Palos Verdes Peninsula Unified School District
Human Resources Office
Employee Policy Review
2022-23

| have read and will abide by the following Palos Verdes Peninsula Unified School District Board Policies and Administrative
Regulations: (Initial next to each Board Policy/ Administrative Regufation/Exhibil fisted and sign below)

—  Child Abuse Prevention and Reporting Procedures (for all employees)
—  Drug and Alcohol-Free Workplace (for all employees)

—  Employee Use of Technology(for all employees)

— Nondiscrimination in Employment (for all employees)

~— Professional Standards (for certificated employees)

— Professional Standards(for classified employees)

— Professional Standards{for management employees)

—  Sexuat Harassment(forcerificated employees)

—  Sexual Harassment(for classified employees)

—  Sexual Harassment{for management employees)
— Sexual Harassment - Students (for all employees) and Appropriate Aduli-Student Interactions
—  Tobacco-FreeSchoals (for all employees)

—  Uniform Complaint Procedures (for all employees)
— Lactation Accommodation {for all employees)

— Maintaining Appropriate Adult-Student Interactions (for all employees)

—  Dress and Grooming (for 8!l employees)

Print Name Signature Date

A copy of this signature sheet and the Board Policies/Requlations noted above are on the District website at:
hitp:/’mww pvpusd . netfstaft/policies/
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Regulation 5141.4: Chitd Abuse Prevention And Reporting Status: ADOPTED
Original Adopted Date: 07/26/2007 | Last Revised Date: 05/25/2016

Definitions

Child abuse or neglect includes the following: (Penal Code 11165.5, 11165.6)

1. A physical injury or death inflicted by other than accidental means on a child by another person

2. Sexual abuse of a child, including sexual assault or sexual exploitation, as defined in Penal Code 11165.1
3. Neglect of a child as defined in Penal Code 11165.2

4. Willful harming or injuring of a child or the endangering of the person or health of a child as defined in Penal Code
11165.3

5. Unlawful corporal punishment or injury as defined in Penal Code 11165.4
Child abuse or neglect does not include:
1. A mutual affray between minors {Penal Code 11165.6)

2. An injury caused by reasonable and necessary force used by a peace officer acting within the course and scope of
his/her employment {Penal Code 11145.6}

{cf. 3515.3 - District Police/Security Department)

3. An injury resulting from the exercise by a teacher, vice principal, principal, or other certificated employee of the
same degree of physical control over a student that a parent/guardian would be privileged to exercise, not exceeding
the amount of physical control reasanably necessary to maintain order, protect property, protect the health and
safety of students, or maintain proper and appropriate conditions conducive to learning (Education Code 44807)

4. An injury caused by a school employee's use of force that is reasonable and necessary to quell a disturbance
threatening physical injury to persons or damage to property, to protect himself/herself, or to obtain weapons or
other dangerous objects within the control of the student (Education Code 49001}

(cf. 5131.7 - Weapons and Dangerous Instruments)
{cf. 5144 - Discipline)
(cf. 6159.4 - Behavioral Interventions for Special Education Students)

5. Physical pain or discomfort caused by athletic competition or other such recreational activity voluntarily engaged
in by the student (Education Code 49001)

(cf. 6142.7 - Physical Education and Activity)}
{cf. 6145.2 - Athletic Competition)
6. Homelessness or classification as an unaccompanied minor (Penal Code 11165.15)

Mandated reporters include, but are not limited to, athletic coaches, athletic directors, athletic administrators,
teachers; instructional aides; teacher's aides or assistants; classified employees; certificated pupil personnel
employees; administrative officers or supervisors of child attendance; administrators and employees of a licensed
day care facility; Head Start teachers; district police or security officers; licensed nurses or health care providers; and
administrators, presenters, and counselors of a child abuse prevention program. {Penal Code 11165.7)

Reasonable suspicion means that it is objectively reasonable for a person to entertain a suspicion, based upon facts
that could cause a reasonable person in a like position, drawing when appropriate on his/her training and experience,
to suspect child abuse or neglect. However, reasonable suspicion does not require certainty that child abuse or
neglect has occurred nor does it require a specific medical indication of child abuse or neglect. (Penal Code 11166}



Reportable Offenses

A mandated reporter shall make a report using the procedures provided below whenever, in his/her professional
capacity or within the scope of his/her employment, he/she has knowledge of or observes a child whom the
mandated reporter knows or reasonably suspects has been the victim of child abuse or neglect. (Penal Code 11166)

Any mandated reporter who has knowledge of or who reasenably suspects that a child is suffering serious emotional
damage or is at a substantial risk of suffering serious emotional damage, based on evidence of severe anxiety,
depression, withdrawal, or untoward aggressive behavior toward self or others, may make a report to the
appropriate agency. (Penal Code 11166.05, 11167}

Any district employee who reasonably believes that he/she has observed the commission of a murder, rape, or lewd
or lascivious act by use of force, violence, duress, menace, or fear of immediate and unlawful bodily injury against a
victim who is a child under age 14 shall notify a peace officer. (Penal Code 152.3, 288)

Responsibility for Reporting

The reporting duties of mandated reporters are individual and cannot be delegated to another person. (Penal Code
11166)

When two or more mandated reporters jointly have knowledge of a known or suspected instance of child abuse or
neglect, the report may be made by a member of the team selected by mutual agreement and a single report may be
made and signed by the selected member of the reporting team. Any member who has knowledge that the member
designated to report has failed to do so shall thereafter make the report. {Penal Code 11166)

Any person not identified as a mandated reporter who has knowledge of or observes a child whom he/she knows or
reasonably suspects has been a victim of child abuse or neglect may report the known or suspected instance of child
abuse or neglect to the appropriate agency. (Penal Code 11166}

{cf. 1240 - Volunteer Assistance)
Reporting Procedures
1. Initial Telephone Report

Immediately or as soon as practicable after knowing or observing suspected child abuse or neglect, a mandated
reporter shall make an initial report by telephone to any police department (excluding a school district
police/security department), sheriff's department, county probation department if designated by the county to
receive such reports, or county welfare department. (Penal Code 11165.9, 111466)

Lomita Sheriff Station
(310) 539-1661

When the initial telephone report is made, the mandated reporter shall note the name of the official contacted, the
date and time contacted, and any instructions or advice received.

2. Written Report

Within 36 hours of knowing or observing the information concerning the incident, the mandated reporter shall then
prepare and either send, fax, or electronically submit to the appropriate agency a written follow-up report, which
includes a completed Department of Justice form (SS 8572). (Penal Code 11166, 11148)

The Department of Justice form may be obtained from the district office or other appropriate agencies, such as the
county probation or welfare department or the police or sheriff's department.

Reports of suspected child abuse or neglect shall include, if known: {Penal Code 11147)

a. The name, business address, and telephone number of the person making the report and the capacity that makes
the person a mandated reporter

b. The child's name and address, present location, and, where applicable, school, grade, and class

¢. The names, addresses, and telephone numbers of the child's parents/guardians



d. The name, address, telephone number, and other relevant personal information about the person who might have
abused or neglected the child

e. The information that gave rise to the reasonable suspicion of child abuse or neglect and the source(s) of that
information

The mandated reporter shall make a report even if some of this information is not known or is uncertain to him/her.
{Penal Code 11167}

The mandated reporter may give to an investigator from an agency investigating the case, including a licensing
agency, any information relevant to an incident of child abuse or neglect or to a report made for serious emotional
damage pursuant to Penal Code 11166.05. (Penal Code 11167)

3. Internal Reporting

The mandated reporter shall not be required to disclose his/her identity to his/her supervisor, the principal, or the
Superintendent or designee. (Penal Code 11166}

However, employees reporting child abuse or neglect to an appropriate agency are encouraged, but not required, to
notify the principal as soon as possible after the initial telephone report to the appropriate agency. When so notified,
the principal shall inform the Superintendent or designee.

The principal so notified shall provide the mandated reporter with any assistance necessary to ensure that reporting
procedures are carried out in accordance with law, Board policy, and administrative regulation. At the mandated
reporter's request, the principal may assist in completing and filing the necessary forms.

Reporting the information to an employer, supervisor, principal, school counselor, co-worker, or other person shall
not he a substitute for making a mandated report to the appropriate agency. (Penal Code 11166)

Within the first six weeks of each school year, the Superintendent or designee shall provide training on mandated
reporting requirements to district employees and persons working on their behalf who are mandated reporters. Any
school personnel hired during the school year shall receive such training within the first six weeks of emplayment.
(Education Code 444691; Penal Code 11165.7)

Training of mandated reporters shall include identification and mandated reporting of child abuse and neglect. {Penal
Code 11165.7)

Training shall also include guidance in the appropriate discipline of students, physical contact with students, and
maintenance of ethical relationships with students to avoid actions that may be misinterpreted as child abuse.

(cf. 4119.21/4219.21/4319.21 - Professional Standards)
{cf. 4131 - Staff Development)

(cf. 4231 - Staff Development)

(cf. 4331 - Staff Development)

(cf. 5145.7 - Sexual Harassment)

The Superintendent or designee shall obtain and retain proof of each mandated reporter's completion of the training.
(Education Code 44691}

Victim Interviews by Social Services

Whenever a representative from the Department of Social Services or another government agency investigating
suspected child abuse or neglect deems it necessary, a suspected victim may be interviewed during school hours, on
school premises, concerning a report of suspected child abuse or neglect that occurred within the child's home or
out-of-home care facility. The child shall be given the choice of being interviewed in private or in the presence of any
adult school employee or volunteer aide selected by the child. (Penal Code 11174.3)

A staff member or volunteer aide selected by a child may decline to be present at the interview. If the selected
person accepts, the principal or designee shall inform him/her of the following requirements: (Penal Code 11174.3)



1. The purpose of the selected person's presence at the interview is to lend support to the child and enable him/her
to be as comfortable as possible.

2. The selected person shall not participate in the interview.
3. The selected person shall not discuss the facts or circumstances of the case with the child.

4. The selected person is subject to the confidentiality requirements of the Child Abuse and Neglect Reporting Act, a
violation of which is punishable as specified in Penal Code 11167.5.

If a staff member agrees to be present, the interview shall be held at a time during school hours when it does not
involve an expense to the school. (Penal Code 11174.3)

Release of Child to Peace Officer

When a child is released to a peace officer and taken into custody as a victim of suspected child abuse or neglect, the
Superintendent or designee and/or principal shall not notify the parent/guardian, but rather shall provide the peace
officer with the address and telephone number of the child's parent/guardian. It is the responsibility of the peace
officer or agent to notify the parent/guardian of the situation. (Education Code 48906}

(cf. 145.11 - Questioning and Apprehension by Law Enforcement)

Parent/Guardian Complaints

Upon request, the Superintendent or designee shall provide parents/guardians with a copy of this administrative
regulation which contains procedures for reporting suspected child abuse occurring at a school site to appropriate
agencies. For parents/guardians whose primary language is not English, such procedures shall be in their primary
language and, when communicating orally regarding those procedures, an interpreter shall be provided.

To file a complaint against a district employee or other person suspected of child abuse or neglect at a school site,
parents/guardians may file a report by telephone, in person, or in writing with any appropriate agency identified
above under "Reporting Procedures.” If a parent/guardian makes a complaint about an employee to any other
employee, the employee receiving the information shall notify the parent/guardian of procedures for filing a
complaint with the appropriate agency. The employee also is obligated pursuant to Penal Code 11166 to file a report
himself/herself using the procedures described above for mandated reporters.

{cf. 1312.1 - Complaints Concerning District Employees)

In addition, if the child is enrolled in special education, a separate complaint may be filed with the California
Department of Education pursuant to 5 CCR 4450,

(cf. 1312.3 - Uniform Complaint Procedures)
Naotifications

The Superintendent or designee shall provide to all new employees who are mandated reporters a statement that
informs them of their status as mandated reporters, their reporting obligations under Penal Code 11166, and their
confidentiality rights under Penal Code 11167. The district also shall provide these new employees with a copy of
Penal Code 11165.7, 11166, and 11167. (Penal Code 11165.7, 11166.5}

Before beginning employment, any person who will be a mandated reporter by virtue of his/her position shall sign a
statement indicating that he/she has knowledge of the reporting obligations under Penal Code 11166 and will
comply with those provisions. The signed statement shall be retained by the Superintendent or designee. (Penal
Code 11166.5)

(cf. 4112.9/4212.9/4312.9 - Employee Notifications)

Employees who work with dependent adults shall be notified of legal responsibilities and reporting procedures
pursuant to Welfare and Institutions Code 15630-15637.

The Superintendent or designee also shall notify all employees that;

1. A mandated reporter who reports a known or suspected instance of child abuse or neglect shall not be held civilly
or criminally liable for making a report and this immunity shall apply even if the mandated reporter acquired the



knowledge or reasonable suspicion of child abuse or neglect outside of his/her professional capacity or outside the
scope of his/her employment. Any other person making a report shall not incur civil or criminal liability unless it can
be proven that he/she knowingly made a false report or made a report with reckless disregard of the truth or falsity
of the report. (Penal Code 11172)

2. If a mandated reporter fails to report an incident of known or reasonably suspected child abuse or neglect, he/she
may be guilty of a crime punishable by a fine and/or imprisonment. (Penal Code 11166)

3. No employee shall be subject to any sanction by the district for making a report. (Penal Code 11166)
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Regulation 5141.4: Child Abuse Prevention And Reporting Status: ADOPTED
Original Adopted Date: 07/26/2007 | Last Revised Date: 05/25/2016

Definitions

Child abuse or neglect includes the following: (Penal Code 11165.5, 11165.4)

1. A physical injury or death inflicted by other than accidental means on a child by another person

2. Sexual abuse of a child, including sexual assault or sexual exploitation, as defined in Penal Code 11165.1
3. Neglect of a child as defined in Penal Code 11165.2

4, Willful harming or injuring of a child or the endangering of the person or health of a child as defined in Penal Code
11165.3

5. Unlawful corporal punishment or injury as defined in Penal Code 11145.4
Child abuse or neglect does not include:
1. A mutual affray between minors (Penal Code 11165.6)

2. An injury caused by reasonable and necessary force used by a peace officer acting within the course and scope of
his/her employment (Penal Code 11165.6)

{cf. 3515.3 - District Police/Security Department)

3. An injury resulting from the exercise by a teacher, vice principal, principal, or other certificated employee of the
same degree of physical control over a student that a parent/guardian would be privileged to exercise, not exceeding
the amount of physical control reasonably necessary to maintain order, protect property, protect the health and
safety of students, or maintain proper and appropriate conditions conducive to learning {Education Code 44807}

4. An injury caused by a school employee's use of force that is reasonable and necessary to quell a disturbance
threatening physical injury to persons or damage to property, to protect himself/herself, or to obtain weapons or
other dangerous objects within the control of the student {Education Code 49001)

(cf. 5131.7 - Weapons and Dangerous Instruments)
{cf. 5144 - Discipline}
{cf. 6159.4 - Behavioral Interventions for Special Education Students)

5. Physical pain or discomfort caused by athletic competition or other such recreational activity voluntarily engaged
in by the student {Education Code 49001)

(cf. 6142.7 - Physical Education and Activity)
(cf. 6145.2 - Athletic Competition)
6. Homelessness or classification as an unaccompanied minor (Penal Code 11165.15)

Mandated reporters include, but are not limited to, athletic coaches, athletic directors, athletic administrators,
teachers; instructional aides; teacher's aides or assistants; classified employees; certificated pupil personnel
employees; administrative officers or supervisors of child attendance; administrators and employees of a licensed
day care facility; Head Start teachers; district police or security officers; licensed nurses or health care providers; and
administrators, presenters, and counselors of a child abuse prevention program. {Penal Code 11165.7)

Reasonabie suspicion means that it is objectively reasonable for a person to entertain a suspicion, based upon facts
that could cause a reasonable person in a like position, drawing when appropriate on his/her training and experience,
to suspect child abuse or neglect. However, reasonable suspicion does not require certainty that child abuse or
neglect has occurred nor does it require a specific medical indication of child abuse or neglect. (Penal Code 11166)



Reportable Offenses

A mandated reporter shall make a report using the procedures provided below whenever, in his/her professional
capacity or within the scope of his/her employment, he/she has knowledge of or abserves a child whom the
mandated reporter knows or reasonably suspects has been the victim of child abuse or neglect. (Penal Code 11166)

Any mandated reporter who has knowledge of or who reasonably suspects that a child is suffering serious emotional
damage or is at a substantial risk of suffering serious emotional damage, based on evidence of severe anxiety,
depression, withdrawal, or untoward aggressive behavior toward self or others, may make a report to the
appropriate agency. {Penal Code 11166.05, 11147)

Any district employee who reasonably believes that he/she has observed the commission of a murder, rape, or lewd
or lascivious act by use of force, violence, duress, menace, or fear of immediate and unlawful bodily injury against a
victim who is a child under age 14 shall notify a peace officer. (Penal Code 152.3, 288)

Responsibility for Reporting

The reporting duties of mandated reporters are individual and cannot be delegated to another person. (Penal Code
11166}

When two or more mandated reporters jointly have knowledge of a known or suspected instance of child abuse or
neglect, the report may be made by a member of the team selected by mutual agreement and a single report may be
made and signed by the selected member of the reporting team. Any member who has knowledge that the member
designated to report has failed to do so shall thereafter make the report. (Penal Code 11164)

Any person not identified as a mandated reporter who has knowledge of or observes a child whom he/she knows or
reasonably suspects has been a victim of child abuse or neglect may report the known or suspected instance of child
abuse or neglect to the appropriate agency. (Penal Code 11166)

{cf. 1240 - Volunteer Assistance)
Reporting Procedures
1. Initial Telephone Report

Immediately or as soon as practicable after knowing or observing suspected child abuse or neglect, a mandated
reporter shall make an initial report by telephone to any police department {excluding a school district
police/security department), sheriff's department, county probation department if designated by the county to
receive such reports, or county welfare department. (Penal Code 11165.9, 11166)

Lomita Sheriff Station

(310) 539-1461

When the initial telephone report is made, the mandated reporter shall note the name of the official contacted, the
date and time contacted, and any instructions or advice received.

2. Written Report

Within 36 hours of knowing or observing the information concerning the incident, the mandated reporter shall then
prepare and either send, fax, or electronically submit to the appropriate agency a written follow-up report, which
includes a completed Department of Justice form {SS 8572). {Penal Code 11166, 11168)

The Department of Justice form may be obtained from the district office or other appropriate agencies, such as the
county probation or welfare department or the pelice or sheriff's department.

Reports of suspected child abuse or neglect shall include, if known: {(Penal Code 11167)

a. The name, business address, and telephone number of the person making the report and the capacity that makes
the person a mandated reporter

b. The child's name and address, present location, and, where applicable, school, grade, and class

c. The names, addresses, and telephone numbers of the child's parents/guardians



d. The name, address, telephone number, and other relevant persconal information about the person who might have
abused or neglected the child

e. The information that gave rise to the reasonable suspicion of child abuse or neglect and the source(s) of that
information

The mandated reporter shall make a report even if some of this information is not known or is uncertain to him/her.
{Penal Code 11167)

The mandated reporter may give to an investigator from an agency investigating the case, including a licensing
agency, any information relevant to an incident of child abuse or neglect or to a report made for serious emotional
damage pursuant to Penal Code 11166.05. (Penal Code 111467)

3. Internal Reporting

The mandated reporter shall not be required to disclose his/her identity to his/her supervisor, the principal, or the
Superintendent or designee. {Penal Code 111466)

However, employees reporting child abuse or neglect to an appropriate agency are encouraged, but not required, to
notify the principal as soon as possible after the initial telephone report to the appropriate agency. When so notified,
the principal shall inform the Superintendent or designee.

The principal so notified shall provide the mandated reporter with any assistance necessary to ensure that reporting
procedures are carried out in accordance with law, Board policy, and administrative regulation. At the mandated
reporter's request, the principal may assist in completing and filing the necessary forms.

Reporting the information to an employer, supervisor, principal, school counselor, co-worker, or other person shall
not be a substitute for making a mandated report to the appropriate agency. {Penal Code 11164)

Within the first six weeks of each school year, the Superintendent or designee shall provide training on mandated
reporting requirements to district employees and persons working on their behalf who are mandated reporters. Any
school personnel hired during the school year shall receive such training within the first six weeks of employment,
(Education Code 444691; Penal Code 11165.7)

Training of mandated reporters shall include identification and mandated reporting of child abuse and neglect. [Penal
Code 11165.7)

Training shall also include guidance in the appropriate discipline of students, physical contact with students, and
maintenance of ethical relationships with students to avoid actions that may be misinterpreted as child abuse,

{cf. 4119.21/4219.21/4319.21 - Professional Standards)
{cf. 4131 - Staff Development)

(cf. 4231 - Staff Development)

(cf. 4331 - Staff Development)

(cf. 9145.7 - Sexual Harassment)

The Superintendent or designee shall obtain and retain proof of each mandated reporter's completion of the training.
(Education Code 44691)

Victim Interviews by Social Services

Whenever a representative from the Department of Social Services or another government agency investigating
suspected child abuse or neglect deems it necessary, a suspected victim may be interviewed during school hours, on
school premises, concerning a report of suspected child abuse or neglect that occurred within the child's home or
out-of-home care facility. The child shall be given the choice of being interviewed in private or in the presence of any
adult school employee or velunteer aide selected by the child. {Penal Code 11174.3)

A staff member or volunteer aide selected by a child may decline to be present at the interview. If the selected
person accepts, the principal or designee shall inform him/her of the following requirements: (Penal Code 11174.3)



1. The purpose of the selected person's presence at the interview is to lend support to the child and enable him/her
to be as comfortable as possible.

2. The selected person shall not participate in the interview.
3. The selected person shall not discuss the facts or circumstances of the case with the child.

4. The selected person is subject to the confidentiality requirements of the Child Abuse and Neglect Reporting Act, a
violation of which is punishable as specified in Penal Code 11167.5.

If a staff member agrees to be present, the interview shall be held at a time during school hours when it does not
involve an expense to the school. {Penal Code 11174.3)

Release of Child to Peace Officer

When a child is released to a peace officer and taken into custody as a victim of suspected child abuse or neglect, the
Superintendent or designee and/or principal shall not notify the parent/guardian, but rather shall provide the peace
officer with the address and telephone number of the child's parent/guardian. It is the responsibility of the peace
officer or agent to notify the parent/guardian of the situation. (Education Code 48906}

{cf. 145.11 - Questioning and Apprehension by Law Enforcement)

Parent/Guardian Complaints

Upon request, the Superintendent or designee shall provide parents/guardians with a copy of this administrative
regulation which contains procedures for reporting suspected child abuse occurring at a school site to appropriate
agencies. For parents/guardians whose primary language is not English, such procedures shall be in their primary
language and, when ceommunicating orally regarding those procedures, an interpreter shall be provided.

To file a complaint against a district employee or other person suspected of child abuse or neglect at a schoaol site,
parents/guardians may file a report by telephone, in person, or in writing with any appropriate agency identified
above under "Reporting Procedures.” If a parent/guardian makes a complaint about an employee to any other
employee, the employee receiving the information shall notify the parent/guardian of procedures for filing a
complaint with the appropriate agency. The employee also is obligated pursuant to Penal Code 11166 to file a report
himself/herself using the procedures described above for mandated reporters.

{cf. 1312.1 - Complaints Concerning District Employees)

In addition, if the child is enrolled in special education, a separate complaint may be filed with the California
Department of Education pursuant to 5 CCR 4650.

(cf. 1312.3 - Uniform Complaint Procedures}
Notifications

The Superintendent or designee shall provide to all new employees who are mandated reporters a statement that
informs them of their status as mandated reporters, their reporting obligations under Penal Code 11166, and their
confidentiality rights under Penal Code 11167. The district also shall provide these new employees with a copy of
Penal Code 11165.7, 11146, and 11167. (Penal Code 11165.7, 11166.5)

Before beginning employment, any person who will be a mandated reporter by virtue of his/her position shall sign a
statement indicating that he/she has knowledge of the reporting obligations under Penal Code 11166 and will
comply with those provisions. The signed statement shall be retained by the Superintendent or designee. (Penal

Code 11166.5)
{cf. 4112.9/4212.9/4312.9 - Employee Notifications)

Employees who work with dependent adults shall be notified of legal responsibilities and reporting procedures
pursuant to Welfare and Institutions Code 15630-15637.

The Superintendent or designee also shall notify all employees that:

1. A mandated reporter who reports a known or suspected instance of child abuse or neglect shall not be held civilly
or criminally fiable for making a report and this immunity shall apply even if the mandated reporter acquired the



knowledge or reasanable suspicion of child abuse or neglect outside of his/her professional capacity or outside the
scope of his/her employment. Any other person making a report shall not incur civil or criminal lability unless it can
be proven that he/she knowingly made a false report or made a report with reckless disregard of the truth or falsity
of the report. {Penal Code 11172}

2. If a mandated reporter fails to report an incident of known or reasonably suspected child abuse or neglect, he/she
may be guilty of a crime punishable by a fine and/or imprisonment. (Penal Code 111664)

3. No employee shall be subject to any sanction by the district for making a report. (Penal Code 111446)
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Policy 4020: Drug And Alcohol-Free Waorkplace Status: ADOPTED
Original Adopted Date: 02/08/2001 | Last Revised Date: 12/18/2014

The Board of Education believes that the maintenance of a drug- and alcohol-free workplace is essential to staff and
student safety and to help ensure a productive and safe work and learning environment.

(cf. 4112.41/4212.41/4312.41 - Employee Drug Testing)
(cf. 4112.42/4212.42/4312 42 - Drug and Alcohol Testing for School Bus Drivers)

An employee shall not unlawfully manufacture, distribute, dispense, possess, or use any controlled substance in the
waorkplace. {Government Code 8355; 41 USC 701)

Employees are prohibited from being under the influence of controlled substances or alcohol or consuming any
controlled substance for which the employee does not have a current, valid prescription and/or outside of the
specific parameters for use as specified in said prescription while on duty. Under the influence means that the
employee's capabilities are adversely or negatively affected, impaired, ar diminished to an extent that impacts the
employee's ability to safely and effectively perform his/her job.

These prohibitions apply before, during and after school hours. For purposes of this policy, on duty means while an
employee is on duty during both instructional and noninstructional time in the classroom or any school district
workplace, at extracurricular or cocurricular activities, or while transporting students or otherwise supervising them.

A school district workplace is any place where school district work is performed, any school-owned or school-
approved vehicle used to transport students to and from school or school activities; any off-school sites when
accommodating a school-sponscred or school-approved activity or function where students are under district
jurisdiction; or during any period of time when an employee is supervising students on behalf of the district or
otherwise engaged in district business. Employees are prohibited from consuming any alcohol while they are
supervising students on behalf of the district and/or in close proximity prior to supervising students.

Employees who are in charge of and/or acting as chaperones on behalf of the district during any district field trip,
school-sponsored trip, or school-related trip are deemed to be supervising students twenty-four hours per day
during such trip.

{cf. 4032 - Reasonable Accommodation)

The Superintendent or designee shall notify employees of the district's prohibition against drug use and the actions
that will be taken for violation of such prohibition. (Government Code 8355; 41 USC 701)

An employee shall abide by the terms of this policy and shall notify the district, within five days, of his/her conviction
for violation in the workplace of any criminal drug statute. (Government Code 8355; 41 USC 701)

The Superintendent or designee shall notify the appropriate federal granting or contracting agency within 10 days
after receiving notification, from an employee or otherwise, of any conviction for a violation occurring in the
workplace. {41 USC 701)

In accordance with law and the district's collective bargaining agreements, the Superintendent or designee shall take
appropriate disciplinary action, up to and including termination, against an employee for violating the terms of this
policy and/or shall require the employee to satisfactorily participate in and complete a drug assistance or
rehabilitation program approved by a federal, state, or local public health or law enforcement agency or other
appropriate agency.

{cf. 4112 - Appointment and Conditions of Employment)

(cf. 4117.4 - Dismissal)

(cf. 4118 - Suspension/Disciplinary Action}

{cf. 4212 - Appointment and Conditions of Employment}

(cf. 4218 - Dismissal/Suspension/Disciplinary Action)



Drug-Free Awareness Program

The Superintendent or designee shall establish a drug-free awareness program to inferm employees about:
(Government Code B355; 41 USC 701)

1. The dangers of drug abuse in the workplace

2. The district's policy of maintaining a drug-free workplace

3. Available drug counseling, rehabilitation, and employee assistance programs
{cf. 4159/4259/4359 - Employee Assistance Programs)

4, The penalties that may be imposed on employees for drug abuse violations occurring in the workplace
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Policy 4040: Employee Use Of Technology Status: ADOPTED
Original Adopted Date: 02/07/2002 | Last Revised Date: 10/11/2017

The Board of Education recognizes that technological resources enhance employee performance by offering
effective tools to assist in providing a quality instructional program; facilitating communications with
parents/guardians, students, and the community; supporting district and school operations; and improving access to
and exchange of information. The Board expects all employees to learn to use the available technological resources
that will assist them in the performance of their job responsibilities. As needed, employees shall receive professional
development in the appropriate use of these resources.

(cf. 0440 - District Technology Plan)

(cf. 1100 - Communication with the Public)
{cf. 1113 - District and Schoo! Web Sites)
{cf. 1114 - District-Sponsored Social Media)
(cf. 4032 - Reasonable Accommadation)
(cf. 4131 - Staff Development)

(cf. 4231 - Staff Development)}

{cf. 4331 - Staff Development)

Employees shall be responsible for the appropriate use of technology and shall use district technology primarily for
purposes related to their employment.

{cf. 0410 - Nondiscrimination in District Programs and Activities)

{cf. 4119.11/4219.11/4319.11 - Sexual Harassment)

{cf. 4119.21/4219.21/4319.21 - Professional Standards)

(cf. 4119.23/4219.23/4319.23 - Unauthorized Release of Confidential/Privileged Information)
(cf. 4119.25/4219.25/4319.25 - Political Activities of Employees)

{cf. 5125 - Student Records}

(cf. 5125.1 - Release of Directory Information)

{cf. 6162.6 - Use of Copyrighted Materials)

(cf. 6163.4 - Student Use of Technology)

District technology includes, but is not limited to, computers, the district's computer network including servers and
wireless computer networking technology (wi-fi), the Internet, email, USB drives, wireless access points {routers),
tablet computers, smartphones and smart devices, telephones, cellular telephones, personal digital assistants, pagers,
MP3 players, wearable technology, any wireless communication device including emergency radios, and/or future
technological innovations, whether accessed on or off site or through district-owned or personally owned equipment
or devices.

The Superintendent or designee shall establish an Acceptable Use Agreement which outlines employee cbligations
and responsibilities related to the use of district technology. Upon employment and whenever significant changes
are made to the district's Acceptable Use Agreement, employees shall be required to acknowledge in writing that
they have read and agreed to the Acceptable Use Agreement.

Employees shall not use district technology to access, post, submit, publish, ar display harmful or inappropriate
matter that is threatening, obscene, disruptive, sexually explicit, or unethical or that promotes any activity prohibited
by law, Board policy, or administrative regulations.



Harmfu! matter includes matter, taken as a whole, which to the average person, applying contemporary statewide
standards, appeals to the prurient interest and is matter which depicts or describes, in a patently offensive way,
sexual conduct and which lacks serious literary, artistic, political, or scientific value for minors. (Penal Code 313}

The Superintendent or designee shall ensure that all district computers with Internet access have a technology
protection measure that protects against access to visual depictions that are obscene, child pornography, or harmful
to minors and that the operation of such measures is enforced. The Superintendent or designee may disable the
technology protection measure during use by an adult to enable access for bona fide research or other lawful
purpose. (20 USC 6777, 47 USC 254}

The Superintendent or designee shall annually notify employees in writing that they have no reasonable expectation
of privacy in the use of any equipment or other technological resources provided by or maintained by the district,
including, but not limited to, computer files, email, text messages, instant messaging, and other electronic
communications, even when pravided their own password. To ensure proper use, the Superintendent or designee
may monitor employee usage of district technology at any time without advance notice or consent and for any
reason allowed by law.

In addition, employees shall be notified that records maintained on any personal device or messages sent or received
on a personal device that is being used to conduct district business may be subject to disclosure, pursuant to a
subpoena or other lawful request.

Employees shall report any security problem or misuse of district technology to the Superintendent or designee.

inappropriate use of district technology may result in a cancellation of the employee's user privileges, disciplinary
action, and/or legal action in accordance with law, Board policy, and administrative regulation.

{cf. 4118 - Dismissal/Suspension/Disciplinary Action)

{cf. 4218 - Dismissal/Suspension/Disciplinary Action)
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On-Line/Internet Services: User Obligations and Responsibilities

Employees are authorized to use district equipment to access the Internet or other on-line services in accordance
with Board of Education policy, the district's Acceptable Use Agreement, and the user obligations and responsibilities
specified below.

1. The employee in whose name an on-line services account is issued is responsible for its proper use at all times.
Employees shall keep account information, home addresses and telephone numbers private. They shall use the
system only under their own account number.

2. Employees shall use the system responsibly and primarily for work-related purposes.

(cf. 6162.7 - Use of Technology in Instruction)

3. Employees shall not access, post, submit, publish or display harmful or inappropriate matter that is threatening,
obscene, disruptive or sexually explicit, or that could be construed as harassment or disparagement of others based
on their race/ethnicity, national origin, gender, sexual orientation, age, disability, religion or political beliefs.

{cf. 4030 - Nondiscrimination in Employment)
{cf. 4031 - Complaints Concerning Discrimination in Employment)

{cf.4119.11/4219.11/4319.11 - Sexual Harassment)

4. Employees shall not use the system to promote unethical practices or any activity prohibited by law, Board policy
or administrative regulations.

5. Copyrighted material shall not be placed on the system without the author's permission. Employees may
download copyrighted material only in accordance with applicable copyright laws.

{cf. 6162.6 - Use of Copyrighted Materials}

6. Employees shall not intentionally upload, download or create computer viruses and/or maliciously attempt to
harm or destroy district equipment or materials or the data of any other user, including so-called "hacking."

7. Employees shall not read other users' electronic mail or files. They shall not attempt to interfere with other users'

ahility to send or receive electronic mail, nor shall they attempt to read, delete, copy, modify or forge other users'
mail.

8. Users shall report any security problem or misuse of the services to the Superintendent or designee.
(cf. 6163.4 - Student Use of Technology)
9. Users are encouraged to keep messages brief.,

10. Employees shall not develop any classroom or work-related web sites, blogs, forums, or similar online
communications representing the district or using district equipment or resources without permission of the
Superintendent or designee. Such sites shall be subject to rules and guidelines established for district online
publishing activities including, but not limited to, copyright laws, privacy rights, and prohibitions against obscene,
libelous, and slanderous content. Because of the unfiltered nature of blogs, any such site shall include a disclaimer
that the district is not responsible for the content of the messages. The district retains the right to delete material on
any such online communications.

{cf. 1113 - District and School Web Sites)
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Policy 4030: Nondiscrimination In Employment Status: ADOPTED
Original Adopted Date: 02/26/2004 | Last Revised Date: 02/23/2022 | Last Reviewed Date: 02/09/2022

The Board of Education is determined to provide a safe, positive environment where all district employees are
assured of full and equal employment access and opportunities, protection from harassment or intimidation, and
freedom from any fear of reprisal or retribution for asserting their employment rights in accordance with law. For
purposes of this policy, employees include job applicants, interns, volunteers, and persons who contracted with the
district to provide services, as applicable.

No district employee shall be discriminated against or harassed by any coworker, supervisor, manager, or other
person with whom the employee comes in contact in the course of employment ,on the basis of the employee's
actual or perceived race, color, ancestry, national origin, age, religious creed, marital status, pregnancy, physical or
mental disability, medical condition, genetic information, military and veteran status, sex, sexual orientation, gender,
gender identity, gender expression, or association with a person or group with one or more of these actual or
perceived characteristics.

The district shall not inquire into any employee's immigration status nor discriminate against an employee on the
basis of immigration status, unless there is clear and convincing evidence that it is necessary to comply with federal
immigration law. (2 CCR 11028)

Discrimination in employment based on the characteristics listed above is prohibited in all areas of emplayment and
in all employment-related practices, including the following:

1. Discrimination in hiring, compensation, terms, conditions, and ather privileges of employment

2. Taking of an adverse employment action, such as termination or the denial of employment, pramotion, job
assignment, or training

3. Unwelcome conduct, whether verbal, physical, or visual, that is so severe or pervasive as to adversely affect an
employee's employment opportunities, or that has the purpose or effect of unreasonably interfering with the
individual's work performance or creating an intimidating, hostile, or offensive work enviranment

4, Actions and practices identified as unlawful or discriminatory pursuant to Government Code 12940 or 2 CCR
11006-11086, such as:

a. Sex discrimination based on an employee's pregnancy, childbirth, breastfeeding, or any related medical
condition or on an employee's gender, gender expression, or gender identity, including transgender
status

b. Religious creed discrimination based on an employee's religious belief or observance, including religious
dress or grooming practices, or based on the district's failure or refusal to use reasonable means to
accommodate an employee’'s religious belief, observance, or practice which conflicts with an
employment requirement

€. Requirement for a medical or psychological examination of a job applicant, or an inquiry into whether a
job applicant has a mental or physical disability or a medical condition or as to the severity of any such
disability or condition, without the showing of a job-related need or business necessity

d. Failure to make reasonable accommodation for the known physical or mental disability of an employee,
or to engage in a timely, good faith, interactive process with an employee whe has requested such
accommodations in order to determine the effective reasonable accommadations, if any, to be provided
to the employee

The Baard also prohibits retaliation against any district employee or job applicant who opposes any discriminatory
employment practice by the district or its employee, agent, or representative or who complains, testifies, assists, or



in any way participates in the district’s complaint procedures pursuant to this palicy. No employee or job applicant
whao requests an accommodation for any protected characteristic listed in this policy shall be subjected to any
punishment or sanction, regardless of whether the request was granted. (Government Code 12940)

Complaints concerning employment discrimination, harassment, or retaliation shall immediately be investigated in
accordance with procedures specified in the accompanying administrative regulation.

Any supervisory or management employee who observes or has knowledge of an incident of prohibited
discrimination or harassment shall report the incident to the Superintendent or designated district coordinator as
soon as practical after the incident. All other employees are encouraged to report such incidents to their supervisor
immediately. The district shall protect any employee who reports such incidents from retaliation.

The Superintendent or designee shall use all appropriate means to reinforce the district's nondiscrimination policy,
including providing training and information to employees about how to recognize harassment, discrimination, or
other related conduct, how to respond appropriately, and components of the district's policies and regulations
regarding discrimination. The Superintendent or designee shall regularly review the district's employment practices
and, as necessary, shall take action to ensure district compliance with the nondiscrimination laws.

Any district employee who engages in prohibited discrimination, harassment, or retaliation or who aids, abets, incites,
compels, or coerces another to engage or attempt to engage in such behavior in violation of this policy shall be
subject to disciplinary action, up to and including dismissal.
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Al allegations of discrimination in employment, including those involving an employee, job applicant, intern, volunteer, ar other person contracted to provide
services to the district shall be investigated and resolved in accordance with procedures specified in this administrative regulation,

The district designates the position identified below as its coordinator for nondiscrimination in employment {coordinator) to organize and manage the district's efforts
to answer inguiries regarding the district's nondiscrimination policies. The coordinator may be contacted at;

Executive Director, Human Resources
375 Via Almar

Palos Verdes Estates, CA 90274
131018943417
licciardello@pvpusd.net

Measures to Prevent Discrimination

To prevent uniawful discrimenation, har t, and retaliation in district employment. the Superintendent ar designee shall implement the following measures.

1. Display in a prominent and accessible location at every work site where the district has employees, and post electronically in a conspicuous location an comput
Employment and Howsing (DFEH) posters on the prohibition of workplace discrimination and harassment, the rights of transgender employesas. and the rights a
medical condition, or are recavering from childbirth (Government Code 12950; 2 CCR 11013, 11022, 1104%)

2. Publicize the district's nondiscrimination policy and regutation, including the complaint procedures and the coordinator's contact infarmatien, by: {5 CCR 4960;

a. Including them in each announcement. bulletin, or application form that is used in employee recruitment
b, Posting them in all district schools and offices, including staff lounges and other prominent locations
c. Posting them on the district's web site and providing #asy access to them through district-supported social media, when available
3 Disseminate the district's nondiscriminat'on policy and administrative regulation ta all employees by one or more of the following methods: {2 CCR 11023)
a. Printing and providing a copy to all employees, with an acknowledgment form for each employee to sign and return
b. Sending a copy via email with an acknowledgment return form
¢ Posting a copy on the district intranet with a tracking system ensuring all employees have read and acknowledged receipt of the policies
d. Discussing the palicy and regulation with employees upon hire and/or during a new hire orientation session

e, Any other way that ensures employees receive and understand the policy

4, Provide to employees a handbook which contains information that clearly describes the district's nondiscrimination policy, procedures for filing a complaint, an
the victim of any discriminatory or harassing behavior

S. Provide training regasding the district's nondiscrimination policy, including what constitutes unlawful discrimination, harassment, and retaliation and how and to
The district may also provide bystander intervention training to employees which includes information and practical guidance on how to recognize potentially ¢

action when they observe such behaviors. The training and education may include exercises to provide employees with the skills and confidence to intervene a:
upon that support their interventi {Go t Code 12950.2)

&. Periodically review the district's recruitment, hiring, and promotion processes and regularly monitor the terms, conditions, and privileges of employment to ensi

7. For any district facility where 10 percent of employees have a language other than English as their spoken language, translate the palicy into every language sp

Complaint Procedure

Complaints of sexual harassment shall be Investigated and resolved in accordance with AR 4119.12/421%.12/4319.12 - Title IX Sexual Harassment Complaint Proce:
harassment pursuant to 34 CFR 106 30

Any other complaint alleging unlawful discrimination or harassment shall be addressed in accordance with the following procedures:

1. Natice and Receipt of Complaint: A complainant may inform a direct supervisor, another supervisor, the coordinator, the Superintendent or_ if available, a comg
supervisor may be bypassed in fifing a complaint when the supervisor is the subject of the complaint.

The complainant may first attempt to resolve the situation informally with the complainant's supervisor before filing a written complaint

A supervisor or manager who has received informatfon about an incident of discrimination or hatassment. or has observed such an incident, shall report it 16 thi
complaint

The written complaint should contain the complainant’s name. the name of the individual who allegedly committed the act, a description of the incident, the da



whao may have relevant information, any available evidence of the discrimination or harassment, and any other pertinent information which may assist in investi

2. Investigation Process: The coordinator shall initiate an impartial investigation of an allegation of discri ion or har t within five business days of recei
regardless of whether a written complaint has been filed or whether the written complaint is complete

The coordinatar shall meet with the complainant to describe the district's complaint procedure and discuss the actions being sought by the complainant in resp
complainant that the investigation of the allegations will be fair, timely, and thorough and will be conducted in a manner that provides all parties due process ar
collected. The coordinator shall alse inform the parties that the investigation will be kept ¢onfidential to the extent possible, but that some information may be

IF the coordinator determines that a detailed fact-finding investigation is necessary, the investigation shall begin immediately. As part of this investigation, the ¢
accused, and other persons who could be expected to have relevant information,

The coordinator shall track and document the progress of the investigation to ensure reasonable progress and shall inform the parties as necessary.

When necessary to carry out the investigation or to protect employee safety, the coordinator may discuss the complaint with the Superintendent or designee.«

The coordinator shall also determine whether interim es, such as scheduling changes, transfers, or leaves, need to be taken before the investigation is cc
shall ensure that such interim measures do not constitute retaliation.

3. Written Report un Findings and Remedial/Corrective Action: No more than 20 business days after receiving the complaint, the coordinater shall conclude the i
timeline may be extended for good cause. If an extension is needed, the coordinator shall notify the parties and explain the for the ext

The report shall include the decision and the reasons for the decision and shall summarize the steps taken during the investigation. If 3 determination has been
shall also include any corrective action{s) that have been or will be taken to address the behavior, provide appropriate options for remedial actions and resolutic
discrimination or it is prevented. The report shall be presented to the Superintendent or designee.

A summary of the findings shall be presented to the complainant and the person atcused.

4, Appeal to the Governing Board: The complainant or the person accused may appeal any findings to the Board within 10 business days of receiving the written
desighee shall provide the Board with all information presented during the investigation. Upon receiving an appeal, the Board shall schedule a hearing as soon 2
be addressed in closed session in accordance with law. The Board shall render its decision within 10 business days.

Other Remedies

In addition to filing a discrimination or harassment complaint with the district. a person may file a complaint with either DFEH or the Equal Employment Opportunity
are as follows:

1. For filing a complaint with DFEH afleging a violation of Government Code 12940-12952. within three years of the alleged discriminatory act{s), unless an exceg
{Government Code 12960}

2. For filing a complaint with EEOC, within 180 days of the alleged discriminatory actis) {42 USC 2000e-5)

3. For filing a complaint with EEOC after first fikng a complaint with DFEH, within 300 days of the alleged discriminatory act{s) or within 30 days after the termin:
2000e-5)
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The Board of Education expects district employees to maintain the highest ethical standards, behave professionally,
follow district policies and regulations, abide by state and federal laws, and exercise good judgment when interacting
with students and other members of the school community. Employees shall engage in conduct that enhances the
integrity of the district, advances the goals of the district's educational programs, and contributes to a positive school
climate.

The Board encourages district employees to accept as guiding principles the professional standards and codes of
ethics adopted by educational or professional associations to which they may belong.

Each employee is expected to acquire the knowledge and skills necessary to fulfill his/her responsibilities and to
contribute to the learning and achievement of district students.

Inappropriate Conduct
Inappropriate employee conduct includes, but is not limited to:

1. Engaging in any conduct that endangers students, staff, or others, including, but not limited to, physical
violence, threats of violence, or possession of a firearm or other weapon

2. Engaging in harassing or discriminatory behavior towards students, parents/guardians, staff, or community
members, or failing or refusing to intervene when an act of discrimination, harassment, intimidation, or bullying
against a student is observed

3. Physically abusing, sexually abusing, neglecting, or otherwise willfully harming or injuring a child

4. Engaging in inappropriate socialization or fraternization with a student or soliciting, encouraging, or maintaining
an inappropriate written, verbal, or physical relationship with a student

5. Possessing or viewing any pornography on school grounds, or possessing or viewing child pornography or
other imagery portraying children in a sexualized manner at any time

6. Using profane, obscene, or abusive language against students, parents/guardians, staff, or community members
7. Willfully disrupting district or school operations by loud or unreasonable noise or other action

8. Using tobacco, alcohol, or an illegal or unauthorized substance, or possessing or distributing any controlled
substance, while in the workplace, on district property, or at a school-sponsored activity

9. Being dishonest with students, parents/guardians, staff, or members of the public, including, but not limited to,
falsifying information in employment records or other school records

10. Divulging confidential information about students, district employees, or district operations to persons or
entities not authorized to receive the information

11. Using district equipment or other district resources for the employee's own commercial purposes or for
political activities

12. Using district equipment or communications devices for personal purposes while on duty, except in an
emergency, during scheduled work breaks, or for personal necessity

Employees shall be notified that computer files and all electronic communications, including, but not limited to,
email and voice mail, are not private. To ensure proper use, the Superintendent or designee may monitor
employee usage of district technological resources at any time without the employee's consent.

13. Causing damage to or engaging in theft of property belonging to students, staff, or the district

14, Wearing inappropriate attire



Reports of Misconduct

An employee who observes or has evidence of another employee's inappropriate conduct shall immediately report
such conduct to the principal or Superintendent or designee. An employee who has knowledge of or suspects child
abuse or neglect shall file a report pursuant to the district's child abuse reporting procedures as detailed in AR
5141.4 - Child Abuse Prevention and Reporting.

Any reports of employee misconduct shall be promptly investigated. Any employee who is found to have engaged in
inappropriate conduct in violation of law or Board policy shall be subject to disciplinary action and, in the case of a
certificated employee, may be subject to a report to the Commission on Teacher Credentialing. The Superintendent
or designee shall notify local law enforcement as appropriate.

An employee who has knowledge of but fails to report inappropriate employee conduct may also be subject to
discipline.

The district prohibits retaliation against anyone wha files a complaint against an employee or reports an employee’s
inappropriate conduct. Any employee who retaliates against any such complainant, reporter, or other participant in
the district's complaint process shall be subject to discipline.

Notifications
The section(s) of the district's employee code of conduct addressing interactions with students shall be provided to

parents/guardians at the beginning of each school year and shall be posted on school and/or district web sites.
(Education Code 44050}



CODE OF ETHICS OF THE EDUCATION PROFESSION

Preamble

The educator. believing in the worth and dignity of each human being, recognizes the supreme
importance of the pursuit of truth, devotion to excellence, and the nurturing of democratic principles.
Essential to these goals is the protection of freedom to learn and 1o teach and the guarantee of equal
educational opportunity for all. The educator accepts the responsibility to adhere to the highest ethical
standards.

The educator recognizes the magnitude of the responsibility inherent in the teaching process. The
desire for the respect and confidence of one's colleagues, of students, of parents, and of the members of
the community provides the incentive to attain and maintain the highest possible degree of ethical
conduct. The Code of Ethics of the Education Profession indicates the aspiration of all educators and
provides standards by which to judge conduct.

Principle I. Commitment to the Student

The educator strives to help each student realize his/her potential as a worthy and effective member of
society. The educator therefore works to stimulate the spirit of inquiry, the acquisition of knowledge
and understanding, and the thoughtful formulation of worthy goals.

In fulfillment of the obligation to the student. the educator:

1. Shall not unreasonably restrain the student from independent action in the pursuit of iearning

2. Shall not unreasonably deny the student access to varying points of view

3. Shall not deliberately suppress or distort subject matter relevant to the student's progress

4. Shall make reasonable effort to protect the student from conditions harmful to learning or to health
and safety

3. Shall not intentionally expose the student to embarrassment or disparagement

6. Shall not on the basis of race, color, creed, gender. national origin, marital status, political or
religious beliefs. family. social. or cultural background, or sexual orientation. unfairly:

a. Exclude any student from participation in any program

b. Deny benefits to any student

c. Grant any advantage to any student

7. Shall not use professional relationships with students for private advantage

8. Shall not disclose information in the course of professional service unless disclosure serves a
compelling professional purpose or is required by law

Principle 1. Commitment to the Profession



The education profession is vested by the public with a trust and responsibility requiring the highest
ideals of professional service.

In the belief that the quality of the services of the education profession directly influences the nation
and its citizens, the educator shall exert every effort to raise professional standards, to promote a
climate that encourages the exercise of professional judgment, Lo achieve conditions that attract

persons worthy of the trust to careers in education, and to assist in preventing the practice of the
profession by unqualified persons.

In fulfillment of the obligation of the profession, the educator:

1. Shall not in any application for a professional position deliberately make a false statement or fail to
disclose a material fact related 1o competency and qualifications

2. Shall not misrepresent his/her professional qualifications

3. Shall not assist any entry into the profession of a person known to be unqualified in respect to
character, education. or other relevant attribute

4. Shall not knowingly make a false statement concerning the qualifications ol a candidate for a
professional position

3. Shall not assist a noneducator in the unauthorized practice of teaching

6. Shall not disclose information about colleagues obtained in the course of professional service unless
disclosure serves a compelling professional purpose or is required by law

7. Shall not knowingly make false or malicious statements about a colleague

8. Shall not accept any gratuity, gift. or favor that might impair or appear to influence professional
decisions or action

Source: National Education Association, 1975
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The Board of Education expects district employees to maintain the highest ethical standards, behave professionally,
follow district policies and regulations, abide by state and federal laws, and exercise good judgment when interacting
with students and other members of the school community. Employees shall engage in conduct that enhances the

integrity of the district, advances the goals of the district’s educational programs, and contributes to a positive school
climate.

The Board encourages district employees to accept as guiding principles the professional standards and codes of
ethics adopted by educational or professional associations to which they may belong.

Each employee is expected to acquire the knowledge and skills necessary to fulfill his/her responsibilities and to
contribute to the learning and achievement of district students.

Inappropriate Conduct
Inappropriate employee conduct includes, but is not limited to:

1. Engaging in any conduct that endangers students, staff, or others, including, but not limited to, physical
violence, threats of violence, or possession of a firearm or other weapon

2. Engaging in harassing or discriminatory behavior towards students, parents/guardians, staff, or community
members, or failing or refusing to intervene when an act of discrimination, harassment, intimidation, or bullying
against a student is observed

3. Physically abusing, sexually abusing, neglecting, or otherwise wilifully harming or injuring a child

4. Engaging in inappropriate socialization or fraternization with a student or soliciting, encouraging, or maintaining
an inappropriate written, verbal, or physical relationship with a student

5. Possessing or viewing any pornography on school grounds, or possessing or viewing child pornography or
other imagery portraying children in a sexvalized manner at any time

6. Using profane, obscene, or abusive language against students, parents/guardians, staff, or community members
7. Willfully disrupting district or school operations by loud or unreasonable noise or other action

B. Using tobacco, alcohol, or an illegal or unauthorized substance, or possessing or distributing any controlled
substance, while in the workplace, on district property, or at a schoel-sponsored activity

9. Being dishonest with students, parents/guardians, staff, or members of the public, including, but not limited to,
falsifying information in employment records or other school records

10. Divulging confidential information about students, district employees, or district operations to persons or
entities not authorized to receive the information

11. Using district equipment or other district resources for the employee's own commercial purposes or for
political activities

12. Using district equipment or communications devices for personal purposes while on duty, except in an
emergency, during scheduled work breaks, or for personal necessity

Employees shall be notified that computer files and all electronic communications, including, but not limited to,
email and voice mail, are not private. To ensure proper use, the Superintendent or designee may menitor
employee usage of district technological resources at any time without the employee's consent.

13. Causing damage to or engaging in theft of property belonging to students, staff, or the district

14. Wearing inappropriate attire



Reports of Misconduct

An employee who observes or has evidence of another employee's inappropriate conduct shall immediately report
such conduct to the principal or Superintendent or designee. An employee who has knowledge of or suspects child
abuse or neglect shall file a report pursuant to the district's child abuse reporting procedures as detailed in AR
5141.4 - Child Abuse Prevention and Reporting.

Any reports of employee misconduct shall be promptly investigated. Any employee who is found to have engaged in
inappropriate conduct in violation of law or Board policy shall be subject to disciplinary action and, in the case of a
certificated employee, may be subject to a report to the Commission on Teacher Credentialing. The Superintendent
or designee shall notify local law enforcement as appropriate.

An employee who has knowledge of but fails to report inappropriate employee conduct may also be subject to
discipline.

The district prohibits retaliation against anyone who files a complaint against an employee or reports an employee's
inappropriate conduct. Any employee who retaliates against any such complainant, reporter, or other participant in
the district's complaint process shall be subject to discipline.

Notifications

The section(s) of the district’s employee code of conduct addressing interactions with students shall be provided to
parents/guardians at the beginning of each school year and shall be posted on school and/or district web sites.
(Education Code 44050)



CLASSIFIED EMPLOYEES

School employees who are in daily contact with many phases of educational work should be persons
whose conduct is beyond reproach and who sincerely believe in the advancement of education and the
betterment of working conditions; therefore, the California School Employees' Association proposes
this Code of Ethics as a standard for its members.

AS A SCHOOL EMPLOYEE I WILL:

1. Be proud of my vocation in order that I may use my best endeavors to elevate the standards of my
position so that I may merit a reputation for high quality of service — to the end that others may
cmulate my example.

2. Be a person of integrity, clean speech, desirable personal habits, and physical fitness.
3. Be just in my criticism and be generous in my praise; to improve and not destroy.
4. At all times be courteous in my relations with students, parents, teachers and others.

5. Be a resourceful person who readily adapts himself to different kinds of work and changed
conditions and finds better ways to do things.

6. Conduct myself in a spirit of friendly helpfulness to my fellow employees to the end that 1 will
consider no personal success legitimate or cthical which is secured by taking unfair advantage of
another.

7. Associate myself with employees of other districts for the purpose of discussing school problems
and cooperating in the improvement of public school conditions.

8. Always uphold my obligations as a citizen to my nation, my state, my school district and my
community, and give them unswerving loyalty.

9. Always bear in mind that the purpose of CSEA is to promote the cfficicncy and raisc the standards
of all school employees and that [ shall be equally obligated to assist all my fellow workers.

SOURCE: CALIFORNIA SCHOOL EMPLOYEES' ASSOCIATION
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The Board of Education expects district employees to maintain the highest ethical standards, behave professionally,
follow district policies and regulations, abide by state and federal laws, and exercise good judgment when interacting
with students and other members of the school community. Employees shall engage in conduct that enhances the

integrity of the district, advances the goals of the district's educational programs, and contributes to a positive school
climate.

The Board encourages district employees to accept as guiding principles the professional standards and codes of
ethics adopted by educational or professional associations to which they may belong.

Each employee is expected to acquire the knowledge and skills necessary to fulfill his/her responsibilities and to
contribute to the learning and achievement of district students.

Inappropriate Conduct
Inappropriate employee conduct includes, but is not limited to:

1. Engaging in any conduct that endangers students, staff, or others, including, but not limited to, physical
violence, threats of violence, or possession of a firearm or other weapon

2. Engaging in harassing or discriminatory behavior towards students, parents/guardians, staff, or community
members, or failing or refusing to intervene when an act of discrimination, harassment, intimidation, or bullying
against a student is abserved

3. Physically abusing, sexually abusing, neglecting, or otherwise willfully harming or injuring a child

4. Engaging in inappropriate socialization or fraternization with a student or soliciting, encouraging, or maintaining
an inappropriate written, verbal, or physical relationship with a student

5. Possessing or viewing any pornography on school grounds, or possessing or viewing child pornography or
other imagery portraying children in a sexualized manner at any time

6. Using profane, obscene, or abusive language against students, parents/guardians, staff, or community members
7. Willfully disrupting district or school operations by loud or unreasonable noise or other action

B. Using tobacco, alcohol, or an illegal or unauthorized substance, or possessing or distributing any controlled
substance, while in the workplace, on district property, or at a school-sponsored activity

9. Being dishonest with students, parents/guardians, staff, or members of the public, including, but not limited to,
falsifying information in employment records or other school records

10. Divulging confidential information about students, district employees, or district operations to persons or
entities not authorized to receive the information

11. Using district equipment or other district resources for the employee's own commercial purposes or for
political activities

12. Using district equipment or communications devices for personal purposes while on duty, except in an
emergency, during scheduled work breaks, or for personal necessity

Employees shall be notified that computer files and all electronic communications, including, but not limited to,
email and voice mail, are not private. To ensure proper use, the Superintendent or designee may monitor
employee usage of district technological resources at any time without the employee's consent.

13. Causing damage to or engaging in theft of property belonging to students, staff, or the district



14. Wearing inappropriate attire

Reports of Misconduct

An employee who observes or has evidence of another employee's inappropriate conduct shall immediately report
such conduct to the principal or Superintendent or designee. An employze who has knowledge of or suspects child
abuse or neglect shall file a report pursuant to the district's child abuse reporting procedures as detailed in AR
5141.4 - Child Abuse Prevention and Reporting.

Any reports of employee misconduct shall be promptly investigated. Any employee who is found to have engaged in
inappropriate conduct in violation of law or Board policy shall be subject to disciplinary action and, in the case of a
certificated employee, may be subject to a report to the Commission on Teacher Credentialing, The Superintendent
or designee shall notify local law enforcement as appropriate.

An employee who has knowledge of but fails to report inappropriate employee conduct may also be subject to
discipline.

The district prohibits retaliation against anyone who files a complaint against an employee or reports an employee's
inappropriate conduct. Any employee who retaliates against any such complainant, reporter, or other participant in
the district's complaint process shall be subject to discipline.

Notifications

The sectien(s) of the district's employee code of conduct addressing interactions with students shall be provided to
parents/guardians at the beginning of each school year and shall be posted on school and/or district web sites.
{(Education Code 44050)



CALIFORNIA PROFESSIONAL STANDARDS FOR EDUCATIONAL LEADERS

Standard 1. Development and Implementation of a Shared Vision: Education leaders facilitate the
development and implementation of a shared vision of learning and growth of all students.

1A. Student-Centered Vision: Leaders shape a collective vision that uses multiple measures of data and
focuses on equitable access, opportunities, and outcomes for all students.

1B. Developing Shared Vision: Leaders engage others in a collaborative process to develop a vision of
teaching and learning that is shared and supported by all stakeholders.

IC. Vision Planning and Implementation: Leaders guide and monitor decisions, actions, and outcomes
using the shared vision and goals.

Standard 2. Instructional Leadership: Education leaders shape a collaborative culture of teaching and
learning informed by professional standards and focused on student and professional growth.

2A. Professional Learning Cuiture: Leaders promote a culture in which staff engages in individual and
collective professional learning that results in their continuous improvement and high performance.

2B. Curriculum and Instruction: Leaders guide and support the implementation of standards-based
curriculum, instruction, and assessments that address student expectations and outcomes.

2C. Assecssment and Accountability: Leaders develop and use assessment and accountability systems to
monitor, improve, and extend educator practice, program outcomes, and student learning

Standard 3. Management and Learning Environment: Education leaders manage the organization to
cultivate a safe and productive learning and working environment.

3A. Operations and Facilities: Leaders provide and oversee a functional, safe, and clean learning
environment.

3B. Plans and Procedures: Leaders establish structures and employ policies and processes that support
students to graduate ready for college and career.

3C. Climate: Leaders facilitate safe, fair, and respectful environments that meet the intellectual,
linguistic, cultural, social-emotional, and physical needs of each learner.

3D. Fiscal and Human Resources: Leaders align fiscal and human resources and manage policies and
contractual agreements that build a productive learning environment.

Standard 4. Family and Community Engagement: Education leaders collaborate with families and
other stakeholders to address diverse student and community interests and mobilize community
resources.

4A. Parent and Family Engagement: Leaders meaningfully involve all parents and families, including
underrepresented communities, in student learning and support programs,

4B. Community Partnerships: Leaders establish community partnerships that promote and support
students to meet performance and content expectations and graduate ready for college and carcer.
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The following policy shall apply te all district employees, board members, interns, volunteers, contractors, job
applicants, and other persons with an employment relationship with the district.

The Board of Education is committed to providing a safe work environment that is free of harassment and
intimidation. The Board prohibits sexual harassment against district employees and retaliatory behavior or action

against any person who complains, testifies, or otherwise participates in the complaint process established for the
purpose of this paolicy.

Sexual harassment includes, but is not limited to, harassment that is based on the sex, gender, gender identity, gender

expression, or sexual orientation of the victim and harassment based on pregnancy, childbirth, or related medical
condition,

The Superintendent or designee shall take all actions necessary to ensure the prevention, investigation, and
correction of sexual harassment, including but not limited to:

1. Providing training to employees in accardance with law and administrative regulation

2. Publicizing and disseminating the district's sexual harassment palicy to employees and others to whom the
policy may apply

3. Ensuring prompt, thorough, and fair investigation of complaints

4, Taking timely and appropriate corrective/remedial action(s), which may require interim separation of the
complainant and the alleged harasser and subsequent monitoring of developments

The Superintendent or designee shall periodically evaluate the effectiveness of the district's strategies to prevent
and address harassment. Such evaluation may invelve conducting regular anonymous employee surveys to assess
whether harassment is occurring or is perceived to be tolerated, partnering with researchers or other agencies with
the needed expertise to evaluate the district's prevention strategies, and using any other effective tool for receiving
feedback on systems and/or processes. As necessary, changes shall be made to the harassment policy, complaint
procedures, or training.

Sexual Harassment Repaorts and Complaints

District employees who feel that they have been sexually harassed in the performance of their district
responsibilities or who have knowledge of any incident of sexual harassment by or against another employee shall
immediately report the incident to their direct supervisor, a district administrator, or the district's Title IX
Coordinator. Employees may bypass their supervisor in filing a complaint if the supervisor is the subject of the
complaint. A supervisor or administrator who receives a harassment complaint shall promptly notify the Title [X
Coordinator.

Once notified, the Title IX Coordinator shall ensure the comptaint or allegation is addressed through AR
4119.12/4219.12/4319.12 - Title IX Sexual Harassment Complaint Procedures or AR 4030 - Nondiscrimination in
Employment, as applicable. Because a complaint or allegation that is dismissed or denied under the Title 1X
complaint procedure may still be subject to consideration under state law, the Title X Coordinator shall ensure that
any implementation of AR 4119.12/4219.12/4319.12 concurrently meets the requirements of AR 4030.

The Title IX Coordinator shall offer supportive measures to the complainant and respondent, as deemed appropriate
under the circumstances.

Upon investigation of a sexual harassment complaint, any district employee found to have engaged or participated in
sexual harassment or to have aided, abetted, incited, compelled, or coerced another to commit sexual harassment in
violation of this palicy shall be subject to disciplinary action, up to and including dismissal, in accordance with law and
the applicable collective bargaining agreement.
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The following administrative regulation shall apply to all allegations of sexual harassment involving employees, board

members, interns, volunteers, and job applicants, but shall not be used to resolve any complaint by or against a
student.

Definitions

Sexual harassment includes, but is not limited to, unwelcome sexual advances, unwanted requests for sexual favors,
or other unwanted verbal, visual, or physical conduct of a sexual nature, regardiess of whether or not the conduct is
motivated by sexual desire. Conductis considered to be sexual harassment when made against another person of
the same or opposite sex in the work or educational setting under any of the following conditions: {Education Code
212.5; Government Code 12940; 2 CCR 11034)

1. Submission te the conduct is made explicitly or implicitly a term or condition of the individual's employment.

2. Submission to or rejection of the conduct is used as the basis for an employment decision affecting the
individual.

3. The conduct has the purpose or effect of having a negative impact upon the individual's work perfermance or
of creating an intimidating, hostile, or offensive work environment.

4. Submission to or rejection of the conduct is used as the basis for any decision affecting the individual regarding
benefits, services, honors, programs, or activities available at or through the district.

For purposes of applying the complaint procedures specified in Title IX of the Education Amendments of 1972,
sexual harassment is defined as any of the following forms of conduct that occurs in an education program or activity
in which a district school exercises substantial control over the context and respondent: {34 CFR 106.30, 106.44)

1. Adistrict employee conditioning the provision of a district aid, benefit, or service on the person's participation
in unwelcome sexual conduct

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 program or activity

3. Sexual assault, dating violence, domestic violence, or stalking as defined in 20 USC 1092 or 34 USC 12291
Examples of Sexual Harassment

Examples of actions that might constitute sexual harassment under state or federal law in accordance with the
definitions above, in the work or educational setting, whether committed by a supervisor, a co-worker, or a non-
employee, include, but are not limited to:

1. Unwelcome verbal conduct such as sexual flirtations or propositions; graphic comments about an individual's
body; overly personal conversations or pressure for sexual activity; sexual jokes or stories; unwelcome sexual

slurs, epithets, threats, innuendoes, derogatory comments, sexually degrading descriptions, or the spreading of
sexual rumors

2. Unwelcome visual conduct such as drawings, pictures, graffiti, or gestures; sexually explicit emails; displaying
sexually suggestive objects

3. Unwelcome physical conduct such as massaging, grabbing, fondling, stroking, or brushing the body; touching an
individual's body or clothes in a sexual way: cornering, blocking, leaning over, or impeding normal movements

Title IX Coordinator/Compliance Officer

The district designates the following individual(s) as the responsible employeels) to coordinate its efforts to comply
with Title IX of the Education Amendments of 1972 in accordance with AR 4119.12/4219.12/4319.12 - Title IX
Sexual Harassment Complaint Procedures, as well as to oversee, investigate, and resolve sexual harassment



complaints processed under AR 4030 - Nondiscrimination in Employment. The Title IX Coordinator(s} may be
contacted at:

Executive Directar, Human Resources
375 Via Almar

Palos Verdes Estates, CA 90274
{310)896-3435
licciardello@pvpuds.net

Training

Every two years, the Superintendent or designee shall ensure that supervisory employees receive at least two hours,
and nonsupervisory employees receive at least one hour, of classroom or other effective interactive training and
education regarding sexual harassment. All newly hired employees and employees promoted to a supervisory

position shall receive training within six months of their assumption of the new position. {Government Code
12950.1)

A supervisory employee is any employee having the authority, in the interest of the district, to hire, transfer,
suspend, lay off, promote, discharge, assign, reward, or discipline other employees, or the responsibility to direct
them, adjust their grievances, or effectively recommend such action, when the exercise of the authority is not of a
merely routine or clerical nature, but requires the use of independent judgment. {Government Code 12926)

Such training may be completed by employees individually or as part of a group presentation, may be completed in
shorter segments as long as the applicable hourly requirement is met, and may be provided in conjunction with other
training provided to the employees. The training shall be presented by trainers or educators with knowledge and
expertise in the prevention of harassment, discrimination, and retaliation. (Government Code 12950.1)

The district's sexual harassment training and education program shall include, but is not limited to, the following:
(Government Code 12950.1; 2 CCR 11024)

1. Information and practical guidance regarding federal and state laws concerning the prohibition, prevention,
and correction of sexual harassment

2. The types of conduct that constitute sexual harassment
3. Remedies available for victims in civil actions, and potential employer/individual exposure/liability
4, Strategies to prevent harassment in the workplace

5. Supervisors' obligation to report sexual harassment, discrimination, and retaliation of which they become
aware

6. Practical examples which illustrate sexual harassment, discrimination, and retaliation using training modalities
such as role plays, case studies, and group discussions, based on factual scenarios taken from case law, news
and media accounts, and hypotheticals based on workplace situations and other sources

7. The limited confidentiality of the complaint process

8. Resources for victims of unlawful harassment, such as to whom they should report any alleged harassment

9. Steps necessary to take appropriate remedial measures to correct harassing behavior, which includes the
district's obligation to conduct an effective workplace investigation of a harassment complaint

10. What to do if the supervisor is personally accused of harassment

11. The essential elements of the district’s anti-harassment policy, and how to use the policy if a harassment
complaint is filed



Employees shall receive a copy of the district’s sexual harassment policy and administrative regulations,
which they shall read and acknowledge that they have received.

12. Information, including practical examples, of harassment based on gender identity, gender expression, and
sexual orientation

13. Prevention of abusive conduct, including a review of the definition and elements of abusive conduct pursuant
to Government Code 12950.1, the negative effects that abusive conduct has on the victim and others in the
workplace, the detrimental consequences of this conduct on employee productivity and morale, and that a
single act does not constitute abusive conduct unless the act is severe or egregious

The Superintendent or designee shall retain for at least two years the records of any training provided to supervisory
employees. Such records shall include the names of trained employees, date of the training, the type of training, and
the name of the training provider. (2 CCR 11024)

Notifications

The Superintendent or designee shall notify employees that the district does not discriminate on the basis of sex as
required by Title IX, that the Title IX nondiscrimination requirement extends to employment, and that inquiries about
the application of Title IX to the district may be referred to the district's Title IX Coordinator and/or to the Assistant
Secretary for Civil Rights, U.S. Department of Education. (34 CFR 106.8)

The district shall notify employees, bargaining units, and applicants for employment of the name or title, office
address, email address, and telephone number of the district's Title IX Coordinator. (34 CFR 106.8)

A copy of the Board policy and this administrative regulation shall:

1. Be displayed in a prominent location in the main administrative building, district office, or other area of the
school where notices of district rules, regulations, procedures, and standards of conduct are posted{Education
Code 231.5)

2. Be provided to every district employee at the beginning of the first quarter or semester of the school year or
whenever a new employee is hired{Education Code 231.5)

3. Appear in any school or district publication that sets forth the school’s or district's comprehensive rules,
regulations, procedures, and standards of conduct{Education Code 231.5)

4. Be posted, along with the name or title and contact information of the Title X Coordinator, in a prominent
location on the district's website (34 CFR 104.8)

5. Beincluded, along with the name or title and contact information of the Title IX Coordinater, in any handbook
provided to employees or employee organizations (34 CFR 104.8)

All employees shall receive a copy of an information sheet prepared by the California Department of Fair
Employment and Housing (DFEH} or the district that contains, at a minimum, components on: {Gavernment Code
12950)

1. The illegality of sexual harassment

2. The definition of sexual harassment under applicable state and federal law
3. Adescription of sexual harassment, with examples

4. The district's complaint process available to the employee

5. The legal remedies and complaint process available through DFEH and the Equal Employment Opportunity
Commission (EEOQC)

6. Directions on how to contact DFEH and the EEQC

7. The protection against retaliation provided by 2 CCR 11021 for opposing harassment prohibited by law ar for



filing a complaint with or otherwise participating in an investigation, proceeding, or hearing conducted by
DFEH and the EEQC

In addition, the district shall post, in a prominent and accessible location, the DFEH poster on discrimination in

employment and the illegality of sexual harassment and the DFEH poster regarding transgender rights. (Government
Code 12950)

Complaint Procedures

All complaints and allegations of sexual harassment by and against employees shall be investigated and resolved in
accordance with law and district procedures. The Title IX Coordinator shall review the allegations to determine the
applicable procedure for responding to the complaint. All complaints that meet the definition of sexual harassment
under Title IX shall be investigated and resolved in accordance with AR 4119.12/4219.12/4319.12 - Title IX Sexual
Harassment Complaint Procedures. Other sexual harassment complaints shall be investigated and resolved pursuant
to AR 4030 - Nondiscrimination in Employment.

If sexual harassment is found following an investigation, the Title 1X Coordinator, or designee in consultation with the

Coordinator, shall take prompt action to stop the sexual harassment, prevent recurrence, and address any continuing
effects.
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The following policy shall apply to all district employees, board members, interns, volunteers, contractors, job
applicants, and other persons with an employment relationship with the district.

The Board of Education is committed to providing a safe work environment that is free of harassment and
intimidation. The Board prehibits sexual harassment against district employees and retaliatory behavior or action

against any person who complains, testifies, or otherwise participates in the complaint process established for the
purpose of this policy.

Sexual harassment includes, but is not limited to, harassment that is based on the sex, gender, gender identity, gender

expression, or sexual orientation of the victim and harassment based on pregnancy, childbirth, or related medical
condition.

The Superintendent or designee shall take all actions necessary to ensure the prevention, investigation, and
correction of sexual harassment, including but not limited to:

1. Providing training to employees in accordance with law and administrative regulation

2. Publicizing and disseminating the district's sexual harassment policy to employees and others to whom the
policy may apply

3. Ensuring prompt, thorough, and fair investigation of complaints

4. Taking timely and appropriate corrective/remedial action(s), which may require interim separation of the
complainant and the alleged harasser and subsequent monitoring of developments

The Superintendent or designee shall periodically evaluate the effectiveness of the district's strategies to prevent
and address harassment. Such evaluation may involve conducting regular anonymous employee surveys to assess
whether harassment is occurring or is perceived to be tolerated, partnering with researchers or other agencies with
the needed expertise to evaluate the district's prevention strategies, and using any other effective tool for receiving

feedback on systems and/or processes. As necessary, changes shall be made to the harassment policy, complaint
procedures, or training.

Sexual Harassment Reports and Complaints

District employees wha feel that they have been sexually harassed in the performance of their district
responsibilities or who have knowledge of any incident of sexual harassment by or against another employee shall
immediately report the incident to their direct supervisor, a district administrator, or the district's Title IX
Coordinator. Employees may bypass their supervisor in filing a complaint if the supervisor is the subject of the

complaint. A supervisor or administrator who receives a harassment complaint shall promptly notify the Title X
Coordinator.

Once notified, the Title IX Coordinator shall ensure the complaint or allegation is addressed through AR
4119.12/4219.12/4319.12 - Title IX Sexual Harassment Complaint Procedures or AR 4030 - Nondiscrimination in
Employment, as applicable. Because a complaint or allegation that is dismissed or denied under the Title 1X
complaint procedure may still be subject to consideration under state law, the Title IX Coordinator shall ensure that
any implementation of AR 4119.12/4219.12/4319.12 concurrently meets the requirements of AR 4030,

The Title IX Coordinator shall offer supportive measures to the complainant and respondent, as deemed appropriate
under the circumstances.

Upon investigation of a sexual harassment complaint, any district employee found to have engaged or participated in
sexual harassment or to have aided, abetted, incited, compelled, or coerced another to commit sexual harassment in
violation of this policy shall be subject to disciplinary action, up to and including dismissal, in accordance with law and
the applicable collective bargaining agreement.
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The complaint procedures described in this administrative regulation shall be used to address any complaint
governed by Title IX of the Education Amendments of 1972 alleging that a district employee, while in an education
program or activity in which a district school exercises substantial control over the context and respondent, was
subjected to one or more of the following forms of sexual harassment: (34 CFR 106.30, 106.44)

1. Adistrict employee conditioning the provision of a district aid, benefit, or service on a person's participation in
unwelcome sexual conduct

2. Unwelcome conduct determined by a reasanable person to be so severe, pervasive, and objectively offensive
that it effectively denies a person equal access to the district’s education program or activity

3. Sexual assault, dating violence, domestic violence, or stalking as defined in 20 USC 1092 or 34 USC 12291

All other sexual harassment complaints or allegations shall be investigated and resolved in accordance with AR 4030
- Nondiscrimination in Employment. The determination of whether the allegations meet the definition of sexual
harassment under Title IX shall be made by the district's Title IX Coordinator.

Because the complainant has a right to pursue a complaint under AR 4030 for any allegation that is dismissed or
denied under the Title IX complaint procedure, the Title IX Coordinator shall ensure that all requirements and
timelines for AR 4030 are concurrently met while implementing the Title 1X procedure.

Reporting Allegations/Filing a Formal Complaint

An employee who is the alleged victim of sexual harassment may submit a report of sexual harassment to the
district's Title IX Coordinator using the contact information listed in AR 4119.11/4219.11/4319.11 - Sexual

Harassment or to the employee's direct supervisor or other district administrator, who shall forward the report to the
Title IX Coordinator within one day of receiving the report.

Upon receiving such a report, the Title IX Coordinator shall inform the complainant of the right to file a formal
complaint and the process for filing a formal complaint.

A formal complaint, with the complainant's physical or digital signature, may be filed with the Title IX Coordinator in
person, by mail, by email, or by any other method authorized by the district. (34 CFR 106.30)

Even if the alleged victim chooses not to file a formal complaint, the Title IX Coordinator shall file a farmal complaint
in situations when a safety threat exists. In addition, the Title IX Coordinator may file a formal complaint in other
situations as permitted under the Title IX regulations, including as part of the district's obligation to not be
deliberately indifferent to known allegations of sexual harassment. In such cases, the Title 1X Coordinator shall
provide the alleged victim notices as required by the Title IX regulations at specific points in the complaint pracess.

The Title IX Coordinator, investigator, decision-maker, or a facilitator of an informal resolution process shall not have
a conflict of interest or bias for or against complainants or respondents generally or an individual complainant or
respondent. Such persans shall receive training in accordance with 34 CFR 106.45. (34 CER 106.45)

Supportive Measures

Upon receipt of a report of Title IX sexual harassment, the Title IX Coordinator shall promptly contact the
complainant to discuss the availability of supportive measures and shall consider the complainant's wishes with
respect to the supportive measures implemented. Supportive measures shall be offered as appropriate, as reasonably
available, and without charge to the complainant or the respondent befare or after the filing of a formal complaint or
where no formal complaint has been filed. Such measures shall be nondisciplinary, nonpunitive, and not
unreasonably burden the other party, including measures designed to protect the safety of all parties or the district's
educational environment or to deter sexual harassment. Supportive measures may include, but are not limited to,
counseling, extensions of deadlines, modifications of work schedules, mutual restrictions on contact, changes in work



locations, leaves of absence, increased security, and monitoring of certain areas of the campus. (34 CFR 106.30,
106.44)

The district shall maintain as confidential any supportive measures provided to the complainant or respondent, to the
extent that maintaining such confidentiality would not impair the district's ability to provide the supportive measures.
{34 CFR 106.30)

Emergency Removal

If a district employee is the respondent, the employee may be placed on administrative leave during the pendency of
the formal complaint process. (34 CFR 106.44)

If the respondent is a student, the district may, on an emergency basis, remove the student from the district's
education program or activity, provided that the district conducts an individualized safety and risk analysis,
determines that removal is justified due to an immediate threat to the physical health or safety of any student or
other individual arising from the allegations, and provides the student with notice and an opportunity to challenge
the decision immediately following the removal. This authority to remove a student does not modify a student's
rights under the Individuals with Disabilities Education Act or Section 504 of the Rehabilitation Act of 1973. (34 CFR
106.44)

Dismissal of Complaint

The Title IX Coordinator shall dismiss a formal complaint if the alleged conduct would not constitute sexual
harassment as defined in 34 CFR 106.30 even if proved. The Title [X Coordinator shall also dismiss any complaint in
which the alleged conduct did not occur in the district's education program or activity or did not occur against a
person in the United States, and may dismiss a formal complaint if the complainant notifies the district in writing that
the complainant would like to withdraw the complaint or any allegations in the complaint, the respondent is no
longer employed by the district, or sufficient circumstances prevent the district from gathering evidence sufficient to
reach a determination with regard to the complaint. (34 CFR 106.45)

Upon dismissal, the Title IX Coordinator shall promptly send written notice of the dismissal and the reasons for the
dismissal simultaneously to the parties, and shall inform them of their right to appeal the dismissal of a formal
complaint or any allegation in the complaint in accordance with the appeal procedures described in the section
"Appeals” below. (34 CFR 106.45)

If a complaint is dismissed, the conduct may still be addressed pursuant to AR 4030 - Nondiscrimination in
Employment as applicable.

Informal Resolution Process

When a formal complaint of sexual harassment is filed, the district may offer an informal resolution process, such as
mediation, at any time prior to reaching a determination regarding responsibility. The district shall not require a party
to participate in the informal resolution process or to waive the right to an investigation and adjudication of a formal
complaint. {34 CFR 106.45)

The district may facilitate an informal resolution process provided that the district: (34 CFR 106.45)

1. Provides the parties with written notice disclosing the allegations, the requirements of the informal resolution
process, the right to withdraw from the informal process and resume the formal complaint process, and any
consequences resulting from participating in the informal resolution process, including that records will be
maintained or could be shared.

2. Obtains the parties' voluntary, written consent to the infarmal resolution process

Written Notice

If a formal complaint is filed, the Title IX Coordinator shall provide the known parties with written notice of the
following: (34 CFR 106.45)

1. The district's complaint process, including any informal resolution process



. The allegations potentially constituting sexual harassment with sufficient details known at the time, including

the identity of parties involved in the incident if known, the conduct allegedly constituting sexual harassment,
and the date and location of the alleged incident if known. Such notice shall be provided with sufficient time
for the parties to prepare a response before any initial interview.

If, during the course of the investigation, new Title IX allegations arise about the complainant or respondent
that are not included in the initial notice, the Title IX Coordinator shall provide notice of the additional
allegations to the parties.

A statement that the respondent is presumed not respensible for the alleged conduct and that a determination
regarding responsibility is made at the conclusion of the complaint process

The opportunity for the parties to have an advisor of their choice who may be, but is not required to be, an
attorney, and the ability to inspect and review evidence

. The prohihition against knowingly making false statements or knowingly submitting false information during

the complaint process

The above notice shall also include the name of the investigator, facilitator of an informal process, and decision-
maker and shall inform the parties that, if at any time a party has concerns regarding conflict of interest or bias
regarding any of these persons, the party should immediately notify the Title IX Coordinator.

Investigation Procedures

During the investigation process, the district's designated investigator shall: (34 CFR 106.45)

1.

Provide an equal opportunity for the parties to present witnesses, including fact and expert witnesses, and
other inculpatory and exculpatory evidence

. Not restrict the ability of either party to discuss the allegations under investigation or to gather and present

relevant evidence

Provide the parties with the same opportunities to have others present during any grievance proceeding,
including the opportunity to be accompanied to any related meeting or proceeding by the advisor of their
choice, who may be, but is not required to be, an attorney

Not limit the choice or presence of an advisor for either the complainant or respondent in any meeting or
grievance proceeding, although the district may establish restrictions regarding the extent to which the advisor
may participate in the proceedings as long as the restrictions apply equally to both parties

. Provide, to a party whose participation is invited or expected, written notice of the date, time, location,

participants, and purpose of all investigative interviews or other meetings, with sufficient time for the party to
prepare to participate

Send in an electronic format or hard copy to both parties and their advisors, if any, the evidence obtained as
part of the investigation that is directly related to the allegations raised in the complaint, and provide the
parties at least 10 days to submit a written response for the investigator to consider prior to the completion of
the investigative report

. Objectively evaluate all relevant evidence, including both inculpatory and exculpatory evidence, and determine

credibility in a manner that is not based on a person's status as a complainant, respondent, or witness

Create an investigative report that fairly summarizes relevant evidence and, at least 10 days prior to the
determination of responsibility, send to the parties and their advisors, if any, the investigative report in an
electronic format or a hard copy, for their review and written response

Questions and evidence about the complainant's sexual predisposition or prior sexual behavior are not relevant,
unless such guestions and evidence 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. (34 CFR 106.45)

Privacy rights of all parties to the complaint shall be maintained in accordance with applicable state and federal laws.

If the complaint is against an employee, rights conferred under an applicable collective bargaining agreement shall be
applied to the extent they do not conflict with the Title IX requirements.

Written Decision

The Superintendent shall designate an employee as the decision-maker to determine responsibility for the alleged
conduct, who shall not be the Title IX Coordinator or a person involved in the investigation of the matter. (34 CFR
106.45)

After the investigative report has been sent to the parties but before reaching a determination regarding
responsibility, the decision-maker shall afford each party the opportunity to submit written, relevant questions that

the 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

The decision-maker shall issue, and simultaneously provide to both parties, a written decision as to whether the
respondent is responsible for the alleged conduct. {34 CFR 106.45)

The written decision shall be issued within 60 calendar days of the receipt of the complaint.
The timeline may be temporarily extended for good cause with written notice to the complainant and respondent of
the extension and the reasons for the action. (34 CFR 106.45)
In making this determination, the decision-maker shall use the “preponderance of the evidence” standard for all
formal complaints of sexual harassment. {34 CFR 106.45)
The written decision shall include the following: (34 CFR 106.45)
1. ldentification of the allegations potentially constituting sexual harassment as defined in 34 CFR 106.30
2. A description of the procedural steps taken from receipt of the formal complaint through the written decision,
including any notifications to the parties, interviews with parties and witnesses, site visits, methods used to
gather other evidence, and hearings held if the district includes hearings as part of the grievance process
3. Findings of fact supporting the determination
4. Conclusions regarding the application of the district's code of conduct or policies to the facts
5. A statement of, and rationale for, the result as to each allegation, including a decision regarding responsibility,
any disciplinary sanctions the district imposes on the respondent, and whether remedies designed to restore or
preserve equal access to the district's educational program or activity will be provided by the district to the

complainant

6. The district's procedures and permissible bases for the complainant and respondent to appeal

Appeals

Either party may appeal the district's decision or dismissal of a formal complaint or any allegation in the complaint, if
the party believes that a procedural irregularity affected the outcome, new evidence is available that could affect the
outcome, or a conflict of interest ar bias by the Title IX Coordinator, investigator(s), or decision-maker{s) affected the
outcome. If an appeal is filed, the district shall: (34 CFR 106.45)



1. Notify the other party in writing when an appeal is filed and implement appeal procedures equally for both
parties

2. Ensure that the decision-maker(s) for the appeal is trained in accordance with 34 CFR 106.45 and is not the
same decision-maker{s) who reached the determination regarding responsibility or dismissal, the investigator(s),
or the Title IX Coordinator

3. Give both parties a reasonable, equal opportunity to submit a written statement in support of, or challenging,
the outcome

4. Issue a written decision describing the result of the appeal and the rationale for the result

5. Provide the written decision simultaneously to both parties

An appeal must be filed in writing within 10 calendar days of receiving the notice of the decision or dismissal, stating
the grounds for the appeal and including any relevant documentation in support of the appeal. Appeals submitted
after this deadline are not timely and shall not be considered.

A written decision shall be provided to the parties within 20 calendar days from the receipt of the appeal.

Either party has the right to file a complaint with the U.S. Department of Education's Office for Civil Rights within
180 days of the date of the most recently alleged misconduct.

The complainant shall be advised of any civil law remedies, including, but not limited to, injunctions, restraining
orders, or other remedies or orders that may be available under state or federal antidiscrimination laws, if applicable.

Remedies

When a determination of responsibility for sexual harassment has been made against the respondent, the district
shall provide remedies to the complainant. Such remedies may include the same individualized services described
above in the section "Supportive Measures,” but need not be nondisciplinary or nonpunitive and need not avoid
burdening the respondent. (34 CFR 106.45)

Disciplinary Actions

The district shall not impose any disciplinary sanctions or other actions against a respondent, other than supportive
measures as described above in the section "Supportive Measures,” until the comglaint procedure has been
completed and a determination of responsibility has been made. {34 CFR 106.44)

When an employee is found to have committed sexual harassment or retaliation, the district shall take appropriate
disciplinary action, up to and including dismissal, in accordance with applicable law and collective bargaining
agreement.

Record-Keeping

The Superintendent or designee shall maintain, for a period of seven years: {34 CFR 106.45}

1. Arecord of all reported cases and Title IX investigations of sexual harassment, any determinations of
responsibility, any audio or audiovisual recording and transcript if applicable, any discipfinary sanctions

imposed, any remedies provided to the complainant, and any appeal or informal resolution and the results
therefrom.

2. Arecord of any actions, including supportive measures, taken in response to a repart or formal complaint of
sexual harassment, including the district's basis for its conclusion that its response was not deliberately
indifferent, the measures taken that were designed to restore or preserve equal access to the education
pragram or activity, and, if no supportive measures were provided to the complainant, the reasons that such a
response was not unreasonable in light of the known circumstances,

3. All materials used to train the Title IX Coardinator, investigator{s), decision-maker(s), and any person who
facilitates an infarmal resolution process. The district shall make such training materials publicly available on its



web site, or if the district does not maintain a web site, available upon request by members of the public.



Exhibit Descriptor Code: 4119.12
Title IX Sexual Harassment Complaint Procedures

NOTICE OF TITLE IX SEXUAL HARASSMENT POLICY

The Code of Federal Regulations, Title 34, Section 106.8 requires the district to issue the
following notification to employees, job applicants, and employee organizations:

The district does not discriminate on the basis of sex in any education program or activity
that it operates. The prohibition against discrimination on the basis of sex is required by
federal law (20 USC 1681-1688; 34 CFR Part 106} and extends to employment. The district
also prohibits retaliation against any employee for filing a complaint or exercising any right
granted under Title IX.

Title IX requires a school district to take immediate and appropriate action to address any
potential Title IX violations that are brought to its attention. Any inquirics about the
application of Title IX, this notice, and who is protected by Title IX may be referred to the
district’s Title IX Coordinator, to the Assistant Secretary for Civil Rights of the U.S.
Department of Education, or both.

The district has designated and authorized the following employee as the district's Title IX
Coordinator, to address concerns or inquiries regarding discrimination on the basis of sex,
including sexual harassment, sexual assault, dating violence, domestic violence, and stalking:

Executive Director, Human Resources
375 Via Almar

Palos Verdes Estates, CA 90274
(310)896-3413
Licciardello@pvpusd.net

Any individual may report sex discrimination, including sexual harassment, to the Title IX Coordinator
or any other school employee at any time, including during non-business hours, by mail, phone, or
email. During district business hours, reports may also be made in person. Upon receiving an allegation
of sexual harassment, the Title IX Coordinator will promptly notify the parties, in writing, of the
applicable district complaint procedure.

To view an electronic copy of the district's policies and administrative regulations on sexual harassment,
including the grievance process that complies with 34 CFR 106.45, please see BP/AR
4119.11/4219.11/4319.11 - Sexual Harassment and AR 4119.12/4219.12/4319.12 - Title IX Sexual
Harassment Complaint Procedures on the district’s web site at www.pvpusd.net

To inspect or obtain a copy of the district's sexual harassment policies and administrative regulations,
please contact: Executive Director, Human Resources at (310)896-3413 or
Licciardello@pvpusd.net

Materials used to train the Title IX Coordinator, investigator(s), decision-maker(s), and any person who
facilitates an informal resolution process are also publicly available on the district's web site or at the
district office upon request.
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Policy 4219.11: Sexual Harassment Status: ADOPTED
Original Adopted Date: 10/27/2005 | Last Revised Date: 02/24/2016 | Last Reviewed Date: 02/24/2016
The Board of Education prohibits sexual harassment of district employees and job applicants. The Board also

prohibits retaliatory behavior or action against district employees or other persons who complain, testify or
otherwise participate in the complaint process established pursuant to this policy and administrative regulation.

The Superintendent or designee shall take all actions necessary to ensure the prevention, investigation, and
correction of sexual harassment, including but not limited to:

1. Providing training to employees in accordance with law and administrative regulation
2. Publicizing and disseminating the district's sexual harassment policy to staff
3. Ensuring prompt, thorough, and fair investigation of complaints

4, Taking timely and appropriate corrective/remedial action{s}, which may require interim separation of the
complainant and the allegad harasser and subsequent monitoring of developments

All complaints and allegations of sexual harassment shall be kept confidential to the extent necessary to carry out the
investigation or to take ather subsequent necessary actions. {5 CCR 4964)

Any district employee or job applicant who feels that he/she has been sexually harassed or who has knowledge of
any incident of sexual harassment by or against another employee, a job applicant or a student, shall immediately
report the incident to his/her supervisor, the principal, district administrator or Superintendent.

A supervisor, principal or other district administrator who receives a harassment complaint shall promptly notify the
Superintendent or designee.

Complaints of sexual harassment shall be filed in accordance with AR 4030 Nondiscrimination in Employment. An
employee may bypass his/her supervisor in filing a complaint where the supervisor is the subject of the complaint.

Any district employee who engages or participates in sexual harassment or who aids, abets, incites, compels, or
coerces another to commit sexual harassment against a district employee, job applicant, or student is in violation of
this policy and is subject to disciplinary action, up to and including dismissal.
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Regulation 4219.11: Sexual Harassment Status: ADOPTED
Original Adopted Date: 10/27/2005 | Last Revised Date: 05/22/2019 | Last Reviewed Date: 05/22/2019

This administrative regulation shall apply to all allegations of sexual harassment involving employees, interns,
volunteers, and job applicants, but shall not be used to resolve any complaint by or against a student.

Definitions

Prohibited sexual harassment includes, but is not limited to, unwelcome sexual advances, unwanted requests for
sexual favors, or other unwanted verbal, visual, or physical conduct of a sexual nature made against another person

of the same or opposite sex in the work or educational setting when: {(Education Code 212.5; Government Code
12940; 2 CCR 11034)

1. Submission to the conduct is made explicitly or implicitly a term or condition of the individual's employment.

2. Submission to or rejection of the conduct is used as the basis for an employment decision affecting the
individual,

3. Submission to or rejection of the conduct is used as the basis for any decision affecting the individual regarding
benefits, services, honors, programs, or activities available at or through the district.

Prohibited sexual harassment also includes conduct which, regardless of whether or not it is motivated by sexual
desire, is so severe or pervasive as to unreasonably interfere with the victim's work performance or create an
intimidating, hostile, or offensive work environment.

Examples of actions that might constitute sexual harassment in the work or educational setting, whether committed
by a supervisor, a co-worker, or a non-employee, include, but are not limited to:

1. Unwelcome verbal conduct such as sexual flirtations or propositions; graphic comments about an individual's
body; overly personal conversations or pressure for sexual activity; sexual jokes or stories; unwelcome sexual

slurs, epithets, threats, innuendoes, derogatory comments, sexually degrading descriptions, or the spreading of
sexual rumors

2. Unwelcome visual conduct such as drawings, pictures, graffiti, or gestures; sexually explicit emails; displaying
sexually suggestive objects

3. Unwelcome physical conduct such as massaging, grabbing, fondling, stroking, or brushing the body; touching an
individual's body or clothes in a sexual way; cornering, blocking, leaning over, or impeding normal movements

Training

The Superintendent or designee shall ensure that all employees receive training regarding the district's sexual
harassment policies when hired and periodically thereafter. The training shall include how to recognize prohibited or
harassing conduct, the procedures for reporting and/or filing complaints involving an employee, employees' duty to
use the district's complaint procedures, and employee obligations when a sexual harassment report involving a
student is made to the employee. The training shall also include information about processes for employees to
informally share or obtain information about harassment without filing a complaint.

Every two years, the Superintendent or designee shall ensure that supervisory employees receive at least two hours
of classroom or other effective interactive training and education regarding sexual harassment. All such newly hired
or promoted employees shall receive training within six months of their assumption of the new position.
{Government Code 12950.1)

A supervisory employee is any employee having the authority, in the interest of the district, to hire, transfer,
suspend, lay off, promote, discharge, assign, reward, or discipline other employees, or the responsibility to direct
them, adjust their grievances, or effectively recommend such action, when the exercise of the autharity is not of a
merely routine or clerical nature, but requires the use of independent judgment. (Government Code 12926)

1. The district's sexual harassment training and education program for supervisory employees shall be aimed at
assisting them in preventing and effectively responding to incidents of sexual harassment, as well as
implementing mechanisms to promptly address and correct wrongful behavior. The training shall include, but is



not limited to, the following: {Government Code 12950.1; 2 CCR 11024)Information and practical guidance
regarding federal and state laws on the prohibition, prevention, and correction of sexual harassment, the
remedies available to sexual harassment victims in civil actions, and potential district and/or individual
exposure or liability

2. The types of conduct that constitute sexual harassment and practical examples which illustrate sexual
harassment, discrimination, and retaliation using training modalities such as role plays, case studies, and group
discussions, based on factual scenarios taken from case law, news and media accounts, and hypotheticals
based on workplace situations and other sources

3. A supervisor's obligation to report sexual harassment, discrimination, and retaliation of which he/she becomes
aware and what to do if the supervisor himself/herself is personally accused of harassment

4. Strategies for preventing harassment, discrimination, and retaliation and appropriate steps to ensure that

remedial measures are taken to correct harassing behavior, including an effective process for investigation of a
complaint

5. The essential elements of the district's anti-harassment policy, including the limited confidentiality of the
complaint process and resaurces for victims of unlawful sexual harassment, such as to whom they should
report any alleged sexual harassment, and how to use the policy if a harassment complaint is filed

6. A copy of the district’s sexual harassment policy and administrative regulation, which each participant shall
acknowledge in writing that he/she has received

7. The definition and prevention of abusive conduct that addresses the use of derogatory remarks, insults, or
epithets, other verbal or physical conduct that a reasonable person would find threatening, intimidating, or
humiliating, and the gratuitous sabotage or undermining of a person's wark performance

8. Practical examples of harassment based on gender identity, gender expression, and sexual orientation
The Superintendent or designee shall retain for at least two years the records of any training provided to supervisory
employees. Such records shall include the names of trained employees, date of the training, the type of training, and
the name of the training provider. (2 CCR 11024)
Notifications

A copy of the Board policy and this administrative regulation shall: (Education Code 231.5)

1. Be displayed in a prominent location in the main administrative building, district office, or other area of the
school where notices of district rules, regulations, procedures, and standards of conduct are posted

2. Be provided to every district employee at the beginning of the first quarter or semester of the school year or
whenever a new employee is hired

3. Appear in any school or district publication that sets forth the school's or district's comprehensive rules,
regulations, procedures, and standards of conduct

All employees shall receive a copy of an information sheet prepared by the California Department of Fair
Employment and Housing (DFEH) or the district that contains, at a minimum, components on: {(Government Code
12950)

1. The illegality of sexual harassment

2. The definition of sexual harassment under applicable state and federal law

3. A description of sexual harassment, with examples

4. The district's complaint process available to the employee

5. The legal remedies and complaint process available through DFEH and the Equal Employment Opportunity
Commission (EEQC}



6. Directions on how to contact OFEH and the EEOC

7. The protection against retaliation provided by 2 CCR 11021 for opposing harassment prohibited by law or for
filing a complaint with or otherwise participating in an investigation, proceeding, or hearing conducted by

DFEH and the EEQC

In addition, the district shall post, in a prominent and accessible location, the DFEH poster on discrimination in
employment and the illegality of sexual harassment and the DFEH poster regarding transgender rights. (Government

Code 12950)
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Regulation 4319.11: Sexual Harassment Status: ADOPTED
Original Adopted Date: 10/27/2005 | Last Revised Date: 05/22/2019 | Last Reviewed Date: 05/22/2019

This administrative regulation shall apply to all allegations of sexual harassment involving employees, interns,
volunteers, and job applicants, but shall not be used to resolve any complaint by or against a student.

Definitions

Prohibited sexual harassment includes, but is not limited to, unwelcome sexual advances, unwanted requests for
sexual favors, or other unwanted verbal, visual, or physical conduct of a sexual nature made against another person

of the same or opposite sex in the work or educational setting when: (Education Code 212.5; Government Code
12940; 2 CCR 11034)

1. Submission to the conduct is made explicitly or implicitly a term or condition of the individual's employment.

2. Submission to or rejection of the conduct is used as the basis for an employment decision affecting the
individual.

3. Submission to or rejection of the conduct is used as the basis for any decision affecting the individual regarding
benefits, services, honors, programs, or activities available at or through the district.

Prohibited sexual harassment also includes conduct which, regardless of whether or not it is motivated by sexual

desire, is so severe or pervasive as to unreasonably interfere with the victim's work performance or create an
intimidating, hostile, or offensive work environment,

Examples of actions that might constitute sexual harassment in the work or educational setting, whether committed
by a supervisor, a co-worker, or a non-employee, include, but are not limited to:

1. Unwelcome verbal conduct such as sexual flirtations or propositions; graphic comments about an individual's
body; overly personal conversations or pressure for sexual activity; sexual jokes or stories; unwelcome sexual

slurs, epithets, threats, innuendoes, derogatory comments, sexually degrading descriptions, or the spreading of
sexual rumors

2. Unwelcome visual conduct such as drawings, pictures, graffiti, or gestures; sexually explicit emails; displaying
sexually suggestive objects

3. Unwelcome physical conduct such as massaging, grabbing, fondling, stroking, or brushing the body; touching an
individual's body or clothes in a sexual way; cornering, blocking, leaning over, or impeding normal movements

Training

The Superintendent or designee shall ensure that all employees receive training regarding the district's sexual
harassment policies when hired and periodically thereafter. The training shall include how to recognize prohibited or
harassing conduct, the procedures for reporting and/or filing complaints involving an employee, employees' duty to
use the district’s complaint procedures, and employee obligations when a sexual harassment report involving a
student is made to the employee. The training shall also include information about processes for employees to
informally share or obtain information about harassment without filing a complaint.

Every two years, the Superintendent or designee shall ensure that supervisory employees receive at least two hours
of classroom or other effective interactive training and education regarding sexual harassment. All such newly hired
or promoted employees shall receive training within six months of their assumption of the new position.
{Government Code 12950.1)

A supervisory employee is any employee having the authority, in the interest of the district, to hire, transfer,
suspend, lay off, promote, discharge, assign, reward, or discipline other employees, or the responsibility to direct
them, adjust their grievances, or effectively recommend such action, when the exercise of the authority is not of a
merely routine or clerical nature, but requires the use of independent judgment. (Government Code 12926)

The district’s sexual harassment training and education program for supervisory employees shall be aimed at assisting
them in preventing and effectively responding to incidents of sexual harassment, as well as implementing
mechanisms to promptly address and correct wrongful behavior. The training shall include, but is not limited to, the



following: (Government Code 12950.1; 2 CCR 11024)

1.

8.

Information and practical guidance regarding federal and state laws on the prohibition, prevention, and
correction of sexual harassment, the remedies available to sexual harassment victims in civil actions, and
potential district and/or individual exposure or liability

The types of conduct that constitute sexual harassment and practical examples which illustrate sexual
harassment, discrimination, and retaliation using training modalities such as role plays, case studies, and group
discussions, based on factual scenarios taken from case law, news and media accounts, and hypotheticals
based on workgplace situations and other sources

A supervisor's obligation to report sexual harassment, discrimination, and retaliation of which he/she becomes
aware and what to do if the supervisor himself/herself is personally accused of harassment

. Strategies for preventing harassment, discrimination, and retaliation and appropriate steps to ensure that

remedial measures are taken to correct harassing behavior, including an effective process for investigation of a
complaint

. The essential elements of the district's anti-harassment policy, including the limited confidentiality of the

complaint process and resources for victims of untawful sexual harassment, such as to whom they should
report any alleged sexual harassment, and how to use the policy if a harassment complaint is filed

. A copy of the district's sexual harassment policy and administrative regulation, which each participant shall

acknowledge in writing that he/she has received

The definition and prevention of abusive conduct that addresses the use of derogatory remarks, insults, or
epithets, other verbal or physical conduct that a reasonable person would find threatening, intimidating, or
humiliating, and the gratuitous sabotage or undermining of a person's work performance

Practical examples of harassment based on gender identity, gender expression, and sexual orientation

The Superintendent or designee shall retain for at least two years the records of any training provided to supervisory
employees. Such records shall include the names of trained employees, date of the training, the type of training, and
the name of the training provider. {2 CCR 11024)

Notifications

A copy of the Board policy and this administrative regulation shall: (Education Code 231.5)

1.

Be displayed in a prominent location in the main administrative building, district office, or other area of the
school where notices of district rules, regulations, procedures, and standards of conduct are posted

Be provided to every district employee at the beginning of the first quarter or semester of the school year or
whenever a new employee is hired

. Appear in any school or district publication that sets forth the school's or district's comprehensive rules,

regulations, procedures, and standards of conduct

All employees shall receive a copy of an information sheet prepared by the California Department of Fair
Employment and Housing {DFEH) ar the district that contains, at a minimum, components on: (Government Code
12950)

1
2

The iltegality of sexual harassment
The definition of sexual harassment under applicable state and federal law

A description of sexual harassment, with examples

. The district’'s complaint process available to the employee

. The legal remedies and complaint process available through DFEH and the Equal Employment Opportunity

Commission {(EEQC)



6. Directions on how to contact DFEH and the EEOCThe protection against retaliation provided by 2 CCR 11021
for opposing harassment prohibited by law or for filing a complaint with or otherwise participating in an
investigation, proceeding, or hearing conducted by DFEH and the EEOC

In addition, the district shall post, in a prominent and accessible location, the DFEH poster on discrimination in
employment and the illegality of sexual harassment and the DFEH poster regarding transgender rights. (Government
Code 12950)
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The Board of Education prohibits sexual harassment of district employees and job applicants. The Board also
prohibits retaliatory behavior or action against district employees or other persons who complain, testify or
otherwise participate in the complaint process established pursuant to this policy and administrative regulation.

The Superintendent or designee shall take all actions necessary to ensure the prevention, investigation, and
correction of sexual harassment, including but not limited to:

1. Providing training to employees in accordance with law and administrative regulation
2. Publicizing and disseminating the district’s sexual harassment policy to staff
3. Ensuring prompt, thorough, and fair investigation of complaints

4, Taking timely and appropriate corrective/remedial action(s), which may require interim separation of the
complainant and the alleged harasser and subsequent monitoring of developments

All complaints and allegations of sexual harassment shall be kept confidential to the extent necessary to carry out the
investigation or to take other subsequent necessary actions. (5 CCR 4964)

Any district employee or job applicant who feels that he/she has been sexually harassed or who has knowledge of
any incident of sexual harassment by or against another employee, a job applicant or a student, shall immediately
report the incident to his/her supervisor, the principal, district administrator or Superintendent.

A supervisor, principal or other district administrator who receives a harassment complaint shall promptly notify the
Superintendent or designee.

Complaints of sexual harassment shall be filed in accordance with AR 4030 Nondiscrimination in Employment. An
employee may bypass his/her supervisor in filing a complaint where the supervisor is the subject of the complaint.

Any district employee wha engages or participates in sexual harassment or who aids, abets, incites, compels, or
coerces another to commit sexual harassment against a district employee, job applicant, or student is in violation of
this policy and is subject to disciplinary action, up to and including dismissal.
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Policy 5145.7: Sexual Harassment Status: ADOPTED
Original Adopted Date: 03/08/2001 | Last Revised Date: 03/09/2022 | Last Reviewed Date: 02/23/2022

The Board of Education is committed to maintaining a safe school environment that is free from harassment and
discrimination. The Board prohibits, at school or at school-sponsored or school-related activities, sexual harassment
targeted at any student by anyone. The Board also prohibits retaliatory behavior or action against any person who
reports, files a complaint or testifies about, or otherwise supports a complainant in alleging sexual harassment.

(cf.0410 - Nondiscrimination in District Programs and Activities)
{cf. 5131- Conduct)

{cf. 5131.2 - Bullying)

{cf. 5137 - Positive School Climate}

(cf. 5145.3 - Nondiscrimination Harassment)

The district strongly encourages students who feel that they are being or have been sexually harassed on school
grounds or at a school-sponsored or school-related activity by another student or an adult who has experienced off-
campus sexual harassment that has a continuing effect an campus to immediately contact their teacher, the principal,
the district's Title IX Coordinator, or any other available school employee. Any employee who receives a report or
observes an incident of sexual harassment shall notify the district's Title IX Coordinator.

Once notified, the Title IX Coordinator shall ensure the complaint or allegation is addressed through AR 5145.71 -
Title 1X Sexual Harassment Complaint Procedures or BP/AR 1312.3 - Uniform Complaint Procedures, as applicable.
Because a complaint or allegation that is dismissed or denied under the Title IX complaint procedure may still be
subject to consideration under state law, the Title IX Coordinator shall ensure that any implementation of
AR5145.71 concurrently meets the requirements of BP/AR 1312.3.

{cf. 1312.1 - Complaints Concerning District Employees)
(cf. 1312.3 - Uniform Complaint Procedures)
(cf. 5141.4 - Child Abuse Prevention and Reporting)

{cf. 5145.71 - Title IX Sexual Harassment Complaint Procedures)

The Title X Coordinator shall offer supportive measures to the complainant and respondent, as deemed appropriate
under the circurnstances.

The Superintendent or designee shall inform students and parent/guardians of the district's sexual harassment

policy by disseminating it through parent/guardian notifications, publishing it on the district's web site, and inciuding
it in student and staff handbooks. All district staff shall be trained regarding the policy,

Instruction/Information

The Superintendent or designee shall ensure that all district students receive age-appropriate information on sexual
harassment. Such instruction and information shall include:

1. What acts and behavior constitute sexual harassment, including the fact that sexual harassment could occur
between people of the same sex and could involve sexual violence

2. A clear message that students do not have to endure sexual harassment under any circumstance

3. Encouragement to report observed incidents of sexual harassment even when the alleged victim of the
harassment has not complained

4, A clear message that student safety is the district's primary concern, and that any separate rule violation involving
an alleged victim or any other person reporting a sexual harassment incident will be addressed separately and will
not affect the manner in which the sexual harassment complaint will be received, investigated, or resolved



5. A clear message that, regardless of a complainant's noncompliance with the writing, timeline, or other formal filing
requirements, every sexual harassment allegation that involves a student, whether as the complainant, respondent,
or victim of the harassment, shall be investigated and action shall be taken to respond to any harassment, prevent
recurrence, and address any continuing effect on students

6. Information about the district's procedures for investigating complaints and the personi(s) to whom a report of
sexual harassment should be made

7. Information about the rights of students and parents/guardians to file a civil or criminal complaint, as applicable,
including the right to file a civil or criminal complaint while the district investigation of a sexual harassment complaint
continues

8. A clear message that, when needed, the district will implement supportive measures to ensure a safe school

environment for a student who is the complainant or victim of sexual harassment and/or other students during an
investigation.

Disciplinary Actions

Upon completion of an investigation of a sexual harassment complaint, any student found to have engaged in sexual
harassment or sexual violence in violation of this policy shall be subject to disciplinary action. For students in grades
4-12, disciplinary action may include suspension and/or expulsion, provided that, in imposing such discipline, the
entire circumstances of the incident(s) shall be taken into account.

{cf. 5144 - Discipline)

(cf. 5144.1 - Suspension and Expulsion/Due Process)

(cf. 5144.2 - Suspension and Expulsion/Due Process [Students with Disabilities))

Upon investigation of a sexual harassment complaint, any employee found to have engaged in sexual harassment or
sexual violence toward any student shall be subject to disciplinary action, up to and including dismissal, in accordance
with law and the applicable collective bargaining agreement.

(cf. 4117.7 - Employment Status Report}

(cf. 4118 - Dismissal/Suspension/Disciplinary Action}

(cf. 4218 - Dismissal/Suspension/Disciplinary Action)

Record-Keeping

In accordance with law and district policies and regulations, the Superintendent or designee shall maintain a record of
all reported cases of sexual harassment to enable the district to monitor, address, and prevent repetitive harassing
behavior in district schools.

(cf. 3580 - District Records)
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Regulation 5145.7: Sexual Harassment Status: ADOPTED
Original Adopted Date: 03/08/2001 | Last Revised Date: 03/09/2022 | Last Reviewed Date: 02/23/2022

Definitions

Sexual harassment includes, but is not limited to, unwelcome sexual advances, unwanted requests for sexual favors,
or other unwanted verbal, visual, or physical conduct of a sexual nature made against another person of the same or
opposite sex in the educational setting, under any of the following conditions: (Education Code 212.5; 5 CCR 4916}

1. Submission to the conduct is explicitly or implicitly made a term or condition of a student's academic status or
progress.

2. Submission to or rejection of the conduct by a student is used as the basis for academic decisions affecting the
student.

3. The conduct has the purpose or effect of having a negative impact on the student's academic performance or of
creating an intimidating, hostile, or offensive educational environment.

4, Submission to or rejection of the conduct by the student is used as the basis for any decision affecting the student
regarding benefits and services, honars, programs, or activities available at or through any district program or activity.

{cf. 1312.3 - Uniform Complaint Procedures)
{cf. 5131 - Conduct)

(cf. 5131.2 - Bullying)

(cf. 5145.3 - Nondiscrimination/Harassment)

{cf. 6142.1 - Sexual Health and HIV/AIDS Prevention Instruction)

Any prohibited conduct that occurs off campus or outside of school-related or school-sponsored programs or
activities will be regarded as sexual harassment in violation of district policy if it has a continuing effect on or creates
a hostile school environment for the complainant or victim of the conduct.

For purposes of applying the complaint procedures specified in Title X of the Education Amendments of 1972,
sexual harassment is defined as any of the following forms of conduct that occurs in an education program or activity
in which a district school exercises substantial control over the context and respondent: (34 CFR 106.30, 106.44)

1. A district employee conditioning the provision of a district aid, benefit, or service on the student's participation
in unwelcome sexual conduct

2. Unwelcome conduct determined by a reasonable person to be so severe, pervasive, and objectively offensive
that it effectively denies a student equal access to the district's education program or activity

3. Sexual assault, dating violence, domestic violence, or stalking as defined in 20 USC 1092 or 34 USC 12291

Examples of Sexual Harassment

Examples of types of conduct which are prohibited in the district and which may constitute sexual harassment under
state and/or federal law, in accordance with the definitions above, include, but are not limited to:

1. Unwelcome leering, sexual flirtations, or propositions
2. Unwelcome sexual slurs, epithets, threats, verbal abuse, derogatory comments, or sexually degrading descriptions

3. Graphic verbal comments about an individual's body or overly personal conversation



4. Sexual jokes, derogatory posters, notes, stories, cartoons, drawings, pictures, cbscene gestures, or computer-
generated images of a sexual nature

S. Spreading sexual rumors

6. Teasing or sexual remarks about students enrolled in a predominantly single-sex class
7. Massaging, grabbing, fondling, stroking, or brushing the body

8. Touching an individual's body or clothes in a sexual way

9. Impeding or blocking movements or any physical interference with school activities when directed at an individual
on the basis of sex

10. Displaying sexually suggestive objects
11. Sexual assault, sexual battery, or sexual coercion

12. Electronic communications containing comments, words, or images described above

Title IX Coordinator/Compliance Officer

The district designates the following individual(s) as the responsible employee(s) to coordinate its efforts to comply
with Title 1X of the Education Amendments of 1972 in accordance with AR 5145.71 - Title 1X Sexval Harassment
Complaint Procedures, as well as to oversee investigate, and/or resolve sexual harassment complaints processed
under AR 1312.3 - Uniform Complaint Procedures. The Title IX Coordinator{s} may be contacted at:

Assistant Superintendent, Human Resources
375 Via Almar

Palos Verdes Estates, CA 90274
{310)894-3435

licciardello@pvpusd.net

Notifications

The Superintendent or designee shall notify students and parents/guardians that the district does not discriminate on
the basis of sex as required by Title IX and that inquiries about the application of Title IX to the district may be
referred to the district's Title IX Coordinator and/or to the Assistant Secretary for Civil Rights, U.S. Department of
Education. (34 CFR 106.8)

The district shall notify students and parents/guardians of the name or title, office address, email address, and
telephone number of the district's Title IX Coordinator. {34 CFR 106.8)

A copy of the district's sexual harassment policy and regulation shall:

1. Beincluded in the notifications that are sent to parents/guardians at the beginning of gach school year
{Education Code 48980; 5 CCR 4917)

2. Be displayed in a prominent location in the main administrative building or other area where notices of district
rules, regulations, procedures, and standards of conduct are posted (Education Code 231.5)

3. Be summarized on a poster which shall be prominently and conspicuously displayed in each bathroom and
locker room at each school. The poster may be displayed in public areas that are accessible to and frequented
by students, including, but not limited to, classrooms, hallways, gymnasiums, auditoriums, and cafeterias. The
poster shall display the rules and procedures for reporting a charge of sexual harassment; the name, phone
number, and email address of an appropriate school employee to contact to report a charge of sexual
harassment; the rights of the reporting student, the complainant, and the respondent; and the responsibilities
of the school. {Education Cade 231.4)



4. Be posted, along with the name or title and contact information of the Title X Coordinator, in a prominent
location on the district's web site in a manner that is easily accessible to parents/guardians and students.
(Education Code 234.6; 34 CFR 106.8)

5. Be provided as part of any orientation program conducted for new and continuing students at the beginning of
each guarter, semester, or summer session (Education Code 231.5)

6. Appearin any school or district publication that sets forth the school's or district’'s comprehensive rules,
regulations, procedures, and standards of conduct (Education Code 231.5)

7. Beincluded, along with the name or title and contact information of the Title IX Coordinator, in any handbook
provided to students or parents/guardians (34 CFR 106.8)

The Superintendent or designee shall also post the definition of sex discrimination and harassment as described in
Education Code 230, including the rights set forth in Education Code 221.8, in a prominent location on the district's
web site in a manner that is easily accessible to parents/guardians and students. (Education Code 234.6)

Reporting Complaints

A student or parent/guardian who believes that the student has been subjected to sexual harassment by anather
student, an employee, or a third party or who has witnessed sexual harassment is strongly encouraged to report the
incident to a teacher, the principal, the district's Title IX Coordinator, or any other available school employee. Within
one school day of receiving such a report, the principal or other school employee shall forward the report to the
district’s Title IX Coordinator. Any school employee who observes an incident of sexual harassment involving a
student shall, within one schoal day, report his/her observation to the principal or Title IX Coordinator. The report
shall be made regardless of whether the alleged victim files a formal complaint.

When a report or complaint of sexual harassment involves off-campus conduct, the Title IX Coordinator shall assess
whether the conduct may create or contribute to the creation of a hostile school environment. If the Title IX
Coordinator determines that a hostile environment may be created, the complaint shall be investigated and resolved
in the same manner as if the prohibited conduct occurred at school.

When a verbal or informal report of sexual harassment is submitted, Title IX Coordinator shall inform the student or
parent/guardian of the right to file a formal written complaint in accordance with the district's uniform complaint
procedures,

Complaint Procedures

All complaints and allegations of sexual harassment by and against students shall be investigated and resolved in
accordance with law and district procedures. The Title IX Coordinator shall review the allegations to determine the
applicable procedure for responding to the complaint. All complaints that meet the definition of sexual harassment
under Title 1X shall be investigated and resolved in accordance with AR 5145.71 - Title IX Sexual Harassment
Complaint Procedures. Other sexual harassment complaints shall be investigated and resolved pursuant to BP/AR
1312.3 - Uniform Complaint Procedures.

If sexual harassment is found following an investigation, the Title IX Coordinator, or designee in consultation with the
Coordinator, shall take prompt action to stop the sexual harassment, prevent recurrence, implement remedies, and
address any continuing effects.
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Policy 4119.24: Maintaining Appropriate Adult-Student Interactions Status: ADOPTED
Original Adopted Date: 04/14/2021 | Last Reviewed Date: 04/14/2021

The Board of Education desires to provide a positive school environment that protects the safety and well-being of
district students. The Board expects all adults with whom students may interact at school or in school-related
activities, including employees, independent contractors, and volunteers, to maintain the highest professional and
ethical standards in their interactions with students both within and outside the educational setting. Such adults shalt
not engage in unlawful or inappropriate interactions with students and shall avoid boundary-blurring behaviors that
undermine trust in the adult-student relationship and lead to the appearance of impropriety.

Employees are prohibited from entering into or attempting to form a romantic or sexual relationship with any
student or engaging in sexual harassment of a student, including sexual advances, flirtations, requests for sexual
favors, inappropriate comments about a student’s body or appearance, or other verbal, visual, or physical conduct of
a sexual nature.

Adults shall not intrude on a student's physical or emotional boundaries unless necessary in an emergency or to serve
a legitimate purpose related to instruction, counseling, student health, or student or staff safety.

Any employee who observes or has knowledge of another emplayee's vialation of this policy shall report the
information to the Superintendent or designee or appropriate agency for investigation pursuant to the applicable
complaint precedures. Other adults with knowledge of any violation of this policy are encouraged to report the
violation to the Superintendent or designee. The Superintendent or designee shall protect anyone who reports a
violation from retaliation. Immediate intervention shall be implemented when necessary to protect student safety or
the integrity of the investigation.

Employees who engage in any conduct in violation of this policy, including retaliation against a person who reports
the violation or participates in the complaint process, shall be subject to discipline, up to and including dismissal. Any
other adult who violates this policy may be barred from school grounds and activities in accordance with law. The
Superintendent or designee may also notify law enfarcement as appropriate.

The district's employee code of conduct addressing interactions with students shall be provided to parents/guardians
at the beginning of each school year and shall be posted on school and/or district web sites. {Education Code 44050)

Inappropriate Conduct

Employees shall remain vigilant of their position of authority and not abuse it when relating with students. Examples
of employee conduct that can undermine professional adult-student interactions or create the appearance of
impropriety include, but are not limited to:

1. Initiating inappropriate physical contact
2. Being alone with a student outside of the view of others
3. Visiting a student’s home or inviting a student to visit the employee's home without parent/guardian consent

4. Maintaining persanal contact with a student that has no legitimate educational purpose, by phone, letter,
electronic communications, or other means, without including the student's parent/guardian or the principal

When communicating electronically with students, employees shall use district equipment or technological
resources when available. Employees shall not communicate with students through any medium that is
designed to eliminate records of the communications. The Superintendent or designee may monitor employee
usage of district technology at any time without advance notice or consent.

5. Creating or participating in social networking sites for communication with students, other than those created
by the district, without the prior written approval of the principal or designee



10.

11.

12,

13.

. Inviting or accepting requests from students, or former students who are minors, to connect on personal social

networking sites (e.g., "friending” or "following" on social media), unless the site is dedicated to school business

. Singling out a particular student for personal attention and friendship, including giving gifts and/or nicknames

to individual students

. Addressing a student in an overly familiar manner, such as by using a term of endearment

. Socializing or spending time with students outside of school-sponsored events, except as participants in

community activities

Sending or accompanying students on personal errands unrelated to any legitimate educational purpose
Transporting a student in a personal vehicle without prior authorization

Encouraging students to confide their personal or family problems and/or relationships

Disclosing personal, family, or other private matters to students or sharing personal secrets with students
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Policy 3513.3: Tobacco-Free Schools Status: ADOPTED
Original Adopted Date; 10/23/2003 | Last Revised Date: 08/0%9/2017

The Board of Education recognizes that smoking and other uses of tobacco and nicotine products constitute a
serious public health hazard and are inconsistent with district goals to provide a healthy environment for students
and staff.

(cf. 3514 - Environmental Safety)

(cf. 4159/4259/4359 - Employee Assistance Programs)

(cf. S030 - Student Wellness)

{cf. 5131.62 - Tobacco}

{cf. 5141.23 - Asthma Management)

{cf. 6142.8 - Comprehensive Health Education)

(cf. 6143 - Courses of Study)

The Board prohibits smoking and/or the use of tobacco products at any time in district-owned or leased buildings, on
district property, and in district vehicles. {Health and Safety Code 104420, 104559)

These prohibitions apply to all employees, students, and visitors at any school-sponsored instructional program,
activity, or athletic event held on or off district property. Any written joint use agreement governing community use
of district facilities or grounds shall include notice of the district's tobaceo-free schools policy and consequences for
violations of the policy.

(cf. 1330 - Use of Schoo) Facilities)
(cf. 1330.1 - foint Use Agreements}

Smoking means inhaling, exhaling, burning, or carrying of any lighted or heated cigar, cigarette, pipe, tobacco, or plant
product intended for inhalation, whether natural or synthetic, in any manner or form, and includes the use of an
electronic smoking device that creates aerosol or vapor or of any oral smoking device for the purpose of
circumventing the prohibition of smoking. (Business and Professions Code 22950.5; Education Code 48901)

Tobacco products include: (Business and Professions Code 22950.5; Education Code 48901)

1. Any product containing, made, or derived from tobacco or nicotine that is intended for human consumption,
whether smoked, heated, chewed, absorbed, dissolved, inhaled, snorted, sniffed, or ingested by any other means,
including, but not limited to, cigarettes, cigars, little cigars, chewing tobacco, pipe tobacco, or snuff

2. An electronic device that delivers nicotine or other vaporized liquids to the person inhaling from the device,
including, but not limited to, an electronic cigarette, cigar, pipe, or hookah

3. Any component, part, or accessory of a tobacco product, whether or not sold separately

This policy does not prohibit the use or possession of prescription products and other cessation aids that have been
approved by the U.S. Department of Health and Human Services, Food and Drug Administration, such as nicotine
patch or gum.

Smoking or use of any tobacco-related product or disposal of any tabacco-related waste is prohibited within 25 feet
of any playground, except on a public sidewalk located within 25 feet of the playground. In addition, any form of

intimidation, threat, or retaliation against a person for attempting to enforce this palicy is prohibited. (Health and
Safety Code 104495)
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Regulation 3513.3: Tobacco-Free Schools Status: ADOPTED
Original Adopted Date: 03/22/2001 | Last Revised Date: 08/0%/2017

Motifications

Information about the district's tobacco-free schools policy and enforcement procedures shall be communicated
clearly to employees, parents/guardians, students, and the community. (Health and Safety Code 104420)

(cf. 4112.9/4212.9/4312.9 - Employee Notifications)
{cf. 5145.56 - Parental Notifications)

The Superintendent or designee may disseminate this information through annual written notifications, district and
school web sites, student and parent handbooks, and/or other appropriate methods of communication.

{cf. 1113 - District and School Web Sites)

The Superintendent or designee shall ensure that signs stating "Tobacco use is prohibited” are prominently displayed
at all entrances to school property. (Health and Safety Code 104420, 104559)

Enforcement/Discipline

Any employee or student who violates the district's tobacco-free schools policy shall be asked to refrain from
smaoking and shall be subject to disciplinary action as appropriate.

(cf. 4118 - Suspension/Disciplinary Action)
{cf. 4218 - Dismissal/Suspension/Disciplinary Action)
(cf. 5144 - Discipline)

{cf. 5144.1 - Suspension and Expulsion/Due Process)
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Policy 1312.3; Uniform Complaint Procedures Status: ADOPTED
Original Adopted Date: 10/23/2003 | Last Revised Date: 02/09/2022 | Last Reviewed Date: 02/09/2022

The Board of Education recognizes that the district has the primary responsibility to ensure compliance with
applicable state and federal laws and regulations governing educational programs. The Board encourages early
resolution of complaints whenever possible. To resolve complaints which may require a more formal process, the
Board adopts the uniform system of complaint processes specified in 5 CCR 4600-4670 and the accompanying
administrative regulation.

The district's uniform complaint procedures {UCP) shall be used to investigate and resolve the following complaints:

1. Any complaint alleging district violation of applicable state or federal law or regulations governing adult education
programs, after school education and safety programs, migrant education, career technical and technical education
and training programs, child care and development programs, child nutrition programs, special education programs,
consolidated categorical aid programs, and any other district-implemented program which is listed in Education Code
64000(a) {5 CCR 4610)

(cf. 3553 - Free and Reduced Price Meals)

{cf. 3555 - Nutrition Program Compliance)

{cf. 5141.4 - Child Abuse Prevention and Reporting)

(cf. 5148 - Child Care and Development)

(cf. 5148.2 - Before/After School Programs)

(cf. 6159 - Individualized Education Program)

{cf. 6171 - Title | Programs)

{cf. 6174 - Education for English Learners)

{cf. 6175 - Migrant Education Program)

{cf. 6178 - Career Technical Education)

{cf. 6178.1 - Work-Based Learning)

(cf. 6178.2 - Regicnal Occupational Center/Program)

(cf. 6200 - Adult Education)

2. Any complaint alleging the occurrence of unlawful discrimination (such as discriminatory harassment, intimidation,
or bullying) against any student, employee, or other person participating in district programs and activities, including,
but not limited to, those programs or activities funded directly by or that receive or benefit from any state financial
assistance, based on the person's actual or perceived characteristics of race or ethnicity, color, ancestry, nationality,
national origin, ethnic group identification, age, religion, marital, pregnancy, or parental status, physical or mental
disability, sex, sexual orientation, gender, gender identity, gender expression, or genetic information, or any other
characteristic identified in Education Code 200 or 220, Government Code 11135, or Penal Code 422.55, or based on
his/her association with a person or group with one or more of these actual or perceived characteristics (5 CCR

4610)
{cf. 0410 - Nondiscrimination in District Programs and Activities)

(cf. 5145.3 - Nondiscrimination/Harassment)

(cf. 5145.7 - Sexual Harassment)

3. Any complaint alleging district noncompliance with the requirement to provide reasonable accommodation to a
lactating student on school campus to express breast milk, breastfeed an infant child, or address other breastfeeding-
related needs of the student (Education Code 222)



(cf. 5146 - Married/Pregnant/Parenting Students)

4, Any complaint alleging district noncompliance with the prohibition against requiring students to pay fees, deposits,
or other charges for participation in educational activities (5 CCR 4610}

(cf. 3260 - Fees and Charges)
(cf. 3320 - Claims and Actions Against the District)

5. Any complaint alleging district noncompliance with legal requirements related to the implementation of the local
control and accountability plan (Education Code 52075}

{cf. 04640 - Local Control and Accountability Plan)

6. Any complaint, by or on behalf of any student who is a foster youth, alleging district noncompliance with any legal
requirement applicable to the student regarding placement decisions, the respansibilities of the district’s educational
liaison to the student, the award of credit for coursework satisfactorily completed in another school or district,

school transfer, or the grant of an exemption from Board-imposed graduation requirements (Education Code 48853,
48853.5, 49069.5,51225.1,51225.2)

{cf. 6173.1 - Education for Foster Youth)

7. Any complaint, by or on behalf of a homeless student as defined in 42 USC 114343, alleging district
noncompliance with any requirement applicable to the student regarding the award of credit for coursework
satisfactorily completed in another schoal or district or the grant of an exemption from Board-imposed graduation
requirements (Education Code 512251, 51225.2}

{cf. 6173 - Education for Homeless Children)

8. Any complaint, by or on behalf of a former juvenile court school student who transfers into the district after
his/her second year of high school, alleging district noncompliance with any requirement applicable to the student
regarding the award of credit for coursework satisfactorily completed in the juvenile court school or the grant of an
exemption from Board-imposed graduation requirements (Education Code 51225.1, 51225.2)

(cf. 6173.3 - Education for Juvenile Court School Students)

9. Any complaint alleging district noncompliance with the requirements of Education Code 51228.1 and 51228.2
that prohibit the assignment of a student to a course without educational content for more than one week in any

semester or to a course the student has previously satisfactorily completed, without meeting specified conditions
(Education Code 51228.3)

(cf. 6152 - Class Assignment)

10. Any complaint alleging district noncompliance with the physical education instructional minutes requirement for
students in elementary school (Education Code 51210, 51223)

(cf. 6142.7 - Physical Education and Activity)

11. Any complaint alleging retaliation against a complainant or other participant in the complaint process or anyone
who has acted to uncover or report a violation subject to this policy

12. Any other complaint as specified in a district policy

The Board recognizes that alternative dispute resolution (ADR) can, depending on the nature of the allegations, offer
a process to reach a resolution to the complaint that is acceptable to all parties. ADR such as mediation may be
offered to resalve complaints that involve more than one student and no adult. However, mediation shall not be
offered or used to resolve any complaint involving sexual assault or where there is a reasonable risk that a party to
the mediation would feel compelled to participate. The Superintendent or designee shall ensure that the use of ADR
is consistent with state and federal laws and regulations.

The district shall protect all complainants from retaliation. In investigating complaints, the confidentiality of the
parties involved shall be protected as required by law. For any complaint alleging retaliation or unlawful
discrimination {such as discriminatory harassment, intimidation, or bullying), the Superintendent or designee shall
keep the identity of the complainant, and/or the subject of the complaint if he/she is different from the complainant,



confidential when appropriate and as long as the integrity of the complaint process is maintained.

{cf. 4119.23/4219.23/4319.23 - Unauthorized Release of Confidential/Privileged Information)

{cf. 5125 - Student Records)

(cf. 9011 - Disclosure of Confidential/Privileged Information)

When an allegation that is not subject to the UCP is included in a UCP complaint, the district shall refer the non-UCP
allegation to the appropriate staff or agency and shall investigate and, if appropriate, resolve the UCP-related
allegationis} through the district's UCP.

The Superintendent or designee shall provide training to district staff to ensure awareness and knowledge of current
law and related requirements, including the steps and timelines specified in this policy and the accompanying
administrative regulation,

(cf. 4131 - Staff Development)

{cf. 4231 - Staff Development)

(cf. 4331 - Staff Development)

The Superintendent or designee shall maintain records of all UCP complaints and the investigations of those
complaints in accordance with applicable law and district policy.

(cf. 3580 - District Records)
Non-UCP Complaints

The following complaints shall not be subject to the district's UCP but shall be referred to the specified agency: (5
CCR 4611)

1. Any complaint alleging child abuse or neglect shall be referred to the County Department of Social Services, the
County Protective Services Division, and the appropriate law enforcement agency.

2. Any complaint alleging health and safety violations by a child development program shall, for licensed facilities, be
referred to Department of Social Services and shall, for licensing-exempt facilities, be referred to the appropriate
Child Development regional administrator.

3. Any complaint alleging employment discrimination shall be sent to the California Department of Fair Employment
and Housing and the compliance officer shall notify the complainant by first class mail of the transfer.

4. Any complaint alleging fraud shall be referred to the California Department of Education.

In addition, the district’s Williams Uniform Complaint Procedures, AR 1312.4, shall be used to investigate and resolve
any complaint related to sufficiency of textbooks or instructional materials, emergency or urgent facilities conditions

that pose a threat to the health or safety of students or staff, or teacher vacancies and misassignments. (Education
Code 35184)

(ef. 1312.4 - Williams Uniform Complaint Procedures)
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Regulation 1312.4: Williams Uniform Complaint Procedures Status: ADOPTED
Original Adopted Date: 02/10/2005 [ Last Revised Date: 03/09/2022 | Last Reviewed Date: 03/09/2022

Types of Complaints

The district shall use the following procedures described in this administrative regulation only to investigate and
resolve the following:

1. Complaints regarding the insufficiency of textbooks and instructional materials including any complaint alleging
that: (Education Code 35186;5 CCR 4681)

a. A student , including an English [earner, does not have standards-aligned textbooks or instructional materials or
state- or district-adopted textbooks or other required instructional materials to use in class.

b. A student does not have access to textbooks or instructional materials to use at home or after school. This does
not require two sets of textbooks or instructional materials for each student.

c. Textbooks or instructional materials are in poor or unusable condition, have missing pages, or are unreadable due
to damage.

d. A student | was provided photocopied sheets from only a portion of a textbook or instructional materials to
address a shortage of textbooks or instructional materials.

(cf. 6161.1 - Selection and Evaluation of Instructional Materials)

2. Complaints regarding teacher vacancy or misassignment, including any complaint alleging that: {Education Code
35184;5 CCR 4682)

a. A semester begins and a teacher vacancy exists.

b. A teacher who lacks credentials or training to teach English learners is assigned to teach a class with more than 20
percent English learners in the class.

{cf. 4112.22 - Staff Teaching Students of Limited English Proficiency)
c. A teacher is assigned to teach a class for which the teacher lacks subject matter competency.

Teacher vacancy means a position to which a single designated certificated employee has not been assigned at the
beginning of the year for an entire year or, if the position is for a one-semester course, a position to which a single
designated certificated employee has not been assigned at the beginning of the semester for an entire semester,
{Education Code 35186; 5 CCR 4600}

Beginning of the year or semester means the first day classes necessary to serve all the students enrolled are
established with a single designated certificated employee assigned for the duration of the class, but not later than
20 working days after the first day students attend classes for that semester. (5 CCR 4600)

Misassignment means the placement of a certificated employee in a teaching or services position for which the
employee does not hold a legally recognized certificate or credential or the placement of a certificated employee in a
teaching or services position that the employee is not otherwise authorized by statute to hold. (Education Code
35186; 5 CCR 4600}

{cf. 4112.2 - Certification)

{cf. 4113 - Assignment}

3. Complaints regarding the condition of school facilities, including any complaint alleging that:{Education Code
35186;5 CCR 4683)

a. A condition poses an emergency or urgent threat to the health or safety of students or staff.

Emergency or urgent threat means structures or systems that are in a condition that poses a threat to the health and
safety of students or staff while at school, including, but not limited to, gas leaks; nonfunctioning heating, ventilation,



fire sprinklers, or air-conditioning systems; electrical power failure; major sewer line stoppage; major pest or vermin
infestation; broken windows or exterior doors or gates that will not lock and that pose a security risk; abatement of
hazardous materials previously undiscovered that pose an immediate threat to students or staff; structural damage
creating a hazardous or uninhabitable condition; or any other condition deemed appropriate. {Education Code
17592.72)

b. A school restroom has not been cleaned, maintained, or kept open in accordance with Education Code 35292.5.

Clean or maintained school restroom means a school restroom has been cleaned or maintained regularly, is fully

operational, or has been stocked at all times with toilet paper, soap, or paper towels or functional hand dryers.
{Education Code 35292.5)

Open restroom means the school has kept all restrooms open during school hours when students are not in classes
and has kept a sufficient number of restrooms open during school hours when students are in classes. This does not

apply when the temporary closing of the restroom is necessary for student safety or to make repairs. (Education
Code 35292.5)

{cf. 3514 - Environmental Safety)

{cf. 3517 - Facilities Inspection)

Forms and Notices

The Superintendent or designee shall ensure a Williams' complaint form is available at each school. However,
complainants need not use the district’'s complaint form in order to file a complaint. (Education Code 35186; 5 CCR
4680)

The Superintendent or designee shall ensure that the district's complaint form specifies the location for filing a

complaint. A complainant may add as much text to explain the complaint as desired {Education Code 351846; 5 CCR
4680)

Filing of Complaint

A complaint alleging any condition(s) specified in the section "Types of Complaints" above shall be filed with the
principal or designee at the school in which the complaint arises. A complaint about problems beyond the authority
of the principal shall be forwarded to the Superintendent or designee in a timely manner, but not to exceed 10
working days. Complaints may be filed anonymously. (Education Code 35184; 5 CCR 4680)

Investigation and Response

The principal or a designee of the Superintendent shall make all reasonable efforts to investigate any problem within
the principal's or designee’s authority. {Education Code 35186; 5 CCR 4685)

The principal or Superintendent’s designee shall remedy a valid complaint within a reasonable time period not to
exceed 30 working days from the date the complaint was received. (Education Code 35186; 5 CCR 4685)

If the complainant has indicated on the complaint form a desire to receive a response to the complaint, the principal
or Superintendent's designee shali report the resolution of the complaint to the complainant within 45 working days
of the initial filing of the complaint. If the principal makes this report, the information shall be reported at the same
time to the Superintendent or designee. {Education Code 35186; 5 CCR 4680, 4685)

When Education Code 48985 is applicable and the complainant has requested a response, the response shall be
written in English and in the primary language in which the complaint was filed. (Education Code 35186}

If a complainant is not satisfied with the resolution of a complaint, the complainant has the right to describe the
complaint to the Governing Board at a regularly scheduled meeting. {(Education Code 35186; 5 CCR 4686}

For any complaint concerning a facilities condition that poses an emergency or urgent threat to the health or safety
of students or staff as described in item #3a in the section "Types of Complaints" abave, a complainant who is not



satisfied with the resolution proffered by the principal or Superintendent or designee may file an appeal to the
Superintendent of Public Instruction within 15 days of receiving the district's response. The complainant shall comply
with the appeal requirements specified in 5 CCR 4632. (Education Code 35186; 5 CCR 4687)

All complaints and written responses shall be public records, (Education Code 35186; 5 CCR 4486)

Reports

On a quarterly basis, the Superintendent or designee shall report, to the Board at a repularly scheduled public Board
meeting and to the County Superintendent of Schools, summarized data on the nature and resolution of all
complaints. The report shall include the number of complaints by general subject area with the number of resolved
and unresolved complaints. (Education Code 35186; 5 CCR 4686)
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Policy 4033: Lactation Accommodation Status: ADOPTED
Original Adopted Date: 04/14/2021 | Last Revhewsd Oate: 04/14/2021

The Baard of Education recognizes the immediate and long-term health benefits of breastfreding and desires to provide a supportive environment for any district em
wark following the birth of the child. The Board of Education prohibits discrimination, harassment, and/or retallation against any district employee for seeking an acc
wark,

An employee shall notify the employee's supervisor or other appropriate personnel in advance of the intent to reguest an accommodation. The supervisor shall respo
arrangements. If needed. the supervisor shall address scheduling in order to ensure that the employee’s essential job duties are cavered during the break time

Lactation accommodations shall be granted unless limited circumstances exist as specified in law  {Labor Cede 1031, 1032; 29 USC 207)

Betore a determination is made to deny lactation accommaodations to an employes, the employee’s supervisor shall consult with the Superintendent or designee. Wh
or designee shall document the options that were considered and the reasons for denying the accommodations.

The Superintendent or designee shall provide a written response to any employee who was denied the accommeodation(s), {Labor Code 1034)

The district shall include this policy in its employee handbook or in any set of poficies that the district makes available to employees. In addition, the Superintendent ¢
hire and when an employee makes an inguiry about or requests parental leave. {Labor Code 1034}

Break Time and Location Requirements
The district shall provide a reasonable amount of break time to accommodate an employee each time the employee has a need to express breast milk for an infant ch

To the extent possible, any break time granted for lactation accommaodation sha'l run concurrently with the break time already provided to the employes. Any additic
purpase shall be unpaid. (Labor Code 1030; 29 USC 207)

The employee shall be provided the use of a private room or location, other than a bathroom, which may be the employee's work area or another location that is incl
location provided shall meet the following requirements: (Labor Code 1031; 29 USC 207)

1. Is shielded from view and free from intrusion while the employee is expressing milk

2. Is safe, clean, and free of hazardous materials, as defined in Labor Code 6382

3. Contains a place to sit and a surface to place a breast pump and personal items

4. Has access to electricity or alternative devices, including, but not limited to, extension cords or charging stations, neaded to operate an electric ar battery - pows

5 Has access to a sink with running water and a refrigerator or, if a refrigerator cannot be provided, anather cooling device suitable for storing milk in close proxir
If a multipurpose room is used for lactation, among other uses, the use of the room for lactation shall take precedence over other uses for the time it is in use for lact.

Dispute Resolution

An employee may file a complaint with the Labor Commissioner al the California Department of Industrial Relations for any alleged vialation of Laboer Code 1030100
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Policy 4119.22: Dress And Grooming Status: ADOPTED
Original Adopted Date: 02/08/2001 | Last Revised Date: 04/14/2021 | Last Reviewed Date: 04/14/2021

The Board of Education believes that appropriate dress and grooming by district employees contribute to a
productive learning environment and model positive behavior. During school hours and at schoal activities,
employees shall maintain professional standards of dress and grooming that demonstrate their high regard for
education, present an image consistent with their job responsibilities and assignment, and not endanger the health or
safety of employees or students.

(cf. 4118 - Suspension/Disciplinary Action)

(cf. 4119.25/4219.25/4319.25 - Political Activities of Employees)
(cf. 4218 - Dismissal/Suspension/Disciplinary Action)

(cf. 5132 - Dress and Grooming)



