterns 

and relationships from data, enabling it to create content, including but not limited to 

text, images, audio, or video, when prompted by a user. 

 

Use of Privately Owned Technological Devices 

 

Privately owned technological devices may not be used during instructional time, 

except as specifically permitted by instructional staff or unless necessary for a student 

to access the District’s digital learning platform or otherwise engage in remote learning 

if remote learning has been authorized in accordance with applicable law.   

 

On school property, at a school-sponsored activity, while in use for a remote learning 

activity if remote learning has been authorized in accordance with applicable law, or 

while being used to access or utilize Board technology resources, the use of any such 

device for an improper purpose is prohibited.  Improper purposes include, but are not 

limited to: 

 

●​ Sending any form of a harassing, threatening, or intimidating message, at any 

time, to the extent such communication may violate other applicable Board 

policy, regulation, or school rule (such communications may also be a crime); 

  

●​ Gaining or seeking to gain unauthorized access to Board technology resources; 

 

●​ Damaging Board technology resources; 

 

●​ Accessing or attempting to access any material that is obscene, obscene as to 

minors, or contains child sexual abuse material; 

 

●​ Cyberbullying; 

 

●​ Using such privately owned device to violate any Board policy or school rule, 

including the unauthorized recording (photographic, video, or audio) of another 

individual without the permission of the individual or a school staff member;  

 

●​ Using such privately owned device for the unauthorized use of generative 

artificial intelligence; or 

 

●​ Taking any action prohibited by any Federal or State law. 

 

Search of Privately Owned Technological Devices 

 

A student’s privately owned technological device may be searched if the device is on 

Board property or in a student’s possession at a school-sponsored activity, in 

accordance with the applicable Board policy for search and seizure.   

 



Responsibility for Privately Owned Technological Devices  

 

Students are responsible for the safety and use of their privately owned technological 

devices.  If a privately owned technological device is stolen, lost, or damaged while the 

device is on school property or during a school-sponsored activity, a report should be 

made to the building principal, who will investigate the loss, or cause it to be 

investigated, in a manner consistent with procedures for stolen or damaged personal 

property.  Students and parents should be aware that the Board is not liable for any 

privately owned technological device that is stolen, lost, or damaged while at school or 

during a school-sponsored activity. For that reason, students are advised to use good 

judgment when deciding to bring such items to school and advised not to share or loan 

their privately owned technological devices with other students. 

 

Disciplinary Action 

 

Misuse of the Board’s technology resources and/or the use of privately owned 

technological devices to access or utilize the Board’s technology resources in an 

inappropriate manner or the use of such privately owned technological devices in any 

manner inconsistent with this policy will not be tolerated and will result in disciplinary 

action.  For students, a violation of this policy may result in loss of access privileges, a 

prohibition on the use and/or possession of privately owned technological devices on 

school property or at school-sponsored activities, and/or suspension or expulsion in 

accordance with the Board’s policies related to student discipline.   

 

Access to Board Technology Resources 

 

The Board may permit students, using their privately owned technological devices, to 

access the Board’s computers and instructional technologies; communications and data 

management systems; informational technologies and the Internet; and any other 

technology resources used by the District and accessible by students.  Additionally, it is 

the expectation of the Board that students who access these resources while using 

privately owned technology devices will act at all times appropriately in ways that are 

fully in accord with applicable policies concerning technology use as well as all local, 

state, and federal laws.   

 

Through the publication and dissemination of this policy statement and others related to 

use of the Board’s computer systems, as well as other instructional means, the Board 

educates students about the Board’s expectations for technology users.   

 

The Board’s technology resources shall only be used to access educational information 

and to promote learning activities both at home and at school.  Students are expected to 

act at all times appropriately in ways that are fully in accord with applicable policies 

concerning technology use as well as all local, state, and federal laws when using the 

Board technology resources.  Failure to do so will result in the consequences outlined 

herein and in other applicable policies (including, but not limited to, the Student 

Discipline Policy and the Student Use of the District's Computer Systems Policy). 



 

Students must abide by the procedures outlined in this policy and all policies and 

applicable regulations outlined in the Board’s computer use and other applicable 

policies. Students will be given specific information for log-on and access procedures 

for using school accounts.  No user may deviate from these log-on/access procedures.  

Students are advised that the Board’s network administrators have the capability 

to identify users and/or to monitor all privately owned technological devices while 

they are logged on to the network.  Students must understand that the Board has 

reserved the right to conduct monitoring of Board technology resources and can do so 

despite the assignment to individual users of passwords for system security.  Any 

password systems implemented by the Board are designed solely to provide system 

security from unauthorized users, not to provide privacy to the individual system user. 

The system’s security aspects, message delete function and personal passwords can be 

bypassed for monitoring purposes.  Therefore, students should be aware that they 

should not have any expectation of personal privacy in the use of privately owned 

technological devices to access Board technology resources.  This provision applies 

to any and all uses of the Board’s technology resources and any privately owned 

technological devices that access the same. 

 

Harm to Board Technology Resources 

 

Any act by a student using a privately owned technological device that harms the Board 

technology resources or otherwise interferes with or compromises the integrity of Board 

technology resources will be considered vandalism and will be subject to discipline 

and/or appropriate criminal or civil action.  

 

Closed Forum 

 

This policy shall not be construed to establish a public forum or a limited open forum.   

 

 

 

Legal References: 

 

​ Conn. Gen. Stat. § 10-233j 

 

Conn. Gen. Stat. § 31-48d 

 

Conn. Gen. Stat. §§ 53a-182b; 53a-183; 53a-250 et seq.  

 

Electronic Communications Privacy Act of 1986, 28 U.S.C. §§ 2510 through 

2523 

 

New Jersey v. T.L.O., 469 U.S. 325 (1985) 

 

ADOPTED: ​ ______ 



REVISED:​ ______ 

10/22/24 
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POLICY REGARDING TITLE IX OF THE EDUCATION AMENDMENTS OF 1972 - 
PROHIBITION OF SEX DISCRIMINATION AND SEXUAL HARASSMENT 

(STUDENTS) 

It is the policy of the Newtown Board of Education (the “Board”) for the Newtown Public 
Schools (the “District”) that any form of sex discrimination or sexual harassment is prohibited in 
the Board’s education programs and activities, whether by students, Board employees or third 
parties subject to substantial control by the Board. The Board does not discriminate on the basis 
of sex in the education programs or activities that it operates and the Board is required by Title 
IX of the Education Amendments of 1972 and its implementing regulations (“Title IX”) and 
Connecticut law not to discriminate in such a manner. Discrimination or harassment on the basis 
of sex includes discrimination or harassment on the basis of gender identity or sexual orientation. 
Students, Board employees and third parties are required to adhere to a standard of conduct that 
is respectful of the rights of students, employees and third parties. Any student or employee who 
engages in conduct prohibited by this Policy shall be subject to disciplinary action, up to and 
including expulsion or termination, respectively. 

For conduct to violate Title IX, the conduct must have occurred in an education program or 
activity of the Board; the conduct must have occurred within the United States of America; and 
the complainant must be participating in or attempting to participate in the education program or 
activity of the Board. Conduct that does not meet these requirements still may constitute a 
violation of Connecticut law or another Board policy. 

The Superintendent of Schools shall develop Administrative Regulations implementing this 
Policy and in accordance with Title IX and Connecticut law (the “Administrative Regulations”). 

 
Sex discrimination occurs when a person, because of the person’s sex, is denied participation in 
or the benefits of any education program or activity receiving federal financial assistance. 

Sexual harassment under Title IX means conduct on the basis of sex that satisfies one or more 
of the following: 

(1)​ An employee of the Board conditioning the provision of an aid, benefit, or 
service of the Board on an individual’s participation in unwelcome sexual conduct (i.e., 
quid pro quo); 

(2)​ Unwelcome conduct determined by a reasonable person to be so severe, 
pervasive, and objectively offensive that it effectively denies a person equal access to 
the Board’s education programs or activities; or 

(3)​ “Sexual assault” as defined in 20 U.S.C. 1092(f)(6)(A)(v), “dating 
violence” as defined in 34 U.S.C. 12291(a)(10), “domestic violence” as defined in 
34 U.S.C. 12291(a)(8), or “stalking” as defined in 34 U.S.C. 12291(a)(30). 
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Sexual harassment under Connecticut law means conduct in a school setting that 1) is sexual 
in nature; 2) is unwelcome; and 3) denies or limits a student’s ability to participate in or benefit 
from a school’s educational program. Sexual harassment can be verbal, nonverbal or physical. 
Sexual violence is a form of sexual harassment. 

Reporting Sex Discrimination or Sexual Harassment 

It is the express policy of the Board to encourage victims of sex discrimination and/or sexual 
harassment to report such claims. Students are encouraged to report complaints of sex 
discrimination and/or sexual harassment promptly in accordance with the appropriate process set 
forth in the Administrative Regulations. The Board directs its employees to respond to such 
complaints in a prompt and equitable manner. The Board further directs its employees to 
maintain confidentiality to the extent appropriate and not tolerate any reprisals or retaliation that 
occur as a result of the good faith reporting of charges of sex discrimination and/or sexual 
harassment. Any such reprisals or retaliation will result in disciplinary action against the 
retaliator, up to and including expulsion or termination as appropriate. 

Any Board employee with notice of sex discrimination and/or sexual harassment allegations 
shall immediately report such information to the building principal and/or the Title IX 
Coordinator, or if the employee does not work in a school building, to the Title IX Coordinator. 

The Newtown Public Schools administration (the “Administration”) shall provide training to 
Title IX Coordinator(s), investigators, decision-makers, and any person who facilitates an 
informal resolution process (as set forth in the Administrative Regulations), which training shall 
include but need not be limited to, the definitions of sex discrimination and sexual harassment, 
the scope of the Board’s education program and activity, how to conduct an investigation and 
grievance process, and how to serve impartially, including by avoiding prejudgment of the facts 
at issue, conflicts of interest, and bias. The Administration shall make the training materials used 
to provide these trainings publicly available on the Board’s website. The Administration shall 
also periodically provide training to all Board employees on the topic of sex discrimination and 
sexual harassment under Title IX and Connecticut law, which shall include but not be limited to 
when reports of sex discrimination and/or sexual harassment must be made. The Administration 
shall distribute this Policy and the Administrative Regulations to staff, students and parents and 
legal guardians and make the Policy and the Administrative Regulations available on the Board’s 
website to promote an environment free of sex discrimination and sexual harassment. 
The Board’s Title IX Coordinator is: 

Frank Purcaro  
Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

purcarof@newtown.k12.ct.us 

 

Any Board employee in receipt of allegations of sex discrimination or sexual harassment, or in 
receipt of a formal complaint, shall immediately forward such information to the Title IX 
Coordinator. Students may also make a report of sexual harassment and/or sex discrimination to 

 

mailto:petersend@newtown.k12.ct.us


the U.S. Department of Education: Office for Civil Rights, Boston Office, U.S. Department of 
Education, 8th Floor, 5 Post Office Square, Boston, MA 02109-3921 (Telephone (617) 
289-0111). 

Students may also make a report of sexual harassment and/or sex discrimination to the 
Connecticut Commission on Human Rights and Opportunities, 450 Columbus Boulevard, 
Hartford, CT 06103-1835 (Telephone: 860-541-3400 or Connecticut Toll Free Number: 
1-800-477-5737). 

 
 

 
Legal References:  Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681, et seq. 

Title IX of the Education Amendments of 1972, 34 C.F.R § 106.1, et seq. 

Gebser v. Lago Vista Independent School District, 524 U.S. 274 (1998) 

Davis v. Monroe County Board of Education, 526 U.S. 629 (1999) 

Conn. Gen. Stat. § 10-15c - Discrimination in public schools prohibited. 

 
 

ADOPTED:​  
REVISED:​  

 
7/15/2021 
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ADMINISTRATIVE REGULATIONS REGARDING 
TITLE IX OF THE EDUCATION AMENDMENTS OF 1972 - PROHIBITION OF SEX 

DISCRIMINATION AND SEXUAL HARASSMENT (STUDENTS) 

 
It is the policy of the Newtown Board of Education (the “Board”) for the Newtown Public 
Schools (“the District”) that any form of sex discrimination or sexual harassment is prohibited, 
whether by students, District employees or third parties subject to substantial control by the 
Board. Discrimination or harassment on the basis of sex includes discrimination or harassment 
on the basis of gender identity or sexual orientation. Students, District employees and third 
parties are expected to adhere to a standard of conduct that is respectful of the rights of students, 
District employees, and third parties. Any student or employee who engages in conduct 
prohibited by the Board’s Policy regarding Title IX of the Education Amendments of 
1972-Prohibition of Sex Discrimination and Sexual Harassment (Students) shall be subject to 
disciplinary action. Any third party who engages in conduct prohibited by the Board’s Policy 
regarding Title IX of the Education Amendments of 1972-Prohibition of Sex Discrimination and 
Sexual Harassment (Students) shall be subject to remedial measures, which may include 
exclusion from school property. 

Sex discrimination occurs when a person, because of the person’s sex, is denied participation in 
or the benefits of any education program or activity receiving federal financial assistance. 

Sexual harassment under Title IX means conduct on the basis of sex that satisfies one or more 
of the following: 

(1)​ An employee of the Board conditioning the provision of an aid, benefit, or service 
of the Board on an individual’s participation in unwelcome sexual conduct (i.e., quid pro 
quo); 

(2)​ Unwelcome conduct 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 programs or activities; or 

(3)​ “Sexual assault” as defined in 20 U.S.C. 1092(f)(6)(A)(v), “dating violence” as 
defined in 34 U.S.C. 12291(a)(10), “domestic violence” as defined in 34 U.S.C. 
12291(a)(8), or “stalking” as defined in 34 U.S.C. 12291(a)(30). These definitions can be 
found in Appendix A of these Administrative Regulations. 

Sexual harassment under Connecticut law means conduct in a school setting that 1) is sexual 
in nature; 2) is unwelcome; and 3) denies or limits a student’s ability to participate in or benefit 
from a school’s educational program. Sexual harassment can be verbal, nonverbal or physical. 
Sexual violence is a form of sexual harassment. 

 



Although not an exhaustive list, the following are other examples of conduct prohibited by the 
Board’s Policy regarding Title IX of the Education Amendments of 1972-Prohibition of Sex 
Discrimination and Sexual Harassment (Students): 

1.​ Statements or other conduct indicating that a student’s submission to, or 
rejection of, sexual overtures or advances will affect the student’s grades and/or 
other academic progress. 

2.​ Unwelcome attention and/or advances of a sexual nature, including verbal 
comments, sexual invitations, leering and physical touching. 

3.​ Display of sexually suggestive objects, or use of sexually suggestive or 
obscene remarks, invitations, letters, emails, text messages, notes, slurs, jokes, 
pictures, cartoons, epithets or gestures. 

4.​ Touching of a sexual nature or telling sexual or dirty jokes. 

5.​ Transmitting or displaying emails or websites of a sexual nature. 

6.​ Using computer systems, including email, instant messaging, text messaging, 
blogging or the use of social networking websites, or other forms of electronic 
communications, to engage in any conduct prohibited by the Board’s Policy 
regarding Title IX of the Education Amendments of 1972-Prohibition of Sex 
Discrimination and Sexual Harassment (Students). 

NOTICE OF THE TITLE IX COORDINATOR 

The District’s Title IX Coordinator is: ​ Frank Purcaro  
  ​ ​ ​ ​   Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

 purcarof@newtown.k12.ct.us 
 

Any District employee in receipt of allegations of sex discrimination or sexual harassment, or in 
receipt of a formal complaint, shall immediately forward such information to the Title IX 
Coordinator. The Title IX Coordinator manages the District’s compliance with Title IX and 
Connecticut law regarding sexual harassment and sex discrimination and is an available resource 
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to anyone seeking information or wishing to file a formal complaint of same. When a student, 
District employee, or other participant in the District’s programs and activities feels that such 
person has been subjected to discrimination on the basis of sex in any District program or 
activity, including without limitation being subjected to sexual harassment, such person may 
contact the Title IX Coordinator or utilize the Title IX grievance systems set forth herein to bring 
concerns forward for the purpose of obtaining a prompt and equitable resolution. 

EXPLANATION OF COMPLAINT PROCESS AND PROCEDURE 

The federal regulations implementing Title IX require the adoption and publication of two 
separate grievance systems: a grievance process for complaints of sex discrimination involving 
allegations of sexual harassment and grievance procedures for complaints of sex discrimination 
that are not sexual harassment. Accordingly, the Administration will process any complaints of 
sex discrimination involving allegations of sexual harassment, as defined above, pursuant to the 
grievance process set forth in Section I of these regulations. The Administration will process 
any complaints of sex discrimination that are not sexual harassment pursuant to the grievance 
procedures set forth in Section II of these regulations. 

The District will keep confidential the identity of any individual who has a made a report or 
complaint of sex discrimination, including any individual who has made a report or filed a 
formal complaint of sexual harassment, any complainant, any individual who has been reported 
to be the perpetrator of sex discrimination, any respondent, and any witness, except as may be 
permitted by the Family Educational Rights and Privacy Act (FERPA), or as required by law, or 
to carry out the purposes of these Administrative Regulations, including the conduct of any 
investigation, hearing, or judicial proceeding arising from these Administrative Regulations. 

The obligation to comply with Title IX is not obviated or alleviated by the FERPA. 

SECTION I.​ GRIEVANCE PROCESS FOR COMPLAINTS OF 
SEXUAL HARASSMENT UNDER TITLE IX 

A.​  ​ Definitions 

●​ Bias occurs when it is proven that the Title IX Coordinator, investigator(s), 
and/or decision-maker(s) demonstrate actual bias, rather than the 
appearance of bias. Actual bias includes, but is not limited to, demonstrated 
personal animus against the respondent or the complainant and/or 
prejudgment of the facts at issue in the investigation. 

●​ Complainant means an individual who is alleged to be the victim of conduct that could 
constitute sexual harassment. 

 



●​ A conflict of interest occurs when it is proven that the Title IX Coordinator, 
investigator(s), and/or decision-maker(s) have personal, financial and/or familial 
interests that affected the outcome of the investigation. 

 
●​ Consent means an active, clear and voluntary agreement by a person to engage in 

sexual activity with another person (also referred to hereafter as “affirmative consent”). 
 

For the purposes of an investigation conducted pursuant to these Administrative 
Regulations, the following principles shall be applied in determining whether consent for 
sexual activity was given and/or sustained: 

 
A.​ Affirmative consent is the standard used in determining whether consent to 
engage in sexual activity was given by all persons who engaged in the sexual activity. 

 
B.​ Affirmative consent may be revoked at any time during the sexual activity 
by any person engaged in the sexual activity. 

 
C.​ It is the responsibility of each person engaging in a sexual activity to ensure 
that the person has the affirmative consent of all persons engaged in the sexual 
activity to engage in the sexual activity and that the affirmative consent is 
sustained throughout the sexual activity. 

 
D.​ It shall not be a valid excuse to an alleged lack of affirmative consent that 
the respondent to the alleged violation believed that the complainant consented to 
the sexual activity: 

 
(i)​ because the respondent was intoxicated or reckless or failed to take 
reasonable steps to ascertain whether the complainant consented, or 

 
(ii)​ if the respondent knew or should have known that the complainant was 
unable to consent because such individual was unconscious, asleep, unable to 
communicate due to a mental or physical condition, unable to consent due to the 
age of the individual or the age difference between the individual and the 
respondent, or incapacitated due to the influence of drugs, alcohol or 
medication. 

 
E.​ The existence of a past or current dating or sexual relationship between 
the complainant and the respondent, in and of itself, shall not be determinative of 
a finding of consent. 

●​ For purposes of investigations and complaints of sexual harassment, education program 
or activity includes locations, events, or circumstances over which the Board exercises 
substantial control over both the respondent and the context in which the sexual 
harassment occurs. 

 
●​ Employee means (A) a teacher, substitute teacher, school administrator, school 

superintendent, guidance counselor, school counselor, psychologist, social worker, nurse, 

 



physician, school paraprofessional or coach employed by the Board or working in a 
public elementary, middle or high school; or (B) any other individual who, in the 
performance of the individual’s duties, has regular contact with students and who 
provides services to or on behalf of students enrolled in a public elementary, middle or 
high school, pursuant to a contract with the Board. 

●​ Formal complaint means a document filed by a complainant or signed by the Title IX 
Coordinator alleging sexual harassment (as defined under Title IX) against a respondent 
and requesting that the Administration investigate the allegation of sexual harassment. 
A “document filed by a complainant” means a document or electronic submission that 
contains the complainant’s physical or digital signature, or otherwise indicates that the 
complainant is the person filing the formal complaint. 

●​ Respondent means an individual who has been alleged to be the perpetrator of 
conduct that could constitute sexual harassment. 

●​ School days means the days that school is in session as designated on the calendar posted 
on the Board’s website. In its discretion, and when equitably applied and with proper 
notice to the parties, the District may consider business days during the summer recess as 
“school days” if such designation facilitates the prompt resolution of the grievance 
process. 

●​ Supportive measures means 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 the District’s education program or activity without unreasonably burdening the 
other party, including measures designed to protect the safety of all parties or the 
District’s educational environment, or deter sexual harassment. Supportive measures may 
include counseling, extensions of deadlines or other course-related adjustments, 
modifications of work or class schedules, mutual restrictions on contact between the 
parties, increased security and monitoring, and other similar measures. 

B.​  ​ Reporting Sexual Harassment 

1.​ It is the express policy of the Board to encourage victims of sexual harassment to 
report such claims. Any person may report sexual harassment (whether or not the 
person reporting is the person alleged to be the victim of conduct that could constitute 
sexual harassment), in person, by mail, by telephone, or by electronic mail, using the 
contact information listed for the Title IX Coordinator. If the District receives notice 
of sexual harassment or alleged sexual harassment against a student in the District’s 
education program or activity, the Title IX Coordinator will promptly contact the 
complainant to discuss the availability of supportive measures, whether or not the 
complainant files a formal complaint, and will consider the complainant’s wishes 
with respect to such measures. If the complainant has yet to file a formal complaint, 
the Title IX Coordinator will explain to the complainant the process for doing so. 

 



2.​ The District will treat complainants and respondents equitably. A respondent is 
presumed not responsible for the alleged conduct and a determination regarding 
responsibility will be made at the conclusion of the grievance process if a formal 
complaint is filed. Nothing in this Regulation shall limit or preclude the District from 
removing a respondent from the District’s education program or activity on an 
emergency basis, provided that the District undertakes an individualized safety and 
risk analysis, and determines that an immediate threat to the physical health or safety 
of any student or other individual arising from the allegations of sexual harassment 
justifies removal. If a respondent is removed on an emergency basis, the District shall 
provide the respondent with notice and an opportunity to challenge the decision 
immediately following the removal. 

C.​  ​ Formal Complaint and Grievance Process 

1.​ A formal complaint may be filed with the Title IX Coordinator in person, by mail, or 
by electronic mail, by using the contact information listed for the Title IX 
Coordinator. At the time of filing a formal complaint, a complainant must be 
participating in or attempting to participate in the District’s education programs or 
activity. A formal complaint may be signed by the Title IX Coordinator. If the formal 
complaint being filed is against the Title IX Coordinator, the formal complaint should 
be filed with the Superintendent. If the formal complaint being filed is against the 
Superintendent, the formal complaint should be filed with the Board Chair, who will 
then retain an independent investigator to investigate the matter. 

2.​ The District may consolidate formal complaints as to allegations of sexual harassment 
against more than one respondent, or by more than one complainant against one or 
more respondents, or by one party against the other party, where the allegations of 
sexual harassment arise out of the same facts or circumstances. If possible, formal 
complaints should be filed within ten (10) school days of the alleged occurrence in 
order to facilitate the prompt and equitable resolution of such claims. The District 
will attempt to complete the formal grievance process within ninety (90) school days 
of receiving a formal complaint. This timeframe may be temporarily delayed or 
extended in accordance with Subsection G of this Section. 

3.​ Upon receipt of a formal complaint, if the Title IX Coordinator has not already 
discussed the availability of supportive measures with the complainant, the Title IX 
Coordinator will promptly contact the complainant to discuss the availability of such 
measures and consider the complainant’s wishes with respect to them. The Title IX 
Coordinator or designee may also contact the respondent, separately from the 
complainant, to discuss the availability of supportive measures for the respondent. 
The District will maintain as confidential any supportive measures provided to the 
complainant or respondent, to the extent that maintaining such confidentiality would 
not impair the ability of the District to provide such supportive measures. 

4.​ Within ten (10) school days of receiving a formal complaint, the District will provide 
the known parties with written notice of the allegations potentially constituting sexual 

 



harassment under Title IX and a copy of this grievance process. The written notice 
must also include the following: 

i.​ The identities of the parties involved in the incident, if known; 
ii.​ The conduct allegedly constituting sexual harassment as defined above; 

iii.​ The date and the location of the alleged incident, if known; 
iv.​ A statement that the respondent is presumed not responsible for the 

alleged conduct and that a determination regarding responsibility is made 
at the conclusion of the grievance process; 

v.​ A statement that the parties may have an advisor of their choice, who may 
be, but is not required to be, an attorney, and may inspect and review 
evidence; and 

vi.​ A statement of any provision in the District’s Student Discipline Policy 
or any other policy that prohibits knowingly making false statements or 
knowingly submitting false information during the grievance process. 

If, in the course of an investigation, the District decides to investigate allegations about 
the complainant or respondent that are not included in the written notice, the District 
must provide notice of the additional allegations to the parties whose identities are 
known. 

5.​ The parties may have an advisor of their choice accompany them during any grievance 
proceeding at which the party’s attendance is required. The District may, in its 
discretion, establish certain restrictions regarding the extent to which an advisor may 
participate in the proceedings. If any such restrictions are established, they will be 
applied equally to all parties. 

6.​ The Title IX Coordinator will, as applicable, promptly commence an investigation of the 
formal complaint, designate a school administrator to promptly investigate the formal 
complaint, or dismiss the formal complaint in accordance with Subsection F of this 
Section. The standard of evidence to be used to determine responsibility is the 
preponderance of the evidence standard (i.e., more likely than not). The burden of proof 
and the burden of gathering evidence sufficient to reach a determination regarding 
responsibility rest on the District and not on the parties. 

7.​ The parties will be given an equal opportunity to discuss the allegations under 
investigation with the investigator(s) and are permitted to gather and present 
relevant evidence. This opportunity includes presenting witnesses, including fact 
and expert 

 



witnesses, and other inculpatory and exculpatory evidence. Credibility determinations 
will not be based on a person’s status as a complainant, respondent, or witness. The 
District will provide to a party whose participation is invited or expected (including a 
witness), written notice of the date, time, location, participants, and purpose of all 
hearings (if applicable), investigative interviews, or other meetings, with sufficient time 
for the party to prepare to participate. 

8.​ Both parties will be given an equal opportunity to inspect and review any evidence 
obtained as part of the investigation that is directly related to the allegations raised in the 
formal complaint, including the evidence upon which the District does not intend to rely 
in reaching a determination regarding responsibility and inculpatory or exculpatory 
evidence whether obtained from a party or other source, so that each party can 
meaningfully respond to the evidence prior to the conclusion of the investigation. Prior 
to completion of the investigative report, the District will send to each party and the 
party’s advisor, if any, the evidence subject to inspection and review in an electronic 
format or a hard copy, and the parties will have ten (10) school days to submit a written 
response, which the investigator(s) will consider prior to completion of the investigative 
report, as described in Paragraph 9 of this Subsection. 

9.​ The investigator(s) will create an investigative report that fairly summarizes relevant 
evidence. The investigator(s) will send the investigative report, in an electronic format or 
hard copy, to each party and to each party’s advisor for their review and written response 
at least ten (10) school days prior to the time a determination regarding responsibility is 
made. 

10.​The Superintendent will appoint a decision-maker(s), who shall be a District employee or 
third-party contractor and who shall be someone other than the Title IX Coordinator or 
investigator(s). If the formal complaint filed is against the Superintendent, the Board 
Chair shall appoint the decision-maker, who shall be a District employee or third-party 
contractor and who shall be someone other than the Title IX Coordinator or 
investigator(s). The investigator(s) and the decision-maker(s) shall not discuss the 
investigation’s facts and/or determination while the formal complaint is pending. The 
decision-maker(s) will afford each party the opportunity to submit written, relevant 
questions that a party wants asked of any party or witness, provide each party with the 
answers, and allow for additional, limited follow-up questions from each party. 
Questions and evidence about the complainant’s sexual predisposition or prior sexual 
behavior are not relevant, unless such questions and evidence about the complainant’s 
prior sexual behavior are offered to prove that someone other than the respondent 
committed the conduct alleged by the complainant, or if the questions and evidence 
concern specific incidents of the complainant’s prior sexual behavior with respect to the 
respondent and are offered to prove consent. The decision-maker(s) will explain to the 
party proposing the questions any decisions to exclude a question as not relevant. 

11.​The decision-maker(s) will issue a written determination regarding responsibility. To 
reach this determination, the decision-maker must apply the preponderance of the 
evidence standard. The written determination will 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, methods 
used to gather other evidence, and hearings held; (3) findings of fact supporting the 
determination; (4) conclusions regarding the application of the District’s code of conduct 
to the facts; (5) a statement of, and rationale for, the result as to each allegation, including 
a determination regarding responsibility, any disciplinary sanctions the District will 
impose on the respondent, and whether remedies designed to restore or preserve equal 
access to the District’s education program or activity will be provided by the District to 
the complainant; and (6) the District’s procedures and permissible bases for the 
complainant and respondent to appeal. If the respondent is found responsible for violating 
the Board’s Policy regarding Title IX of the Education Amendments of 1972-Prohibition 
of Sex Discrimination and Sexual Harassment (Students), the written determination shall 
indicate whether the respondent engaged in sexual harassment as defined by the Board’s 
Policy and these Administrative Regulations. The written determination will be provided 
to both parties simultaneously. 

12.​Student respondents found responsible for violating the Board’s Policy regarding Title IX 
of the Education Amendments of 1972-Prohibition of Sex Discrimination and Sexual 
Harassment (Students) may be subject to discipline up to and including expulsion. 
Employee respondents found responsible for violating the Board’s Policy regarding Title 
IX of the Education Amendments of 1972-Prohibition of Sex Discrimination and Sexual 
Harassment (Students) may be subject to discipline up to and including termination of 
employment. Other respondents may be subject to exclusion from the District’s 
programs, activities and/or property. In appropriate circumstances, the District may make 
a criminal referral. Remedies will be designed to restore or preserve equal access to the 
District’s education programs or activities. 

13.​After receiving notification of the decision-maker’s decision, or after receiving 
notification that the District dismissed a formal complaint or any allegation therein, both 
complainant and respondent may avail themselves of the appeal process set forth in 
Subsection E of this Section. 

D.​ Informal Resolution  

At any time prior to reaching a determination regarding responsibility, but only after the filing 
of a formal complaint, the District may suggest to the parties the possibility of facilitating an 
informal resolution process, such as mediation, to resolve the formal complaint without the 
need for a full investigation and adjudication. If it is determined that an informal resolution 
may be appropriate, the Title IX Coordinator or designee will consult with the parties. 

Prior to facilitating an informal resolution to a formal complaint, the Title IX Coordinator or 
designee will provide the parties with written notice disclosing the sexual harassment 
allegations, the requirements of an informal resolution process, and any consequences from 
participating in the informal resolution process. Upon receipt of this document, complainants 
and respondents have five (5) school days to determine whether they consent to participation in 
the informal resolution. The District must obtain voluntary, written consent to the informal 
resolution process from both parties. 

 



Prior to agreeing to any resolution, any party has the right to withdraw from the informal 
resolution process and resume the grievance process with respect to the formal complaint. If a 
satisfactory resolution is reached through this informal process, the matter will be considered 
resolved. If these efforts are unsuccessful, the formal grievance process will continue. 

Nothing in this section precludes a student from filing a complaint of retaliation for matters 
related to an informal resolution, nor does it preclude either party from filing complaints based 
on conduct that is alleged to occur following the District’s facilitation of the informal resolution. 

An informal resolution is not permitted to resolve allegations that an employee sexually 
harassed a student. 

E.​ Appeal Process 

After receiving notification of the decision-makers decision, or after receiving notification that 
the District dismissed a formal complaint or any allegation therein, both complainant and 
respondent have five (5) school days to submit a formal letter of appeal to the Title IX 
Coordinator specifying the grounds upon which the appeal is based. Upon receipt of an appeal, 
the Superintendent shall appoint a decision-maker(s) for the appeal, who shall be someone other 
than the Title IX Coordinator, investigator(s), or initial decision-maker(s). 

Appeals will be appropriate only in the following circumstances: 

●​ new evidence that was not reasonably available at the time the determination 
regarding responsibility or dismissal was made, that could affect the outcome of the 
matter; 

●​ procedural irregularity that affected the outcome of the matter; 

●​ the Title IX Coordinator, investigator(s), and/or decision-maker(s) had a conflict of interest 
or bias for or against complainants or respondents generally or the individual complainant 
or respondent that affected the outcome of the matter. A conflict of interest or bias does not 
exist solely because the Title IX Coordinator, investigators(s), and/or decision-maker(s) 
previously worked with or disciplined the complainant or respondent. 
 

The District will provide the other party with written notice of such appeal. The appealing party 
will then have ten (10) school days to submit to the decision-maker(s) for the appeal a written 
statement in support of, or challenging, the outcome of the grievance process. The 
decision-maker(s) for the appeal will provide the appealing party’s written statement to the other 
party. The other party will then have ten (10) school days to submit to the decision-maker(s) for 
the appeal a written statement in support of, or challenging, the outcome of the grievance 
process. The decision-maker(s) for the appeal, in their discretion, will determine any additional 
necessary and appropriate procedures for the appeal. 

After considering the parties’ written statements, the decision-maker(s) for the appeal will 
provide a written decision. The decision-maker(s) for the appeal will attempt to issue the written 
decision within thirty (30) school days of receipt of all written statements from the parties. If it is 
found that one of the bases for appeal exists, the decision-maker(s) for the appeal will issue an 
appropriate remedy. 

 



Supportive measures for either or both parties may be continued throughout the appeal process. 

 
F.​ Dismissal of a Formal Complaint 

The Title IX Coordinator shall dismiss any formal complaint that, under Title IX 1) would not 
constitute sexual harassment as defined under Title IX even if proved, 2) did not occur in the 
District’s education program or activity, or 3) did not occur against a person in the United States. 
Such dismissal does not preclude action under another Board policy. 

The District may dismiss a formal complaint or any allegations therein, if at any time during the 
investigation or hearing: 1) a complainant notifies the Title IX Coordinator in writing that the 
complainant would like to withdraw the formal complaint or any allegations therein; 2) the 
respondent is no longer enrolled or employed in the District; or 3) specific circumstances 
prevent the District from gathering evidence sufficient to reach a determination as to the formal 
complaint or allegations therein. 

Upon a dismissal, the District will promptly and simultaneously send written notice of the 
dismissal and reason(s) therefor to each party. Either party can appeal from the District’s 
dismissal of a formal complaint or any allegations therein using the appeals procedure. 

In the event a formal complaint is dismissed prior to the issuance of a decision under Title IX, 
the Title IX Coordinator shall determine if the allegations of sexual harassment shall proceed 
through the grievance procedures identified in Section II of these Administrative Regulations 
for claims of sex discrimination for consideration as to whether the allegations constitute sexual 
harassment under Connecticut law. 

A dismissal pursuant to this section does not preclude action by the District under the Student 
Discipline policy, Code of Conduct for students/or and employees, or any other applicable rule, 
policy, and/or collective bargaining agreement. 

Miscellaneous 

1.​Any timeframe set forth in these Administrative Regulations may be temporarily delayed 
or extended for good cause. Good cause may include, but is not limited to, considerations 
such as the absence or illness of a party, a party’s advisor, or a witness; concurrent law 
enforcement activity; concurrent activity by the Department of Children and Families; or 
the need for language assistance or accommodation of disabilities. If any timeframe is 
altered on a showing of good cause, written notice will be provided to each party with the 
reasons for the action. 

2.​ If a sexual harassment complaint raises a concern about bullying behavior, the Title IX 
Coordinator shall notify the Safe School Climate Specialist or designee who shall 
coordinate any bullying investigation with the Title IX Coordinator, to promote the 
alignment of any such bullying investigation with the requirements of applicable Board 
policies and state law. Additionally, if a sexual harassment complaint raises a concern 
about discrimination or harassment on the basis of any other legally protected 
classification (such as race, religion, color, national origin, age, or disability), the Title 

 



IX Coordinator or designee shall make a referral to other appropriate personnel within 
the District (e.g. Section 504 Coordinator, etc.), so as to ensure that any such 
investigation complies with the requirements of policies regarding nondiscrimination. 

3.​ If the sexual harassment complaint results in reasonable cause to suspect or believe that a 
child has been abused or neglected, has had a nonaccidental physical injury, or injury 
which is at variance with the history given of such injury, is placed at imminent risk of 
serious harm, or that a student has been sexually assaulted by a school employee, then, 
the person to whom the complaint is given or who receives such information shall report 
such matters in accordance with the Board's policy on the Reports of Suspected Child 
Abuse or Neglect of Children. 

4.​ Retaliation against any individual who complains pursuant to the Board’s Policy 
regarding Title IX of the Education Amendments of 1972-Prohibition of Sex 
Discrimination and Sexual Harassment (Students) and these Administrative Regulations 
is strictly prohibited. Neither the District nor any other person may intimidate, threaten, 
coerce, or discriminate against any individual for the purpose of interfering with any 
right or privilege secured by Title IX or these Administrative Regulations, or because the 
individual has made a report or complaint, testified, assisted, or participated or refused to 
participate in any manner in an investigation, proceeding, or hearing under these 
Administrative Regulations. The District will take actions designed to prevent retaliation. 
Complaints alleging retaliation may be filed according to the grievance procedures for 
sex discrimination described herein. 

5.​ The District will maintain for a period of seven (7) years records of: 
i.​ Each sexual harassment investigation including any determination regarding 

responsibility, any disciplinary sanctions imposed on the respondent, and any 
remedies provided to the complainant designed to restore or preserve equal 
access to the Board’s education program or activity; 

ii.​ Any appeal and the result therefrom; 
iii.​ Any informal resolution and the result therefrom; and 
iv.​ All material used to train Title IX Coordinators, investigators, decision-makers, 

and any person who facilitates an informal resolution process. The Board will 
make these training materials publicly available on its website. 

If the District has actual knowledge of sexual harassment in an education program or 
activity of the Board, and for any report or formal complaint of sexual harassment, the 
District will create and maintain for a period of seven (7) years, records of any actions, 
including any supportive measures, taken in response to a report or formal complaint of 
sexual harassment. The District will document the basis for its conclusion that its 
response was not deliberately indifferent, and document that it has taken measures 
designed to restore or preserve equal access to the Board’s education program or activity. 
If the District does not provide a complainant with supportive measures, then the District 
will document the reasons why such a response was not clearly unreasonable in light of 
the known circumstances. 

 

 



SECTION II.​ GRIEVANCE PROCEDURES FOR CLAIMS OF SEX 
DISCRIMINATION (OTHER THAN SEXUAL HARASSMENT UNDER TITLE IX) 

A.​  ​ Definitions 

●​ Complainant means an individual who is alleged to be the victim of conduct that could 
constitute sex discrimination. 

●​ Respondent means an individual who has been reported to be the perpetrator of conduct 
that could constitute sex discrimination. 

B.​  ​ Reporting Sex Discrimination Other than Sexual Harassment under Title IX 

It is the express policy of the Board to encourage victims of sex discrimination to report 
such claims. Any person may report sex discrimination (whether or not the person 
reporting is the person alleged to be the victim of conduct that could constitute sex 
discrimination), in person, by mail, by telephone, or by electronic mail, using the contact 
information listed for the Title IX Coordinator. If the District receives notice of sex 
discrimination or alleged sex discrimination against a student in the District’s education 
program or activity, the Title IX Coordinator or designee will promptly notify the 
complainant of the grievance process. The District will treat complainants and 
respondents equitably during the grievance process. Sexual harassment is a form of sex 
discrimination, and any incident of sexual harassment under Title IX, as defined above, 
shall be handled pursuant to Section I of these Administrative Regulations. Any 
allegations of sexual harassment under Connecticut law, as defined above, shall be 
handled pursuant to this Section II of these Administrative Regulations. 

C.​ Grievance Procedures 

D.​ As soon as a student feels that the student has been subjected to sex discrimination other than 
sexual harassment as defined under Title IX (including, without limitation, sexual harassment 
under Connecticut law), the student or the student’s parent/legal guardian should make a 
written complaint to the Title IX Coordinator or to the building principal, or designee. The 
student will be provided a copy of the Board’s Policy and Administrative Regulations and 
made aware of the student’s rights under this Policy and Administrative Regulations. 
Preferably, complaints should be filed within ten (10) school days of the alleged occurrence. 
Timely reporting of complaints facilitates the investigation and resolution of such complaints. 

1.​ The complaint should state the: 

i.​ Name of the complainant; 
ii.​ Date of the complaint; 

iii.​ Date(s) of the alleged discrimination; 
iv.​ Name(s) of the discriminator(s); 
v.​ Location where such discrimination occurred; 

vi.​ Names of any witness(es) to the discrimination; 
vii.​ Detailed statement of the circumstances constituting the 

alleged discrimination; and 
 



viii.​ Remedy requested. 

2.​ Any student who makes an oral complaint of sex discrimination to any of the 
above-mentioned personnel will be provided a copy of these Administrative Regulations 
and will be requested to make a written complaint pursuant to the above procedure. In 
appropriate circumstances, such as due to the age of the student making the complaint, a 
parent or school administrator may be permitted to fill out the form on the student’s 
behalf. 

3.​ All complaints are to be forwarded immediately to the building principal or designee 
unless that individual is the subject of the complaint, in which case the complaint should 
be forwarded directly to the Superintendent of Schools or designee. In addition, a copy 
of any complaint filed under this Policy shall be forwarded to the Title IX Coordinator. 
If the complaint being filed is against the Title IX Coordinator, the complaint should be 
filed with the Superintendent. If the complaint being filed is against the Superintendent, 
the complaint should be filed with the Board Chair, who will then retain an independent 
investigator to investigate the matter. 

4.​ The Title IX Coordinator or designee shall investigate all complaints of sex 
discrimination against a student, regardless of whether the conduct occurred on or 
off-school grounds. Complaints will be investigated promptly within the 
timeframes 
identified below. Timeframes may be extended as needed given the complexity of the 
investigation, availability of individuals with relevant information, and other extenuating 
circumstances. The investigation shall be conducted discreetly, maintaining 
confidentiality insofar as possible while still conducting an effective and thorough 
investigation. 

5.​ Any student who makes a complaint shall be notified of the District’s intent to 
investigate the complaint. In the event the student requests confidentiality or that an 
investigation not be conducted, the District will take reasonable steps to investigate and 
respond to the complaint to the extent possible, given the request for confidentiality or 
that the District not investigate the complaint. If the student insists that the student’s 
personally identifiable information not be shared with the alleged discriminator(s), the 
student will be informed that the District’s ability to investigate and/or take corrective 
action may be limited. 

6.​ Upon receipt of a sex discrimination complaint, the Title IX Coordinator shall 
either promptly commence an investigation of the complaint, or shall designate a 
school administrator to promptly investigate the complaint. The Title IX 
Coordinator or designee shall: 

i.​ offer to meet with the complainant and respondent (if applicable) separately 
within ten (10) school days to discuss the nature of the complaint, identify 
individuals the complainant and respondent (if applicable) believe have 
relevant information, and obtain any relevant documents the complainant 
and respondent may have; 

 
ii.​ provide the complainant and respondent (if applicable) with a copy of the 

Board’s sex discrimination policy and accompanying regulations; 
 
 



iii.​ consider whether any interim measures may be appropriate to protect the 
complainant or respondent (if applicable), pending the outcome of the 
investigation; 

 
iv.​ conduct an investigation that is adequate, reliable, and impartial. Investigate 

the factual basis of the complaint, including, as applicable, conducting 
interviews with individuals deemed relevant to the complaint; 

 
v.​ consider whether alleged sex discrimination has created a hostile school 

environment, including consideration of the effects of off-campus conduct 
on the school; 

 
vi.​ communicate the outcome of the investigation in writing to the complainant, 

to the respondent, and to any individual properly identified as a party to the 
complaint (to the extent permitted by state and federal confidentiality 
requirements), within ninety (90) school days from the date the complaint 
was received by the Superintendent’s office. The investigator may extend this 
deadline for no more than fifteen (15) additional school days if needed to 
complete the investigation. The complainant and respondent (if applicable) 
shall be notified of such extension. The written notice shall include a finding 
whether the complaint was substantiated and if so, shall identify, to the extent 
possible, how the District will remedy the discrimination, adhering to the 
requirements of state and federal law; and 

 
vii.​ when sex discrimination has been found, take steps that are reasonably 

calculated to end the discrimination, take corrective and/or disciplinary action 
aimed at preventing the recurrence of the discrimination, as deemed 

 



appropriate by the Superintendent or designee, and take steps to remedy the 
effects of the sex discrimination. 

7.​ If a complaint is made during summer recess, the complaint will be reviewed and 
addressed as quickly as possible given the availability of staff and/or other individuals 
who may have information relevant to the complaint. If fixed timeframes cannot be met, 
the complainant and respondent will receive notice and interim measures may be 
implemented as necessary. 

8.​ If the complainant or respondent (if applicable) is dissatisfied with the findings of the 
investigation, the complainant or respondent may file a written appeal within five (5) 
school days to the Title IX Coordinator, or, if the Title IX Coordinator conducted the 
investigation, to the Superintendent of Schools. The Title IX Coordinator or 
Superintendent shall review the Title IX Coordinator or designee’s written report, the 
information collected by the Title IX Coordinator or designee together with the 
recommended disposition of the complaint to determine whether the alleged conduct 
constitutes sex discrimination. The Title IX Coordinator or Superintendent of Schools 
may determine if further action and/or investigation is warranted. After completing this 
review, the Title IX Coordinator or Superintendent of Schools shall respond to the 
complainant and respondent (if applicable), in writing, within fifteen (15) school days 
following the receipt of the written request for review. 

 
E.​Miscellaneous 

 
1.​ If a sex discrimination complaint raises a concern about bullying behavior, the Title IX 

Coordinator shall notify the Safe School Climate Specialist or designee who shall 
coordinate any bullying investigation with the Title IX Coordinator, to promote the 
alignment of any such bullying investigation with the requirements of applicable Board 
policies and state law. Additionally, if a sex discrimination complaint raises a concern 
about discrimination or harassment on the basis of any other legally protected 
classification (such as race, religion, color, national origin, age, or disability), the Title 
IX Coordinator or designee shall make a referral to other appropriate personnel within 
the District (e.g. Section 504 Coordinator, etc.), so as to ensure that any such 
investigation complies with the requirements of policies regarding nondiscrimination. 

 
2.​ If the sex discrimination complaint results in reasonable cause to suspect or believe that 

a child has been abused or neglected, has had a nonaccidental physical injury, or injury 
which is at variance with the history given of such injury, is placed at imminent risk of 
serious harm, or that a student has been sexually assaulted by a school employee, then, 
the person to whom the complaint is given or who receives such information shall report 
such matters in accordance with the Board's policy on the Reports of Suspected Child 
Abuse or Neglect of Children. 

 
3.​ Retaliation against any individual who complains pursuant to the Board’s Policy 

regarding Title IX of the Education Amendments of 1972-Prohibition of Sex 
Discrimination and Sexual Harassment (Students) and these Administrative Regulations 
is strictly prohibited. Neither the District nor any other person may intimidate, threaten, 

 



coerce, or discriminate against any individual for the purpose of interfering with any right 
or privilege secured by Title IX or these Administrative Regulations, or because the 
individual has made a report or complaint, testified, assisted, or participated or refused to 
participate in any manner in an investigation, proceeding, or hearing under these 
Administrative Regulations. The District will take actions designed to prevent retaliation 
as a result of filing a complaint. Complaints alleging retaliation may be filed according to 
the grievance procedures for sex discrimination described herein. 

 

Section III.​ Further Reporting 

At any time, a complainant alleging sex discrimination or sexual harassment may also file a 
complaint with the Office for Civil Rights, Boston Office, U.S. Department of Education, 8th 
Floor, 5 Post Office Square, Boston, MA 02109-3921 (Telephone (617) 289-0111). 

Students may also make a report of sexual harassment and/or sex discrimination to the 
Connecticut Commission on Human Rights and Opportunities, 450 Columbus Boulevard, 
Hartford, CT 06103-1835 (Telephone: 860-541-3400 or Connecticut Toll Free Number: 
1-800-477-5737). 

 
Copies of these Administrative Regulations will be distributed to all students. 

1/17/2022 

 



Appendix A 

Sexual Assault: An offense classified as forcible or nonforcible sex offense under the uniform 
crime reporting system of the Federal Bureau of Investigation. 

Rape—(Except Statutory Rape) The carnal knowledge of a person, without the consent of 
the victim, including instances where the victim is incapable of giving consent because of 
the person’s age or because of the person’s temporary or permanent mental or physical 
incapacity. 

Sodomy—Oral or anal sexual intercourse with another person, without the consent of the 
victim, including instances where the victim is incapable of giving consent because of the 
person’s age or because of the person’s temporary or permanent mental or physical 
incapacity. 

Sexual Assault With An Object—To use an object or instrument to unlawfully penetrate, 
however slightly, the genital or anal opening of the body of another person, without the 
consent of the victim, including instances where the victim is incapable of giving consent 
because of the person’s age or because of the person’s temporary or permanent mental or 
physical incapacity. 

Fondling—The touching of the private body parts of another person for the purpose of 
sexual gratification without the consent of the victim, including instances where the 
victim is incapable of giving consent because of the person’s age or because of the 
person’s temporary or permanent mental or physical incapacity. 

Incest—Nonforcible sexual intercourse between persons who are related to each other 
within the degrees wherein marriage is prohibited by law. 

Statutory Rape—Nonforcible sexual intercourse with a person who is under the statutory 
age of consent. 

Dating Violence: Violence committed by a person who is or has been in a social relationship of 
a romantic or intimate nature with the victim; and where the existence of such a relationship 
shall be determined based on a consideration of the length of the relationship, the type of 
relationship, and the frequency of interaction between the persons involved in the relationship. 

Domestic Violence: Includes felony or misdemeanor crimes of violence committed by a current 
or former spouse or intimate partner of the victim, by a person with whom the victim shares a 
child in common, by a person who is cohabitating with or has cohabitated with the victim as a 
spouse or intimate partner, by a person similarly situated to a spouse of the victim under the 
domestic or family violence laws of the jurisdiction receiving grant monies, or by any other 
person against an adult or youth victim who is protected from that person’s acts under the 
domestic or family violence laws of the jurisdiction. 

 



Stalking: Engaging in a course of conduct directed at a specific person that would cause a 
reasonable person to fear for the person’s safety or the safety of others; or suffer 
substantial emotional distress. 

 



Series 
5000 
Students 

 

COMPLAINT FORM REGARDING SEXUAL HARASSMENT UNDER TITLE IX 
(STUDENTS) 

This complaint form should be used for complaints of sexual harassment as defined on page 1 of the Board’s 
Administrative Regulations Regarding Title IX of the Education Amendments of 1972 - Prohibition of Sex 

Discrimination and Sexual Harassment (Students) 
 
 

Name of the complainant​ ​  

Date of the complaint ​  

Date of the alleged sexual harassment​ ​  

Name or names of the sexual harasser(s)​ ​  
 
 
 

Location where such sexual harassment occurred​ ​  
 
 
 

Name(s) of any witness(es) to the sexual harassment 
 
 
 
 

Detailed statement of the circumstances constituting the alleged sexual harassment 
 
 
 
 
 
 
 

Remedy requested​  
 
 

Signature of Complainant or Title IX Coordinator: ​  
11/23/2020 

 



Series 
5000 
Students 

 
COMPLAINT FORM REGARDING SEX DISCRIMINATION (OTHER THAN SEXUAL 

HARASSMENT UNDER TITLE IX) (STUDENTS) 
 

This complaint form should be used for complaints of sex discrimination as defined on page 1 of the Board’s 
Administrative Regulations Regarding Title IX of the Education Amendments of 1972 - Prohibition of Sex 

Discrimination and Sexual Harassment (Students) 
 

Name of the complainant​ ​  
 

Date of the complaint ​  
 

Date of the alleged sex discrimination​ ​  
 

Name or names of the sex discriminator(s)​ ​  
 
 
 

Location where such sex discrimination occurred​ ​  
 
 
 

Name(s) of any witness(es) to the sex discrimination ​  
 
 
 

Detailed statement of the circumstances constituting the alleged sex discrimination 
 
 
 
 
 
 
 

Remedy requested​  
 
 

Signature: ​  
 

11/23/2020 

 



SAMPLE WRITTEN NOTICE FOR FORMAL COMPLAINTS OF STUDENT/STUDENT 
SEXUAL HARASSMENT 

[LETTERHEAD] 

NOTICE OF SEXUAL HARASSMENT ALLEGATIONS UNDER TITLE IX 
AND NOTICE OF BULLYING INVESTIGATION UNDER CONN. GEN. STAT. § 10-222d 

In accordance with the Board’s Policy and Administrative Regulations Regarding Title IX of the 
Education Amendments of 1972 - Prohibition of Sex Discrimination and Sexual Harassment 
(Students), a formal complaint of sexual harassment has been filed with or signed by the Title IX 
Coordinator. The formal complaint shall also be considered a written report of suspected 
bullying under the Board’s Bullying Prevention and Intervention Policy and Connecticut General 
Statutes § 10-222d. As such, a bullying investigation pursuant to the foregoing policy and statute 
will be conducted as part of the Title IX grievance process. This notice shall serve as notification 
that an investigation of alleged Title IX sexual harassment and bullying has commenced. Please 
be advised that students are entitled to different and additional procedural rights under the Title 
IX grievance process than under the Board’s Bullying Prevention and Intervention Policy. 

Identities of the parties involved, if known: 
​ (Complainant(s)) 
​ (Respondent(s)) 

The conduct allegedly constituting sexual harassment and bullying: 
 

 

 
 

The date and the location of the alleged incident, if known: 
 
 

The Title IX Coordinator or designee will contact the parties regarding the next step in the 
grievance process. Questions can be directed to the Title IX Coordinator: [INSERT CONTACT 
INFORMATION FOR TITLE IX COORDINATOR] 

 
Procedural Rights Under Title IX: 

●​ The respondent is presumed not responsible for the alleged conduct. A 
determination regarding responsibility under Title IX is made at the conclusion of 
the grievance process. 

 
●​ All parties involved in the Title IX grievance process may have an advisor of their 

choice who may be, but it not required to be, an attorney. This advisor may inspect and 
review evidence as permitted by the Board’s Administrative Regulations Regarding Title 
IX of the Education Amendments of 1972 - Prohibition of Sex Discrimination and 
Sexual Harassment (Students). 

 



It is a violation of the Board’s Student Discipline Policy to lie to school officials or otherwise 
engage in dishonest behavior, which includes knowingly making false statements or knowingly 
submitting false information during the grievance process. Any student who knowingly makes 
false statements or knowingly submits false information during this grievance process will be 
subject to sanctions pursuant to the Board’s Student Discipline Policy. 

A copy of the Board’s Policy and Administrative Regulations Regarding Title IX of the 
Education Amendments of 1972 - Prohibition of Sex Discrimination and Sexual 
Harassment (Students) and the Board’s Bullying Prevention and Intervention Policy is 
included with this notice. 

 
1/26/2022 

 



SAMPLE WRITTEN NOTICE FOR FORMAL COMPLAINTS OF STUDENT/EMPLOYEE 
SEXUAL HARASSMENT 

[LETTERHEAD] 

NOTICE OF SEXUAL HARASSMENT ALLEGATIONS UNDER TITLE IX 

In accordance with the Board’s Policy and Administrative Regulations Regarding Title IX of the 
Education Amendments of 1972 - Prohibition of Sex Discrimination and Sexual Harassment 
(Students), a formal complaint of sexual harassment has been filed with or signed by the Title IX 
Coordinator. 

Identities of the parties involved, if known: 
​ (Complainant(s)) 
​ (Respondent(s)) 

The conduct allegedly constituting sexual harassment: 
 

 

 
 

The date and the location of the alleged incident, if known: 
 
 

The Title IX Coordinator or designee will contact the parties regarding the next step in the 
grievance process. Questions can be directed to the Title IX Coordinator: [INSERT CONTACT 
INFORMATION FOR TITLE IX COORDINATOR] 

 
The respondent is presumed not responsible for the alleged conduct. A determination regarding 
responsibility is made at the conclusion of the grievance process. 

 
All parties involved may have an advisor of their choice who may be, but it not required to be, an 
attorney. This advisor may inspect and review evidence as permitted by the Board’s 
Administrative Regulations Regarding Title IX of the Education Amendments of 1972 - 
Prohibition of Sex Discrimination and Sexual Harassment (Students). 

 
It is a violation of the Board’s Student Discipline Policy to lie to school officials or otherwise 
engage in dishonest behavior, which includes knowingly making false statements or knowingly 
submitting false information during the grievance process. Any student who knowingly makes 
false statements or knowingly submits false information during this grievance process will be 
subject to sanctions pursuant to the Board’s Student Discipline Policy. Any employee who 
knowingly makes false statements or knowing submits false information during this grievance 
process is subject to discipline, up to and including termination. 

 
A copy of the Board’s Policy and Administrative Regulations Regarding Title IX of the 
Education Amendments of 1972 - Prohibition of Sex Discrimination and Sexual 
Harassment (Students) is included with this notice. 

 



1/26/2022 

 



SAMPLE WRITTEN NOTICE FOR THE INFORMAL RESOLUTION PROCESS FOR 
SEXUAL HARASSMENT COMPLAINTS 

[LETTERHEAD] 

NOTICE OF INFORMAL RESOLUTION PROCESS FOR SEXUAL HARASSMENT 
COMPLAINTS UNDER TITLE IX 

In accordance with the Board’s Policy and Administrative Regulations Regarding Title IX of the 
Education Amendments of 1972 - Prohibition of Sex Discrimination and Sexual Harassment 
(Students), a formal complaint of sexual harassment has been filed with the Title IX Coordinator. 
The Board has an informal resolution process to promptly and equitably resolve such complaints 
using mediation [alternatively, could be restorative justice]. This informal resolution process 
will only be utilized if both the Complainant and Respondent agree to do so. 

The conduct allegedly constituting sexual harassment:​  
 
 
 

If both parties agree to the informal resolution process, it shall preclude the parties from 
resuming a formal complaint arising out of the same allegations. However, either party may 
withdraw from the informal resolution process at any time before agreeing to a resolution and 
resume the grievance process for formal complaints of sexual harassment. 

 
If both parties agree to a resolution, that resolution is binding upon both parties and cannot be 
changed or appealed. 

 
The District will maintain for a period of seven (7) years records of the informal resolution 
process and results therefrom. 

 
 
 

I voluntarily consent to the informal resolution process: 
 
 

Complainant​ Date 
 
 

Parent/Guardian of Complainant​ Date 
 
 

Respondent​ Date 
 
 

Parent/Guardian of Respondent​ Date 
11/23/2020 

 



 

 

Series 4000​ ​ ​ ​ ​ ​ ​ ​ 4118.112/4218.112 

Personnel 

 

POLICY REGARDING PROHIBITION OF SEX DISCRIMINATION  

AND SEXUAL HARASSMENT IN THE WORKPLACE (PERSONNEL) 

 

 

It is the policy of the Newtown Board of Education (the “Board”) for the Newtown 

Public Schools (the “District”) that any form of sex discrimination or sexual harassment 

is prohibited in the Board’s education programs and activities, whether by students, 

Board employees or third parties subject to substantial control by the Board. It is the 

policy of the Board to maintain a working environment free from harassment, insults or 

intimidation on the basis of an employee's sex and free from discrimination based on 

sex.   

 

The Board does not discriminate on the basis of sex in the education programs or 

activities that it operates and the Board is required by Title IX of the Education 

Amendments of 1972 and its implementing regulations (“Title IX”), Title VII of the 

Civil Rights Act of 1964 (“Title VII”), and Connecticut law not to discriminate in such 

a manner. Discrimination or harassment on the basis of sex includes discrimination or 

harassment on the basis of gender identity or sexual orientation. Students, Board 

employees and third parties are required to adhere to a standard of conduct that is 

respectful of the rights of all parties. Any employee or student who engages in conduct 

prohibited by this Policy shall be subject to disciplinary action, up to and including 

termination or expulsion, respectively. Third parties who engage in conduct prohibited 

by this Policy shall be subject to other sanctions, which may include exclusion from 

Board property and/or activities.  Individuals who engage in acts of sex discrimination 

or sexual harassment may also be subject to civil and criminal penalties. 

 

For conduct to violate Title IX, the conduct must have occurred in an education 

program or activity of the Board; the conduct must have occurred within the United 

States of America; and the complainant must be participating in or attempting to 

participate in the education program or activity of the Board. Conduct that does not 

meet these requirements still may constitute a violation of Title VII, Connecticut law, 

and/or another Board policy. 

 

The Superintendent of Schools shall develop Administrative Regulations implementing 

this Policy and in accordance with Title IX, Title VII, and Connecticut law (the 

“Administrative Regulations”). 

 

Sex discrimination occurs when an employer refuses to hire, disciplines or discharges 

any individual, or otherwise discriminates against an individual with respect to his or 

her compensation, terms, conditions, or privileges of employment on the basis of the 

individual’s sex.  Sex discrimination also occurs when a person, because of the person’s 

sex, is denied participation in or the benefits of any education program or activity 

receiving federal financial assistance. 

 © 2022 Shipman & Goodwin LLP. All rights reserved. 

 



  

 

Sexual harassment under Title IX means conduct on the basis of sex that satisfies one 

or more of the following:  

 

(1) An employee of the Board conditioning the provision of an aid, benefit, or 

service of the Board on an individual’s participation in unwelcome sexual 

conduct (i.e., quid pro quo);  

 

(2) Unwelcome conduct determined by a reasonable person to be so severe, 

pervasive, and objectively offensive that it effectively denies a person equal 

access to the Board’s education programs or activities; or  

 

(3) “Sexual assault” as defined in 20 U.S.C. 1092(f)(6)(A)(v), “dating 

violence” as defined in 34 U.S.C. 12291(a)(10), “domestic violence” as defined 

in 34 U.S.C. 12291(a)(8), or “stalking” as defined in 34 U.S.C. 12291(a)(30). 

 

Sexual harassment under Title VII and Connecticut law means unwelcome sexual 

advances, requests for sexual favors, and other verbal or physical conduct of a sexual 

nature when: 

 

(1) Submission to such conduct is made either explicitly or implicitly a term or 

condition of an individual's employment; 

 

(2) Submission to or rejection of such conduct by an individual is used as the 

basis for employment decisions affecting such individual; or  

 

(3) Such conduct has the purpose or effect of unreasonably interfering with an 

individual's work performance or creating an intimidating, hostile, or offensive 

working environment.    

 

Reporting Sex Discrimination or Sexual Harassment 

 

It is the express policy of the Board to encourage victims of sex discrimination and/or 

sexual harassment to report such claims. Employees are encouraged to report 

complaints of sex discrimination and/or sexual harassment promptly in accordance with 

the appropriate process set forth in the Administrative Regulations.  The Board directs 

its employees to respond to such complaints in a prompt and equitable manner.  

Violations of this Policy by employees will not be permitted and may result in 

discipline up to and including discharge from employment.  Individuals who engage in 

acts of sex discrimination or sexual harassment may also be subject to civil and criminal 

penalties.  Retaliation against any employee for complaining about sex discrimination or 

sexual harassment is prohibited under this Policy and illegal under state and federal 

law.   

  

Any Board employee with notice of sex discrimination and/or sexual harassment 

allegations shall immediately report such information to the building principal and/or 

- 2 - 
 



  

the Title IX Coordinator, or if the employee does not work in a school building, to the 

Title IX Coordinator. 

  

The Newtown Public Schools administration (the “Administration”) shall provide 

training to Title IX Coordinator(s), investigators, decision-makers, and any person who 

facilitates an informal resolution process (as set forth in the Administrative 

Regulations), which training shall include, but need not be limited to, the definition of 

sex discrimination and sexual harassment, the scope of the Board’s education program 

and activity, how to conduct an investigation and implement the grievance process, and 

how to serve impartially, including by avoiding prejudgment of the facts at issue, 

conflicts of interest, and bias.  The Administration shall make the training materials 

used to provide these trainings publicly available on the Board’s website. The 

Administration shall also periodically provide training to all Board employees on the 

topic of sex discrimination and sexual harassment under Title IX, Title VII, and 

Connecticut law, which shall include but not be limited to when reports of sex 

discrimination and/or sexual harassment must be made. The Administration shall 

distribute this Policy and the Administrative Regulations to employees, union 

representatives, students, parents and legal guardians and make the Policy and the 

Administrative Regulations available on the Board’s website to promote an environment 

free of sex discrimination and sexual harassment. 

 

The Board’s Title IX Coordinator is  

 

Frank Purcaro  
Assistant Superintendent 

3 Primrose Street Newtown, CT 06470  
Telephone: 203-426-7617 

purcarof@newtown.k12.ct.us  
 

 

Any Board employee in receipt of allegations of sex discrimination or sexual 

harassment, or in receipt of a formal complaint, shall immediately forward such 

information to the Title IX Coordinator. Board employees may also make a report of 

sexual harassment and/or sex discrimination to the U.S. Department of Education: 

Office for Civil Rights, Boston Office, U.S. Department of Education, 8
th
 Floor, 5 

Post Office Square, Boston, MA 02109-3921 (Telephone: 617-289-0111). 

 

Employees may also make a report of sexual harassment and/or sex discrimination to 

the Connecticut Commission on Human Rights and Opportunities, 450 Columbus 

Boulevard, Hartford, CT 06103-1835 (Telephone: 860-541-3400 or Connecticut Toll 

Free Number: 1-800-477-5737). 

 

 

Legal References:​  

Civil Rights Act of 1964, Title VII, 42 U.S.C. § 2000e-2(a). 
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Equal Employment Opportunity Commission Policy Guidance on 

Current Issues of Sexual Harassment (N-915.050), March 19, 

1990. 

Title IX of the Education Amendments of 1972, 20 U.S.C. § 

1681, et seq. 

Title IX of the Education Amendments of 1972, 34 CFR § 106, 

et seq. 

Meritor Savings Bank, FSB v. Vinson, 477 U.S. 57 (1986) 

Conn. Gen. Stat. § 46a-54 - Commission powers Connecticut  

Conn. Gen. Stat. § 46a-60 - Discriminatory employment practices 

prohibited. 

Conn. Gen. Stat. § 46a-81c - Sexual orientation discrimination: 

Employment 

Conn. Gen. Stat. § 10-153 - Discrimination on the basis of sex, 

gender identity or expression or marital status prohibited 

Conn. Agencies Regs. §§ 46a-54-200 through § 46a-54-207 

 

ADOPTED:_________ 

REVISED:__________ 

 

7/30/2021 

- 4 - 
 



 

 

Series 4000​ ​ ​ ​ ​ ​ ​ ​ 4118.112/4218.112 

Personnel 
 

 
 

ADMINISTRATIVE REGULATIONS REGARDING 
THE PROHIBITION OF SEX DISCRIMINATION AND SEXUAL HARASSMENT 

(PERSONNEL) 
 
It is the policy of the Newtown Board of Education (the “Board”) for the Newtown Public 
Schools (the “District”) that any form of sex discrimination or sexual harassment is prohibited in 
the Board’s education programs and activities, whether by students, Board employees or third 
parties subject to substantial control by the Board. Discrimination or harassment on the basis of 
sex includes discrimination or harassment on the basis of gender identity or sexual orientation. 
Students, District employees and third parties are expected to adhere to a standard of conduct 
that is respectful of the rights of students, District employees, and third parties. It is the policy of 
the Board to maintain a working environment free from harassment, insults or intimidation on 
the basis of an employee's sex and free from discrimination based on sex.  Verbal or physical 
conduct by a supervisor or co-worker relating to an employee's sex that has the effect of creating 
an intimidating, hostile or offensive work environment, unreasonably interfering with the 
employee's work performance, or adversely affecting the employee's employment opportunities 
is prohibited.  
 
Any employee or student who engages in conduct prohibited by the Board’s Policy regarding the 
Prohibition of Sex Discrimination and Sexual Harassment (Personnel) shall be subject to 
disciplinary action.  Any third party who engages in conduct prohibited by the Board’s Policy 
regarding the Prohibition of Sex Discrimination and Sexual Harassment (Personnel) shall be 
subject to remedial measures, which may include exclusion from school property. 
 
Sex discrimination occurs when a person, because of the person’s sex, is denied participation in 
or the benefits of any education program or activity receiving federal financial assistance. 
 
Sexual harassment under Title IX means conduct on the basis of sex that satisfies one or more 
of the following:  

(1) An employee of the Board conditioning the provision of an aid, benefit, or service of the 
Board on an individual’s participation in unwelcome sexual conduct (i.e., quid pro quo);  
(2) Unwelcome conduct 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 programs or activities; or  
(3) “Sexual assault” as defined in 20 U.S.C. 1092(f)(6)(A)(v), “dating violence” as defined 
in 34 U.S.C. 12291(a)(10), “domestic violence” as defined in 34 U.S.C. 12291(a)(8), or 
“stalking” as defined in 34 U.S.C. 12291(a)(30). These definitions can be found in Appendix 
A of these Administrative Regulations. 
 

 



  

Sexual harassment under Title VII and Connecticut law means unwelcome sexual advances, 
requests for sexual favors, and other verbal or physical conduct of a sexual nature when: 

(1) Submission to such conduct is made either explicitly or implicitly a term or condition of 
an individual's employment; 
(2) Submission to or rejection of such conduct by an individual is used as the basis for 
employment decisions affecting such individual; or  
(3) Such conduct has the purpose or effect of unreasonably interfering with an individual's 
work performance or creating an intimidating, hostile, or offensive working environment.   

  
Although not an exhaustive list, the following are other examples of conduct prohibited by the 
Board’s Policy regarding the Prohibition of Sex Discrimination and Sexual Harassment 
(Personnel): 
 
​ 1.​ Unwelcome sexual advances from a co-worker or supervisor, such as unwanted 

hugs, touches, or kisses; 
 
​ 2.​ Unwelcome attention of a sexual nature, such as degrading, suggestive or lewd 

remarks or noises; 
 
​ 3.​ Dirty jokes, derogatory or pornographic posters, cartoons or drawings;  
 
​ 4.​ The threat or suggestion that continued employment advancement, assignment or 

earnings depend on whether or not the employee will submit to or tolerate 
harassment; 

 
​ 5.​ Circulating, showing, or exchanging emails, text messages, digital images or 

websites of a sexual nature; 
 
​ 6.​ Using computer systems, including email, instant messaging, text messaging, 

blogging or the use of social networking websites, or other forms of electronic 
communications, to engage in any conduct prohibited by the Board’s Policy 
regarding the Prohibition of Sex Discrimination and Sexual Harassment 
(Personnel). 

 
NOTICE OF THE TITLE IX COORDINATOR 
 
The District’s Title IX Coordinator is  

 
Frank Purcaro  

Assistant Superintendent 
3 Primrose Street Newtown, CT 06470  

Telephone: 203-426-7617 
purcarof@newtown.k12.ct.us  
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Any District employee in receipt of allegations of sex discrimination or sexual harassment, or in 
receipt of a formal complaint, shall immediately forward such information to the Title IX 
Coordinator. The Title IX Coordinator manages the District’s compliance with Title IX, Title VII 
and Connecticut law with respect to sexual harassment and/or sex discrimination and is an 
available resource to anyone seeking information or wishing to file a formal complaint of same. 
When a student, District employee, or other participant in the District’s programs and activities 
feels that such person has been subjected to discrimination on the basis of sex in any District 
program or activity, including without limitation being subjected to sexual harassment, such 
person may contact the Title IX Coordinator or utilize the Title IX, Title VII and Connecticut law 
grievance systems set forth herein to bring concerns forward for the purpose of obtaining a 
prompt and equitable resolution. 

 
 
EXPLANATION OF COMPLAINT PROCESS AND PROCEDURE 
 
The federal regulations implementing Title IX require the adoption and publication of two 
separate grievance systems: a grievance process for complaints of sex discrimination involving 
allegations of sexual harassment and grievance procedures for complaints of sex discrimination 
that are not sexual harassment.  Accordingly, the Administration will process any complaints of 
sex discrimination involving allegations of sexual harassment, as defined above, pursuant to the 
grievance process set forth in Section I of these regulations.  The Administration will process 
any complaints of sex discrimination that are not sexual harassment pursuant to the grievance 
procedures set forth in Section II of these regulations. 
 
The District will keep confidential the identity of any individual who has a made a report or 
complaint of sex discrimination, including any individual who has made a report or filed a 
formal complaint of sexual harassment, any complainant, any individual who has been reported 
to be the perpetrator of sex discrimination, any respondent, and any witness, except as may be 
permitted by the Family Educational Rights and Privacy Act (FERPA), or as required by law, or 
to carry out the purposes of these Administrative Regulations, including the conduct of any 
investigation, hearing, or judicial proceeding arising from these Administrative Regulations.  
 
The obligation to comply with Title IX is not obviated or alleviated by the FERPA.   
 

SECTION I.​ GRIEVANCE PROCESS FOR COMPLAINTS OF SEXUAL 
HARASSMENT UNDER TITLE IX 

A.​ Definitions 
 

●​ Bias occurs when it is proven that the Title IX Coordinator, investigator(s), 
and/or decision-maker(s) demonstrate actual bias, rather than the appearance 
of bias.  Actual bias includes, but is not limited to, demonstrated personal 
animus against the respondent or the complainant and/or prejudgment of the 
facts at issue in the investigation.  
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●​ Complainant means an individual who is alleged to be the victim of conduct that could 
constitute sexual harassment. 

●​ A conflict of interest occurs when it is proven that the Title IX Coordinator, 
investigator(s), and/or decision-maker(s) have personal, financial and/or familial interests 
that affected the outcome of the investigation. 

●​ Consent means an active, clear and voluntary agreement by a person to engage in sexual 
activity with another person (also referred to hereafter as “affirmative consent”). 

For the purposes of an investigation conducted pursuant to these Administrative 
Regulations, the following principles shall be applied in determining whether consent for 
sexual activity was given and/or sustained:  

A.       Affirmative consent is the standard used in determining whether consent to 
engage in sexual activity was given by all persons who engaged in the sexual activity. 

B.​ Affirmative consent may be revoked at any time during the sexual activity by 
any person engaged in the sexual activity. 

C.       ​It is the responsibility of each person engaging in sexual activity to ensure that 
the person has the affirmative consent of all persons engaged in the sexual activity to 
engage in the sexual activity and that the affirmative consent is sustained throughout 
the sexual activity. 

D.      ​ It shall not be a valid excuse to an alleged lack of affirmative consent that the 
respondent to the alleged violation believed that the complainant consented to the 
sexual activity: 

(i)​ because the respondent was intoxicated or reckless or failed to take 
reasonable steps to ascertain whether the complainant affirmatively consented, or  

(ii)​ if the respondent knew or should have known that the complainant was 
unable to consent because such individual was unconscious, asleep, unable to 
communicate due to a mental or physical condition, unable to consent due to the 
age of the individual or the age difference between the individual and the 
respondent, or incapacitated due to the influence of drugs, alcohol or medication.  

E.       The existence of a past or current dating or sexual relationship between the 
complainant and the respondent, in and of itself, shall not be determinative of a 
finding of consent.   

●​ For purposes of investigations and complaints of sexual harassment, education program 
or activity includes locations, events, or circumstances over which the Board exercises 
substantial control over both the respondent and the context in which the sexual 
harassment occurs. 
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●​ Employee means (A) a teacher, substitute teacher, school administrator, school 
superintendent, guidance counselor, school counselor, psychologist, social worker, nurse, 
physician, school paraprofessional or coach employed by the Board or working in a 
public elementary, middle or high school; or (B) any other individual who, in the 
performance of the individual’s duties, has regular contact with students and who 
provides services to or on behalf of students enrolled in a public elementary, middle or 
high school, pursuant to a contract with the Board.  

●​ Formal complaint means a document filed by a complainant or signed by the Title IX 
Coordinator alleging sexual harassment (as defined under Title IX) against a respondent 
and requesting that the Administration investigate the allegation of sexual harassment. A 
“document filed by a complainant” means a document or electronic submission that 
contains the complainant’s physical or digital signature, or otherwise indicates that the 
complainant is the person filing the formal complaint. 

●​ Respondent means an individual who has been alleged to be the perpetrator of conduct 
that could constitute sexual harassment. 

●​ School days means the days that school is in session as designated on the calendar posted 
on the Board’s website. In its discretion, and when equitably applied and with proper 
notice to the parties, the District may consider business days during the summer recess as 
“school days” if such designation facilitates the prompt resolution of the grievance 
process. 

●​ Supportive measures means 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 the District’s education program or activity without unreasonably burdening the 
other party, including measures designed to protect the safety of all parties or the 
District’s educational environment, or deter sexual harassment. Supportive measures may 
include counseling, extensions of deadlines or other course-related adjustments, 
modifications of work or class schedules, mutual restrictions on contact between the 
parties, increased security and monitoring, and other similar measures. 

B.​ Reporting Sexual Harassment 
 
1.​ It is the express policy of the Board to encourage victims of sexual harassment to 

report such claims. Any person may report sexual harassment (whether or not the 
person reporting is the person alleged to be the victim of conduct that could constitute 
sexual harassment), in person, by mail, by telephone, or by electronic mail, using the 
contact information listed for the Title IX Coordinator. If the District receives notice 
of sexual harassment or alleged sexual harassment against a person in the District’s 
education program or activity, the Title IX Coordinator will promptly contact the 
complainant to discuss the availability of supportive measures, whether or not the 
complainant files a formal complaint, and will consider the complainant’s wishes with 
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respect to such measures. If the complainant has yet to file a formal complaint, the 
Title IX Coordinator will explain to the complainant the process for doing so.  

 
2.​ The District will treat complainants and respondents equitably. A respondent is 

presumed not responsible for the alleged conduct and a determination regarding 
responsibility will be made at the conclusion of the grievance process if a formal 
complaint is filed. Nothing in these Administrative Regulations shall preclude the 
District from placing an employee respondent on administrative leave during the 
pendency of the grievance process. Further, nothing in these Administrative 
Regulations shall limit or preclude the District from removing a respondent from the 
District’s education program or activity on an emergency basis, provided that the 
District undertakes an individualized safety and risk analysis, and determines that an 
immediate threat to the physical health or safety of any student or other individual 
arising from the allegations of sexual harassment justifies removal. If a respondent is 
removed on an emergency basis, the District shall provide the respondent with notice 
and an opportunity to challenge the decision immediately following the removal.  

C.​ Formal Complaint and Grievance Process  
 
1.​ A formal complaint may be filed with the Title IX Coordinator in person, by mail, or 

by electronic mail, by using the contact information listed for the Title IX 
Coordinator. At the time of filing a formal complaint, a complainant must be 
participating in or attempting to participate in the District’s education programs or 
activity. A formal complaint may be signed by the Title IX Coordinator. If the formal 
complaint being filed is against the Title IX Coordinator, the formal complaint should 
be filed with the Superintendent. If the formal complaint being filed is against the 
Superintendent, the formal complaint should be filed with the Board Chair, who will 
then retain an independent investigator to investigate the matter.  

 
2.​ The District may consolidate formal complaints as to allegations of sexual harassment 

against more than one respondent, or by more than one complainant against one or 
more respondents, or by one party against the other party, where the allegations of 
sexual harassment arise out of the same facts or circumstances. If possible, formal 
complaints should be filed within ten (10) school days of the alleged occurrence in 
order to facilitate the prompt and equitable resolution of such claims. The District will 
attempt to complete the formal grievance process within ninety (90) school days of 
receiving a formal complaint.  This timeframe may be temporarily delayed or 
extended in accordance with Subsection G of this Section. 

 
3.​ Upon receipt of a formal complaint, if the Title IX Coordinator has not already 

discussed the availability of supportive measures with the complainant, the Title IX 
Coordinator will promptly contact the complainant to discuss the availability of such 
measures and consider the complainant’s wishes with respect to them. The Title IX 
Coordinator or designee may also contact the respondent, separately from the 
complainant, to discuss the availability of supportive measures for the respondent. 
The District will maintain as confidential any supportive measures provided to the 
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complainant or respondent, to the extent that maintaining such confidentiality would 
not impair the ability of the District to provide such supportive measures.   

 
4.​ Within ten (10) school days of receiving a formal complaint, the District will provide 

the known parties with written notice of the allegations potentially constituting sexual 
harassment under Title IX and a copy of this grievance process. The written notice 
must also include the following: 

 
i.​ The identities of the parties involved in the incident, if known; 

ii.​ The conduct allegedly constituting sexual harassment as defined above; 
iii.​ The date and the location of the alleged incident, if known; 
iv.​ A statement that the respondent is presumed not responsible for the 

alleged conduct and that a determination regarding responsibility is made 
at the conclusion of the grievance process; 

v.​ A statement that the parties may have an advisor of their choice, who may 
be, but is not required to be, an attorney, and may inspect and review 
evidence; and 

vi.​ A statement of any provision in the District’s policies that prohibits 
knowingly making false statements or knowingly submitting false 
information during the grievance process. 
 

If, in the course of an investigation, the District decides to investigate allegations about 
the complainant or respondent that are not included in the written notice, the District 
must provide notice of the additional allegations to the parties whose identities are 
known.   
 

5.​ The parties may have an advisor of their choice accompany them during any grievance 
proceeding at which the party’s attendance is required. The District may, in its discretion, 
establish certain restrictions regarding the extent to which an advisor may participate in 
the proceedings.  If any such restrictions are established, they will be applied equally to 
all parties.  
 

6.​ The Title IX Coordinator will, as applicable, promptly commence an investigation of the 
formal complaint, designate a school administrator to promptly investigate the formal 
complaint, or dismiss the formal complaint in accordance with Subsection F of this 
Section. The standard of evidence to be used to determine responsibility is the 
preponderance of the evidence standard (i.e., more likely than not).  The burden of proof 
and the burden of gathering evidence sufficient to reach a determination regarding 
responsibility rest on the District and not on the parties.  
 

7.​ The parties will be given an equal opportunity to discuss the allegations under 
investigation with the investigator(s) and are permitted to gather and present relevant 
evidence. This opportunity includes presenting witnesses, including fact and expert 
witnesses, and other inculpatory and exculpatory evidence. Credibility determinations 
will not be based on a person’s status as a complainant, respondent, or witness.  The 
District will provide to a party whose participation is invited or expected (including a 
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witness) written notice of the date, time, location, participants, and purpose of all 
hearings (if applicable), investigative interviews, or other meetings, with sufficient time 
for the party to prepare to participate.   
 

8.​ Both parties will be given an equal opportunity to inspect and review any evidence 
obtained as part of the investigation that is directly related to the allegations raised in the 
formal complaint, including the evidence upon which the District does not intend to rely 
in reaching a determination regarding responsibility and inculpatory or exculpatory 
evidence whether obtained from a party or other source, so that each party can 
meaningfully respond to the evidence prior to the conclusion of the investigation. Prior to 
completion of the investigative report, the District will send to each party and the party’s 
advisor, if any, the evidence subject to inspection and review in an electronic format or a 
hard copy, and the parties will have ten (10) school days to submit a written response, 
which the investigator(s) will consider prior to completion of the investigative report, as 
described in Paragraph 9 of this Subsection.  
 

9.​ The investigator(s) will create an investigative report that fairly summarizes relevant 
evidence. The investigator(s) will send the investigative report, in an electronic format or 
hard copy, to each party and to each party’s advisor for their review and written response 
at least ten (10) school days prior to the time a determination regarding responsibility is 
made.  
 

10.​The Superintendent will appoint a decision-maker(s), who shall be a District employee or 
third-party contractor and who shall be someone other than the Title IX Coordinator or 
investigator(s). If the formal complaint filed is against the Superintendent, the Board 
Chair shall appoint the decision-maker, who shall be someone other than the Title IX 
Coordinator or investigator(s). The investigator(s) and the decision-maker(s) shall not 
discuss the investigation’s facts and/or determination while the formal complaint is 
pending.  The decision-maker(s) will afford each party the opportunity to submit written, 
relevant questions that a party wants asked of any party or witness, provide each party 
with the answers, and allow for additional, limited follow-up questions from each party. 
Questions and evidence about the complainant’s sexual predisposition or prior sexual 
behavior are not relevant, unless such questions and evidence about the complainant’s 
prior sexual behavior are offered to prove that someone other than the respondent 
committed the conduct alleged by the complainant, or if the questions and evidence 
concern specific incidents of the complainant’s prior sexual behavior with respect to the 
respondent and are offered to prove consent. The decision-maker(s) will explain to the 
party proposing the questions any decisions to exclude a question as not relevant.  
 

11.​The decision-maker(s) will issue a written determination regarding responsibility.  To 
reach this determination, the decision-maker must apply the preponderance of the 
evidence standard. The written determination will 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, methods 
used to gather other evidence, and hearings held; (3) findings of fact supporting the 
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determination; (4) conclusions regarding the application of the District’s code of conduct 
to the facts; (5) a statement of, and rationale for, the result as to each allegation, including 
a determination regarding responsibility, any disciplinary sanctions the District will 
impose on the respondent, and whether remedies designed to restore or preserve equal 
access to the District’s education program or activity will be provided by the District to 
the complainant; and (6) the District’s procedures and permissible bases for the 
complainant and respondent to appeal. If the respondent is found responsible for violating 
the Board’s Policy regarding the Prohibition of Sex Discrimination and Sexual 
Harassment (Personnel), the written determination shall indicate whether the respondent 
engaged in sexual harassment as defined by the Board’s Policy and these Administrative 
Regulations.  The written determination will be provided to both parties simultaneously.  
 

12.​Student respondents found responsible for violating the Board’s Policy regarding the 
Prohibition of Sex Discrimination and Sexual Harassment (Personnel) may be subject to 
discipline up to and including expulsion.  Employee respondents found responsible for 
violating the Board’s Policy regarding the Prohibition of Sex Discrimination and Sexual 
Harassment (Personnel) may be subject to discipline up to and including termination of 
employment.  Other respondents may be subject to exclusion from the District’s 
programs, activities and/or property.  In appropriate circumstances, the District may make 
a criminal referral.  Remedies will be designed to restore or preserve equal access to the 
District’s education programs or activities.  
 

13.​After receiving notification of the decision-maker(s)’ decision, or after receiving 
notification that the District dismissed a formal complaint or any allegation therein, both 
complainant and respondent may avail themselves of the appeal process set forth in 
Section E of this Section.  

 
D.​ Informal Resolution  

 
At any time prior to reaching a determination regarding responsibility, but only after the filing of 
a formal complaint, the District may suggest to the parties the possibility of facilitating an 
informal resolution process, such as mediation, to resolve the formal complaint without the need 
for a full investigation and adjudication. If it is determined that an informal resolution may be 
appropriate, the Title IX Coordinator or designee will consult with the parties. 
 
Prior to facilitating an informal resolution to a formal complaint, the Title IX Coordinator or 
designee will provide the parties with written notice disclosing the sexual harassment 
allegations, the requirements of an informal resolution process, and any consequences from 
participating in the informal resolution process. Upon receipt of this document, complainants 
and respondents have five (5) school days to determine whether they consent to participation in 
the informal resolution. The District must obtain voluntary, written consent to the informal 
resolution process from both parties.  

Prior to agreeing to any resolution, any party has the right to withdraw from the informal 
resolution process and resume the grievance process with respect to the formal complaint. If a 
satisfactory resolution is reached through this informal process, the matter will be considered 
resolved. If these efforts are unsuccessful, the formal grievance process will continue. 
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Nothing in this section precludes an employee from filing a complaint of retaliation for matters 
related to an informal resolution, nor does it preclude either party from filing complaints based 
on conduct that is alleged to occur following the District’s facilitation of the informal resolution.  

An informal resolution is not permitted to resolve allegations that an employee sexually 
harassed a student.  

E.​ Appeal Process  
 

After receiving notification of the decision-maker(s)’ decision, or after receiving notification that 
the District dismissed a formal complaint or any allegation therein, both complainant and 
respondent have five (5) school days to submit a formal letter of appeal to the Title IX 
Coordinator specifying the grounds upon which the appeal is based. Upon receipt of an appeal, 
the Superintendent shall appoint a decision-maker(s) for the appeal, who shall be someone other 
than the Title IX Coordinator, investigator(s) or initial decision-maker(s). 
 
Appeals will be appropriate only in the following circumstances: 
 
●​ new evidence that was not reasonably available at the time the determination regarding 

responsibility or dismissal was made, that could affect the outcome of the matter; 

●​ procedural irregularity that affected the outcome of the matter; 

●​ the Title IX Coordinator, investigator(s), and/or decision-maker(s) had a conflict of interest 
or bias for or against complainants or respondents generally or the individual complainant or 
respondent that affected the outcome of the matter.  A conflict of interest or bias does not 
exist solely because the Title IX Coordinator, investigators(s), and/or decision-maker(s) 
previously worked with or disciplined the complainant or respondent. 

The District will provide the other party with written notice of such appeal. The appealing party 
will then have ten (10) school days to submit to the decision-maker(s) for the appeal a written 
statement in support of, or challenging, the outcome of the grievance process. The 
decision-maker(s) for the appeal will provide the appealing party’s written statement to the other 
party. The other party will then have ten (10) school days to submit to the decision-maker for the 
appeal a written statement in support of, or challenging, the outcome of the grievance process. 
The decision-maker(s) for the appeal, in their discretion, will determine any additional necessary 
and appropriate procedures for the appeal.  

After considering the parties’ written statements, the decision-maker(s) for the appeal will 
provide a written decision. The decision-maker(s) for the appeal will attempt to issue the written 
decision within thirty (30) school days of receipt of all written statements from the parties. If it is 
found that one of the bases for appeal exists, the decision-maker(s) for the appeal will issue an 
appropriate remedy.  

Supportive measures for either or both parties may be continued throughout the appeal process.  

 
F.​ Dismissal of a Formal Complaint   
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The Title IX Coordinator shall dismiss any formal complaint that, under Title IX, 1) would not 
constitute sexual harassment as defined under Title IX even if proved, 2) did not occur in the 
District’s education program or activity, or 3) did not occur against a person in the United States. 
Such dismissal does not preclude action under another Board policy.  
 
The District may dismiss a formal complaint or any allegations therein, if at any time during the 
investigation or hearing: 1) a complainant notifies the Title IX Coordinator in writing that the 
complainant would like to withdraw the formal complaint or any allegations therein; 2) the 
respondent is no longer enrolled or employed in the District; or 3) specific circumstances prevent 
the District from gathering evidence sufficient to reach a determination as to the formal 
complaint or allegations therein.  
 
Upon a dismissal, the District will promptly and simultaneously send written notice of the 
dismissal and reason(s) therefor to each party. Either party can appeal from the District’s 
dismissal of a formal complaint or any allegations therein using the appeals procedure. 
 
In the event a formal complaint is dismissed prior to the issuance of a decision under Title IX, 
the Title IX Coordinator shall determine if the allegations of sexual harassment shall proceed 
through the grievance procedures identified in Section II of these Administrative Regulations for 
claims of sex discrimination for consideration as to whether the allegations constitute sexual 
harassment under Title VII or Connecticut law. 
 
A dismissal pursuant to this section does not preclude action by the District under the Student 
Discipline policy, Code of Conduct for students/or and employees, or any other applicable rule, 
policy, and/or collective bargaining agreement.  
 
G.  Miscellaneous  

 
1.​Any timeframe set forth in these Administrative Regulations may be temporarily delayed 

or extended for good cause. Good cause may include, but is not limited to, considerations 
such as the absence or illness of a party, a party’s advisor, or a witness; concurrent law 
enforcement activity; concurrent activity by the Department of Children and Families; or 
the need for language assistance or accommodation of disabilities. If any timeframe is 
altered on a showing of good cause, written notice will be provided to each party with the 
reasons for the action. 

 
2.​ If a sexual harassment complaint raises a concern about discrimination or harassment on 

the basis of any other legally protected classification (such as race, religion, color, 
national origin, age, or disability), the Title IX Coordinator or designee shall make a 
referral to other appropriate personnel within the District (e.g. Section 504 Coordinator, 
etc.), so as to ensure that any such investigation complies with the requirements of 
policies regarding nondiscrimination. 
 

3.​ If the sexual harassment complaint results in reasonable cause to suspect or believe that a 
child has been abused or neglected, has had a nonaccidental physical injury, or injury 
which is at variance with the history given of such injury, is placed at imminent risk of 
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serious harm, or that a student has been sexually assaulted by a school employee, then, 
the person to whom the complaint is given or who receives such information shall report 
such matters in accordance with the Board's policy on the Reports of Suspected Child 
Abuse or Neglect of Children. 

 
4.​ Retaliation against any individual who complains pursuant to the Board’s Policy 

regarding the Prohibition of Sex Discrimination and Sexual Harassment (Personnel) and 
these Administrative Regulations is strictly prohibited. Neither the District nor any other 
person may intimidate, threaten, coerce, or discriminate against any individual for the 
purpose of interfering with any right or privilege secured by Title IX or these 
Administrative Regulations, or because the individual has made a report or complaint, 
testified, assisted, or participated or refused to participate in any manner in an 
investigation, proceeding, or hearing under these Administrative Regulations. The 
District will take actions designed to prevent retaliation. Complaints alleging retaliation 
may be filed according to the grievance procedures for sex discrimination described 
herein.  

 
5.​ The District will maintain for a period of seven (7) years records of: 

i.​ Each sexual harassment investigation including any determination regarding 
responsibility, any disciplinary sanctions imposed on the respondent, and any 
remedies provided to the complainant designed to restore or preserve equal 
access to the Board’s education program or activity; 

ii.​ Any appeal and the result therefrom;  
iii.​ Any informal resolution and the result therefrom; and  
iv.​ All material used to train Title IX Coordinators, investigators, decision-makers, 

and any person who facilitates an informal resolution process. The Board will 
make these training materials publicly available on its website. 

 
If the District has actual knowledge of sexual harassment in an education program or 
activity of the Board, and for any report or formal complaint of sexual harassment, the 
District will create and maintain for a period of seven (7) years, records of any actions, 
including any supportive measures, taken in response to a report or formal complaint of 
sexual harassment.  The District will document the basis for its conclusion that its 
response was not deliberately indifferent, and document that it has taken measures 
designed to restore or preserve equal access to the Board’s education program or activity.  
If the District does not provide a complainant with supportive measures, then the District 
will document the reasons why such a response was not clearly unreasonable in light of 
the known circumstances.   

 
 

SECTION II.​ GRIEVANCE PROCEDURES FOR CLAIMS OF SEX DISCRIMINATION 
(OTHER THAN SEXUAL HARASSMENT UNDER TITLE IX) 
 

A.​ Definitions 

●​ Complainant means an individual who is alleged to be the victim of conduct that could 
constitute sex discrimination. 
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●​ Respondent means an individual who has been reported to be the perpetrator of conduct 
that could constitute sex discrimination.   

 
B.​ Reporting Sex Discrimination Other than Sexual Harassment under Title IX 

 
It is the express policy of the Board to encourage victims of sex discrimination to report 
such claims. Any person may report sex discrimination (whether or not the person 
reporting is the person alleged to be the victim of conduct that could constitute sex 
discrimination), in person, by mail, by telephone, or by electronic mail, using the contact 
information listed for the Title IX Coordinator. If the District receives notice of sex 
discrimination or alleged sex discrimination against a person in the District’s education 
program or activity, the Title IX Coordinator or designee will promptly notify the 
complainant of the grievance process. The District will treat complainants and 
respondents equitably during the grievance process.  Sexual harassment is a form of sex 
discrimination, and any incident of sexual harassment under Title IX, as defined above, 
shall be handled pursuant to Section I of these Administrative Regulations.  Any 
allegations of sexual harassment under Title VII or Connecticut law, as defined above, 
shall be handled pursuant to this Section II of these Administrative Regulations. 
 

C.​ Grievance Procedures  
 
1.​ As soon as an employee feels that the employee has been subjected to sex discrimination 

other than sexual harassment as defined under Title IX (including, without limitation, 
sexual harassment under Title VII or Connecticut law), the employee should make a 
written complaint to the Title IX Coordinator or to the building principal, or designee.  
The employee will be provided a copy of the Board’s Policy and Administrative 
Regulations and made aware of the employee’s rights under this Policy and 
Administrative Regulations.  Preferably, complaints should be filed within ten (10) 
school days of the alleged occurrence. Timely reporting of complaints facilitates the 
investigation and resolution of such complaints. 
 

2.​ The complaint should state the: 
 

i.​ Name of the complainant; 
ii.​ Date of the complaint; 

iii.​ Date(s) of the alleged discrimination; 
iv.​ Name(s) of the discriminator(s); 
v.​ Location where such discrimination occurred; 

vi.​ Names of any witness(es) to the discrimination;  
vii.​ Detailed statement of the circumstances constituting the alleged 

discrimination; and 
viii.​ Remedy requested. 

3.​ Any employee who makes an oral complaint of sex discrimination to any of the 
above-mentioned personnel will be provided a copy of these Administrative Regulations 
and will be requested to make a written complaint pursuant to the above procedure.   
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4.​ All complaints are to be forwarded immediately to the building principal or designee 
unless that individual is the subject of the complaint, in which case the complaint should 
be forwarded directly to the Superintendent of Schools or designee.  In addition, a copy 
of any complaint filed under this Policy shall be forwarded to the Title IX Coordinator. If 
the complaint being filed is against the Title IX Coordinator, the complaint should be 
filed with the Superintendent. If the complaint being filed is against the Superintendent, 
the complaint should be filed with the Board Chair, who will then retain an independent 
investigator to investigate the matter. 

5.​ The Title IX Coordinator or designee shall investigate all complaints of sex 
discrimination against an employee, regardless of whether the conduct occurred on or 
off-school grounds. Complaints will be investigated promptly within the timeframes 
identified below. Timeframes may be extended as needed given the complexity of the 
investigation, availability of individuals with relevant information, and other extenuating 
circumstances. The investigation shall be conducted discreetly, maintaining 
confidentiality insofar as possible while still conducting an effective and thorough 
investigation. 

6.​ Any employee who makes a complaint shall be notified of the District’s intent to 
investigate the complaint.  In the event the employee requests confidentiality or that an 
investigation not be conducted, the District will take reasonable steps to investigate and 
respond to the complaint to the extent possible, given the request for confidentiality or 
that the District not investigate the complaint.  If the employee insists that this 
information not be shared with the alleged discriminator(s), the employee will be 
informed that the District’s ability to investigate and/or take corrective action may be 
limited. 

7.​ Upon receipt of a sex discrimination complaint, the Title IX Coordinator shall either 
promptly commence an investigation of the complaint, or shall designate a school 
administrator to promptly investigate the complaint.  The Title IX Coordinator or 
designee shall: 

i.​ offer to meet with the complainant and respondent (if applicable) separately 
within ten (10) school days to discuss the nature of the complaint, identify 
individuals the complainant and respondent (if applicable) believe have 
relevant information, and obtain any relevant documents the complainant and 
respondent may have; 

 
ii.​ provide the complainant and respondent (if applicable) with a copy of the 

Board’s sex discrimination policy and accompanying regulations; 
 

iii.​ consider whether any interim measures may be appropriate to protect the 
complainant or respondent (if applicable), pending the outcome of the 
investigation; 

 
iv.​ conduct an investigation that is adequate, reliable, and impartial.  Investigate 

the factual basis of the complaint, including, as applicable, conducting 
interviews with individuals deemed relevant to the complaint; 

 

- 18 - 
 



  

v.​ consider whether alleged sex discrimination has created a hostile work 
environment, including consideration of the effects of off-campus conduct on 
the school; 

 
vi.​ communicate the outcome of the investigation in writing to the complainant, 

to the respondent, and to any individual properly identified as a party to the 
complaint (to the extent permitted by state and federal confidentiality 
requirements), within ninety (90) school days from the date the complaint was 
received by the Superintendent’s office.  The investigator may extend this 
deadline for no more than fifteen (15) additional school days if needed to 
complete the investigation.  The complainant and respondent (if applicable) 
shall be notified of such extension.  The written notice shall include a finding 
whether the complaint was substantiated and if so, shall identify, to the extent 
possible, how the District will remedy the discrimination, adhering to the 
requirements of state and federal law; and 

 
vii.​ when sex discrimination has been found, take steps that are reasonably 

calculated to end the discrimination, take corrective and/or disciplinary action 
aimed at preventing the recurrence of the discrimination, as deemed 
appropriate by the Superintendent or designee, and take steps to remedy the 
effects of the sex discrimination.  

 
8.​  If a complaint is made during summer recess, the complaint will be reviewed and 

addressed as quickly as possible given the availability of staff and/or other individuals 
who may have information relevant to the complaint.  If fixed timeframes cannot be met, 
the complainant and respondent will receive notice and interim measures may be 
implemented as necessary.   

9.​ If the complainant or respondent (if applicable) is dissatisfied with the findings of the 
investigation, the complainant or respondent may file a written appeal within five (5) 
school days to the Title IX Coordinator, or, if the Title IX Coordinator conducted the 
investigation, to the Superintendent of Schools. The Title IX Coordinator or 
Superintendent shall review the Title IX Coordinator or designee's written report, the 
information collected by the Title IX Coordinator or designee together with the 
recommended disposition of the complaint to determine whether the alleged conduct 
constitutes sex discrimination.  The Title IX Coordinator or Superintendent of Schools 
may determine if further action and/or investigation is warranted.  After completing this 
review, the Title IX Coordinator or Superintendent of Schools shall respond to the 
complainant and respondent (if applicable), in writing, within fifteen (15) school days 
following the receipt of the written request for review. 

 
D. Miscellaneous 

 
1.​ If a sex discrimination complaint raises a concern about discrimination or harassment on 

the basis of any other legally protected classification (such as race, religion, color, 
national origin, age, or disability), the Title IX Coordinator or designee shall make a 
referral to other appropriate personnel within the District (e.g. Section 504 Coordinator, 
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etc.), so as to ensure that any such investigation complies with the requirements of 
policies regarding nondiscrimination. 

 
2.​ If the sex discrimination complaint results in reasonable cause to suspect or believe that a 

child has been abused or neglected, has had a nonaccidental physical injury, or injury 
which is at variance with the history given of such injury, is placed at imminent risk of 
serious harm, or that a student has been sexually assaulted by a school employee, then, 
the person to whom the complaint is given or who receives such information shall report 
such matters in accordance with the Board's policy on the Reports of Suspected Child 
Abuse or Neglect of Children. 

 
3.​ Retaliation against any individual who complains pursuant to the Board’s Policy 

regarding the Prohibition of Sex Discrimination and Sexual Harassment (Personnel) and 
these Administrative Regulations is strictly prohibited.  Neither the District nor any other 
person may intimidate, threaten, coerce, or discriminate against any individual for the 
purpose of interfering with any right or privilege secured by Title IX or these 
Administrative Regulations, or because the individual has made a report or complaint, 
testified, assisted, or participated or refused to participate in any manner in an 
investigation, proceeding, or hearing under these Administrative Regulations. The 
District will take actions designed to prevent retaliation as a result of filing a complaint. 
Complaints alleging retaliation may be filed according to the grievance procedures for 
sex discrimination described herein.  

 
Section III.​ Further Reporting 

 
At any time, a complainant alleging sex discrimination or sexual harassment may also file a 
complaint with the Office for Civil Rights, Boston Office, U.S. Department of Education, 8th 
Floor, 5 Post Office Square, Boston, MA  02109-3921 (Telephone (617) 289-0111). 
 
Employees may also make a report of sexual harassment and/or sex discrimination to the 
Connecticut Commission on Human Rights and Opportunities, 450 Columbus Boulevard, 
Hartford, CT 06103-1835 (Telephone: 860-541-3400 or Connecticut Toll Free Number: 
1-800-477-5737). 
  
Copies of these Administrative Regulations will be distributed to all employees. 
 
1/17/2022 
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Appendix A 
 

Sexual Assault: An offense classified as forcible or nonforcible sex offense under the uniform 
crime reporting system of the Federal Bureau of Investigation.  
 

Rape—(Except Statutory Rape) The carnal knowledge of a person, without the consent of 
the victim, including instances where the victim is incapable of giving consent because of 
the person’s age or because of the person’s temporary or permanent mental or physical 
incapacity. 
  
Sodomy—Oral or anal sexual intercourse with another person, without the consent of the 
victim, including instances where the victim is incapable of giving consent because of the 
person’s age or because of  the person’s temporary or permanent mental or physical 
incapacity.  
 
Sexual Assault With An Object—To use an object or instrument to unlawfully penetrate, 
however slightly, the genital or anal opening of the body of another person, without the 
consent of the victim, including instances where the victim is incapable of giving consent 
because of the person’s age or because of the person’s temporary or permanent mental or 
physical incapacity. 
 
Fondling—The touching of the private body parts of another person for the purpose of 
sexual gratification without the consent of the victim, including instances where the 
victim is incapable of giving consent because of the person’s age or because of the 
person’s temporary or permanent mental or physical incapacity.  
 
Incest—Nonforcible sexual intercourse between persons who are related to each other 
within the degrees wherein marriage is prohibited by law. 
  
Statutory Rape—Nonforcible sexual intercourse with a person who is under the statutory 
age of consent.​
 

Dating Violence:  Violence committed by a person who is or has been in a social relationship of 
a romantic or intimate nature with the victim; and where the existence of such a relationship shall 
be determined based on a consideration of the length of the relationship, the type of relationship, 
and the frequency of interaction between the persons involved in the relationship.​
​
Domestic Violence: Includes felony or misdemeanor crimes of violence committed by a current 
or former spouse or intimate partner of the victim, by a person with whom the victim shares a 
child in common, by a person who is cohabitating with or has cohabitated with the victim as a 
spouse or intimate partner, by a person similarly situated to a spouse of the victim under the 
domestic or family violence laws of the jurisdiction receiving grant monies, or by any other 
person against an adult or youth victim who is protected from that person’s acts under the 
domestic or family violence laws of the jurisdiction. 
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Stalking:  Engaging in a course of conduct directed at a specific person that would cause a 
reasonable person to fear for the person’s safety or the safety of others; or suffer substantial 
emotional distress. 
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​ ​ ​ ​ ​ ​ ​ Series 4000 
​ ​ ​ ​ ​ ​ ​ Personnel 

 
 

COMPLAINT FORM REGARDING SEXUAL HARASSMENT UNDER TITLE IX 
(PERSONNEL) 

 
This complaint form should be used for complaints of sexual harassment as defined on page 1 of the Board’s 

Administrative Regulations regarding the Prohibition of Sex Discrimination and Sexual Harassment (Personnel) 
 

 
Name of the complainant​ ________________________________________________ 
 
Date of the complaint​______________________________________________________ 
 
Date of the alleged sexual harassment​ ____________________________________ 
 
Name or names of the sexual harasser(s)​ ____________________________________ 
 
________________________________________________________________________ 
 
Location where such sexual harassment occurred​ ______________________________ 
 
________________________________________________________________________ 
 
Name(s) of any witness(es) to the sexual harassment ______________________________ 
 
​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​  
 
Detailed statement of the circumstances constituting the alleged sexual harassment 
 
______________________________________________________________________________

______________________________________________________________________________

_______________________________________________________________ 

Remedy requested_________________________________________________________ 

 
Signature of Complainant or Title IX Coordinator: ______________________________ 
11/23/2020  
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​ ​ ​ ​ ​ ​ ​ Series 4000 
​ ​ ​ ​ ​ ​ ​ Personnel 
 

 
COMPLAINT FORM REGARDING SEX DISCRIMINATION (OTHER THAN SEXUAL 

HARASSMENT UNDER TITLE IX) (PERSONNEL) 
 

This complaint form should be used for complaints of sex discrimination as defined on page 1 of the Board’s 
Administrative Regulations regarding the Prohibition of Sex Discrimination and Sexual Harassment (Personnel) 

 
 
Name of the complainant​ ________________________________________________ 
 
Date of the complaint​______________________________________________________ 
 
Date of the alleged sex discrimination​ ____________________________________ 
 
Name or names of the sex discriminator(s)​ ____________________________________ 
 
________________________________________________________________________ 
 
Location where such sex discrimination occurred​ ______________________________ 
 
________________________________________________________________________ 
 
Name(s) of any witness(es) to the sex discrimination  _____________________________ 
 
​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​  
 
Detailed statement of the circumstances constituting the alleged sex discrimination​  
 
______________________________________________________________________________

______________________________________________________________________________

_______________________________________________________________ 

Remedy requested_________________________________________________________ 

 
Signature: ______________________________ 
 
11/23/2020  
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SAMPLE WRITTEN NOTICE FOR FORMAL COMPLAINTS OF SEXUAL HARASSMENT 

[LETTERHEAD] 
 

NOTICE OF SEXUAL HARASSMENT ALLEGATIONS UNDER TITLE IX 
 

In accordance with the Board’s Policy and Administrative Regulations regarding the Prohibition 
of Sex Discrimination and Sexual Harassment (Personnel), a formal complaint of sexual 
harassment has been filed with the Title IX Coordinator.  
 
Identities of the parties involved, if known:  
___________________________________________________________(Complainant(s))  
___________________________________________________________ (Respondent(s)) 
 
The conduct allegedly constituting sexual harassment:_____________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
 
The date and the location of the alleged incident, if known:_________________________ 
________________________________________________________________________ 
 
The Title IX Coordinator or designee will contact the parties regarding the next step in the 
grievance process. Questions can be directed to the Title IX Coordinator: [INSERT CONTACT 
INFORMATION FOR TITLE IX COORDINATOR] 
 
The respondent is presumed not responsible for the alleged conduct. A determination regarding 
responsibility is made at the conclusion of the grievance process. 
 
All parties involved may have an advisor of their choice who may be, but it not required to be, an 
attorney.  This advisor may inspect and review evidence as permitted by the Board’s 
Administrative Regulations regarding the Prohibition of Sex Discrimination and Sexual 
Harassment (Personnel). 
 
Any employee who knowingly makes false statements or knowing submits false information 
during this grievance process is subject to discipline, up to and including termination. 
Additionally, it is a violation of the Board’s Student Discipline Policy to lie to school officials or 
otherwise engage in dishonest behavior, which includes knowingly making false statements or 
knowingly submitting false information during the grievance process.  Any student who 
knowingly makes false statements or knowingly submits false information during this grievance 
process will be subject to sanctions pursuant to the Board’s Student Discipline Policy.  
 
A copy of the Board’s Policy and Administrative Regulations regarding the Prohibition of 
Sex Discrimination and Sexual Harassment (Personnel) is included with this notice. 
11/23/2020  

- 25 - 
 



  

SAMPLE WRITTEN NOTICE FOR THE INFORMAL RESOLUTION PROCESS FOR 
SEXUAL HARASSMENT COMPLAINTS 

 
[LETTERHEAD] 

 
NOTICE OF INFORMAL RESOLUTION PROCESS FOR SEXUAL HARASSMENT 

COMPLAINTS UNDER TITLE IX 
 

In accordance with the Board’s Policy and Administrative Regulations regarding the Prohibition 
of Sex Discrimination and Sexual Harassment (Personnel), a formal complaint of sexual 
harassment has been filed with the Title IX Coordinator.  The Board has an informal resolution 
process to promptly and equitably resolve such complaints using mediation [alternatively, could 
be restorative justice]. This informal resolution process will only be utilized if both the 
Complainant and Respondent agree to do so.  
 
The conduct allegedly constituting sexual harassment:_____________________________ 
________________________________________________________________________ 
________________________________________________________________________ 
 
If both parties agree to the informal resolution process, it shall preclude the parties from 
resuming a formal complaint arising out of the same allegations.  However, either party may 
withdraw from the informal resolution process at any time before agreeing to a resolution and 
resume the grievance process for formal complaints of sexual harassment.   
 
If both parties agree to a resolution, that resolution is binding upon both parties and cannot be 
changed or appealed.  
 
The District will maintain for a period of seven (7) years records of the informal resolution 
process and results therefrom.  
 
________________________________________________________________ 
 
I voluntarily consent to the informal resolution process:  
 
_______________________________   ​ _______ 
Complainant​ ​ ​ ​ ​ Date 
 
 
_______________________________   ​ _______ 
Respondent​ ​ ​ ​ ​ Date 
11/23/2020 
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[Note:  Although we have included this sample notice in our model policy documents for the 

convenience of our Board of Education clients, the notice does not need to be approved as a 

Board policy.] 

 

 

[To be posted in a conspicuous place readily available  

for viewing by employees and emailed to employees within three months of hire with the 

subject line “Sexual Harassment Policy” or words of similar import] 

 

SEXUAL HARASSMENT IS ILLEGAL 

AND IS PROHIBITED 

BY 

THE CONNECTICUT DISCRIMINATION EMPLOYMENT PRACTICES ACT 

(Section 46a-60(a)(8) of the Connecticut General Statutes) 

AND 

TITLE VII OF THE CIVIL RIGHTS ACT OF 1964 

(42 United States Code Section 2000e et seq.) 

 

SEXUAL HARASSMENT MEANS ANY UNWELCOME SEXUAL ADVANCES OR REQUESTS FOR SEXUAL FAVORS OR 

ANY CONDUCT OF A SEXUAL NATURE WHEN: 

 

1.​ SUBMISSION TO SUCH CONDUCT IS MADE EITHER EXPLICITLY OR IMPLICITLY A TERM OR CONDITION 

OF AN INDIVIDUAL'S EMPLOYMENT; 

 

2.​ SUBMISSION TO OR REJECTION OF SUCH CONDUCT BY AN INDIVIDUAL IS USED AS THE BASIS FOR 

EMPLOYMENT DECISIONS AFFECTING SUCH INDIVIDUAL; OR 

 

3.​ SUCH CONDUCT HAS THE PURPOSE OR EFFECT OF SUBSTANTIALLY INTERFERING WITH AN 

INDIVIDUAL'S WORK PERFORMANCE OR CREATING AN INTIMIDATING, HOSTILE, OR OFFENSIVE 

WORKING ENVIRONMENT. 

 

 

EXAMPLES OF SEXUAL HARASSMENT INCLUDE: 

 

UNWELCOME SEXUAL ADVANCES 

SUGGESTIVE OR LEWD REMARKS 

UNWANTED HUGS, TOUCHES, KISSES 

REQUESTS FOR SEXUAL FAVORS 

RETALIATION FOR COMPLAINING ABOUT SEXUAL HARASSMENT 

DEROGATORY OR PORNOGRAPHIC POSTERS, CARTOONS, OR DRAWINGS. 

 

 

 

 

 

REMEDIES FOR SEXUAL HARASSMENT MAY INCLUDE: 
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CEASE AND DESIST ORDERS 

BACK PAY 

COMPENSATORY DAMAGES 

PUNITIVE DAMAGES 

HIRING, PROMOTION, OR REINSTATEMENT 

 

 

RETALIATION AGAINST ANY EMPLOYEE FOR COMPLAINING ABOUT SEXUAL HARASSMENT IS PROHIBITED 

UNDER THIS POLICY AND ILLEGAL. 

 

VIOLATION OF THIS POLICY IS GROUNDS FOR DISCIPLINE, INCLUDING DISCHARGE.   

 

INDIVIDUALS WHO ENGAGE IN ACTS OF SEXUAL HARASSMENT MAY ALSO BE SUBJECT TO CIVIL AND 

CRIMINAL PENALTIES. 

 

AN INFRACTION OF THIS POLICY BY SUPERVISORS OR CO-WORKERS SHOULD BE REPORTED IMMEDIATELY TO 

___________________ [TITLE IX COORDINATOR, OR SUPERINTENDENT IF THE TITLE IX 

COORDINATOR IS THE SUBJECT OF THE COMPLAINT].  CONFIDENTIALITY WILL BE MAINTAINED TO THE 

EXTENT POSSIBLE. 

 

ANY EMPLOYEE WHO BELIEVES THAT HE OR SHE HAS BEEN HARASSED OR DISCRIMINATED AGAINST IN THE 

WORKPLACE IN VIOLATION OF THIS POLICY MAY ALSO CONTACT: 

 

THE CONNECTICUT COMMISSION ON HUMAN RIGHTS AND OPPORTUNITIES 

[____________] REGION OFFICE  [REGIONAL OFFICES AND THEIR ADDRESSES CAN BE FOUND ON 

THE CHRO WEBSITE, HTTP://WWW.STATE.CT.US/CHRO/] 

[ADDRESS] 

[PHONE NUMBER] 

 

AND/ OR: 

 

​ THE EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 

​ BOSTON AREA OFFICE 

​ JOHN F. KENNEDY FEDERAL BUILDING 

​ 475 GOVERNMENT CENTER 

​ BOSTON, MA  02203 

​ PHONE (800) 669-4000 

 

CONNECTICUT LAW REQUIRES THAT A FORMAL WRITTEN COMPLAINT BE FILED WITH THE COMMISSION ON 

HUMAN RIGHTS AND OPPORTUNITIES WITHIN THREE HUNDRED (300) DAYS OF THE DATE WHEN THE 

ALLEGED HARASSMENT/ DISCRIMINATION OCCURRED. 

 

9/24/20 
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Series 1000​ ​ ​ ​ ​ ​ ​ ​ ​ ​ 1050 

Community/Board Operation 

 

POLICY AND ADMINISTRATIVE REGULATIONS REGARDING 

NON-DISCRIMINATION (COMMUNITY MEMBERS) 

Protected Class Discrimination Prohibited: 

 

​ It is the policy of the Newtown Board of Education (the “Board”) that any form 

of discrimination or harassment on the basis of race, religion, color, national origin, 

ancestry, alienage, sex, sexual orientation, marital status, age, disability, pregnancy, 

gender identity or expression, veteran status, status as a victim of domestic violence, or 

any other basis prohibited by state or federal law (“Protected Class”) is prohibited in 

the Newtown Public Schools (the “District”), whether by students, Board employees, 

Board members or third parties subject to the control of the Board, subject to the 

conditions and limitations established by law.  The Board’s prohibition of 

discrimination or harassment in its educational programs or activities expressly extends 

to academic, nonacademic and extracurricular activities, including athletics, 

school-sponsored activities, as well as the District website.  When the Board has 

created a limited public forum, the Board shall provide equal access to the Boy Scouts 

and other groups as required by law.  

Retaliation Prohibited: 

 

The Board further prohibits reprisal or retaliation against any individual who 

reports incidents in good faith that may be a violation of this policy, or who participates 

in the investigation of such reports. 

Discrimination on the Basis of Protected Class Association Prohibited: 

 

Discrimination and/or harassment against any individual on the basis of that 

individual’s association with someone in a Protected Class may also be considered a 

form of Protected Class discrimination and/or harassment, and is therefore prohibited 

by this policy. 

Scope and Applicability: 

 

​ Students, Board employees, Board members and community members (e.g., other 

individuals affiliated with the District, accessing or seeking access to District facilities) 

are expected to adhere to a standard of conduct that is respectful of the rights of all 

members of the school community.    

 

 

 

 



 

Definitions:  

 

The following definitions apply for purposes of this policy:  

 

A.​ Discrimination: Discrimination in violation of this policy occurs when an 

individual is denied participation in, or the benefits of, a program or activity of the 

Board because of such individual’s actual or perceived membership in a Protected 

Class. 

 

B.​ Harassment: Harassment is a form of Protected Class discrimination that 

is prohibited by law and by this policy.  Harassment constitutes unlawful discrimination 

when it creates a hostile environment, which occurs when the harassment is sufficiently 

severe, pervasive, or persistent so as to interfere with or limit an individual’s ability to 

participate in or benefit from the services, activities, or opportunities offered by the 

District.  

 

The following non-exhaustive list provides examples of the types of prohibited conduct 

that may be considered Protected Class harassment that can lead to a hostile 

environment: 

 

●​ objectively offensive racial, ethnic, or religious epithets (or epithets commonly 

associated with any Protected Class membership, including but not limited to 

epithets relating to sex, sexual orientation, and/or gender identity or 

expression);  

●​ other words or phrases considered demeaning or degrading on the basis of 

Protected Class membership; 

●​ display of images or symbols commonly associated with discrimination against 

individuals on the basis of their membership in a Protected Class; 

●​ graphic, written or electronic communications that are harmful or humiliating 

based on Protected Class membership;  

●​ bigoted conduct or communications; or 

●​ physical, written, electronic or verbal threats based on Protected Class 

membership. 

 

Harassment does not have to involve intent to harm, be directed toward a specific 

person, or involve repeated incidents.   

 

Sexual harassment is a form of harassment that is prohibited by law and Board policy.  

For more information regarding harassment based on sex, sexual orientation, 

pregnancy, or gender identity or expression, contact the District’s Title IX Coordinator 

at: 

Frank Purcaro  
Assistant Superintendent  
3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 
purcarof@newtown.k12.ct.us 
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C.​ Gender identity or expression: Gender identity or expression refers to a 

person's gender-related identity, appearance or behavior, whether or not that 

gender-related identity, appearance or behavior is different from that traditionally 

associated with the person's physiology or assigned sex at birth, which gender-related 

identity can be shown by providing evidence including, but not limited to, medical 

history, care or treatment of the gender-related identity, consistent and uniform 

assertion of the gender-related identity or any other evidence that the gender-related 

identity is sincerely held, part of a person's core identity or not being asserted for an 

improper purpose.  

 

D.​ Sexual orientation: Sexual orientation refers to a person’s identity in 

relation to the gender or genders to which they are romantically, emotionally or 

sexually attracted, inclusive of any identity that a person (i) may have previously 

expressed, or (ii) is perceived by another person to hold. 

 

E.​ Veteran: A veteran is any person honorably discharged from, released 

under honorable conditions from or released with an other than honorable discharge 

based on a qualifying condition from active service in the United States Army, Navy, 

Marine Corps, Coast Guard, Air Force, and Space Force and any reserve component 

thereof, including the Connecticut National Guard.  “Qualifying condition” means (i) a 

diagnosis of post-traumatic stress disorder or traumatic brain injury made by an 

individual licensed to provide health care services at a United States Department of 

Veterans Affairs facility, (ii) an experience of military sexual trauma disclosed to an 

individual licensed to provide health care services at a United States Department of 

Veterans Affairs facility, or (iii) a determination that sexual orientation, gender identity 

or gender expression was more likely than not the primary reason for an other than 

honorable discharge, as determined in accordance with Conn. Gen. Stat. §§ 27-103(c), 

(d). 

 

F.​ Race: The term race is inclusive of ethnic traits historically associated 

with race, including but not limited to, hair texture and protective hairstyles.  

“Protective hairstyles” includes, but is not limited to, wigs, headwraps and hairstyles 

such as individual braids, cornrows, locs, twists, Bantu knots, afros and afro puffs. 

 

G.​ Domestic violence: Domestic violence means (1) a continuous threat of 

present physical pain or physical injury against a family or household member, as 

defined in Conn. Gen. Stat. § 46b-38a; (2) stalking, including but not limited to, 

stalking as described in Conn. Gen. Stat. § 53a-181d, of such family or household 

member; (3) a pattern of threatening, including but not limited to, a pattern of 

threatening as described in Conn. Gen. Stat. § 53a-62, of such family or household 

member or a third party that intimidates such family or household member; or (4) 

coercive control of such family or household member, which is a pattern of behavior 

that in purpose or effect unreasonably interferes with a person's free will and personal 

liberty. “Coercive control” includes, but is not limited to, unreasonably engaging in 

any of the following: (a) isolating the family or household member from friends, 
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relatives or other sources of support; (b) depriving the family or household member of 

basic necessities; (c) controlling, regulating or monitoring the family or household 

member's movements, communications, daily behavior, finances, economic resources 

or access to services; (d) compelling the family or household member by force, threat 

or intimidation, including, but not limited to, threats based on actual or suspected 

immigration status, to (i) engage in conduct from which such family or household 

member has a right to abstain, or (ii) abstain from conduct that such family or 

household member has a right to pursue; (e) committing or threatening to commit 

cruelty to animals that intimidates the family or household member; or (f) forced sex 

acts, or threats of a sexual nature, including, but not limited to, threatened acts of 

sexual conduct, threats based on a person's sexuality or threats to release sexual 

images. 

Alleged Discrimination/Harassment of Students or Employees:  

 

Complaints of alleged discrimination and/or harassment of students and/or 

employees will be investigated in accordance with the non-discrimination policies 

applicable to students and/or personnel respectively.  Complaints pertaining to specific 

forms of discrimination and/or harassment, such as sexual harassment or disability- 

based harassment, have specific policies and procedures applicable to these forms of 

harassment and will be investigated in accordance with the specific procedures for such 

issues.  If a complaint involves allegations of discrimination or harassment of an 

employee or of a student based on sex, sexual orientation, pregnancy, or gender 

identity or expression, such complaints will be handled in accordance with the 

procedures set forth in Board Policy 4118.112/4218.112, Policy Regarding Prohibition 

of Sex Discrimination, Including Sex-Based Harassment (Personnel), or Policy 5145.5. 

Policy Regarding Prohibition of Sex Discrimination, Including Sex-Based Harassment 

(Students).  Complaints involving allegations of discrimination or harassment of an 

employee or of a student based on disability will be addressed in accordance with the 

procedures set forth in Board Policy 4118.112/4218.112, Section 504/ADA 

(Personnel), or Board Policy 5145.4, Section 504/ADA (Students).   

Alleged Discrimination/Harassment of Community Members on the Basis of Sex:  

 

In the event the District receives a complaint alleging discrimination or 

harassment of a community member (e.g., an individual affiliated with the District, 

accessing or seeking access to District facilities who is not a student or an employee) on 

the basis of sex, sexual orientation, pregnancy, or gender identity or expression, the 

complaint shall be referred to the District’s Title IX Coordinator, who shall take steps 

designed to ensure that applicable state and federal law are followed. 

Alleged Discrimination/Harassment of Community Members on the Basis of Disability:  

 

In the event the District receives a complaint alleging discrimination or 

harassment of a community member (e.g., an individual affiliated with the District, 

accessing or seeking access to District facilities who is not a student or an employee) 
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based on disability, the complaint shall be referred to the District’s Section 504/ADA 

Coordinator, who shall take steps designed to ensure that applicable state and federal 

law are followed. 

Reporting to District Officials: 

 

It is the policy of the Board to provide for the prompt and equitable resolution 

of complaints alleging Protected Class discrimination or harassment. The District will 

investigate both formal and informal complaints of discrimination, harassment or 

retaliation.  

 

​ Any individual who believes a community member has experienced Protected 

Class discrimination or harassment or an act of retaliation or reprisal in violation of this 

policy should report such concern in writing to the Assistant Superintendent in 

accordance with the Board’s complaint procedures included in the Board’s 

Administrative Regulations Regarding Non-Discrimination/Community, which 

accompany this policy, and are available online at https://www.newtownpolicies.org/. 

or upon request from the main office of any District school. 

 

Reporting to State and Federal Agencies:  

 

​ In addition to reporting to District officials in accordance with this policy, 

individuals also may file a complaint with the following agencies:  

 

Office for Civil Rights, U.S. Department of Education (“OCR”): 

 

Office for Civil Rights, Boston Office 

U.S. Department of Education 

8th Floor 

5 Post Office Square 

Boston, MA  02109- 3921 

(617-289-0111) 

http://www2.ed.gov/about/offices/list/ocr/docs/howto.html 

 

Connecticut Commission on Human Rights and Opportunities: 

 

Connecticut Commission on Human Rights and Opportunities 

450 Columbus Blvd. 

Hartford, CT  06103-1835 

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737) 

 

Equal Employment Opportunity Commission (employees only): 

 

Equal Employment Opportunity Commission, Boston Area Office 

John F. Kennedy Federal Building 

475 Government Center 
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Boston, MA  02203 

(800-669-4000) 

Questions/Requests for Accommodation:  

​ ​ ​  

Any parent, student, staff member, Board member or community member (e.g., 

other individual affiliated with the District, accessing or seeking access to District 

facilities) who: 

 

1.​ has questions or concerns about this policy or its accompanying regulations; 

OR 

2.​ wishes to request or discuss accommodations based on religion; OR 

3.​ who would like a copy of the Board’s complaint procedures or complaint 

forms related to claims of discrimination or harassment: 

 

may contact any District administrator or the following District official:  

 

Frank Purcaro  
Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

         purcarof@newtown.k12.ct.us 
 

​ Any parent, student, staff member, Board member or community member (e.g., 

other individual affiliated with the District, accessing or seeking access to District 

facilities) who has questions or concerns about the Board’s policies regarding 

discrimination or harassment on the basis of gender/sex, gender identity or expression, 

sexual orientation or pregnancy may contact the District’s Title IX Coordinator: 

 

Frank Purcaro  
Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

         purcarof@newtown.k12.ct.us 
 

​ Any parent, student, staff member, Board member or community member (e.g., 

other individual affiliated with the District, accessing or seeking access to District 

facilities) who has questions or concerns about the Board’s policies regarding 

discrimination or harassment on the basis of disability, and/or who may wish to request 

or discuss accommodations for a disability, may contact the District’s Section 504/ADA 

Coordinator: 

Frank Purcaro  
Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

         purcarof@newtown.k12.ct.us 

​ ​ ​ ​ ​ - 6 - 

 

mailto:petersend@newtown.k12.ct.us
mailto:petersend@newtown.k12.ct.us
mailto:petersend@newtown.k12.ct.us


 

 

 

 

Legal References:   

 

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

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

​ Title IX of the Education Amendments of 1972, 20 U.S.C. § 1681 et seq.  

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

​ Age Discrimination in Employment Act, 29 U.S.C. § 621 et seq. 

​ Americans with Disabilities Act, 42 U.S.C. § 12101 

​ Section 504 of the Rehabilitation Act of 1973, 29 U.S.C. § 794 

​ Connecticut General Statutes § 1-1n, “Gender Identity or Expression” 

defined​ 
​ Connecticut General Statutes § 27-103 

​ Connecticut General Statutes § 46a-51, Definitions 

​ Connecticut General Statutes § 46a-58, Deprivation of rights  

​ Connecticut Fair Employment Practices Act, Connecticut General 

Statutes § 46a-60 

​ Connecticut General Statutes § 46a-81c, Sexual orientation 

discrimination: Employment 

​ Connecticut General Statutes § 46b-1, Family relations matters and 

domestic violence defined 

​ Public Act No. 23-145, “An Act Revising the State’s Antidiscrimination 

Statutes” 

​  

 

ADOPTED:_______ 

REVISED:________​  

 

 

9/11/2024 
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ADMINISTRATIVE REGULATIONS REGARDING DISCRIMINATION 

COMPLAINTS (COMMUNITY MEMBERS) 

Protected Class Discrimination Prohibited: 

 

It is the policy of the Newtown Board of Education (the “Board”) that any form of 

discrimination or harassment on the basis of race, religion, color, national origin, 

ancestry, alienage, sex, sexual orientation, marital status, age, disability, pregnancy, 

gender identity or expression, veteran status, status as a victim of domestic violence, or 

any other basis prohibited by state or federal law (“Protected Class”) is prohibited in 

the Newtown Public Schools (the “District”), whether by students, Board employees, 

Board members or third parties subject to the control of the Board, subject to the 

conditions and limitations established by law.  When the Board has created a limited 

public forum, the Board shall provide equal access to the Boy Scouts and other groups 

as required by law. 

Retaliation Prohibited: 

  

The Board further prohibits reprisal or retaliation against any individual who reports 

incidents in good faith that may be a violation of this policy, or who participates in the 

investigation of such reports.   

 

The District will not tolerate any reprisals or retaliation that occur as a result of the 

good faith reporting of charges of Protected Class harassment or discrimination.  Any 

such reprisals or retaliation will result in disciplinary action against the retaliator, and 

other corrective actions as appropriate. 

Discrimination on the Basis of Protected Class Association Prohibited: 

 

Discrimination and/or harassment against any individual on the basis of that 

individual’s association with someone in a Protected Class may also be considered a 

form of Protected Class discrimination and/or harassment. 

Scope and Applicability: 

 

Students, Board employees, Board members and community members (e.g., other 

individuals affiliated with the District, accessing or seeking access to District facilities) 

are expected to adhere to a standard of conduct that is respectful of the rights of all 

members of the school community.    

 

The following non-exhaustive list provides examples of the types of prohibited conduct 

that may be considered Protected Class harassment that can lead to a hostile 

environment: 

 

   

 



 

●​ objectively offensive racial, ethnic, or religious epithets (or epithets commonly 

associated with any Protected Class membership, including but not limited to 

epithets relating to sex, sexual orientation, and/or gender identity or 

expression);  

●​ other words or phrases considered demeaning or degrading on the basis of 

Protected Class membership; 

●​ display of images or symbols commonly associated with discrimination against 

individuals on the basis of their membership in a Protected Class; 

●​ graphic, written or electronic communications that are harmful or humiliating 

based on Protected Class membership;  

●​ bigoted conduct or communications; or 

●​ physical, written, electronic or verbal threats based on Protected Class 

membership. 

 

Harassment does not have to involve intent to harm, be directed toward a specific 

person, or involve repeated incidents. 

Alleged Discrimination/Harassment of Students or Employees:  

 

Complaints of alleged discrimination and/or harassment of students and/or personnel 

will be investigated in accordance with the non-discrimination policies applicable to 

students and/or personnel respectively.  Complaints pertaining to specific forms of 

discrimination and/or harassment, such as sexual harassment or disability-based 

harassment, have specific policies and procedures applicable to these forms of 

harassment and will be investigated in accordance with the specific procedures for such 

issues.  If a complaint involves allegations of discrimination or harassment of a student 

or an employee based on sex, sexual orientation, pregnancy, or gender identity or 

expression, such complaints will be handled in accordance with the procedures set forth 

in Board Policy 4118.112/4218.112, Prohibition of Sex Discrimination, Including 

Sex-Based Harassment (Personnel), or Policy 5145.5, Policy Regarding Prohibition of 

Sex Discrimination, Including Sex-Based Harassment   (Students).  Complaints 

involving allegations of discrimination or harassment of a student or an employee based 

on disability will be addressed in accordance with the procedures set forth in Board 

Policy 4118.112/4218.112 Section 504/ADA (Personnel), or Board Policy 5145.5, 

Section 504/ADA (Students).   

Alleged Discrimination/Harassment of Community Members on the Basis of Sex:  

 

In the event the District receives a complaint alleging discrimination or harassment of a 

community member (e.g. an individual affiliated with the District, accessing or seeking 

access to District facilities who is not a student or an employee) on the basis of sex, 

sexual orientation, pregnancy, or gender identity or expression, the complaint shall be 

referred to the District’s Title IX Coordinator, who shall take steps designed to ensure 

that applicable state and federal law are followed. 
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Alleged Discrimination/Harassment of Community Members on the Basis of Disability:  

 

In the event the District receives a complaint alleging discrimination or harassment of a 

community member (e.g., an individual affiliated with the District, accessing or 

seeking access to District facilities who is not a student or an employee) based on 

disability, the complaint shall be referred to the District’s Section 504/ADA 

Coordinator, who shall take steps designed to ensure that applicable state and federal 

law are followed. 

Reporting to District Officials: 

 

It is the policy of the Board to provide for the prompt and equitable resolution of 

complaints alleging Protected Class discrimination or harassment. The District will 

investigate both formal and informal complaints of discrimination, harassment, or 

retaliation.  

 

Any individual who believes that they, or another individual, has experienced Protected 

Class discrimination or harassment or an act of retaliation or reprisal in violation of 

Board policy should report such concern in writing to Frank Purcaro, Assistant 
Superintendent, 3 Primrose Street Newtown, CT 06470, Telephone: 203-426-7617,        
purcarof@newtown.k12.ct.us in accordance with the Board’s complaint procedures 

included in these Administrative Regulations Regarding 

Non-Discrimination/Community. 

Complaint Procedure: 

 

Preferably, complaints should be filed within thirty (30) calendar days of the alleged 

occurrence.  Timely reporting of complaints facilitates the investigation and resolution 

of such complaints.  The District will investigate such complaints promptly and 

equitably, and will take corrective action when allegations are verified.   

 

As soon as an individual feels that they, or another individual, has been subjected to 

Protected Class discrimination or harassment, the individual should make a written 

complaint to the Superintendent or designee.   

 

The individual who is alleged have experienced Protected Class 

discrimination/harassment (the “complainant”) and any individual accused of Protected 

Class discrimination/harassment (the “respondent”) (if applicable) will be provided a 

copy of the Board’s policy and regulation and made aware of the individual’s rights 

under this policy and regulation.  In the event reported conduct allegedly violates more 

than one policy, the Board will coordinate an investigation in compliance with the 

applicable policies, laws and regulations.  

 

The complaint should state the: 

 

​ A.​ Name of the complainant, 
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​ B.​ Date of the complaint, 

 

​ C.​ Date(s) of the alleged harassment/discrimination, 

 

D.​ Name(s) of the harasser(s) or discriminator(s), 

 

E.​ Location where such harassment/discrimination occurred, 

 

F.​ Names of any witness(es) to the harassment/discrimination,  

 

G.​ Detailed statement of the circumstances constituting the alleged 

harassment/discrimination; and 

 

H.​ Proposed remedy. 

 

Any individual who makes an oral complaint of discrimination or harassment of a 

community member (e.g., an individual affiliated with the District, accessing or 

seeking access to District facilities who is not a student or an employee) will be 

provided a copy of this regulation and will be requested to make a written complaint 

pursuant to the above procedure.  If an individual is unable to make a written 

complaint, the employee receiving the oral complaint will either reduce the complaint to 

writing, assist the individual with completing the written complaint form, or request the 

assistance of a District administrator to do so.   

 

All complaints received by employees are to be forwarded immediately to the 

Superintendent or designee.  Upon receipt of a complaint alleging discrimination or 

harassment of a community member (e.g., an individual affiliated with the District, 

accessing or seeking access to District facilities who is not a student or an employee) 

under this complaint procedure, the Superintendent shall promptly investigate the 

complaint, or designate a District administrator or other trained individual to do so.  

During the course of the investigation, the investigator shall interview or consult with 

all individuals reasonably believed to have relevant information, including the 

complainant, the reporter (if different from the complainant), the respondent and any 

witnesses to the conduct.  Complaints will be investigated promptly within the 

timeframes identified below.  Timeframes may be extended as needed given the 

complexity of the investigation, availability of individuals with relevant information 

and/or other extenuating circumstances.  Confidentiality will be maintained by all 

persons involved in the investigation to the extent possible, as determined by the 

investigator. 

 

Upon receipt of a written complaint of discrimination or harassment of a community 

member, the investigator should: 

 

1.​ Offer to meet with the complainant and respondent (if applicable) within ten 

(10) business days (provided that such timeframe may be reasonably extended 
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based on the availability of necessary witnesses and/or participants, the 

complexity of the investigation, and/or other extenuating circumstances) to 

discuss the nature of the complaint, discuss the availability of interim 

measures, identify individuals the complainant or respondent believes has 

relevant information, and obtain any relevant documents the complainant or 

respondent may have; 

 

2.​ Provide the complainant and respondent (if applicable) with a copy of the 

Board’s non-discrimination policy and accompanying regulations; 

 

3.​ Conduct an investigation that is adequate, reliable, and impartial.  Investigate 

the factual basis of the complaint, including, as applicable, conducting 

interviews with the parties to the complaint and any relevant witnesses or 

other individuals deemed relevant to the complaint; 

 

4.​ Review any records, notes, statements, or other documents relevant to the 

complaint;  

 

5.​ Maintain confidentiality to the extent practicable throughout the investigative 

process, in accordance with state and federal law; 

 

6.​ Complete a final investigation report that includes: (i) a findings of fact based 

on the evidence gathered; (ii) for each allegation, the conclusion(s) and 

reasoning(s) as to whether the discrimination or harassment occurred; and (iii) 

for any individual(s) found to have engaged in discrimination or harassment, a 

broad statement of consequences imposed (to the extent permitted by state and 

federal confidentiality requirements) (e.g., “Consequences were imposed.”). 

 

7.​ Communicate the outcome of the investigation in writing to the complainant 

and respondent (if any) (to the extent permitted by state and federal 

confidentiality requirements), within thirty (30) business days (provided that 

such timeframe may be reasonably extended based on the availability of 

necessary witnesses and/or participants, the complexity of the investigation, 

and/or other extenuating circumstances) from the date the complaint was 

received by the Superintendent’s office. The complainant and respondent (if 

any) shall be notified of any extension of the investigation timeline.  The 

written notice shall include a finding whether the complaint was substantiated 

and if so, shall identify, to the extent possible, how the District will remedy 

the discrimination or harassment, adhering to the requirements of state and 

federal law; 

 

8.​ If a complaint is made during summer recess, the complaint will be reviewed 

and addressed as quickly as possible given the availability of employees 

and/or other individuals who may have information relevant to the complaint.  

If fixed timeframes cannot be met, the complainant and respondent (if any) 

will receive notice and interim measures may be implemented as necessary; 
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9.​ Whenever allegations are verified, ensure that appropriate corrective action is 

taken (including, but not limited to, disciplinary action) aimed at preventing 

the recurrence of the discrimination or harassment.  Corrective action should 

include steps designed to avoid continuing discrimination or harassment;  

 

10.​  After receiving the written notice of the outcome, parties shall have ten (10) 

school days to submit a formal written statement of appeal, if they so choose, 

to the Superintendent challenging the outcome of the investigation and 

explaining the basis for appeal.  Upon receipt of an appeal, the Superintendent 

shall appoint a decisionmaker(s) for the appeal, who may be the 

Superintendent or designee. The decisionmaker(s) for the appeal will provide 

the appealing party’s written statement to the non-appealing party. The 

non-appealing party will then have ten (10) school days to submit to the 

decision-maker(s) for the appeal a written statement in support of, or 

challenging, the outcome of the investigation.  The decisionmaker(s) for the 

appeal shall review the evidence and the information presented by the parties 

and determine if further action and/or investigation is warranted. Such action 

may include consultation with the investigator(s) and the parties, a meeting 

with appropriate individuals to attempt to resolve the complaint, or a decision 

affirming or overruling the written outcome. Generally, a party’s 

disagreement with the outcome of the investigation, alone, will not be basis 

for further action. The decisionmaker(s) for the appeal will attempt to issue 

written notice of the outcome of the appeal to the parties within thirty (30) 

school days of receipt of all written statements from the parties. 

Complaint Procedure for Superintendent/Board Member Complaints: 

 

Any district administrator or Board member who receives a complaint of 

discrimination, harassment or retaliation of a community member by a Board Member 

and/or the Superintendent shall forward the complaint promptly to the Assistant 

Superintendent.  Complaints pertaining to the Superintendent or Board of Education 

members will be forwarded to the Chair of the Board of Education.  Complaints 

pertaining to the Board Chair will be forwarded to the Board Vice Chair. In all cases, 

the individual receiving the complaint shall take appropriate steps to cause the matter to 

be investigated in a manner consistent with the procedures described above.  

 

If a complainant or a respondent is not satisfied with the findings and conclusions of an 

investigation in which the Superintendent or a member of the Board is the respondent, 

within (30) calendar days of receiving the findings such party may present the 

complaint and written outcome to the Board Chair (or, if initially presented by the 

Board Chair, the Board Vice Chair), who will take appropriate steps to cause the matter 

to be reviewed in a manner consistent with the Board’s non-discrimination policy and 

regulation.  Such steps may include retention of an investigator different from the 

investigator who investigated the complaint. 
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Remedial Action: 

 

If the District makes a finding of discrimination, harassment or retaliation of a 

community member, the District will take remedial action designed to:  

 

A.​ eliminate the discriminatory/harassing/retaliatory conduct,  

B.​ prevent its recurrence, and  

C.​ address its effects on the complainant and any other affected individuals.   

 

Examples of appropriate action may include, but are not limited to:  

 

A.​ In the case of a student respondent, interventions for the individual who engaged 

in the discrimination/harassment may include, but are not limited to, discipline 

(including but not limited to suspension and/or expulsion), educational 

interventions, exclusion from extra-curricular activities and/or sports programs, 

and/or referral to appropriate state or local agencies; 

B.​ In the case of an employee respondent, interventions for the individual who 

engaged in the discrimination/harassment may include, but are not limited to, 

supervisor notification, discipline (including possible termination of 

employment), training, and/or referral to appropriate state or local agencies; 

C.​ In the case of respondent who is otherwise associated with the school 

community, interventions for the individual who engaged in the 

discrimination/harassment may include, but are not limited to, exclusion from 

school property and/or activities and/or referral to appropriate state or local 

agencies;  

D.​ Follow-up inquiries with the complainant and witnesses to ensure that the 

discriminatory/harassing conduct has stopped and that they have not experienced 

any retaliation;  

E.​ Supports for the complainant; and  

F.​ Training or other interventions for the larger school community designed to 

ensure that students, staff, parents, Board members and other individuals within 

the school community understand the types of behavior that constitute 

discrimination/harassment, that the District does not tolerate it, and how to 

report it. 

Staff Development: 

 

The District will periodically provide staff development for District administrators and 

periodically distribute the Board’s Non-Discrimination policies and the implementing 

administrative regulations to staff, students and parents in an effort to maintain an 

environment free of discrimination and harassment. 

Reporting to State and Federal Agencies:  

 

In addition to reporting to District officials in accordance with this policy, individuals 

also may file a complaint with the following agencies: 
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Office for Civil Rights, U.S. Department of Education (“OCR”): 

 

Office for Civil Rights, Boston Office 

U.S. Department of Education 

8th Floor 

5 Post Office Square 

Boston, MA  02109- 3921 

(617-289-0111) 

http://www2.ed.gov/about/offices/list/ocr/docs/howto.html 

 

Equal Employment Opportunity Commission: 

 

Equal Employment Opportunity Commission, Boston Area Office 

John F. Kennedy Federal Building 

475 Government Center 

Boston, MA  02203 

(800-669-4000) 

 

Connecticut Commission on Human Rights and Opportunities: 

 

Connecticut Commission on Human Rights and Opportunities 

450 Columbus Blvd. 

Hartford, CT 06103-1835 

(860-541-3400 or Connecticut Toll Free Number 1-800-477-5737) 

Questions/Requests for Accommodation:  

​ ​ ​  

Any parent, student, staff member, Board member or community member (e.g., other 

individual affiliated with the District, accessing or seeking access to District facilities) 

who: 

 

1.​ has questions or concerns about this policy or its accompanying regulations; 

OR 

2.​ wishes to request or discuss accommodations based on religion; OR 

3.​ who would like a copy of the Board’s complaint procedures or complaint 

forms related to claims of discrimination or harassment: 

 

may contact any building administrator or the following District official:  

 

Frank Purcaro  
Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

         purcarof@newtown.k12.ct.us 
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Any parent, student, staff member, Board member or community member (e.g., other 

individual affiliated with the District, accessing or seeking access to District facilities) 

who has questions or concerns about the Board’s policies regarding discrimination or 

harassment on the basis of gender/sex, gender identity or expression, sexual orientation 

or pregnancy may contact the District’s Title IX Coordinator: 

 

Frank Purcaro  
Assistant Superintendent  
3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 
purcarof@newtown.k12.ct.us 
 

Any parent, student, staff member, Board member or community member (e.g., other 

individual affiliated with the District, accessing or seeking access to District facilities) 

who has questions or concerns about the Board’s policies regarding discrimination or 

harassment on the basis of disability, and/or who may wish to request or discuss 

accommodations for a disability, may contact the District’s Section 504/ADA 

Coordinator: 

 

Frank Purcaro  
Assistant Superintendent  

3 Primrose Street Newtown, CT 06470 
Telephone: 203-426-7617 

         purcarof@newtown.k12.ct.us 
 

9/11/2024  
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DISCRIMINATION/HARASSMENT COMPLAINT FORM  

(For complaints based on race, color, religion, age, sex, sexual orientation, marital 

status, national origin, alienage, ancestry, disability, pregnancy, gender identity or 

expression, veteran status, or status as a victim of domestic violence) 

 

Name of the reporter​ ________________________________________________ 

 

Relationship of reporter to the District_______________________________________ 

 

Name of the complainant/victim ______________________________________ 

 

Relationship of complainant/victim to the District _______________________ 

 

Date of the complaint​______________________________________________________ 

 

Date of the discrimination/harassment​ ______________________________ 

 

Name or names of the discriminator(s) or harasser(s)​ ________________________ 

 

________________________________________________________________________ 

 

Location where such discrimination/harassment occurred​ ________________________ 

 

________________________________________________________________________ 

 

Name(s) of any witness(es) to the discrimination/harassment  ​ ​ ​ ​  

 

​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​ ​  

 

Detailed statement of the circumstances constituting the alleged discrimination or 

harassment​ __________________________________________________________ 

 

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________

________________________________________________________________________ 

Proposed remedy:_________________________________________________________ 

9/11/2024 
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